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[bookmark: _Toc201340386]Introduction
Many leaders still assume that their most important job is to deliver results and meet business goals (Kohn, 2024). Of course, they are right to some point because organisations hold them accountable to numbers and metrics. The challenge is that it takes more than that to build high-performing teams and organisations. According to Kour (2025), self-aware leaders can recognise their own emotions and how they affect their decisions and behavior. Understanding how emotions affect our behaviour can help us avoid impulsive reactions and decisions. Shah (2024) noticed that effective and stable teams are the result of leaders who can control their emotions and remain calm and clear-headed even in challenging circumstances.
According to Goleman (2001), self-awareness is the ability to understand and recognise thoughts, feelings, values, and judgments. Most importantly, it explains how these internal states and external actions relate to other work issues. Reeve (2024) points out that it represents a conscious awareness of one's own nature, motives, and the keys that control our actions. Bunting (2024) states that in the modern landscape of the organisation, self-awareness is increasingly recognised as the cornerstone of outcomes and the key differentiator that separates high-performing individuals from those who struggle with friction and inefficiency. 
Braht et al. (2021) noted that effective leadership is founded on a leader's self-awareness. It is the capacity to comprehend oneself, one's responses, and one's impact on others. Research has demonstrated that self-aware leaders make better decisions, communicate more effectively with their team, and overcome obstacles more skillfully (Crook, 2024). The Korn Ferry Institute (2015),  study suggests that self-awareness can be improved through feedback and coaching, which not only benefits individuals but also positively impacts organisational performance. Raising self-awareness enables the elimination of biases, the adaptation of management techniques to better suit team members and the cultivation of more genuine connections.
This report explores the role of self-awareness for managers in contemporary organisations. It systematically synthesises current research to illuminate the multifaceted implications of self-awareness, examining its intricate and fundamental connection to emotional intelligence—especially in a highly demanding, uncertain post-COVID landscape—and its implications for individual and organisational well-being and performance. 
Additionally, this report explores the implications of lacking self-awareness, explains how purposeful engagement with and coping with these can be informed by the outcomes of this specific and expanded well-being, and concludes with practical strategies and outcomes for integrating self-awareness development into resulting management programs and broader organisational cultures.
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[bookmark: _Toc201340388]Why Self-Awareness is a Non-Negotiable Leadership Trait 

In today's rapidly evolving business world, where technology is advancing rapidly and employee expectations are shifting, self-awareness in managers has evolved from a desirable trait to a crucial skill for effective leadership (Carden, 2022). The world after COVID-19 has made it even more crucial for leaders to manage uncertainty with emotional intelligence (Brown, 2021). Self-awareness is becoming more and more known as not just an exercise in looking inward but also as a "strategic tool for professional success" and, according to leadership expert Bill George (2015), "the starting point of leadership". It is the foundation for making informed decisions, fostering effective relationships, and advancing professionally. Professors from Cornell University (IESE, 2025), have found that self-aware leaders are better at their jobs because they know what they are good at, what they are bad at, and what they want to achieve. The study reveals that self-awareness begins with introspection and can be enhanced with tools such as personality tests and 360-degree feedback. Leaders who know themselves are better able to lead others and help their teams thrive. Ultimately, we may learn how to become a successful leader. Successful leaders work on developing trust and helping their colleagues grow both personally and professionally.
According to Gallup's research (2025), only 21% of workers worldwide are engaged at work. The world's economy lost $438 billion in 2024 due to a lack of engagement. Additionally, only 27% of managers feel engaged, which is a concerning statistic. The study shows that managers have a big impact on their teams. For example, 70% of team involvement depends on the manager's level of engagement. The report states that only 21% of employees report being very engaged at work. The rest either do their jobs without thinking about them or actively hunt for a new job. When managers "do not care", their teams probably do not either. According to Fowler (2023), if a leader does not know how the team reacts, they cannot do a successful job. This means that companies should focus on helping and involving managers to make the workplace better overall (Jung, 2022). The Global Leadership Forecast (2025) report reveals that 65% of the businesses that took part in the poll indicated their managers do not know how to deal with people. In other words, leaders often lack essential skills such as empathy, effective communication, and self-awareness.
Eurich (2018) explores the science and practice of self-awareness. The research reveals that self-awareness consists of two components: understanding oneself (internal self-awareness) and understanding how others perceive oneself (external self-awareness). Most people believe they are self-aware, but studies indicate that genuine self-awareness is quite rare. According to Eurich (2018):  Self-awareness leads to better decisions, stronger relationships, and greater success. Many people are unaware of how they come across to others, even when they reflect on themselves. Honest feedback from others is essential for growth, but it is often hard to get. Eurich (2018) also states that understanding ourselves and how we are perceived is key to personal and professional growth.

[bookmark: _Toc201340389]What does a leader without self-awareness look like?
According to Kohn (2024), a lack of self-awareness often causes leaders to be convinced of their infallibility, fail to listen to critical comments and downplay problems reported by the team. This management style may seem practical at first (especially when the leader is charismatic and "presses for results"), but over time, it results in poor performance, impacting the team.
People who do not know themselves well often struggle to recognise their strengths and limitations, as well as how these qualities impact others. Eurich (2018) states that most people believe they are self-aware, but only 10–15% of them are. Eurich also pointed out that several problems can arise due to this gap: 
• Bad Decisions: People may make decisions that do not align with their genuine values or goals if they do not know themselves well enough. 
• Problems in Relationships: Not being able to see how one's actions influence others can hurt relationships and make it harder to succeed. 
• Limited Growth: It is hard to find places where you can improve or accept constructive criticism if you do not know yourself well. 
• Overconfidence: People can get overconfident when they have a lot of experience and authority, which can make them dismiss criticism and become less aware of themselves. 
• Unproductive Introspection: Instead of focusing on "what," pondering about "why" might lead to rumination and unpleasant thoughts instead of useful insights.
The consequences of ignoring self-awareness affect many organisations from the inside. "Employees do not leave companies, but bosses" - this popular saying is confirmed by data (Bajorek, 2023).
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The definition of well-being, according to Avedissian (2021), is happiness, comfort, health, safety, and security. According to this definition, mood, emotion, and physical and mental health are all positive. Leadership has evolved in response to the COVID-19 pandemic, highlighting the importance of adaptability, empathy, and enhanced emotional intelligence. The key consequences of the COVID-19 crisis are volatility and unpredictability, which in turn lead to a growing lack of trust in managers within organisations (Bryce, 2022). In times of crisis, when we doubt the current order of things, when our old methods, friendships, and habits fail, sensitivity to falsehood is particularly high. A leader who is close to his values and beliefs, able to admit a mistake or weakness, and communicates transparently and honestly is someone who can be trusted in these times and whom employees can follow. The state of long-term nervous tension that accompanies us during the pandemic affects our ability to regulate emotions (Miles et al., 2022). In remote work, we also encounter the interpenetration of the private sphere with the professional sphere, which makes it increasingly difficult to distinguish between work time and personal time, or professional problems from personal issues (Mikołajczyk, 2021). Deregulation at the emotional level leads to uncontrolled outbursts of emotions, such as anger, sadness, and frustration, which means the leader is no longer trustworthy and is perceived as unpredictable by the environment. A leader who can manage himself in this way can give hope in the most challenging conditions and in times that are difficult to predict and very complex (Uhl-Bien, 2021); hope can be the driving force of an organisation - a key component of a sense of meaning. 
According to Alkhalili et al. (2024), studies among nurses during the pandemic revealed a strong relationship between burnout and emotional intelligence; individuals with higher emotional intelligence (EI) scores reported fewer episodes of burnout. According to this research, managers who possess higher emotional intelligence—which is essentially based on self-awareness—are better able to promote the well-being of their teams and mitigate the negative effects of ongoing stress. 
Pitšugina (2024) notes that regular development and EI evaluation can further enhance leadership effectiveness. As a result, organisations will be able to create a culture with emotionally competent individuals, fostering long-term growth in business environment. Studies also show that emotionally intelligent leaders are better able to adapt their leadership style in crises, such as the pandemic, by skillfully combining empathetic engagement with structural support, which enhances team resilience and satisfaction (Aguilar Yuste, 2021).
A lack of self-awareness in the post-COVID world may be particularly detrimental to managers, as it increased stress can result in emotional instability (Shoun, 2024). Emotional reactions from leaders might easily lead to negative emotional contagion and exacerbate preexisting fears among employees (Xerri, 2023). Banfield (2024) states that if managers lack self-awareness, they may without own knowledge undertaking their stress and frustration onto their team, which can negatively impact the emotional state of the entire team. On the other hand, even in the face of intense external pressures, a self-aware manager can identify their stress reactions, implement strategies to manage them effectively, and deliberately choose behaviours and communication styles that promote psychological safety, stability, and calm (Ganapathi, 2023). According to Crook (2021), the ability to control one's emotions, which stems from self-awareness, is crucial for leading groups through challenging times. 
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Gibbs' Reflective Cycle, developed by Graham Gibbs in 1988, offers a framework that facilitates continuous personal and professional development. It consists of six cycles: descriptions, feelings, evaluation, analysis, conclusion, and action plan.
As a Business Management student at UWTSD Swansea and On-Site Manager at One Motion, I have been undertaking a series of challenges to deepen my self-awareness. Over the last few weeks, I have been working intensively on three key areas: expressing gratitude, practising solitude and pausing before reacting. 

Description
Each evening before bedtime, I tried to spend 5-10 minutes writing down a few specific things I was grateful for that day. These included events at work (i.e., successfully closing a day and quick problem-solving), at school (i.e., keeping my schedule with projects), and in my personal life (i.e., having a nice conversation with family and a moment of relaxation with a favorite hobby). For the other challenge, every morning, before I started my day, I set aside at least 15 minutes to be alone, without any distractions. This was a time for quiet reflection, allowing me to observe my thoughts and feelings. I often did this in a quiet place at home or, if I had time, in a nearby beach patch in Llanelli. In the situations that triggered strong emotions in me (especially negative ones such as frustration, anger, and nervousness), I consciously used the "STOP-BREATH-REFLECTION-CHOICE" technique. Typical situations include unexpected problems at work (e.g. breakdowns, delays, conflicts) or stressful moments in my personal life. My goal was to control the impulse before I reacted.

[bookmark: _Toc201340392]Feelings
Initially, these challenges produced mixed feelings.
At first, I felt forced to look for the positives, which felt artificial. Sometimes, I would be tired after work, and all I wanted to do was relax, not "look for gratitude". However, over time, once I got into the rhythm, I felt a real sense of relief and peace, ending the day on a positive note. It helped me fall asleep in a better mood.
The first few sessions of practicing loneliness were restless. My head was full of thoughts about to-do lists and unresolved issues. I felt frustrated that I could not switch off. However, with each day the sense of calm and clarity of mind grew. I began to feel it as precious "me" time, a moment to breathe. In moments of great stress, I would instinctively react immediately, often aggressively. When I successfully applied this technique, I felt a bit sense satisfaction. When I failed, I experienced disappointment, but it motivated me to keep trying.
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Practicing gratitude and solitude directly supported my ability to stop before reacting. My interactions with the team become more productive. Gratitude in the evening and peaceful morning have had a positive impact on the quality of my sleep.
At work, instead of wasting energy on emotional reactions, I was able to look for solutions more quickly and effectively.
In the beginning, there were days when I was too tired or distracted to take enough time for gratitude or solitude. In some very fast-paced situations, I still found myself "forgetting" the stopping technique, reacting almost automatically. This requires further practice.
[bookmark: _Toc201340394]Analysis
These three challenges—gratitude, solitude, and pausing before reacting did not work separately but supported each other. Daily gratitude made me start to see more positives, which naturally improved my mood and overall outlook. Solitude, on the other hand, gave me time to "clean up" my thoughts and better understand what was going on inside me. When a difficult situation shows up at work or in my private life, my mind is already better prepared.

[bookmark: _Toc201340395]Conclusion
I learned that true power lies in self-control. My values ​​of effectiveness, calmness, and authenticity in communication have become more accessible and easier to implement. My self-awareness has improved slightly. My score on the Emotional Intelligence quiz increased from 41 to 57 in just a few weeks. My partner has noticed that I am more present and calm at home. 
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I will include "challenges" in my daily routine, as well as stops, breath-reflection techniques, and exploration of EI topics, which will further strengthen my self-awareness. I will continue to practice reflection, maybe not with Gibb's Cycle but in more free form to regularly identify new areas for development.
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This report focuses on self-awareness and how it has changed from being a desirable quality to an essential leadership skill, particularly in the difficult post-COVID environment. Career advancement, effective decision-making, and the development of positive team dynamics all depend on self-awareness, including both internal and external perspectives. The impact of COVID-19 exposed how increased unpredictability have increased the need for leaders who can control their own emotions and support the well-being of their teams.
Self-awareness is the foundation for emotional intelligence; it allows leaders to reduce stress, prevent harmful emotional contagion, and promote psychological stability and safety even if the team is facing work pressure.
Finally, a personal reflection using Gibbs’ reflective cycle provided a useful example of how intentionally applying self-awareness techniques can result in noticeable benefits in emotional intelligence, self-control, and overall well-being. Personal experience supports the report’s central thesis that developing self-awareness is an ongoing, transformational process with a significant impact on the success, resilience, and well-being of leadership teams, as well as the organisation.


[bookmark: _Toc201340398]Development Plan 
	[bookmark: _Hlk183121412]What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	
Deep diving Self-Awareness (June - July)
Increasing awareness of emotions


Identifying values ​​and how they influence for my decisions
	
Continuing to journal daily gratitude and reflect on my emotions






Spending 15 minutes a week reflecting on my key values ​​(efficiency, cooperation, everyday life). Analysing how my values ​​influence decisions at work and home
	
My Journal. - Online Tools (Emotion Wheel).
https://www.calm.com/blog/the-feelings-wheel
	
Daily journal entries. - Ability to name at least 5 different emotions each day.


Notebook. - Materials from Business Management regarding business ethics.
	Month 1-2
8 weeks








4 weeks

	
Managing stress and impulsive reactions more effectively



Improve Sleep patterns
	
Regular use of the "STOP-BREATH-REFLECTION-CHOICE"




After hot period at work and University I will take a break from everything to calm down, and get into proper routine 
	
Breathing exercises. - Meditation apps i.e Aura.



Self-discipline, reminders in the phone 
	
No impulsive reaction in difficult situations - Reduction in stress level

Sleeping 7-8 hours a day
	Months 3-4
8 weeks






4 weeks

	Aaively listening and understanding the perspectives of others
	During conversations aware listening, without interrupting and preparing an answer. – Asking open questions to understand better the speaker’s point of view
	Books/articles on active listening


I.e
The Art of Active Listening: How People at Work Feel Heard, Valued, and Understood
By  Heather R. Younger

	Feedback from at least 3 people than I am doing better, Ability to summarize what other person is saying 
	Months  5-6

8 Weeks 


	End of Term (December): Reflection and Overall Assessment

Overall assessment and future plan
	Increase in IE quiz score. - Writing down conclusions from 6 months. - Formulating new, specific goals for the next 6 months.
	Retake the Emotional Intelligence Quiz
	Results of the previous quiz
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