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[bookmark: _Toc201580794]1. Critical Analysis of the Importance of Managers Developing Their Self-Awareness in Modern Organisations
[bookmark: _Int_akdqZpU4][bookmark: _Int_ThKPIT5p]In organisation today, self-awareness is fast emerging to be a pillar of great successful leadership. self-awareness has been defined as self-understanding of their character, emotions, emotion, intentions and desires and enables managers to manage complicated interpersonal and organisational relationships with realness and emotional intelligence (hereafter EI) (Goleman, 2019). The ability to engage in self-awareness helps one not only to be a strong leader in his/her workplace but also allows a manager to create organisational cultures that are based on empathetic, flexible, yet resilient principles. Among the main reasons to address self-awareness as a matter of management, the relationship between it and EI should be considered. Goleman (2019) defines self-awareness as one of the four competencies of the EI, as the other three include self-management, social awareness, and relationship management. A self-aware manager can evaluate their emotional triggers and behaviour mechanisms correctly and thus prevent any of their actions based on emotions, marking the individual more rational and inclusive as a leader. As (Soriano-Vazquez, Cajachagua Castro and Morales-Garca, 2023) assert, managers of high EI can handle stress at work better, enhance cooperation among workers and react positively to conflict. Such qualities are specific in these days of high pressure, when an inability to manage their emotions may result in rather costly consequences, i.e., low morale, high turnover, and losses in productivity.
[bookmark: _Int_2uWPu6rx][bookmark: _Int_nR3EEiFa][bookmark: _Int_2NNx5Ss7][bookmark: _Int_2nH7CBLs]Moreover, self-awareness determines authentic leadership, which leads to transparency, ethical behaviour, and consistency in values and deeds (Brewer and Devnew, 2020). Genuine leaders are considered more trustworthy, thus increasing employee engagement and psychological safety. Nubold. Van Quauebeke and Hulsheger (2020) rightly asserted that authentic leadership, which is based on self-insight, produces a major influence on the satisfaction of such followers, their commitment, and performance. Conversely, the leader who does not possess self-awareness may have a problem with self-deception or overconfidence and thus make trust become weak and hamper team unity. Further, self-awareness forms part of decision-making and strategic thinking. As per Chon and Sitkin (2021), self-aware managers can be expected to weigh matters more objectively, inquire into their predispositions, and factor comments into their decision-making such a contemplative style is a critical bid in reducing cognitive biases, namely confirmation biases and anchoring, most of which tend to have their impairing effect on the strategic evaluation (Moore and Bazerman, 2022). Also, when they are self-aware, managers can find it easier to adjust their leadership style to different situations, i.e., situational leadership (Hersey & Blanchard, 1982). This flexibility promotes organisational responsiveness and fluidity in a fluid or multicultural environment. Likewise, it is also important to self-manage the relationship in the workplace. As Ugoani (2020) argued, when managers have awareness of their abilities and shortcomings, they will be in a better position to delegate, request help when needed, and communicate openly. It results in better interpersonal relationships and inclusive team cultures. In addition, self-aware leaders tend to be open to formative comments and ongoing personal improvement, which leads to strengthening a lifelong way of life. Ashkanasy and Kromah (2025) opine that in these environments, innovation, teamwork, and staff welfare are easily promoted.
[bookmark: _Int_vhEwM2tt]Importantly, psychological capital (PsyCap) is also more workable for self-aware managers from the lens of positivity psychology. PsyCap can be defined as the good psychological status of any individual and makes up Hope, Efficacy, Resilience and Optimism (HERO) (Nimmi et al., 2021). Self-aware managers tend to be more aware of their emotional status and that of other people, therefore influencing the fact that psychological safety is achieved and the promotion of flourishing among employees. Such qualities are essential to assemble effective and resilient teams, especially in post-pandemic organisational environments. Notably, self-learning leadership not only implies introspection but is also a strategy. According to Wee et al. (2022), self-awareness among the executives proved to be the greatest determinant of overall success, more critically than analytical skills or intelligence. This evidence highlights that in modern organisations characterised by fast technological change, generational variety, and an unstable market, soft skills like self-awareness are important for sustainable leaders. 


[bookmark: _Toc201580795]2. A Critical discussion of the Concepts Underpinning the Challenges
The five challenges of self-awareness (Expressing Gratitude, Spending Time in Nature, Practicing Solitude, Getting Sufficient Sleep and Pausing Before Reacting) are built on well-proven psychological and behavioural theories. The purpose of these challenges is to promote overall health, emotional stability, and self-reflection, which are essential to a person’s growth and professional success in the workplace. 
[bookmark: _Toc201580796]2.1. Concepts Underpinning the Awareness Challenges 
Expressing Gratitude 
Martin Seligman is the founding father of the concept of gratitude, a central aspect of positive psychology as it is also linked to more happiness, less depression, and improved social relationships (Seligman, 2019). When done consciously, the process of accepting and valuing the positive side of the spectrum re-wires the brain to think that there is plenty in the world and not emptiness. When a manager practices gratitude, that tends to relieve stress, boost morale, and create a team spirit. An otherwise appreciated culture enhances employee engagement and performance, which is illustrated by the fact that recognition is a more effective motivator than financial incentives, as shown by studies that support it (Grant and Shandell, 2022).
Spending Time in Nature in Nature 
The psychological benefits of nature were confirmed using ANR, which is the Attention Restoration Theory (ART) by Kaplan and Kaplan (1989). ART assumes that natural settings refresh exhausted mental resources, attention, and working memory specifically. In nature, time spent may likewise be related to lower cortisol, decreased anxiety, and increased inventiveness (Marchetti et al., 2024). To managers, connection with nature may enhance problem-solving skills, as well as emotional sense, thus aiding in decision-making and stress management. It further promotes work—life integration, which is paramount in highly demanding careers.
Practicing Solitude
Most people confuse solitude with loneliness and see it as one of the most effective ways of introspection, emotional management, and creative thought. Self-determination theory (SDT) states that loneliness creates autonomy and self-reflection, which is essential to intrinsic motivation (Ryan and Deci, 2000). Solitude enables managers to withdraw themselves into a non-reactive mode and indulge in more introspection about themselves as well as strategic thinking. Additionally, solitude is an excellent way to fuel overly complex feelings, define purpose, and avoid burnout. According to Perera et al. (2025), those leaders who practice reflection routinely are more efficient and do not become prey to impulsive or egoistic decisions.
Getting Sufficient Sleep 
Sleeping is the basis of thinking ability, emotional balancing, and general health. Feng et al (2018) asserted that the prefrontal cortex is affected by sleep deprivation, and thus, the ability to make decisions, consolidate memories, and control emotions becomes lower. From the lens of the job Demands-Resources (JD-R) model by Bakker and Demerouti (2007), the importance of resources such as rest to offset the demands of work is highlighted. To managers, sleep deprivation may result in irritability, poor judgment, and a lapse of ethics. Sleep hygiene should not only improve self-regulation but, moreover, it should lead by example and be transferred to employees in high-stress-regulation but, moreover, it should lead by example and be transferred to employees in high-stress industries. 
Pausing Before Reacting
Mindfulness is the ability to delay the reaction by pausing, which entails awareness of the moment without judgement. The mental activities can decrease the level of emotional reactivity, enhance resilience, and enhance positive communication in relationships (Heath et al., 2020). In the case of managers, the practice will develop self-regulation, which is one of the aspects of EI, and curb conflict escalation. Pause also balances compassion and deep decision-making, the credibility of the leader, and collaboration within the team. 
[bookmark: _Toc201580797]2.2. Interrelation of the Five Concepts and Workplace Applications
The five challenges are interconnected and complementary to each other. For example, positive effects that can be enhanced with gratitude can have positive effects in improving the quality of sleep (Michel et al., 2021). Being outside and alone supplements mindfulness practices by providing a relaxing environment to take a break and contemplate things. The previous activities combined have a benefit in the wellness ecosystem that can help in sustainable leadership. It parallels the Wellness Recovery Action Plan (WRAP) created by Copeland (2002), in which she recommends self-help planning that is personally relevant to triggers and early warning signs. Managers who take on a WRAP-inspired perspective can resort to early intervention and are deviating into burnout or reactive behaviour and thus can resort to early intervention and support. At the organizational level, the incorporation of these concepts in leadership development programs can be beneficial systemically. As McNichols (2023) suggests, using mindfulness-based stress reduction (MBSR) programs and gratitude rituals in teams would help raise morale and performance. Wellness action plans can be developed in teams, hence enhancing accountability and balancing absenteeism. 


[bookmark: _Toc201580798]3. Reflection Using Gibbs’ Reflective Cycle
The Reflection Cycle presented by Gibbs (1988) is an organised method of reflection that takes individuals through the following sex steps: description, feelings, evaluation, analysis, conclusion, and action plan. The model has enabled me to critically examine three self-awareness challenges that I took and determine their effectiveness on personal transformation, emotional management, and leadership abilities. 
[bookmark: _Toc201580799]3.1. Description 
The five daily challenges were activities that I undertook in a formal programme applied to increase my self-awareness over a few weeks. These were three challenges that made a great difference in my personal development and even in my career growth: expressing gratitude, practicing solitude, and pausing before reacting. These are activities that I included in my everyday life. I kept a gratitude log at the end of the day. I would take 15-20 minutes daily and be calm and silent without devices or distractions, and I deliberately slowed down the animal's response to my emotional hot buttons or conflict, particularly my work. These practices were not initially natural, but with time, they became more natural and meaningful. They helped me to comprehend my behaviours, reactions, and emotional patterns on a better personal and professional level. 
[bookmark: _Toc201580800]3.2. Feelings 
[bookmark: _Int_NYtxXFs4]I was ambivalent at the onset. Saying thanks did not always seem natural; it was even imposed. I was not sure if it would pass off as natural or be welcomed by other people. To be in solitude was strange initially. I was easily distracted and had disturbing thoughts. The most challenging thing was pausing before responding, especially when I am in a hot emotional situation. My reaction was to react fast, and mostly I reacted when I felt the listener did not understand me or when I felt resourceful. However, as time went on, these feelings transformed. It has become possible to express gratitude as something authentic and inspiring; I can say that it improved my relations with people, as well as elevated my mood. Isolation, which used to be uncomfortable, turned into a means of brain purity. I began to feel good about being able to be alone with my thoughts. The delay in responding also made me feel empowered to take better control over a situation, thus in a way more mature, which I had not so much felt before. 
[bookmark: _Toc201580801]3.3. Evaluation
All these challenges were worthwhile. Showing gratitude resulted in observable differences in terms of relationships, both at home and within the workplace. Fellow workers reacted in a favorable way, and subtle acts of appreciation made the work more conductive. It causes people to be more conscious of the positivity of their day, and this benefits their attitude. Similarly, solitude helped me to think a lot about my choices, ambitions, and actions. I was no longer laser-focused on reactivity, but instead, I was more considered and deliberate. This practice enabled me to overcome anxiety, become more focused, and make more reasonable decisions as asserted in existing literature (Perera et al., 2025).
[bookmark: _Toc201580802]3.4. Analysis
[bookmark: _Int_FbqkcnDM][bookmark: _Int_YAAtul4G][bookmark: _Int_epvPPiLe][bookmark: _Int_835DmTCO][bookmark: _Int_A0Edb538][bookmark: _Int_r0GCQkWi][bookmark: _Int_4Bwzl03y]As I reflect on these experiences through the prism of the theory and research, how and why these practices worked becomes evident. According to the emphasis made by positive psychology, gratitude, emotional resiliency, social bonding, and optimism are all attained (Emmons and Afshar, 2021). It takes the attention away from what is not there but what is there, strengthening the mental stance of abundance. Gratitude in the workplace improves motivation, enhances teamwork, and promotes a supportive culture in the workplace improves motivation, enhances teamwork, and promotes a supportive culture (Grant and Shandell, 2022). Likewise, the concept of solitude appeals to the essential elements of the SDT (Deci & Ryan, 2000). Feeling of autonomy and contemplation. The new work culture tends to promote always being connected and hardly allows time to look inside oneself. However, solitude is in favour of parts of the executive and emotional control, as well as creative potential (Bradshaw, Ferber and Ryan, 2025). It forms the headspace leaders need to become clear about their values, evaluate their behaviours and think. Waiting to act is a practice based on mindfulness, which raises awareness and exposure to the current moment and decreases emotional responsiveness (Williams et al., 2024). Conscious pauses can make more reasonable decision-making and ensure respectful communication. That is a fundamental characteristic of emotionally smart leadership (Goleman, 2019). According to Shapiro and Weisbaum (2020), mindfulness training is useful when it comes to enhancing interpersonal effectiveness and work-related stress levels, and thus it is an excellent tool for every leader. Collectively, these three obstacles can fit into the PsyCap theory (Luthans et al., 2019), in particular, the elements of resilience, optimism, and self-efficacy. Gratitude made me more optimistic. Being alone made me self-aware and gave me more confidence in handling difficulties. The break made me more resilient and able to control my emotions during stressful moments. 
[bookmark: _Toc201580803]3.5. Conclusion
[bookmark: _Int_2O2B0Zek][bookmark: _Int_Sy7FLnN9][bookmark: _Int_1sCcZYxp][bookmark: _Int_TGR7IjuA]Succinctly, the reflective journey helped me to learn that self-awareness is not a trait or a measurable property that one could possess. Instead, it is the process that can constantly be built with some effort and deliberate practice. This gratitude altered my way of thinking; solitude enhanced my reflective abilities, and pausing to respond before taking any action increased my interpersonal behaviour. In combination, these challenges assisted me to understand more about myself, about my temperament when stressed, and how I might prove myself more efficiently as a manager, peer, and human being. I also learnt that those practices are simple, but collectively, the productivity is high. They aided me in being more emotionally intelligence, less reactive, and more thoughtful. They are some of the most important qualities of contemporary leaders that need to work in complex and fast-moving environments. 
[bookmark: _Toc201580804]3.6. Action Plan
In the future. I will keep all three practices and incorporate these habits into my daily habits and work practices:
Gratitude: I will; keep a gratitude journal and inject weekly appreciation routines into the team meetings. I will also become more open to providing feedback to other team members and colleagues, especially specific and sincere feedback. 
Solitude: I will be able to plan a minimum of 20 minutes of uninterrupted solitude three times a week, and this will be after busy business days. I am going to make this time journaling or reflection or simply being time no productivity agenda.
[bookmark: _Int_NbMKrodR]Pausing before reacting, I will further my mindfulness practice by taking short breaks in between transitions (e.g., before meetings or challenging conversations) by taking short breaths. Mindfulness and reflection will also be promoted in my team.

 


[bookmark: _Toc201580805]4. Sex-Month Development Plan: Focusing on EI
This development plan depicts clear/ measurable actions to improve my EI and promote sustainable self-awareness. It will support continuous improvement in self-awareness, self-regulation, relationship management, and social awareness, as outlined by Goleman (2019). 

Table 1: Development Plan 
	Goal Area
	SMART objective
	Action 
	Monitoring Methode
	Timeline 
	Resources Needed

	1.Self-awareness
	Maintain and review a weekly gratitude and reflection journal to identify emotional patters 
	. Daily gratitude (3 entries/day)
. Weekly 30- minute reflection 
. Monthly Solitude sessions 



	Journal entries review weekly Reflections shared monthly with mentor or peer
	Ongoing (Weekly)
	Journal, digital calendar reminders mentor accountability sessions 

	2. Self-control
	Practice Pausing before reacting in conflict situations at least 3 times per week in professional settings
	. Using breathing technique:
“Pause-
Breath-
Respond”

	Reflection sheets completed after situations Peer feedback 
	3x Weekly 
	Mindfulness app (e.g., Headspace), breathing prompts on phone 

	
	
	. reflection post-conflict using a prompt sheet 
	From colleagues
	
	

	3. Social Awareness
	Conduct monthly feedback conversations with two team members or colleagues to better understand their views. 
	. use active listening and questions 
. Practice paraphrasing and emotional labelling 
	Track in feedback Colleague responses to informal check-ins
	Monthly 
	Communication templates, training video on empathy 

	4.Relationship Management 
	Set and monitor 3 professional goals with realistic milestones using the HERO model 
	. Identify and break down goals (short-, mid-, and long-term)
. Celebrate small wins (resilience, optimism booster)

	Progress tracked in goal tracker (SMART format) 1-on-1 meetings with supervisor 
	Monthly review 
	Goal- tracking spreadsheet, feedback from supervisor/coach 

	5. Psychological Capital (Resilience & optimism)
	Practice cognitive reframing during setbacks using positive psychology tools. 
	. Use “What Went Well” journaling after challenges
. Reflect on one resilience moment weekly 
	Weekly journaling Reflection in monthly mentor check -in
	Weekly/Mentoring
	Positive psychology readings resilience tracker worksheet
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