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Abstract

This study investigated the challenge facing organisations that are sceptical about investing in
the development of their human capital when they are not sure whether sustainable personal
leadership development can actually be achieved Moreover, if it can be achieved, what the
principles of a successful intervention are, and what return on investment the individual and

organisation receive. Very few South African studies have tackled this problem, and the
research on holistic and sustainable personal leadership development has not been formalised.
Therefore, the aim of the study was to conceptualise and create such a framework, showing the
underpinning principles thereof and describing the impact of personal leadership development
on the individual and the organisation.

The qualitative inductive approach to the research was based on the phenomenological,
constructivist, interpretive research philosophy. A hybrid research methodology using grounded
theory and hermeneutic phenomenology was designed and used to distil the essence of the
phenomenon, tell the story of the lived experience of the research participants and build the

theory of holistic and sustainable personal leadership development. The study adopted a multi-
step design that collected multiple forms of research data from 29 participants employed at two

organisations in Gauteng, including solicited data (EQ-i*° and Be QE ) -depih rinterviews,
personal reflections, focus groups, questionnaires, field notes and literature. Data was also
collected (through in-depth interviews) from six organisational and leadership development
experts.

The findings revealed five meta-insights into the process of holistic and sustainable leadership
development. The first was that the facilitator was at the heart of the development process;
interwoven through each theme and key aspect contributing to holistic and sustainable personal
leadership development. The second insight was the importance of cohort learning ; the safe,
supportive, sacred environment created by the group was paramount in facilitating the
i ndi vi dual 6 developnuent. Jhirdlywl lpadners becoming vulnerable to challenge and
shi ft their l'imiting paradigms was aits sustanablear t of
results. Additionally, the vulnerability of the facilitator was a catalyst to the learners open ing up
and becoming vulnerable. The fourth meta-insight was that for development to be sustainable,
the learning must be experiential, personally meaningful and transferred and integrated to the
learner® context and reality. Lastly, overwhelming evidence points to the fact that learning is a
journey that takes time if it is to be holistic and sustainable, and therefore quick fix
programmes will not yield the desired results. As a result of the meta -insights, a framework for
holistic and sustainable leadership development was constructed.

In practice, the findings provide insights, models and practical tools for organisational
development (OD) practitioners, facilitators, coaches, managers and organisations responsible
for developing leaders to ensure that the development is holistic, and the results are
sustainable. The study also offers the principles of a successful intervention and illustrates the
return on investment individuals and organisations are likely to receive from interventions
designed based on these principles. This insight and understanding can contribute to increased
success in the field of OD, leadership development and management.

Key Words: Holistic Development, Organisational Development, Personal Leadership,

Leadership, Sustainability, Coaching, Neuro-Linguistic Programming, Emotional Intelligence,
Employee Engagement
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Chapter 1: Introduction to the Study

1.1 Introduction

There is a growing body of evidence to support the fact that emotional intelligence (El) is key to
effective transformational leadership practices, enhanced employee engagement and increased
organisational performance (Coetzee 2005; Coetzee & Schaap 2004; Ashkanasy & Daus 2005;
Hayward, 2005; Bharwaney, Bar-On & MacKinlay, 2007; Bipath, 2007; Viljoen-Terblanche, 2008;
Bar-On, 2010). Furthermore, numerous researchers (Collins, 2001; Maxwell, 2006; Manz, 1983,
1986; Neck & Manz, 1992, 1996; Neck, 2004; Neck & Houghton, 2006; Scouller, 2011; Manz &
Neck, 2012) have emphasised the importance of personal leadership developmentin the pursuit of
leadership development and the ripple effect personal leadership has on the macro-environment.
Yet, apart from the notable efforts of Prins (2006), Bipath (2007), Viljoen -Terblanche (2008) and
Miranda (2011), the researcher was unable to identify research conducted in South Africa (SA)
that explored or formalised the p rerequisites or design principles for effective personal leadership
development interventions. Bharwaney et al., (2007) conducted research into design principles but
this research was based on programmes and samples drawn from the United Kingdom, which are
not necessarily applicable to the South African context.

The importance of systemic and holistic development for sustainable results has also been noted
(Smuts, 1926; Senge, 1993; Copley, 1995; Kibuka-Sebitosi, 2007; Viljoen-Terblanche, 2008; Kriek
& Grayston, 2009) but t here is insufficient research on the concept of holistic development of
adult workers in South Africa. The researcher was able to locate South African research that
focused on the holistic development of schoolteachers teaching science (Kibuka-Sebitosi, 2007,
Kriek & Grayston, 2009). However, nothing but the work of Viljoen-Terblanche (2008) related to
the holistic development of personal leadership and the impact thereof. In other words, the

research on holistic development has not yet been formalised and accepted as a significant
framework for personal development that may positively influence individuals, their engagement
levels and the systems to which they belong. This thesis will attempt to position holistic
development as a sustainable personal leadership development strategy.

In addition, organisations are currently under pressure to cut costs, and have become increasingly
hesitant about investing in development programmes when they are unsure of the results they will

achieve. This has been fuelled by consultants who offer quick fixes and programmes that have
over-promised and under-delivered (Bharwaney, et al., 2007; Viljoen-Terblanche, 2008).
Increasingly, organisations want to see an explicit return on their investments (ROI), and want to
be assured of the sustainability of the results of the intervention and the lasting impact it will have
on the organisation. The area of sustainability or transferability of the results of development

interventions is an area that still requires more research (Viljoen-Terblanche, 2008). As such, the
researcher will attempt to show the impact of holistic personal leadership interventions on the
individuals and organisations to explicate ROl and motivate more South African and global
organisations to invest in the holistic development of their human capital.

This chapter provides the background for the research, an overview of the research problem and
motivation for the research, as well as the unique contribution of the study. The research
philosophy and strategy are outlined, as they apply to this study, which is aimed at determining
the impact of holistic development on the individual and the organisation and the sustainability



thereof. It also argues for the use of grounded theory to enable the rese archer to construct and
refine the framework for holistic and sustainable personal leadership development interventions.

1.2 Background to the Research Problem

I n 1997, Cartwright and Cooper predicted t
millennium, with its accompanying job insecurities, corporate culture clashes, and significantly
different styles of managerial leadership i in other words, massive organisational change and
inevitable stresso (Cartwright & C o leepSeuth, Afrida®
context as there has been immense transformation during the post -apartheid era, giving rise to
much insecurity and upheaval in the workplace that continue to impact SA today (Palmer, Jansen
& Coetzee, 2006). Organisations have lost criticd talent, and leaders have not always been
equipped with the EI required to steer organisational change successfully and to engage their
workforce (Kotter & Cohen, 2002; Alston 2009). Moreover, there are numerous macro-factors
affecting the workplace such as poverty, crime, HIV/Aids and cultural diversity that require highly
developed and emotionally intelligent leaders to address them (Palmer, Jansen & Coetzee, 2006).

One of the key problems facing business today, in SA and globally, is the negative effect that
leaders and employees with a low emotional quotient (EQ have on their team and business
outcomes (Goleman, 1995, 1998, 2001; Cherniss, 1999; Stein, Papadogiannis & Sitarenios, 2009)
Many are ill equipped to deal with people effectively, build relat ionships and manage diversity
(Kim, 2010). Strikes, emotional outburst and conflict are rife in organisations and industries
throughout SA. In 2012, a key example was the Marikana mining strike. Odendaal (2012),
reported that Peter Leon (Webber Wentzel head of Africa mining and energy projects) said it had
not only affected our Gross Domestic Product (GDP) but also detrimentally affected investor
confidence. Unmanaged emotional reactions may result in stalled change initiatives (Kotter &
Cohen 2002; Cahill, 2011), poor productivity, high staff turnover, lack of innovation, increased

stress levels and a poor emotional climate at work. These are but a few of the negative effects the

researcher has personally observed in the past eight years. Furthermore, every aspect of business
involves dealing with people. Kim (2010) showed that low EQ negotiators routinely left money on

the table (if they lacked confidence and skills) or botch relationships (if they were impulsive and

volatile). Sales and service staff with a low EQ obtain poorer results, generate half the sales their
high EQ counterparts do, and negatively affect the bottom line (Cherniss, 1999; Stein,
Papadogiannis & Sitarenios, 2009).

The positive impact of emotionally intelligent leaders has been well researched. Numerous studies
over the past 20 years (Goleman, 1995, 1998, 2001; Bar-On, 2006, 2010; Bar-On, Handley &
Fund, 2006; Bharwaney, Bar-On & MacKinlay, 2007; Freedman, 2007; Martin, 2008; Vieira, 2008;
Viljoen-Terblanche, 2008) have demonstrated that El is often the significant distinguishing factor
between leaders who are great and those who are merely good or average. The higher the
position a leader holds in an organisation, the more it seems that their EQ matters (Goleman,
1998). An online survey conducted by CareerBuilder involving 2,662 United States (US) hiring
managers between 19 May 2011 and 8 June 2011 even revealed that 54% would not hire
someone with a high intellectual quotient (1Q) if they had a low EQ. Moreover, 71% of these
hiring managers said that their hiring was based on EQ.



Despite the knowledge that low EQ is detrimental and high EQ is essential, in South Africa we
often do not have the luxury of hiring employees, managers or leaders who come with an already
high EQ. One reason fr this is the serious skills shortage in SA (Burger, 2003; Allais & Nathan,
2014; Balwanz & Ngcwangu, 2016) that results in numerous leaders being promoted because of
their sound technical skills with no consideration given to their leadership ability or EQ. It has
been shown that having technically brilliant leaders with a low EQ is dangerous and damaging for
organisations (Bharwaney, et al., 2007). Another reason is the affirmative action policy
implemented in SA in recent years, which has resulted in many employees being hired or fired

based on race and not on their abilities. According
white, male employees when making job cuts that may affect more than 2,600 managers at South

Africads Hieerphanst cdimxaeny é The other criteria includ:¢
length of service, and gender, according to a document that the unions, Solidarity and the South

African Communicaions Union, said they receivedd ( Spi | | an e, No2n@dtidn:of theeir| i ne) .

leadership, personal leadership capabilities ortheir EQ had been taken into consideration.

The above developments imply that, considering the global upheaval and restructuring during the
past 20 years (in SA in particular), organisations should be developing the EQ of their staff
because personal leadership and leadership capacity are needed more than ever before. This,
however, seems not to be the case. In a recent report, Freeman (2014) shows that, globally, El
has actually declined between 2011 and 2014. This raises questions as to whether stress could be
a major contributing factor or whether, perhaps, it is also because there is still much scepticism
regarding the development of individuals, the sustainability thereof and the impact this has on the
organisation. Both seem plausible. This researchfocused on the latter as Bharwaney et al. (2007)
and Eichmann (2009) both revealed that many programmes have tried and failed to develop EQ,
which has fuelled the minds of the sceptics (Bharwaney et al., 2007; Eichmann, 2009). As a result,
organisations have become increasing concerned about spending money when they are uncertain
that the intervention will yield results or when they are unsure of what the impact will be
(Bharwaney et a/, 2007). Organisational development (OD) specialists need to find a sustainable
way to develop personal leadership capacity holistically and to enhance EQ as well as to restore
organisational confidence in developmental interventions by explicating the impact and return on
investment (ROI) of their interventions.

In light of the above, the researcher invited two organisations she worked with, namely
Barloworld Equipment and BASF Construction Chemicals, to participate in the study. The
Barloworld participants comprised two groups of nine participants each while BASFcomprised one
group of 11 participants. These organisations were selected to participate because they had
employees who were required to attend a personal leadership development intervention that was
aimed at enhancing emotional intelligence.

1.3 Key Concepts

Certain key concepts and their definitions are referred to throughout this thesis . These concepts
include emotional intelligence, holistic development, coaching, sustainability, leadership, personal
leadership and employee engagement. Before going any further into the study, these concepts will
now be defined from the researcherbds perspective.



1.3.1 Emotional Intelligence

Growing research in the domain of emotional intelligence (El) has given rise to many ways of

defining and measuring this construct, and the overall measure of the construct is referred to as

emotional quotient (EQ). As suggested by Spielberg (2004), the theories of Mayer and Salovey,

Bar-On and Goleman are currently the three major conceptual models of El. Mayer and Salovey

(1990) proposed that El was the ability to: (1) Perceive (identify) emotions, (2) Use emotions to

facilitate thinking, (3) Understand emotions and (4) Regulate emotions (Mayer & Salovey, 1990;

Mayer, Salovey & Caruso, 2004). While Bar-On 6 s ,(2009,92006) refers to El as emotional-

social intelligence (ESI) because he sees El as consisting of interrelated emotional (intrapersonal)

and social (interpersonal) competencies (Bar-On, 2006). Bar-On (2006) d ef i nes ESI- as fa ¢
section of interrelated emotional and social competencies, skills and facilitators that determine

how effectively we understand and express ourselves, understand others and relate with them,

and cope with daidiOh,y2006i3g. rbalendrs (A995( B2a8) drew on the work of

many previous theorists and popul ari sed t he constr
(Boyatzis, Goleman & Rhee, 1999 comprises four key components (1) Self-awareness, (2) Self-

management, (3) Social awareness and (4) Relationship management

Mayer and Saloveyo®©On$d499099200£20P00Bar006) and Gol e
theories all share the notion that the ability to recognise, understand, use and regulate emotions

are important aspects of El. The researcher favours BarOn 6(8006) theory as it is more

elaborative and robust because he combines emotional and social competencies as well as making

self-regard, stress management and decision making distinct and measurable components.

BarOnés i nstr ume n tEscarfaseo be osedairsdlinical, educational, forensic, medical,

corporate, human resources and research settings and the report includes feedback on

appropriate developmental strategies. This is an additional reason why the researcher has

favoured the use of Bar-On for this research. Throughout this thesis, the term emotional quotient

(EQ) is used to refer to the overall measure of El as described by BarOn.

1.3.2 Holistic Development

Adequately defining the term holistic development requires initially defining development and
holism separately. According to the Merriam-We b st er 6 s tliziteemt deovnea royp me n't i s At
act or process of growing or causing something to grow or become larger or more advanced or
the act or process of creat i ng erdgamsidetblsitreg 6Gv eri cd i peat
1999:247). The Oxford Dictionary definition echoes these sentiments when it defines development
as, iA specified state of growth or a dhha researdheent 6 ( OXx f
values the addition of the word refine d contributed by the Vocabulary Dictionary in its definition of
development as, At he act of i mproving by expanding, enl ar
Dictionary: online). Holism is defined by the Merriam-We b st er 6 s Diiat it hreamry d$hat t
universe and, especially, living nature is correctly seen in terms of interacting wholes (as of living
organi sms) t hat ar e more than the mer Ve Is sitme rodfs el ¢
Dictionary,1 999: 553) . Al though many pe o pféwgpeoplsrealisethae t er m A h
it was originally introduced by the South African statesman Jan Smuts (1926) in his book, Holism

and Evolution. Smuts (1926) defined holism as fAthe tendenc
greater than the sum of the parts through creative evolution.0 The researcher reson:
Smut s6 belief that Afholism as an active creative pr
towards ever more and deeper wholenessodo (Smut s, 1926



In synthesis of the terms development and holistic, the researcher views holistic development as

the growth, advancement and refinement of the entire person including the mind, heart and soul,

with a strong focus on development of El and behavioural flexibility. In addition, it is about

developing people person in the context of their environment and, therefore, about taking a

systemic approach to development (Senge, 1990) that impacts and transforms individuals, their
micro-environment (for example, their personal lives and their team) and their macro -environment

(for example, the organisation they work in). Wi | ber 6s (2007) I ntegr al Vi sion
researcher by his attempt to bridge fieverything thai
about human potential & about psychological, spiritual, and social growthd and identified the basic

patterns that connect these pieces of knowledgeodo (Wi
with theories of devel opment al psychol ogy. Al t hough
2003; Meyerhoff, 2010), he opens up the possibility of illuminating critically essential keys to

human growth, based on the sum total of cross -cultural and disciplinary knowledge (Helfrich,

2007). Integral theories furthermore support the researcherd sise of multiple OD methodologies

across various disciplines to support development and transformation; including dialogue

education principles, neuro-linguistic programming (NLP) techniques and cognitive behaviour

change strategies. Therefore,th e r esear c her 0 s ioog kolistctdévelapraent isdref i ni t
growth, advancement and/or refinement of the entire individual in an integrated way; including

mind, heart and soul, and using multiple OD methodologies to facilitate transformation of the

individual and the system(s) to which they belong.

1.3.3 Organisational Development

Organisational development (OD) is an interdisciplinary field with diverse intellectual roots, which
has resulted in numerous definitions in literature (Viljoen, 2015 a). Egan (2002) reported that as
many as 60 different variables listed in the numerous definitions. One of the first and most widely
cited definition of OD is Beckhardds (1969:9):

Organization development is an effort (1) planned, (2) organization wide, and (3)

managed from the top, to (4) increase organization effectiveness and health

t hrough ( 5) pl anned I nterventions in t he orgar
behavioral-science knowledge (Beckhard, 1969:9).

Al t hough some of Beckharddés basic tenets syill hol (
criticised for being too linear and developed during a time where organisations were seen

mechanistically, and problems were more easily diagnosed. Viljoen (2015) advised that the many
definitions that followed fiarelsi wmilkéar tihe ftlad owheyg
2015a:2):

(1) Optimisation of the individual, group and the organisation I thus, the
organisation as a whole, (2) optimisation of climate, health and effectiveness; (3)
change to make organisations more effective; (4) inte rventions form part of the
scope of practice; (5) strateqy forms part of the scope of the field of study,
culture, climate and people optimisation, and (6) continuous improvement [ssues
and sustainability of organisations (Viljoen, 2015a.2).

To achieve these ends, in an increasingly complex and demanding world, it is important that OD
practitioners specialise in specific aspects of ODQ and leverage relationships with various
stakeholder rather than attempt to manage all aspects of the change (Le Roux, 2008; Viljoen,



2015). It is also important that OD change initiatives are strategic and aligned to business
objectives and external drivers (Viljoen, 2015a:4) with a focus on contextualised solutions (Le
Roux, 2008). The researcher values the novel approach introduced by Nielsen (1984) who defined

OD as fithe attempt to influence the members of an o
each otheré and to take greater responsibility for
Nielsen (1984:3). Inclusion of the suggestions of Nielsen (1984) and Le Roux (2008) creates a
more systemic and holistic approach to OD that Aresoc
systemic per spec taByvT® achi¢vy thds¢ endgsnQD paditioders must become
|l i ke fAorganisational physicianso |l ooking for patte

explore paradoxes and polarities, rather than approaching organisations with a view of fixing them

(McNamara, 2007). The researcher agrees with the notion thattoday 6 s OD practiti oner s
Acount on guiding principles lasscmuecnhc eassd v(eMdd\fainead af,a c
support the system to find a new equilibrium that brings about holistic and sustainable change

and continuous improvement.

1.3.4 Coaching

Coaching is a very broadly used term, and can have a variety of meanings, depending on the
situation. Furthermore, there are many different branches of coaching such as sports coaching,
relationship coaching and health coaching. During this thesis, coaching refers to the branch of
coaching that focuses on supporting individuals to identify (or create) and reach their personal
and business goals and to unlock their potential and increase their performance. This
interpretation is based on the synthesis of three key coaching definitions. The first being the

Internati onal Coaching Federationds (2015) definiti
Apartnering with etovokngtasd creative processhthat gnépires them to

maximize their personal and professional potentiald0 Secondl vy, Whit morebs defi ni
as Afunl ocking a personods potenti al to maximize the

thirdly, Landsbergbés (2003) addition kdmngabiityachi ng i
In essence, coaching can help a person to journey from where they are to where they want to be
and the coach is a change agent or catalyst who supports this process (Whitmore, 2002).

1.3.5 Neuro -Linguistic Programming

Neuro-Linguistic Programming (NLP) originated in the 1970s. It was co -founded by Bandler and

Grinder (1975), and is often described as the science of human behaviour (Bandler & Grinder,

1983). Bandler and Grinder (1975) introduced the notion of a whole mind-body system where

there was a MAsystemati c, c y b er s aternat exderienck (neure)t hheren a per
language (linguistic) and their patterns of behaviour (programming) 6 Tdsey & Mathison, 2003:1).

This makes NLP a useful and systematic way of understanding, reframin g, reprogramming and/or
modelling a personds subjective experience (Bandl er
1989; Tosey & Mathison, 2003) because wusing it can fAidentify g
responses to stimuli, so they are better abl e t o regul ate their environme

(Zaharia, Reiner & Schiitz, 2015:355).



1.3.6 Sustainability

Other than dictionary definitions, the researcher was challenged to obtain a definition of
sustainability directly linked to education, training or OD r ather than the sustainability of the
environment. It seems that the term fisustainabilityo is often used in misguided ways depending on

the context. The Merriam-We b st er 6 s Di c tsustinadilityya sd efiftibneesabi | ity to
continue f or andithelsgnangms tusednfersustainability that are appropriate for this
thesi s ar e Afdefensi bl e, j usupporttbleadand € ¢ n anbaliendt a ( Ma bt ear

Websteros Di ct Bustairsbiliyy : suggestsl i tnhei)n ki ng and behra-vi our t h
oriented and long-term, and since thinking is the precursor to actions and behaviour, these two

components go hand in hando ( Wal k e r.,Harrisdh1(30002 )ncludes the notion that

sustainable development requires that we constantly adapt to change and ii n order t o achi
sustainable results by means of transformational strategies the human resistance to change must

be addr es s e qViieeh-Terblanceen2008:87). The researcher, therefore, resonates with

the research opinion (Covey, 2004; Senge, Scharmer, Jaworski & Flowers, 2004) that achieving

sustainable results requires systemic thinking principles because change efforts must not only

address actions and behaviour butmustal s o fAaddreersisy itrhge luenldi ef sinand assu
an effectiv e w aViljden-Terblanche, 2008:70). As such, the researcher uses the term
Asustainabilityd to refer to the ability of t he sys
current level of ability, skill, knowledge, behaviour, performance and/or attitud e within the context

of the macro-system for an indefinite period.

1.3.7 Leadership

There is an overwhelming number of definitions and models of leadership. Some authorities

describe leadership as the ability to translate a vision into action (Bennis & Nanus, 1985), and

others define it merely as influence (Maxwell, 2007), while others talk about it as the ability to

empower followers (Gates, Grove & Eisner, 2000). While all these definitions touch on aspects of

| eadership, the resear cliledr:l)defimtionnwhichedescrives leddersbih e mer s 6
as fNha process of soci al influence in which one pers
the accomplishment of a commontask.06 I n order to achieve significant
must be noted that much research has shown the importance of high levels of EQ because El is

linked to leadership success (Goleman, 1998; Miller, 1999; BarOn, 2006; Prins, 2006; Freedman,

2007; Martin, 2008; Vieira, 2008; Viljoen -Terblanche, 2008).

1.3.8 Personal Lead ership

Selfl eader ship or fApersonal | eadershipo was introduce
defined as the process of influencing oneself to establish the self-direction and self-motivation
needed to perform. It i n v o th behavioufal aedandental ¢echmquess el f 0 u's

(Manz, 1983, 1986; Neck & Manz, 1992, 1996; Neck, 2004; Neck & Houghton, 2006; Manz &
Neck, 2012). Many leadership theorists have gone on to include the phenomenon of personal
leadership in their books and articles on the subject. Maxwell (2006) asserted that people began
by leading themselves, and then they could become 360-degree leaders by learning to lead up
with their leader, lead across with colleagues and lead down with followers (Maxwell, 2006).
Scouller (2011) argued that self-mastery was the key to growing personal leadership presence,



building trusting relationships and enabling behavioural flexibility in dynamic circumstances, while

remaining authentic and connect edScuw eqadEpPmodet or e val

(see Figure 1.1 The Three Levels of Leadership) compiises three levels.

Outer levels J

nta

Inner level J

Figure 1.1  The Three Levels of Leadership
(Scouller, 2011:91)

In Figure 1.1 above, Scoul I er 6s (2011) three | evels include: (

actions leaders take in group settings; (2) Private leadership involving the individual handling of
group members; and (3) Personal leadership, which is the inner counterpart to the outer levels of
private and public leadership. Per s on al | eader s hi ppsyclolgicalrmoml ard
technical development and its effect on his presence and behaviour (Scouller, 2011). Of the three
levels, Scouller (2011) argues that personal leadership is the most powerful and likens it as
follows:

Dropping a pebble into a pond and seeing the ripples spreading out from the
centre. The pebble represents inner, personal leadership and the ripples the two
outer levels. Helpful inner change and growth will affect outer leadership
positively. Negative inner change will cause the oppositeé At the heart of it
[personal leadership] i s t he | eawaleness s pragiless toward self
mastery and technical competence, and his sense of connection with those around
hm | té6s the Jnner core, t he s o ueaffeckveness f
(Scouller, 2011:91).

he | eade

a [ eader

Manz and Neckbés (2004) research over the past 20 ye

provided considerable promise for taking employee effectiveness to the next level and achieving
both employee and organisational effectiveness in the 21st century (Manz & Neck, 2004). It is
particularly significant to this research and the way personal leadership is used in this thesis that
their model is not simply a deductive or descriptive theory that seeks to exp lain the basics of the
phenomenon b u t rather a normative model t hat i s

leadership can be achieved (Neck & Houghton, 2006). This is because actively using behavioural,

prescrirfg



mental and emotional regulation techniques is an aspect of personal leadership that is important
to this thesis and this research.

Furthermore, Scoullerds (2011) definition of personal | e
awareness and the ripple effect this has on the macro-environment (Scouller, 2011). Combined
with Collinsd (2001) observation that -awaeaadr s of u

display high levels of personal leadership but are able to achieve this while remaining humble
(Collins, 2001) is key, as personal leadership is not about being self-centred but rather about
being highly self-aware, which includes an awareness of leadership flaws (Collins, 2001). To
integrate these perspectives, the working definition of personal leadership positioned for this
thesis is that it is the process of gaining deep self-awareness and ability to manage oneself
actively in establishing the self-direction and self-motivation needed to perform while remaining
humble and authentic. Personal leadership starts with the self, but influences everything and
everyone in the system for good or for ill.

1.3.9 Employee Engagement

The introduction of the term fiengagemento is widely
empl oyee engagement as fAthe harnessing of organizat:.i
engagement, people employ and express themselves physically, cognitively, and emotionally

during role performances.06 Si nce his introduction of the term, th
numerous definitions regarding what employee engagement is yet there is still the lack of a

universal definiton and iengage ment is easy to recognize in pra
(Schaufeli, 2013:1). Maslach, Schaufeliand Lei terés (2001) model indicate
psychological conditions affecting the employee 6 s per f or mance. Hol beche and

emphasise the employeeds desire to do work that i s

(2004) hi ghlight the employeeb6s need to be involved
Taylor (2004) define employee engagement as the measurable amount of discretionary effort
exhibited by employees in their jobs, and Saks (2006) expanded this to include special emphasis

on peopleds attitude towards their organisetion that

In 2008, Macey and Schneider proposed a conceptual framework that synthesised an exhaustive

list of elements used to define employee engagement; these include trait, state and behavioural

engagement. Although, Saks (2008) criticised this framework as being too broad and lacking

distinctiveness and Schaufeli (2013:14) echoed this when he said, fifconceptual di stinct
engagement vis-a-v i s ot her relevant concepts remains an i s:¢
framework for work engagement does not e xist,0 the researcher finds value in Macey and

Sc hnei(d088) discernment of behavioural engagement. Behavioural engagement, at an

individual level, is incorporated i n Vi | j oends (200 8&hgagB en® is masiardaur e as |
influence that trait or st ate. Behavioural engagement involves personal growth, enhanced EQ,

personal effectiveness, higher levels of consciousnessand allowing of differences, hope, pride

(Viljoen, 2008).

It is evident that employee engagement is a complex, multi-faceted and dynamic construct

involving the emotional, intellectual and physical engagement of employees to impact positively on

their attitude and commitment to their organisation and its goals (Kruse, 2012; Truss, Soane,

Edwards, Wisdom, Croll & Burnett, 2006). Engagemert is, it he systemic result of
between the individual potential, group potential and organisational potential in the context of the



specific industryamd fiasi thal ocatputr eod energy in t
(Viljoen, 2008:18). 1 t therefore requires it he deanbiciogp ment of
strategy that encompasses employee voice, management style, performance management,

communi cati on, recruitment and selection, and rewar
rather, tackling low levels of engagement entails a willingness to undertake a root -and-branch

review of the entire employee expdénradditionc further ( FIl et che
scientific research would be valuable for gaining more clarity regarding strategies for the

development of employee engagement. | t mu s t al so be not ed t hat al
engagement 0 and fAwork engagemento are often used int
Schaufelids (2013) di st iworkdngagemenbrefdrsvicetieemelatiomnskipof wo t hat
the employee with his or her work, whereas employee engagement may also include the
relationship with the organizationo (Schaufeli, 2013

1.4 Research Problem

During the research process, the researcher did not find sufficient research that was conducted on
the concept of holistic development of adult workers or the sustainability of individual
development and the ROI for the individual and organisation, particularly within the South African
context. The researcher was able to locate South African research that focused on the holistic
development of schoolteachers teaching science (Kriek & Grayston, 2009; Kibuka-Sebitosi, 2007),
but nothing related to the holistic dev elopment of personal leadership, the impact thereof and/or
its sustainability. In other words, it appears that the research on holistic development that is
sustainable has not yet been formalised and accepted as a significant framework for personal and
organisation development. The resulting problem is that this makes organisations
sceptical about investing in the development of their human capital when they are not

sure whether sustainable personal leadership development can actually be achieved

and, if it can, what the principles of a successful interventi on are, and what ROI the
individual and organisation receive. Very few South African studies have tackled this
problem.

1.5 Rationale and Unique Contribution of the Study

This topic was identified in response to the challenges the researcher, and OD specialids in
general have in explicating ROl and showing the sustainability of the results of development
interventions. With tighter budgets, escalating costs and the continuous demand to produce more
for less, there is a need to develop a higher standard of per sonal leadership and leadership skills.
Organisations in SA require employees who show a high level of personal leadershipcapacity and
who are engaged as this will give their organisations crucial competitive advantages, including
higher productivity and lower employee turnover (Harter, Schmidt & Hayes, 2002). Yet, many
organisations remain sceptical of the value they receive from interventions, and are uncertain as
to whether development is retained (French & Bell, 1999; Bharwaney et al., 2007; Silverman,
2012; Jehanzeb & Bashir, 2013). The researcher regularly encounters dissatisfied organisations
that have made substantial investments in programmes that have over-promised and under-
delivered.

Apart from the notable efforts of Prins (2006), Bipath (2007) , Viljoen-Terblanche (2008) and
Miranda (2011), the researcher was unable to identify research conducted in SA that explored or
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formalised the prerequisites or design principles for effective development interventions.
Bharwaney et al., (2007) have conducted research, but based on programmes and samples drawn
from the United Kingdom, which were not necessarily applicable to the South African context. An
extensive literature search of Sabinet and Google Scholar (plus a grey literature search reviewing
the reference lists of the articles) was conducted to include articles that were published in peer -
review journals between 2000 and 2016, written in English and including sustainable leadership
development or holistic leadership development was conducted. Despite the more than four and a
half million articles published on leadership, only 45 articles met the criteria of holistic and
sustainable personal leadership development and were included for full review. This confirmed
that very little research has been conducted into the framework for holistic personal leadership
development suited to 21st century leadership and the current leadership challenges facing SA.

The research was conducted in response to the need for prerequisites or design principles
regarding holistic and sustainable personal leadership development interventions within the South
African context, and in an attempt to derive insight into the principles underpinning successful
interventions. This study finds specific application in the domain of positive organisational
behaviour and OD, and attempts to uncover the complexity that underpins holistic and sustainable
personal leadership development and the impact thereof. It is influenced by and attempts to

integrate the theoretical underpinnings of or ganisational, behavioural, cognitive, educational and
positive psychology, as well as the influences of systemic thinking, NLP and coaching on holistic
development and attempts to integrate these (see Chapter 5). This thesis will attempt to position

holistic personal leadership development as a significant transformational strategy that affects
individuals and OD positively.

Sustainability or transferability of the results of development interventions is an area that requires

more research (Viljoen-Terblanche, 2008) to show ROI for organisations. As such, the researcher
will attempt to make the ROI that organisations are seeking more explicit to encourage and

motivate more South African and global organisations to invest in the holistic development of their

human capital. This thesis will aim to show the impact of personal leadership development on
both the individual and the organisation, including the effect of personal leadership on employee
engagement (Vance, 2006).

This study is also unique in that the research incorporates he voices of the research participants,
the voice of the participantés manager, and
guantitative assessment tools. It includes longitudinal research by interviewing participants from
two separate organisations who attended the intervention more than a year ago to determine the
sustainability of the results. To make this contribution the research aim, sub -aims (or objectives)
and questions are explained in what follows.
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1.6 Aim and Ob jectives of Study

1.6.1 Overarching Aim

This study aims at providing South African organisations with a local study that conceptualises
personal leadership development holistically, defining the underpinning principles and describing
the impact of such development on the individual and the organisation as well as the sustainability

thereof. The aim could therefore be defined as follows: To explicate Personal Leadership
Development through a Framework of Holistic and Sustainable Development

1.6.2 Research Objectives

The research objectives provide a way of realising the overarching aim of the study. The research
objectives are to:

1. To create understanding of the ways in which a leader can be developed holistically and
sustainably.

2. To derive insights into the prerequisites or design principles that are required for an
intervention to be holistic and sustainable.

3. To explore the impact of a holistic development journey on an individual.
4. To distil the impact of a holistic development journey on an organisation.

5. To create a framework and derive meta-insights for holistic and sustainable personal
leadership development.

1.7 Research Questions

The following research questions were posed:

1. How can an individual be developed holistically and sustainably?

2. What are the prerequisite design principles of a holistic development intervention?
3. How does holistic development impact the individual?

4. How does holistic development impact the organisation?

5. What is a suitable framework and meta-insights for holistic and sustainable development?

12



1.8 Research Assumptions

This study rests on the assumption that El is critical to personal leadership and leadership
success, organisational development, productivity and increased employee engagement. This
assumption has been supported with much literature (Cherniss, 1999; Miller, 1999; Barling, Slater
& Kelloway, 2000; Goleman, 2000; Palmer, Gardner & Stough, 2003; Coetzee & Schaap 2004;
Ashkanasy & Daus, 2005, Lopes, Salowy, Cote & Beers 2005; Coetzee 2005; Viljoen-
Terblanche, 2008) and is discussedfurther in Chapter 3.

The study also rests on the assumption that EI can be developed. Over the past decade, much
research supports this assumption (Goleman, 1995, 1998, 2001; Bar-On, 2006, 2010; Bharwaney
et al., 2007; Freedman, 2007; Martin, 2008; Vieira, 2008; Viljoen-Terblanche, 2008) and it is now
reported in the Handbook of Organisational Consulting Psychology (Carson & Loman, 2002). A
further assumption is that EQis a universal construct, that it can be measured and that there are
assessments available todo so (Goleman, 2002; Mayer, Salovey & Caruso, 2004; BarOn, 2006).
Lastly, it can also be assumed that if EQ growth was experienced after the intervention, that it can
be transferable to other companies and industries.

1.9 Research Philosophy

The research philosophy (consisting of ontological, epistemological, paradigmatic and ethical

constructs) gives rise to a set of interrelated assumptions about the social world, and provides a

framework for studying that world (Ponterotto, 2005). As such it is important that the research

philosophy adopted, and how it affected this study and the selection of the research methodology

(Saunders et al., 2003), is explicated. The r esearcherés ontology, epi stem
assumptions are now discussed below.

1.9.1 Ontol ogy

The word ontology comes from the Gdgoskat heanst osd t ha
O0studybod. I n other words, ontology refers to the st
guestion, A Wh at i s reality?d Thi way mewhichewetseeon of 0k
ourselves in relation to our environment (Whitehead & McNiff , 2006:10) and affects the manner in

which the researcher approaches science and research.

The researcher started out her career as somewhat of a positivist, in other words she saw the

world as a place consisting of facts waiting to be discovered (Bourdeaux, 2011). Twenty years

ago, she would likely have approached the world and research believing that there was one

absolute universal truth waiting to be discovered. However, th rough a number of paradigm shifts

she began to question whether the world could be sc
There are too many valid perspectives of reality for the existence of one absolute truth (Foucault,

2003).

The researcher soon shifted to a post-modernistic view of the world. Post-modernism is based on
the premise that there is no single absolute truth
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discovered (Becvar & Becvar, 2003). Reality is not seen as objective or external, but rather as

subjective and consistngof a personébés experiences, beliefs,

Many experts, such as Boscolo, Cecchin, Hoffman and Penn (1987) as well as Maturana (1988),
have concluded that the researcher, as well as the research participant, shapes reality.
Additionally, mu c h of reality only comes to [ i gh
interpretation (Goodwin, 2005). As such, the researcher acknowledges that she was part of the
research and part of the process of gathering, documenting, analysing and reporting on the

t

participantds experience and the iIimpact of the

In light of the above, this study is underpinned by a blended ontology that include s both
phenomenolog y and social constructionism . fi Pehomenology, which is sometimes regarded

as a philosophical perspective as well Mlsen an

Terblanche, 2007:25) was appropriate for this study because the researcher became part of the
part i creglitpand ifpacted it (De Vos, 1998). Social constructionists acknowledge the equal
engagement of research participant and researcher as co-creators of a shared reality (Vygotsky,

cul t

(or

nter

appr

1978; Creswell 2009) and believe peopl e O0exi st 6 in |l anguage8(Ander so

Both phenomenology and social constructionism are concerned with the study of experience from
the perspective of the research participants and are effective at bringing their experiences and
perceptions to the fore (Lester, 1999). Phenomenological approac hes ar e based
personal knowledge and subjectivity, and emphasise the importance of personal perspective and
interpretati ond The indusioneand emdh&B @f: nultiple realities and personal
stories during this study make both phenomenology and social constructionism relevant and

appropriate. Li ke phenomenol ogi sts, social construct.i

experience rather than on expert knowledge alone (Creswell 2009).

The use of social constructionism allowed the researcher to challenge the ways in which personal
leadership development has been delineatedwhi | e acknowl edging that
realities or truths that can be accurately discovered or reported (Mills, Bonner & Francis, 2006).
Only new perspectives can be gained. The researcher believes that by creating a space that
facilitates understanding and by being respectful and curious as a co-participant in the meaning -
generating process, possibilities are opened up for new meanings and perspectives to be explored.
This blended ontology also provided the researcher with various lenses that supported an
awareness of her social and culture context, made her personal bias more explicit and influenced
the way in which she perceived and experienced the research participants. This ontology
underpins the resear chgoftcsntinbakiimpravédment, devetopment pnd
change. The ontology also influenced the researcher& choice of research methodology, the way
she conducted herself throughout the research process and the way she interacted with the
research participants while facilitating the intervention and collecting and analysing data . In
essence, it influenced every research decision made by the researcher who operated with a keen
awareness of the often overwhelming responsibility of co-creating meaning.

1.9.2 Epistemology

S

fi i

there

S

n

bi

oni sts

t

p

(

This word epistemology <comes f r obmowlédged a nChk e € k o ghoespli s t

meaning &tudyd Synthesised, epistemology is the study of knowledge, and answers the question,

AHow can | know reality?06 It is important, because
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about what can be known, affects the way in which they will attemptto findoutan d 6knowé i n a
scientific way (Kuhn, 1962).

Fromthe r esear c her aGnderpetivd epistemglggy  afallows logically, as reality is not

seen as objective or external but rather as subjective and consistngof t he personés exper
beliefs, culture, conditioning and perception (Alvermann & Mallozz, 2010). It places emphasis on

experience and interpretation and is concerned with meaning. It seeks to uncover the way

members of society understand given situations. Furthermore, it is interested in producing a rich

descriptive analysis that highlights deep understanding of social occurrences (Henning, 2004).

Furthermore, a social and linguistic construction of a perspectival reality is the key, because

|l anguage is the means by which individuals scome to
(Becvar & Becvar, 2006).

This interpretive view has led the researcher to many questions during the course of her career,

suchas iHow does one define development? What is it to
are developing? How do we measure adult development? What is it to be intelligent? What do

successful organisations look like? Who determines what success is? How do we measure
emotionally intelligent business behaviour?0 Many mo
seeker, and tends to grapple with questions rather than assuming that there is o ne concrete

answer. This fits an interpretivist epistemology, as there is recognition that there is no absolute

way of knowing, as knowledge is interpretive, perspectival and contextual. Therefore, the

resear cher 6s interpretive epistemology supports the st
2001; Finlay, 2009; Kafle,2011) t o reveal what I ies fihiddend in it (
This was appropriate for the main research aim of attempting to provide organisations in SA with

a local study that uncovers the complexity of holistic and sustainable personal leadership

development.

The researcher also recognises that the more she 06K
O6knowsd. Shaet ber ga@®mwies ithmf ormati on gener atedife from t he
environment is very valuable in gaining é6knowl edgebd,
rather a perspective of truth. She is also aware that she cannot separate herself from the

research. She constantly influences her world, the world of the research participant and the
information collected. I n other words, it is not po:
without being part of it and influenced by it, and be ing an influencer of their reality (Becvar &

Becvar, 2006). Truth is negotiated through dialogue (Lyotard, 1979). As Gregg, Kulkarni and Vinzé
(2001:173) point out ; the essence of interpretivist
invention of new research concepts and contexts and the birthing of new ideas and frameworks.

This facilitated the aim of building theory and discovering themes and meaning as they relate to

holistic and sustainable personal leadership development.

1.9.3 Methodological Assumptio  ns

Explicating methodological assumptions fosters igr eat er awareness of t he apj
di fferent kinds of knowl edge for diahd enablesnthe pur pose
researcher to reflect on her scientific practice to increase academic rigour and trustworthiness.
This study favours a qualitative inductive approach to research rather than a deductive
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guantitative approach that typically records data with standardised tools. Moreover, fiinquiry for
the interpretive paradigm carries with it t he assumptions that the researcher can best come to
know the reality of a situation by being there é by becoming part of the phenomenon of study, and
by documenting the understanding of the situation by

Anotherassu mpti on of the researchero6s qualitative induct.i
no preselected themes, categories or theoretical framework to guide the inquiry , but rather that

an attempt is made to identify themes emerging from the data within a n understanding and
contextual awareness of the participantds viewpoint
ABracketingod or suspending pr ealp2006¢was edd prefedegias ( Ter r
because the resear cher (1889-1926 dotiow that it wall aot chmpletely r 6 s

possible to suspend preconceived ideas and judgements. Instead, the researcher made note of

explicit personal bias that she became aware of during this process, and continually attempted to

increase transparency. Char mazés acknowl edg e masnfavouredf andstheb j ect i vi
researcher ds constant invol vement in the <construct
grounded theory process (Charmaz, 2012) wher e t he researcher 6s Vvoi ce
acknowledged (Mruck & Breuer, 2003), rather than excluded or hidden (Clarke, 2005).

A hybrid research methodology that blended hermeneutic phenomenology and grounded theory
was designed (discussedin 1.10.3.1 Research Methodologyand Chapter 2). Both methodologies
have similar assumptions about subjectivity and support the study of subjective experience (Hardy
Leahy, 2001; Finlay, 2009; Kafle, 2011) t o r ev e al what lies Ahiddenodo in
2015:1). Neither hermeneutic phenomenology nor grounded theory begins with a theory but
rather with a phenomenon of interest (Viljoen -Terblanche, 2008; Simon & Goes, 2011; Kafle,
2011), and is useful when new and fresh perspectives are needed (Cohen, Kahn & Steeves, 2000).

Phenomenology has transitioned from purely descriptive phenomenology originally practiced by

Husserl (1931) and Merleau-Ponty (1964, 2002) that emphasised the description of people's lived

experiences, to include the interpretation of such experiences (Heidegger, 1927, 1962, Gadamer,

1976; Laverty, 2003; Smith, 2007). From the interpretive paradigm, knowledge is knowledge only

as understood within the social context in which it takes place (Guba, 1987; Guba & Lincoln,

1994). Thi s all owed for the participantodostliiveed heoxperiseér
grounded in systematically gathered and analyzed da
preferences and assumptions allowed for the building of the theory of holistic and sustainable

personal leadership development (Charmaz, 2014).

1.10 The Research Strategy

1.10.1 [Introduction and Overview

Research is the process of systematically investigating a phenomenon by collecting, analysing and

interpreting data (Burns, 1997). Mertens (2005) suggests,fit he exact nature of the
researchisini uenced by the researcherés theoretical framev
Vasilachis De Gialdino (1992) considered that most of the questions social sciences posed had

different answers depending on which paradigm was presupposed. This is because the research

paradigm is the lens through which the research problem is seen, the way in which the problem is
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solved and how the solution to the problem will ultimately be measu red (Kuhn, 1962; Kuhn,
1970a:38-9).

Biggerstaff (2012) points out that there are numerous ways in which qualitative research can be
approached such as content analysis, discourse analysis, grounded theory and interpretative
phenomenological analysis (IPA). In recent years, the number of methodological options available
hasincreased dr amatically, especially i nAstiesl, isi®morea |

critical than ever before thagrirnetssebararhef samewar ks

research as the research paradigm, design, methodology, participants, data collection methods,
data analysis process and data integrity all influence the outcome of the study. The research
framework for this study is ultimately guided by the research questions in an attempt to provide
the best possible answers (Polit & Beck, 2004).

The research onion (depicted in Figure 1.2), has been used and adapted to give an overview of
the chosen framework. The choice of philosophy, approach, time-horizon and data collection
methods informing the research design have been underlined. For example, in Figure 1.2, in the
outer ring of the onion, Phenomenology, Interpretive and Social Constructivism are all underlined
because they inform the research philosophy. Each element of the study is then briefly discussed.

Phenomenology Research
Philosophy
ualitative Inductive (Ontology &

Systems Epistermology,)
Experiment Thinking

Mono-method Hermeneutic Research Approach

Research
Cross-sectional Methodology
Interpretive
Case Study

Literature review, I Research Cholces
Assessments, Interviews,
Focus groups, Field notes, Grounded
Self reflection, Theory
Questionnaires Time Horizons

Longitudinal Social
n Constructivism
Multi-method Research
Data Collection

Ethnography Techniques and

Quantitative Deductive Positivism Procedures

Post-modernism

Figure 1.2  Research Onion
Adapted from Viljoen-T e r b | a n ¢ h2d)adaptétianloD Saunders, Lewis and Thorndale (200385)

Each element of the study, depicted in Figure 1.2 above, is now briefly discussed in the sections
that follow .
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1.10.2 Research Approach

In line with the research philosophy, a qualitative inductive approach to research has been
chosen, rather than a deductive quantitative approach. Quantitative studies typically record data
with standardised tools; the data is usually numerical and/or statistical in nature and seeks to
arrive at an objective outcome. Quantitative research is often associated with the hard sciences
and a positivist research ontology and deductive approach (Creswell, 2003). However, qualitative

research, which is dialectic and interpr et i ve ( Angen, 2000) , suits the r
paradigm. This choice rests on the assumption that there is no objective outcome to be arrived at ,
and the studyi s concerned with the way in which the reseat
explained and experienced and how the researcher influences this experience (De Vos, 1998). The
research was approachediassuming the i mportance of understandi i

and as assuming that it is important for researchers subjectively and empathetically to know the
perspectives of the par Duringihe iaterdctol betivdea theordsearcie® 8 8 : 1 6 ) .
and the research participant, the participantds wor |
various qualitative methods (De Vos, 1998).

Although quantitative and qualitative research approaches are often discussed as opposites, they

should be seen as HApoints on a continuum rather thi
between the two is based on matching the approacht o a research probl emd (Cr ec
Qualitative data forms the essence of this study because the aim is to construct a framework of

holistic and sustainable personal leadership development that contributes to the theoretical body

of knowledge of leadership development and the researcher will attempt to position the concept of

O60Hol i stic Devel opment 6 as a significant |l eader shi
sustainable development and transformation. A qualitative inductive approach was necessay

because of the open-ended nature of the research questions and because the data was collected

first and the theory then emerge d owing to the use of hermeneutic phenomenology and grounded

theory.

A qualitative approach was also favoured as it places emphasis on the understanding of complex,

interrelated and changing phenomena (Sofaer, 1999) and is typically accepted as generating a

greater depth of understanding of the study (Lund, 2012; Creswell, 2012). However, it must be

noted that a st canl pediscreased by sombineng guantitative and qualitative

methods (Sofaer, 1999; Creswell, 2002). Therefore, the use of the EQ-?°and BeQE assessmen
instruments (typically quantitative in nature and discussed more fully in Chapter 2 under data

collection methods) add to the trustworthiness of this study. The EQ -i?? results are solicited data

used in a supportive way to provide additional i nsi
breadth of his or her processes for dealing with thoughts, feelings and emotions, and for
interacting with the outside world (Shoen, 2013) .

instrument was used when describing and ascertaining the impact of the intervention on
organisational culture.

Another main difference between qualitative and quantitative research is that quantitative

research is linear in nature and the data accumulation process is pre-defined and regimented,
whereas a qualitative approach sees the data accumulation process as more open, flexible and
less regimented (FHI360, 2005; Niemman, 1994). As with many qualitative studies, data was
collected until data saturation was reached (Creswell, 2002; Simon, 2011). Data saturation occurs
when no new information emerges from the data . Furthermore, data analysis started as soon as
data collection began, and continued throughout the study as is typically done when adopting a
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qualitative approach (Creswell, 2002). The qualitative data forms the essence of this study
because the aim is to construct a framework of holistic development that contributes to the
theoretical body of knowledge of leadership development.

1.10.3 Research Methodology

The research methodology or plan for answering the research questions (Saunders et al., 2003) is

influenced by the ontology and epistemology adopted. As a result of the researcher®
phenomenological, social constructionist, interpretive view that no single identifiable truth exists

and reality is not seen as being objective, the use of a hybrid approach blending hermeneutic
phenomenology and grounded theory was designed and well suited to this study. This allowed for

t he participantds l i ved e x pieductive nheaisesé groundddein anal yse
systematically gat hetolmdonstrocted (Bitsch,2§05:4).dThedeapteterénces

allowed for distilling the essence of the phenomenon and the building of the theory of holistic and

sustainable personal leadershipdevelopment (Charmaz, 2014).

Hermeneutic phenomenology and grounded theory both typically begin with a researc h situation
or complex phenomenon that requires in-depth study to understand and interpret (Viljoen-
Terblanche, 2008). As such, they are well positioned to answer the open-ended nature of the
research questions as they Af ocus ithohrcontpxt and that s e s , pat
require the crucial examination of subjectivity of experience and thus lead researchers to begin
inguiry from their research participant Glasermmdi nt of v
Strauss (1967) were the cofounders of the innovative research methodology of grounded theory
but in the 1990s, they eventually disagreed on the basic tenets of the methodology (Urquhart,
2013). Glaser (1967) remained positivistic while Strauss favoured a post-positivistic ontology that
allowed for interpretivism and subjectivity (Charmaz, 2014). The development of constructivist
grounded theory is attributed to Charmaz (1995) who was a student of Strauss. Constructivist

grounded theory met hodol ogy is known f or 0 aletastheduthorofeposi ti o
a reconstruction of exper i a.n2066:2)a This researehnfollong O (Mi I 1
Charmazbés apherescarchéri andt herefor e, not a fAdistant exp
but rat her fi t h-eonstructiom af ex ppefr ieenc@® and mela ROBGED.0 ( Mil |l s

However, the Glaserian (1987) guideline of allowing themes to emerge from the data was
followed (rather than forcing the data into preconceived categories).

Literature and expert opinion from six learning and development experts were used to create an
understanding of the ways in which a leader could be developed holistically and sustainably. As it
is important to integrate previous knowledge with new knowledge (Kelle, 2005) , a process of

constant comparison was adopted, meaningt h at Ainstances of data | abell e
compared] with other instanceso (Urquhart, 2013: 63)

the findings from all steps allowed the theory of holistic development, implicit in the data, to be

built and meta-insights to emerge. Because fdgrounded theory typically

s i t u a(ViljoenaTerblanche, 2008:258), the literature review was only conducted once the

qualitative research process had begun. G| a s e r 6 soncept & #th&oyetical sensitivity, which is

ithe need to read widely and be sensitivewiso what t
attempted throughout. How the emerging theory of holistic development related to and expanded

on existing literature emerges through this thesis.
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When using both hermeneutic phenomenology and grounded theory fdata collection, analysis,
interpreratcieendéi nt er de p e n@ischi200&:8)dso it is impodantitomnetd y 0O
that although the steps of this stu dy (outlined in 1.11.4 Research Stepd appear to be linear, many
steps were in fact interdependent (and conducted simultaneously) and not conducted
independently. Moreover, although the research sample was specified prior to research
commencing, theoretical sampling was preferred (as discussed in 1.11.6 Research Samp/¢ as not

all participants could be anticipated prior to commencement, and were selected based on their
availability and suitability for the research. Motivation for a hybrid methodology that blends
hermeneutic phenomenology and grounded theory and a how they were used is discussed more
fully in Chapter 2.

1.10.4 Research Design
The research design as outlined in Figure 1.3 Research Design Overview has some similarities, as

well as numerous differences, to that of Viljoen-Terblanche (2008). It provides the specific
research design followed in this thesis in the form of a flow diagram.

. Research
Introduction .
Design

|

Participant’s Researcher’s Participant’s
Data EQ-i2° and Personal In-depth
Collection BeQ™ Reflections and Interviews /
(over 3 years) Assessments Field Notes Questionnaires

Focus Groups Existing
with Theory /
Participants Literature

L o Hermeneutic
Qualitative Descriptive Internal Content Grounded
Data Phenomen-

. Statistics Audit Analysis Theo
Analysis v v ology

Conceptualise and Refine
Holistic and Sustainable
Development Framework

Testing Research Questions and Propositions

Conclusion
N
Recommendations

Limitations ID Future
of Study Research

Present
Findings

Figure 1.3  Research Design Overview
Adapted from Viljoen-Ter bl ancheds Research Design (2008:28)

As shown in Figure 1.3, the research design comprised several stegs. The first step was to obtain

a measure of the Barloworld participants EQ levels before and after the intervention. The story of

their lived experience during the intervention was also told. This was to meet the research

objective of creating insight into the impact of the holistic development journey on the individual.

During this step, e ac h was explaead and anpgnadepthiaccouptafrtiieid s 6 st or
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developmental journey created. The purpose was to locate the essence of the individual
experience and identify potential shared experiences amongst the group of research participants
attending the intervention. This enabled patterns to be established, particularly concerning the
criteria that were essential to holistic and sustainable development and the impact thereof. The
data collection and data analysis used are discussed in sections 1.10.7 Data Collection and
1.10.8 Data Analysis respectively

The second step provided a measure of employee engagement before the intervention; this data
was solicited to understand the initial behavioural framework. Managers of the participants
attending the intervention were asked to complete a questionnaire (a year after the intervention
was completed) to gain insight into the development they noticed and the impact this had on the
individual, the team and/or the organisation. The data collection and data analysis are discussed
in sections 1.10.7 Data Collectionand 1.10.8 Data Analysisrespectively.

The third step in this research design involved repeating research Steps 1 and 2 in the same
organisation (Barloworld), but with a different group of research participants who were scheduled
to attend the same intervention, just at a later date. This step was included to add to the research
findings from the first group at Barloworld and to ensure that the research and the findings were
more robust, thus adding to the academic rigour of the research. The fourth step in this research
design involved repeating research Steps 1 and 2 in a second organisation (BASF Construction
Chemicals)to add to the research findings in the first organisation (Barloworld), ensuring that the
research and findings were more robust and adding to the academic rigour of the r esearch.

The fifth step of the research involved past participants completing a questionnaire (a year after
the intervention) regarding their development. This means that all participants from Step 1
through to Step 4 were invited to complete an electronic questionnaire (refer to Appendix C)to
determine the impact the intervention has had on them a year after completing the intervention.
Initially the intention was to sample only eight participants but in practice, all participants were
included to increase the robustness of the research findings. The purpose of this step is to
determine the sustainability of the development. The data collection and data analysis are
discussed in sections 1.10.7 Data Collectionand 1.10.8 Data Analysisrespectively.

The sixth step is to conceptualise a framework for developing leaders in a holistic and sustainable
way by using information obtained from six learning and development experts. This data was
collected by means of in-depth interviews. The purpose of this step was to create an
understanding of the ways in which a leader could be developed in a holistic and sustainable way.
The data collection and data analysis are discussed in sections 1.10.7 Data Collectionand 1.10.8
Data Analysisrespectively. The seventh step of the research (conducted simultaneously with Step
6), also used in-depth information obtained from six learning and development experts to
synthesise the prerequisites that should form part of an effective intervention. Again, the data

collection and data analysis are discussed in sections 1.10.7 Data Collection and 1.10.8 Data
Analysisrespectively.

During the eighth step of the research, all data gathered (including literature for constant
comparison) was integrated, synthesised and analysed. It must be noted that the steps in the
design are not linear in nature so this was not done at the end as a last step, but rather started
happening when the first piece of data was collected. Step 8 was to enable the finalisation of the
theory constructed from the dat a and, therefore, to conceptualise the framework for holistic and
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sustainable personal leadership development, which was constantly refined throughout the
research. This was achieved by using grounded theory (discussed more fully under Research
Methodology and again in Chapter 2) so that the theory implicit in the data was able to emerge
(Glaser, 1992).

The final step of the research involved conducting
(these were documented throughout the research journey) to report on her personal journey,
challenges and insights during the research process.

1.10.5 Data Collection Methods

The data collection methods used for this study are dominantly qualitative in nature, allowing for
as much data and as many variables to be recorded as possible. To increase trustworthiness, the
research involved the collection of multiple forms of research data, including solicited data in the
forms of pre- and post-assessments(EQ-i*° and B e Q)Ein-depth interviews, personal reflections
of both the participants and the researcher, focus groups, questionnaires, field notes and a
literature review. The use of different methods compensates for their individual limitations and
exploits their respective benefits (Guba, 1981; Brewer & Hunter, 1989; S henton, 2004). The only
statistical/mathematical quantitative data collection tools used were the EQi?° a n d  B,avQi¢h
were added as a support for the qualitative data. The use of these quantitative assessment
instruments does not constitute a mixed-methods approach, because the research study is
essentially a qualitative study with solicited data from the EQi?®a n d B sifgply used to enrich
the picture of the impact of holistic development on the individual and the organisation
respectively. The data collection for each step is outlined below.

1.10.5.1 EQ-/?% Assessment

The EQi?° was used to pre- and post-assess the levels of EQ of the 18 research participants from

Barloworld and the 11 participants from BASF. This was solicited data as the final assessment

results were received, and not the raw data. The EQi?°r el ates to an individual &
successand well-being, and is not a direct measure of it. As a result, a thorough understanding of

the EQ-i?C provides insightinto i a  c-sedtisnf interrelated emotional and social competencies,

skills and facilitators that determine how effectively we understand and express ourselves,
understand others and relate with t-Oefa0063amhed cope wi
version used for this research is a revised version of the Bar-On EQi (Bar-On, 1997). The EQ-i?°

has updated norms and has undergone rigorous reliability and validity testing ( refer to Appendix

A). It contributed to determining the impact of the inter vention on the individual and will be

discussed more fully in Chapter 2.

1.10.5.2 Be QE Assessment

The Benchmark of Engage me n tbefdreBtie Qrife)ventiva ®© theshmplen i st er e d
of Barloworld research participants (Step 2 and Step 3) as well as to the BASF participants
(Step 4) to understand the initial behavioural framework and organisational culture. It was used
as solicted dat a for the research participants as it is
measurement tool, which has been developed for multi-cultural and diverse environments, to
identify and measure the individual, group and organisational assumptions and dimensions that
i mpact on engagement and c¢ o mnTierblanehg, 200&7. empl oyeeso (V
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1.10.5.3 Participantsdé Personal Refl ections

The research participants who completed the intervention (from Barloworld and BASF) were
required to keep a journal of personal reflections and to complete homework tasks assigned to
them throughout the intervention. Journal entries were submitted electronically (in Microsoft Word
foormat) as a record of the parti cvénpoaandtd tlltleex gjodesi ence dur

1.10.5.4 Focus Groups with Participant s

In total, three focus groups were conducted two thirds of the way through the intervention to
explore the pamdeiofdhe paney. Jhe first was aith iBarloworld Group 1 (during
Step 1), the second with Barloworld Group 2 (during Step 3) and the third focus group was with
BASF (during Step 4 of the research). Each focus group comprised eight participants (totalling 24
participants) and the researcher was an active participant in the group discussions. The
participants of the focus groups were those attending the intervention and the purpose was to

gat her data and delicit peopl eb gtoexpldehow thesmate ng s , op i
advanced, el aborated and negotiated in social cont
groups are sometimes used as a means of gathering data from multiple participants, here they

were used for their original intended purpose of being fia form of group inte
on communication between research participants in or

Each focus group was asked exactly the same questions (refer to Appendix A to ascertain what
they had experienced regarding their development since this intervention began, as well as to gain
insight into the attributes the participants felt were prerequisites for the programme to be
effective. The repetition of this process through two separate groups at Barloworld and then again
with another group at BASF (Steps 1, 3 and 4) was done to achieve data saturation. This means
that no new data or themes emerged from additional data collection (Glaser & Strauss, 1967).

1.10.5.5 Participant sOFinal Presentations (Video  -Recorded)

Participants were also required to deliver a seven-minute final self-reflection type of assessment
presentation at the end of the intervention. Their presentations were video -recorded and
transcribed to enable the data gathered to be analysed effe ctively using phenomenology and
grounded theory. This was another opportunity to gain insight into their lived experience s and the
impact of the intervention.

1.10.5.6 Participant séLetters

Some participants wrote to the researcher after the intervention and shared their success stories,
promotions and awards they had received since attending the intervention. Several emails were
received, and all were used as sources of data (refer to Appendix G).

1.10.5.7 Participantdos Questionnaire

A Participant 6 seferQu edgreridis i)n \mas ra@minigtered electronically to all
participants who completed the intervention (from Barloworld and BASF). It invited participants to
share their personal development journeys since completing the intervention to gain insight into
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and measure whether the results of the intervention were sustainable. Initially the intention was
to select eight of the 23 participants who completed the intervention but, in practice, the
guestionnaire was sent to all participants to increase the robustness of the research findings
(Guba, 1981; Shenton, 2004) and ensure the sample was more representative of the population.
The questions wer e¢andweedcot mtended porbe prgstrigtide (Kvale, 1996).
Further probing, where necessary, was then used to gain deeper insight into certain aspects
shared by the participants (Boyce & Neale, 2006). All questionnaires were completed and stored
electronically to enable the use of content analysis and grounded theory in the analysis phase.

1.10.5.8 Manager soQuestionnair e

A year after the intervention, f our managers of the participants were asked to complete a
Ma n a g eueshiannaif@ (refer to Appendix/) regarding t he parti ci p athmetingpdct
thereof and the sustainability. Two managers were from Barloworld (Steps 2 and 3) and two
managers were from BASF (Step 4). This was for the purpose of deriving their insights into the
impact the intervention had on the individual, the team and the organisation. There were some
closed questions and numerous openended questions to avoid being prescriptive (Kvale, 1996).
Further probing was used (both telephonically and by email), where necessary, to gain deeper
insight into certain aspects shared by the participants (Boyce & Neale, 2006). All questionnaires
were completed and stored electronically for access during the data analysis phase.

1.10.5.9 In -Depth Interviews  with OD Specialists

The six OD specialists who participated in Steps 6 and 7 were required to provide information
including their job title s, level of education, work experience in the field of OD and gender. This
information was obtained to provide background, and to ensure that they met the selection
criteria required for this sample. Expert opinion was then obtained from the OD specialists by
using an in-depth interview (refer to Appendix J). In-depth interviews are often referred to as
unstructured interviews (Hancock, 1989; Cohen, Manion & Morrison, 2000), and have become an
increasingly popular method used by researchers when conducting educational oriented research
(Berry, 1999; Polkinghorne, 2005). This type of interview involves asking open -ended questions in
a conversational manner (Hitchcock & Hughes, 1989), and then probing, if necessary, to obtain
additional data required (Briggs, 1986; Boyce & Neale, 2006. This method was chosen for this
step of the study because it enabled the studyt o expl ore the research
and gain insight (Boyce & Neale, 2006) into ways in which a leader could be developed in a
holistic and sustainable way, as well as the prerequisites or design principles required for an
intervention to be effective. Each interview was recorded electronically, and was then transcribed
into a Word document in a verbatim fashion; both the recording and transcription were stored
electronically in a safe and secure facility.

1.10.5.10 Literature Review

A literature review was used together with all data from Step 1 through Step 7. Onwuegbuzie,

Collins, Leech, Dellinger and Jiao (2010:173)

selection of published and/or unpublished documents available from various sources on a specific
topic that optimally involves summarization, analysis, evaluation, and synthesis of the documents.0
The purpose of the literature review was to assist in gaining insight into the findings of others who
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are interested in holistic and sustainable personal leadership development and OD, as well as in
exploring the results of related studies (Fraenkel & Wallen, 2006). No literature review preceded

this research, asigr ounded theory requires that l'iterature i :
research study because to do so could lead the researcher into making misconceived assumptions
about what issues warrant further i nvassathéergsedli onodo ( Hi

as another source of data to be integrated into the constant comparative analysis process once

the core category, its properties and related categories have emerged and the basic conceptual
devel opment is well u n d Asrawesuit df the Gkt dhategroynde@ tBeorg : 1 2 ) .
often has no definite end, and much data is required and revisited many times to allow for the

theory to emerge (Smith, 2006), it was essential to ensure that the data colle cted was of the

highest quality and stored correctly and backed up sufficiently.

1.10.5.11 Re s ear c he-Réfisctivd ourrfals

The researcher created selfreporting journal entries throughout the research process. Some were
written up during the intervention directly after each module. Some were reflections during data
analysis; the researcher reflected regularly and made regular journal entries on a bi -weekly basis.
A select few were audio-recorded (because something occurred to the researcher while she was
driving or in transit) and these were then transcribed. Finally, some reflections were social media
posts. The use of self-reflections was to includet he r e s gaumay,linsights and challenges
through the research process, and to make the process of data analysis as visible and transparent
as possible (MacNaughton, 2001).

1.10.5.12 Researcherdés Field Notes

AA reflexive approach to the research process i s
researcho (Ortlipp, 2008: 1) . The researcher kept fi
make her decisio n s , and her Aithinking, val ues, and experier

(Ortlipp, 2008:2) and to increase transparency (MacNaughton, 2001). Field notes were not used in

an attempt to fAbr acket, dbut mther to maké theml exphcst $oubotip thé o n s
researcher and the reader. Field notes were sometimes recorded manually on various printed
documents used during the research process while others were recorded electronically in various
software programmes used for recording, storing and analysing data.

1.10.6 Data Analysis

An inducti-vep Apptobamh (Creswelll, 2005 )duringothisanal ysin
study. In essence, the specific data was examined to identify more general themes that were used
for interpreting the data, and to gain meaning from it. When conducting qualitative research, data
analysis often begins as soon as the first piece of data is gathered i this was the case with this
research. The researcher was aware that during the analysis process (especially in terms of the
grounded theory element used to construct the framework of holistic and sustainable personal
leadership development), it might be necessary to return to collecting data (Terre Blanche et al.,
2006). This is to ensure that the analysis was developed to a sufficient interpretative level to
construct the theoretical framework (Smith & Osborn, 2007). Various data analysis techniques
were also required to complete this study. These included descriptive statistics, content analysis,
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hermeneutic phenomenology, grounded theory and internal audit; each will now be briefly
discussed and elaborated in Chapter 2.

1.10.6.1 Hermeneutic Phenomenology

It is important to note that the data analysis process followed during hermeneutic phenomenology
had many overlaps with grounded theory and data collected from 1.1053 Par t i ¢ci pant sé Per :
Reflections through to 1.10.5.8 Par t i ¢ci p ant 0 savasQ@uoalysed usiognboth. Unlike the
prescribed methodology of the positivist sciences, prescribed rules were not followed but rather
guiding principles were kept in mind (Moustakas, 1994; Creswell, 2012) and the data analysis
process comprised the following broad steps. Firstly, the transcription of interviews, focus groups

and video-recordings, as well as organising field notes was undertaken, foften including
example, indications of pauses, mis-hearings, apparent mistakes and even speech dynamics
where these ar e i n any way remar kabl eod (Biggersta

meticulous reading and re-reading of data was required (Glaser, 1992). Any thoughts,
observations and reflections of the researcher were noted in the transcript and the researcher was
aware of the importance of maintaining an open mind because an attitude open enough to let
unexpected meanings emerge is needed for discovering meanings in the data, (Giorgi, 2011;
Lopez & Willis, 2004). It must be noted that b eing open-minded is not referred to as fbracketingd
during this thesis (Terre Blanche et al., 2006) in accordance with He i d e g g e r1876) n¢tidn8 8 9
that it is not completely possible to suspend preconceived ideas and judgements. Instead, the
researcher made explicit any personal bias she became aware of during this process, as it could
have influenced the analysis process and continually attempted to mai ntain an open attitude .

An important third step was to identify emergent themes through reading, re -reading and coding.

The data-coding and analysis phase used three analytic techniques: open coding (identifying,

naming, categorising and describing phenomena), axial coding (the process of relating codes to

each other) and selective coding (identifying the core category or driver), which are elaborated on

in Chapter 2 (Strauss, 1987; Strauss & Corbin, 1990). Strauss and Corbin (1990:42) define
theoreticalsensi ti vity as #fAthe attribute of having insight
capacity to understand, and capability boAstepaiate
stage, the aim was to determine connections related to the research questions, interpret the

findings and potentially reduce data. Data sensitivity and data reduction were critical, and involved

the discarding of irrelevant data, which was done with extreme caution (Smith & Osborn, 2007).

1.10.6.2 Constructivist Grounded Theory

As mentioned in 1.10.6.1. Hermeneutic Phenomenology, the data analysis process that was
followed during hermeneutic phenomenology had many overlaps with grounded theory and
prescribed rules were not followed but rather guiding principles applied (Moustakas, 19%;
Creswell, 2012) and the data analysis process for the grounded theory aspect of this study
comprised the same broad steps discussed in 1.10.6.1. The difference in the grounded theory
aspect of this study were two unigue characteristics: constant comparative analysis and theoretical
sampling (Glaser & Strauss, 1967). The research complied with both. Constant comparative
analysis requires that fisi multaneously codes and an
continually comparing specific incidents in the data, the researcher refines these concepts,
identifies their properties, explores their relationships to one another, and integrates them into a
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coherent explanatory model 6 (Taylor & Bogdan, 1984
processes undeg study. Theoretical sampling means that sampling decisions were not
predetermined but evolved during the research process (Strauss & Corbin, 1990; Trochim, 2015).

Through the process of developing a tentative understanding of the phenomenon of holistic

development, testing it against reality and constantly revising it through the constant comparative

analysis process, the inductive analytical abstract categories emerged and the theory was

constructed and the framework for holistic and sustainable personal leadership development

evolved. This is where grounded theory differs from hermeneutic phenomenology. Hermeneutic

phenomenology focused on interpreting and sharing the lived experience of participants while

grounded theory was useck tanmddevelfop malfidtheotrayrt it hat
Chapter 4 that Atakes into account all the variatior
variationso (Hood, 2007:154) . Evidence from the text
person's experience in the best way, including feelings and thoughts (Biggerstaff & Thompson,

2008) and the theory generation was not based on the raw data but on the concepts and

categories being developed out of the raw data (Strauss & Corbin, 1990).

It is impor t ant to note that no |iterature review preced
requires that literature is not reviewed before commencing a research study because to do so

could lead to making misconceived assumptions about what issues warrant furtheri nvesti gati ono
(Hickey, 1997:371). Instead, literature was used fas another source of data
the constant comparative analysis process once the core category, its properties and related

categories have emerged, and the basic conceptual d evel opment is wel/l under w
2004:12). Throughout the process, there was continual note -taking, annotation and coding and

the above steps were repeated many times. Although the initial phases of the coding were done

by hand, all data gathered fr om all data gathering methods (including the EQ-i2°a n d B ev@E)

eventually uploaded to ATLAS.ti to assist with the final analysis and ensure the data was securely

managed.

1.10.6.3 Content Analysis

As mentioned in the hermeneutic phenomenological and grounded theory processes, conventional

content analysis was integrated as a data analysis technique. The researcher was influenced by

the work of Viljoen -Terblanche (2008), and in the same way, she elevated the content analysis to

explore in greater depth the process of dividing the data into themes. In this study, content

analysis was used to bring all data collected from 2. 7 0. 5. 3 Partici pantoesdé Per so
1.10.5.10 Literature Review together. Content analysis is a widely used qualitative research

techni que, especially in recent years (Hsieh & Shannc
documents, field notes, emails or other pieces of written information in terms of content and

t heme s 0 -TeMlanche,02008). It is often divided into two types: Q uantitative content

analysis (that is concerned with counting instances of words or phrases within textual data) or

gualitative content analysis that goes beyond this to deeply studying language for classification of

large amounts of text into appropriate categories (Weber, 1990).

Hsieh and Shannon (2005:1) point out that rather than qualitative content analysis being a single

met hod, ficurrent applications of content analysis s
directed or summative.0 Al | pprdacheseare ased for interpreting meaning from the content

of text data but this study favoured the use of conventional content analysis because the coding
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categories were derived inductively, directly from the text data (Hsieh & Shannon, 2005). The
benefit of coding in qualitative content analysis is that the manifest as well as the latent content
meaning could be attended to; m anifest content is coding for the visible and surface content of
text, whereas latent content is coding for the underlying meani ng of the text (Graneheim &
Lundman, 2004). Coding was also used for incorporating the various forms of data gathered into a
holistic attempt at exploring the phenomenon of holistic and sustainable personal leadership
development.

To conduct content analysis, the test was coded, or broke down, into manageable categories on a
variety of levels (including word, phrase, sentence and/or theme) and then examined by using
relational analysis. Relational analysis has also been termed semantic analysis (PalmquistCarley &
Dale, 1997). This method was favoured because it went beyond the mere presence of meaning by
exploring the relationships between the concepts that were identified to look for semantic or
meaningful relationships. The process will be elaborated on in Chapter 2.

1.10.6.4 Descriptive Statistics

The use of descriptive statistics was suited
(pre and post) EQ-?°and BeQE assessments (desklosiadne 1052
because the results provided numeric data. Descriptive statistics are usually used for quantitative
data analysis (Blaikie, 2008) because they are summary statistics that quantitatively describe or
summarise features of a collection of data (Mann, 1995). However, this does not make this a
mixed-method study because this source of solicited data was included simply to aid in painting
the picture of t he partici pant sd | our naadyunderbtanding ¢, has weh a&s
showing the emotional intelligence of each individual and culture of the organisation before and
after the intervention. It is important to note that descriptive statistics differ from inferential
statistics, in that descriptive statistics aim at summarising a sample, rather than using the data to
learn about the population that the sample represents (Trochim, 2015) as was the case with this
research.

1.10.6.5 Internal Audit

An internal audit was used to analyse the data collected discussed in sections 1.10.5.11 The

Researcher 6s ahdt 0.10/5.42 TheERet sra aersc h e r 6 sThiswas ¢onduciéd tb e s

tell her story behind the research story. Internal audit is the process of internal review and control
of systems by continuous examination and verification with the aim of assuring quality (Pitt,

2014).Given (2008:41) refers to it as fila systematic

and ac tUsually shis gorocess is related to businesses but in this case, it refers to the
continuous examination and internal review of the entire academic research process and the
examining of the researcherds thought s, feel
process essentially admits the researcher into the research process andis typically done to:

Ensure confirmation with accepted standards or to validate the accuracy of result. In
qualitative research, auditing serves a comparable purpose and can be a valuable

t o ana

dat a coc

nterve

revi

ng and

means of demonstrating rigor of an [nvestigati

supporting the credibility and trustworthiness of finding and interpretations (Given,
2008:42).
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It also adds the benefit of continuous learning, new insights into self and greater understanding of
ot her s. It il luminates and chall enges t he
knowledge, encourages persoral adaptability and allows other researchers to learn from the

resear cher 0@vaterx poéd).il eancseo doi ng, academi cimpoiadti t s

tool to control and maintain standards6 ( Ni t o 6:4Dehut aBdaltool that enhances the
overall quality of qualitative research (Schurink, 2009).

1.10.7 Time Horizon

This study is longitudinal in nature as it involves studying the same group of individuals over an
extended period (Terre Blanche et al., 2006). The intervention took 12 months to complete and
data was collected throughout by usi ng p ar t ireflactprsnthebresearsher® field notes
andt he par tfinat videaasdessments. In addition, questionnaires were administered to
participants a year after they had completed the intervention to assess the sustainability of the
intervention results. The study returned to participants to measure and explore changes in their
personal leadership development and El occuring over time, and to document the processes
associated with these changes (Holland, Thompson & Henderson, 2004). Collecting data for all
steps took a period of three years with t he objective of determining the impact of the intervention

and the sustainability of the results.

1.10.8 Document ation of Findings

The findings of Steps 1 to 7 (in Chapter 6) are presented as a synthesis of the themes that
emerged regarding dolistic and Sustainable Developmentd thus explaining the essence of this
phenomenon. Meta-insights into the prerequisites and core criteria underpinning an effective
intervention are also presented. Moreover, the interviews and focus groups were analysed and
synthesised to answer the research questions and to meet the research aim of describing the
impact of this type of development on the individual and the organisati on, as well as the
sustainability thereof, in an attempt to make the ROl more explicit. Lastly, during Step 8, the
attempt to develop a framewor k of I8 ptesénted asithe
result of the completed in-depth analysis of all data gathered including the integration of the
literature review. It must be noted that the literature (presented in Chapter 5) was used as data
that was integrated into the analysis. The framework is presented in Chapter 7.

1.11 Data Integrity Process es

1.11.1 Validity and Reliability ofthe EQ  -F°and Be QE

Although this study adopted a dominantly qualitative research approach, the use of the EQ-i?° and
BeQE assessment instruments is considered to
definition of relia bility for this aspect of the study would be whether the test would yield the same
results if the person were tested again at a different time, or if another researcher conducted the
test. Validity, however, is whether the test measures the construct it se t out to measure (Terre
Blanch et al., 2006). This is often referred to as rigour, which can be defined as data that can be
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measured and results that can be replicated (Hjgrland, 2002). Based on results from numerous
statistical analyses, the EQi?° is a proven valid and reliable assessment instrument with norms
available for the South African context. Results of rigorous assessment also revealed that the
EQ-i%° very accurately measured El (MHS, 2011).

The BeQE was dev e-Teobfamche (2006) affer bxjemsiwen grounded theory and
ethnographical research. It has been tested in a variety of national and international contexts, and
is a valid and reliable instrument with a Cronbach reliability of r=.78, which means that it almost
displays psychometic properties as it is acceptable for a perception study to have an r=.4
(Viljoen,2015a) . The BeQE is designed for testing the |level
and organisation, and is able to take industry specific variables and national cultural contexts into
account . Ni enaber and Martins (2016) report the vali

Moreover, only accredited professionals were used to administer assessments to ensure validity
and reliability. The testing conditions were pre-assessed for suitability (for example, free from
interruptions, private, PC with correct software and hardware available for the duration of the
assessment), and consistent for all participants. The assessmentswere administered electronically,
and all data recorded in a secure online location that only the researcher and those directly
involved in the research (such as the test administrator and research supervisors) could access.
The participants completed the questionnaires within 48 hours of distribution, taking
approximately 60 minutes to complete each assessment. A certified administrator was also
available (telephonically) to answer questions or address any technical problems.

1.11.2 Ensuring Quality of All Qualitative  Data

Quality concerns play a central role during all steps of the research process in qualitative methods
(Bergman & Coxon, 2005), and are therefore essential to this research because most of the data

collected (excluding the EQi*® and BeQE assessments) i Qualitativea | i t at i v ¢
research is still oten Aiguesti oned by positivists, perhaps becau
reliability cannot be addr ess ed(Shentont2804:63% Besmte way i n

this, qualitative research has gained in credibility in recent years, and has become more popular
with educational and psychological researchers. For example, a paper by Henwood and Pigeon
(1992), proposing a role for qualitative methods in psychology was published in the British Journal
of Psychology. This is one of many milestones acheved regarding qualitative research
methodologies (Biggerstaff, 2012). Therefore, it is fortunate that despite the relativeness of
knowledge and the fluidity of understanding and wisdom in the post -modern era, researchers
conducting qualitative research do not have to feel that their work has less value because it has
retained its status due to its rigour and practical applications (Tarnas, 1991). The various criteria
for ensuring quality data and rigour, as they apply to all data collections methods except the
EQi2°and B,avilpfiow be discussed.

1.11.3  Trustworthiness
Newman (2003) asserts, imost qualitative researcher

but use the terms infrequently owing to their close association with quantitative measuremen t 0
(Newman, 2003:184). They often prefer to talk about the concept of rigour (Oates, 2006) or

30



trustworthiness (Guba, 1981) as does the researcher. Interpretivist researchers accept that

multiple interpretations are possible (Oates, 2006), and use a differe nt set of parameters for

determining and evaluating rigour or trustworthiness (Guba, 1981; Oates, 2006). Shenton (2004)

reportst hat Gubadés (1981) framework for trustworthiness
construct consists of four criteria that the qualitative researcher must consider: (1) Credibility; (2)

Transferability; (3) Dependability and (4) Confirmability. How the study was designed with the aim

of applying these criteria to increase rigour, trustworthiness and ensure quality data, will now be

discussed with the awareness that they often depend on the skills of the researcher.

1.11.3.1 Credibility

Credibility can be I|ikened to the positivist resear
to ensure that Atheir a&ahtludyi measded@o whathentsom,cta004
(1990) offers a useful definition of qualitative validity or credibility when he says that by validity

he means, iThe extent to which an account accuratel)
it r e f ammersgley, (1990:57). Guba and Lincoln (1994) see credibility as core to

trustworthiness as it determines whether the findings are believable. Hammersley also infers
credibility when he says that wvalidity idgebulenti fi ec
[are] not certainty of its trut ho thé dhawasie ngdaey , 1992:
the credibility of the study in a number of ways. The first, suggested by Stenbacka (2001) is that

the researcher constantly strove to conduct research of the highest quality. The suggestions made

by Silverman (2003) were observed; these include, but were not limited to, extensive field notes,

transcripts of interviews (used to reinterpret and check or re -check where necessary) and

thorough and appropriate tabulation being used.

Secondly, the study aimed to use methodology that is appropriate for the research aim and in line

with the ontological and epistemological stance and methods that were the correct operational

measures for the concepts being studied (Yin, 2003). The use of hybrid research methodology

was dominantly influenced by the work of Viljoen -Terblanche (2009) and Rennie (2000). The use

of a joint approach was predicted by Strauss and Corbin (1994), and has proven valuable when

studying complex phenomena that require much breadth and depth of study (Wiliam &

Hutchinson, 1991; Annells, 2006; Viljoen-Terblanche, 2008). Wilson and Hutchinson (1991:275)

also highlight that researchers using hermeameutic p
commitment to a qualitative, naturalistic, contextual, historic, intersubjective methodology to

understand human responses and experiences from a variety of perspectvesd6 Wher e possi bl e
the data gathering and analysis procedures were drawn from comparable successful studies such

as the work of Viljoen-Terblanche (2009).

Thirdly, the study aimed at triangulating by using different data collection methods (Shenton,

2004) . Annel | s (2006:58) recommends, Afusi ng t his k
phenomenon when O6turning the prismé can be an advan
arise from the same ontological foundation. During this study, both the use of hybrid research

methodology and the choice of using multiple data collection methods arose, and were consistent

with the phenomenological, social constructionist, interpretive stance. Furthermore, Aisite
triangulation may be achieved by the participation of informants within several organisations so as

to reduce the effect on the study of p articular local factors peculiar to one institution. Where

similar results emerge at different sites, findings may have greater credibility in the eyes of the

reader 0 ( Shen tWinter, (20@034) hotedl 6 Triangulation sheds light upon common
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themes found in different sources (Creswell, 1998), and strengthens dependability and credibility
( Mer r i a m,Thelith8s)toduse three different samples, across two different organisations
to aid the credibility of the research findings and the researcher welcomed scrutiny of the project
by colleagues, peers and academics, whichmay assist with increased credibility (Shenton, 2004).

1.11.3.2 Transferability

Guba and Lincoln (1994) define transferability as whether the findings of the study can be applied
to other contexts and it is therefore similar to the positivistic notion of external validity or

generalisability (Shenton, 2004). In positivist work, researchers place a strong focus on showing
that the results can be applied to a wider population. However, in qual itative work, this can be
more difficult to achieve because qualitative projects are specific to particular environments and

individuals so dAit is impossible to demonstrate tha
other situations and populations &(Shenton, 2004:69). Some researchers dispute this (Stake,

1995; Denscombe, 1998), but most seem to agree; i i t is the responsibility of
ensure that sufficient contextual i nformation about
2004:70).

Shent onds ( 20wede)folloged| ahe detailece @) The number of organisations taking
part in the study and where they are based; b) any restrictions in the type of people who

contributed data; c) the number of participants involved in the fieldwork; d) the data collection
methods that were employed; e) the number and length of the data collection sessions; and f) the

time period over which the data was collected.

In addition, to ensure rich, robust, more comprehensive and well -developed findings (Denzin,
1989), and to increase the probability that the findings can be transferred to other contexts, the
plan was to repeat research Steps 1 and 2 in the same organisation (with a different research
sample, referred to as Step 3), and then again in a different organisation (Step 4). This would
allow the use of the same method to maximum theoretical advantage.

1.11.3.3 Dependability

Hammer sl ey points out that, in a qualitative study,
with which instances are assigned to the same category by different observers or by the same
observers on different occasionso (Hammersl ey, 1992
Aindependent of accident al circumstances fkthe t he res

awareness that the changing nature of the phenomena scrutinised by qualitative researchers can
make any such provisions problematic (Shelton, 2004). To achieve increasel dependability, the aim
was to use multiple forms of data collection including: | n-depth interviews, focus groups, personal

reflections and the results of the EQi*°and BeQE assessments, as well as r
steps with two different groups of participantods at
Construction Chemcal s . This reinforces Guba and Lincolnés (1
between credibility and dependability, and fAi n practice, a demonstration

di stance in ensuring the | attero (Shelton, 2004:72) .

Theoretical sampling also supported reliability because researchers who want to replicate the
study have access to the sampling decisions made (
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dependability issue more directly, the processes within the study should be reported in detalil,

thereby enabling a future researcher to repeat the work, if not necessarily to gain the same

resultso (Shelton, 2 0v@ad gathdred .untiline new thethies eémerged frocha t a

the research participants stories ensuring data saturation (Glaser & Strauss, 1967; Creswell, 2002)

and she complied with critical qualitative research considerations. For example, a systematic

approach was used for data collection and analysis. Informed consent was reported. The reported

account was sufficiently reflexive by ensur i ng t hat the researcher 6s per s
combined with critical thought and observation to develop a more complete and engaging analysis

of an experience (Biggerstaff, 2012). Biggerstaff (2012) provides a checklist for the appraisal of

gualitative research. The questions posed are questions asked throughout the research process.

1.11.34 Confirmability

Confirmability is comparable to objectivity (Shelton, 2004) and numerous researchers recognise

that it is not possible to complete qualitative research in an objective manner (Patton, 2002;
Viljoen-Terblanche, 2008) because the essence of qualitative research is subjective. However,
steps were takent o fiensure as far as possible that the wor
experiences and ideas of the informants, rather than the characteristics and preferences of the
researchero (Shelton, 2004:72). This was attempted i
researcher constantly strovet o st ep back from the rese¢adtobe to see
aware of her role in the research process and to identify any ways in which she might have

influenced the research. Reflexivity was achieved by using self-reflective journal entries and by

engaging in the hermeneutic circle (Heidegger, 1927). Reflexivity during qualitative research has

become accepted and even encouraged (Etherington, 2004; Ortlipp, 2008; Biggerstaff, 2012);
researchers are urged to talk about themselves, it h
actions during the research proce ss o6 (Mruck & Breuer, 2003: 3) . |t |
reflexivity alone because it is not reliable enough (Button & Lee, 1987; Kieren & Munro, 1985), but

it formed a vital and valuable supplementary aid to the research process, contributing to the

transparency of the process and aiding the robustness of the research findings (Ortlipp, 2008).

Secondly, to assist with confirmability, two qualified research psychologists (external to the
research project) were employed. The researcher specifically sought out their support during the
data analysis open-coding phase so they could assist with the large volume of data but also to
check the researcher ds potenti al assumptions and b
suspending preconceived ideas (Terre Blaoche et al., 2006) was not preferred in accordance with
He i d e g g e rl1876) ndtidn8h&tat was not completely possible to suspend preconceived ideas
and judgements. Instead, the researcher made note of explicit personal bias that she became
aware of during this process, and continually attempted to increase transparency in line with Miles
and Huberman (1994)6s recommendation that confirmabi
researcher admit s hi s or her pr ed voice wasiekplicitlyn s and k

acknowledged (Mruck & Breuer, 2003), rather than excluded or hidden (Clarke, 2005).

Detailed methodological description enables the reader to determine how far the

data and constructs emerging from it may be accepted. Critical to this process is the

Aaudit trail o, which allows any obsebywer o traceé
step via the decisions made and procedures described(Shenton, 2004:72).

Therefore, confirmability was attempted by model | i ng Aj j awi hodofKeepithg ggs 6 ( 2C
an audit trail. A computer file for each second-order construct was created and all relevant
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extracts from the focus group tr anscrtrapstristions parti ci f
were filed appropriately. Following these abstractions, the sub-themes were grouped into broader

themes; the themes were elaborated and compared with literature and existing knowledge. This

complex stage is often referred to as faxi al codin
continuously moving backwards and forwards between the literature, the research texts and the

earlier analysis, moving from parts to whole following a process informed by the hermeneutic

circledo (Ajjawi & Higgs, 2007: 625) . ,a&ndnodlineamaal ysi s i ¢
it might appear (Creswell, 2009; Viljoen -Terblanche, 2008; Simon, 2011) so a thorough audit trail

was necessary to show the process followed and in so doing aid confirmability.

1.11.4  Ethical Considerations

Informed, written consent was obtained from th e individuals and their managers before research

commenced. This consent included the purpose of the research, the par t i ci pant sd r ol esc
responsibilities, the benefits and risks of participating and the mechanism of withdrawal 1 with an

explanation of the costs involved in withdrawal owing to the investment involved. The purpose of

data gathering and the use thereof were also outlined. In other words, it was explained in full that

the research was to be used for primary research and the results processed, analysed, shared,

archived and potentially could be re-used in further studies (refer to Appendix D).

The bounds of confidentiality were discussed with the participants and agreed on before the study

commenced. It was important that each participant was a ware that complete anonymity could not

be guaranteed (because some data recorded was video footage of the participant and certain

quotesi al t hough not attached T tmight benideritifralold) bui eeatriatéddé s n a me
accesstodatacouldbeensuredl n ot her words, only the researcher a
team had access to the video recordings (refer to Appendix D).

The participants were informed that the EQ-i>° assessmentis accredited and recognised by the
Health Professions Council of South Africa (HPCSA and the B e Q Bvas development using
thorough assessment principles (Nienaber & Martins, 2016). Furthermore, only accredited
practitioners would be administering both the EQ-i?° and BeQE assessments and the same
accredited practitioners would givethepar t i ci pant 6s t he f eedresalsk from t h

The recording and storage of data were also an important ethical consideration. Data was

recorded by using both electronic documents and audio- and video-recordings. All video- and
audio-recordings were transcribed. All data was stored in a secure online location with limited

access to the data to ensure confidentiality. As a student at the Da Vinci Institute for Technology

Management, the researcher ensured that she complied with th eir ethical code of conduct and

their general guidelines for ethical research, and for research involving human participants that
informed her practice. The Da Vinci Institutebds Res
should be read in conjunction with this section of the thesis. In addition to the Da Vinci guidelines,

the researcher constantly asked numerous ethical questions that are used in her coaching and

facilitation practice (refer to Appendix B.
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1.12 Summary of Research Framework

Table 1.1 Summary of the Research Framework provides the reader with a high-level overview of
the ontology, epistemology and research approach that was preferred, as well as the role of the
researcher, the hybrid methodology designed and used, the research timeline, the data collection
methods and the data analysis techniques.

Table 1.1 Summary of Research Framework

Element of Framework Description

Researcher Ontology Blended ontology: Phenomenological and social constructivism

Researcher Epistemology Interpretivism

Resear ch Approach Inductive qualitative approach

Role of Researcher Part of the research process and co-creator of meaning

Research Methodology Hybrid methodology: Grounded theory and hermeneutic phenomenology

Timeline Longitudinal

Data Collection Method EQi%?, B e Q HEn;depth interviews, self-reflections, focus groups, video
recordings, letters and/or emails from participants, questionnaires,
researcher selfreflections, field notes and literature review

Data Analysis Descriptive statistics, hermeneutic phenomenology, content analysis,
grounded theory and internal audit

The summary in Table 1.1 is provided to assist the reader in seeing the consistency of the choices
made in line with the research philosophy, research aims and objectives.

1.13 Scope and Delim itations of the Study

The scope identifies the boundaries of the study in term of subjects, objectives, facilities, area,
time frame and the issues on which the research is focused (Simon & Goes, 2013). The coverage
of this study included two corporate organisations in South Africa who nominated their staff to
attend a Holistic Development intervention. The study consisted of individuals at all grade levels,
who assisted with the transferability of the results. The study focused on the process of
transformation through a holistic and sustainable personal leadership development intervention. It
consisted of dominantly qualitative research (literature review, personal reflections, in -depth
interviews and focus groups) and used a blend of hermeneutic phenomenology and grounded
theory to allow the impact of the intervention on the individual and the organisation to be

explicated and the framework required to achieve these results to emerge from the data.

The delimitations of the study, or what the study is not ab out (Wolcott, 2002) , are important to
note, so that the reader can be aware of what the study is not about. Firstly, this research was
not quantitative, but preferred to use a dominantly qualitative approach. Secondly, this study was
about synthesis and analysis, not either/or. Thirdly, it focused on process and not content, but
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was not particularly concerned about the human resource process and rather focused on the
individual and organisational development process. Lastly, this study was not about a mechanistic
approach to change, but rather about the conceptualisation and construction of a theoretical
framework that supported holistic and sustainable personal leadership development.

1.14 Delineation of Research Chapter s

In Chapter 2, the research strategy is detailed and discussed. This includes the post-modernist
interpretive philosophy adopted, the rationale for using an inductive qualitative approach, as well
as the design and methods used to address the research problem. This chapter will show that a
hybrid methodology blending hermeneutic phenomenology and grounded theory is well positioned
to meet the research aim.

Chapter 3 shows how the post-intervention investigation examines the success of the holistic
development intervention and the data gathered fr om the in-depth interviews and focus groups is
reported. The lived experience of the research participants is shared; the synthesis of holistic and
sustainable development is documented.

Chapter 4 provides the reader with in-depth insight into the way in which the data collected for
this study was analysed. It explicates the manner in which coding was conducted, namely to
facilitate the hybrid research methodology of hermeneutic phenomenology and grounded theory
designed and used for this study. The data analysis process is also explained in terms of the
codes, categories and themes that emerged as the data progressed through each stage of
analysis.

Chapter 5 presents the current literature review as an academic voice for the relevant categories
and themes that emerged from the data analysis. It examines where there are similarities and
differences between the themes emerging from the data and the voice of the literature as well as
including literature that may be relevant to the theory but did not emerge fro m the data.

Chapter 6 reports the findings that culminated from the triangulation of the voice of the literature,
the empirical data, and the correlation and discussion between the two that provided the

researcherds voice. I n asditdd ftomn dhe researdh eprocéss mitl ben g s

presented and discussed.

Chapter 7 consolidates the gaps and overlaps between the empirical data and current literature .
The emerging theory and the meta-insights of holistic and sustainable leadership development are
presented in terms of grounded theory and the results of the qualitative research process. The
various aspects of the framework for holistic personal leadership development are discussed and
this framework is positioned as a way of obtaining sustainable results and accelerating personal
leadership development. The benefits of this are explored.

Chapter 8 concludes the study by answering the research questions, reviewing the research aim
and discussing the quality criteria in relation to how they were applied during the course of this
study. In addition, it outlines the delimitations of the study, makes recommendations for future
study and explicates the unique contribution and ROI of the study. Lastly, the researcher tells her
story behind the research story as well as her reflections that emerged rather surprisingly and
profoundly while writing her story behind the story.
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2 Chapter 2: Research Methodology

2.1 Introduction

The purpose of this chapter is to detail and discuss the research philosophy, approach, design and

methods used to address the research problem as outlined in Chapter 1. This will include a focus

on exploring the post-modernist interpretive philosophy adopted. The rationale for using an

inductive qualitative approach to the research that used research data from two organisations,

several learning and development experts and multiple learners attending an intervention with the

intent to fideepen and widen oneds wunderstandingo o
problem is also included (Olsen, 2004:1). In addition, t he rationale for collecting data by using in-

depth interviews, focus groups, self-reflections, EQ-*°a n d B e Q Bnd pasteassessments, field

notes and the reseawillbbdscuésed j our nal entries

This chapter will show that hybrid methodology blending hermeneutic phenomenology and
grounded theory is well positioned to meet the research aim of constructing a theory for holistic
and sustainable personal leadership development. It will also answer the open -ended nature of
the research questions where the fAfocus [is] on proc

and that require the cruci al examination of subj ecHt
research participantsé point of .vTheermadon foTwsiege d & Ch a
grounded theory met hodol ogy wi || al so become appar
devel oping inductive theories that are grounded in

(Bitsch, 2005:4).

2.2 Description and Rationale for Hyb rd Research Methodology

2.2.1 Hermeneutic Phenomenology

Phenomenology supports the study of subjective experience (Hardy Leahy, 2001; Finlay, 2009;
Kafle,2011) t o reveal what I|ies Ahiddendo in it (Matua & V
for the research objective of uncovering the impact of holistic development on individuals and
organisations. Phenomenology does not begin with a theory but rather with a phenomenon of
interest (Viljoen-Terblanche, 2008; Simon & Goes, 2011; Kafle, 2011), and is particularly useful
when new and fresh perspectives are needed (Cohen, Kahn & Steeves, 2000). Phenomenology
has transitioned from purely descriptive phenomenology originally practiced by Husserl (1931) and
Merleau-Ponty (1964) that emphasised the description of people's lived experiences, to include the
interpretation of such experiences (Heidegger, 1927, 1962, Gadamer, 1976; Laverty, 2003; Smith,
2007). Interpreting experience in context, especially social and linguistic context, is often referred
to as hermeneutic phenomenology (Laverty, 2003; Smith, 2013) and, therefore, both terms are
used interchangeably through this thesis.

During this study, hermeneutic phenomenology enabled a qualitative approach that was not only
useful because it provided rich descriptions of complex human and organisational phenomena, but
was also useful in constructing theories or conceptual frameworks and generating ways of
explaining these phenomena (Moustakas, 1994; Viljoen-Terblanche, 2008). Interpretivism gave
greater scope to address issues of influence and impact (Smith, 2013), and in this study, it
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enabled an increased understanding of the ways in which an individual could be developed
holistically and sustainably, as well as the design principles thereof.

2.2.2 Constructivist  Grounde d Theory

Blending hermeneutic phenomenology and grounded theory was suited to this research because

hermeneutic phenomenology allowed for the study of subjective, lived experience s of the research

participants (Hardy Leahy, 2001; Finlay, 2009; Kafle, 2011), while grounded theory allowed for

building of the theory of holistic and sustainable development grounded in the data (Charmaz,

2014). Glaser and Strauss (1967) were the cofounders of grounded theory but in the 1990s, they

eventually disagreed on the basic tenets of the methodology (Urquhart, 2013). This study does

not favour a Glaserian (Glaser & Strauss, 1967) positivistic approach to grounded theory but is
influenced by-p®&girtaiusis®dt paoppgr oach (Strauss & Corbi
constructivist approach to grounded theory (Urquhart, 2013; Charmaz, 2006; Charmaz, 2014).

Despite this, various aspects of the Glaserian approachwere adopted, such as allowing themes to

emerge from the data (rather than forcing the data into preconceived categorie s) and engaging in

constant comparison. This process is now commonly used in all variants of grounded theory
(Charmaz,2012) and refers to fiinstances of data | abell ed
other instanceso (Urquhesrt di20k3 ehmIT)e amd Mmuiamicleani ts c
a more abstract understanding of the phenomenon (Tweed & Charmaz, 2012:132).

The coding strategy was adopted from Straussds mor e
that required open, axial and selective codi ng (Strauss & Corbin, 19
acknowledgement of subjectivity was favouredand t he researcheré6s constant
construction and interpretation of data (Charmaz, 2012). These preferences allowed for the co-

construction in building of the theory of holistic and sustainable personal leadership development

(Charmaz, 2014) using expert opinions from six OD specialists and opinions from those attending

the intervention to create an understanding of the ways in which a leader can be de veloped

holistically and sustainably. As it is important to integrate previous knowledge with new knowledge

(Kelle, 2005), data was constantly compared with literature to allow the theory of holistic

development implicit in the data to be built or extended . Because fdgrounded theory
begins with a r eseaTeblanche,i2008:27), the litebature Yevidwjwas anly

conducted once the qualitative research process had begun. Theoretical sensitivity (Glaser, 1978),

was attempted throughout. Thi s i s Athe need to read widely and
actually iso6 (Urquhart, 2013:136) . The way in which
related to and expanded on existing literature will emerge through this thesis.

In grounded theory HfAdata coll ection, anal ysi s, interpretat
interdependent and iterativelyo (Bitsch, 2005:3), sc
of this study (outlined in 1.11.4 Research Stepy appear to be linear, many steps were in fact

interdependent (and were conducted simultaneously), and not conducted independently. Tweed &

Charmaz (2012:134) provided a visual representation of the process of the grounded theory

methodology (see Figure 2.1 Visual Representation ofa Grounded Theory) used for this research.
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Figure 2.1  Visual Representation of a Grounded Theory

(Tweed & Charmaz, 2012:134)

As shown in Figure 2.1 above, grounded theory typically begins with a research situation, and

then participants are recruited. For this study, although the research sample was specified prior to

research commencing, theoretical sampling was preferred (as discussed in 1.11.6 Research
Samplg as not all participants that were required could be anticipated prior to com mencement,
and they were selected based on their availability and suitability for the research. Multiple forms of

data were then collected, and analysis began from the moment the first piece of data was

collected through open coding, focused coding and categorisation and then selective coding that
led to theory building. Constant comparative analysis was observed and literature was included in
this process. Only when category saturation was reached, could the framework be presented and
the findings written up.

As described above, the hybrid research methodology of hermeneutic phenomenology and
grounded theory was designed and used to explicate the lived experience of the research
participants (using the former) and synthesise the essence of holistic and sustinable development
(using the latter) from data gathered through in -depth interviews, questionnaires and focus
groups. An attempt is then made to build theory in respect of the prerequisites for holistic and

sustainable personal leadership development byidentifying the themes as they emerged from the
data by using grounded theory. Through these qualitative methods, the study will attempt to
position t he concept of 0 Hol i s tleadershiD eevedobmeptme nt 6 a
methodology resulting in sustainable development and transformation. An inductive approach is
necessary as the data is first collected, and the theory then emerges using grounded theory.
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2.2.3 Blending Hermeneutic Phenomenology and Grounded Theory

The following Figure 2.2 highlights the way in which the study blended the use of these two
complimentary research methodologies by illustrating the similarities and differences in the
research processthat was followed.

WRITING UP / WRITING UP /
dissemination dissemination
lllumination/lllustration THEORY BUILDING Categories reach }
of PHENOMENA SATURATION Q
ir i G
g 1 fet =
FOCUSED CODINGand | || | FOCUSED CODING and ';“’”t’p Z_e s
CATEGORISING = CATEGORISING understanding |- =
= raises guestions| <
o
4 : @ :
Immersion in data then = Immersion in data then Exam!o!es 8
OPEN CODING OPEN CODING presentin data| &
ornew data =
1 53 %
3
DATA COLLECTION \/ DATA COLLECTION THEORETICAL ©Q
(interviewing) (interviewing) SAMPLING _/
SAMPLING / Recruit SAMPLING / Recruit
participants participants
ﬁ ﬁ Legend:
D Similarities
Research QUESTIONS Research QUESTIONS
\ } \ D Differences /

Hermeneutic

Phenomenology Grounded Theory

Figure 2.2 Similarities and Differences in the Hermeneutic Phenomenology
and Grounded Theory Process es

In Figure 2.2 above, the reader can see that there are a many similarities and overlaps (shown in

grey) for both hermeneutic ph enomenology and grounded theory. The researcher began with the

research questions, and then sampled and recruited participants, collected data, immersed herself

in the data and began the process of open coding. It is at this point, where the analysis diverged

to accommodate the differences. The main differences (shown in white) emerge during focused

coding and categorising. For the hermeneutic phenomenological aspect, the researcher was able

to move on to illuminating and illustrating the pheil
were fAreconstructed in their own wor kegfindingsofromhm | | umi nat
the datao (A)]jawi & Hi fgrggsounded th&oify it Bvas Gidcessary toveleetke 1

that no new themes emerged, data saturation was reached (Glaser & Strauss, 1967; Creswell,

2002) and theoretical sampling was used to return to collecting data if necessary (Charmaz,

2006). Another main difference is that a central feature of grounded theory is constant

comparative analysis (Bitsch, 2005). In other words, when an event was noted, it was compared

with other events with regard to commonalities and differences (Charmaz, 2006). It must be

noted that only toward the end of the analysis could all data be combined. Only then, through the
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process of developing a tentative understanding of the phenomenon of holistic development,
testing it against reality and constantly revising it, the inductive analytical abstract categories
emerged, and the theory was constructed and the framework for holistic and sustainable personal
leadership development evolved. This process will be elaborated on in Chapter 4.

2.3 Research Design Sample

2.3.1 Research Population

The population is often referred to as the entire s
unit of analysiso (Terre Blanche, Durrheim & Painte
study was facilitated by a hybrid research methodology with various steps in the design so the

population for Step 1 through Step 5 differs from those for Steps 6 and 7. For Step 1 through to

Step 5, the population was any adult worker who h ad attended or who had been preselected to

attend an intervention designed to develop his or her personal leadership capabilities with a focus

on El. There are no restrictions of age, gender, position within the organisation and/or education

(other than that the participants mu st be literate and able to read and write in English). The

research population was 40 people from Barloworld and BASF. The participants were spread

through various levels and divisions. Only two attendees were managers who had people

reporting to them. The participants were selected because they had been nominated by the

organisation to attend the personal leadership development intervention.

The research population also included the managers of those attending the intervention, as they
were able to provide a meta-perspective on the personal leadership development achieved by
these individuals. The population of managers for this study comprised six individuals. For Steps 6
and 7, the population were learning and development experts who met the following cri teria: (1)
Experts in the field of OD with minimum 15 years working experience, (2) a suitable qualification
in the field of OD (PhD level was preferred), and (3) a notable track record of accomplishment in
developing individuals and organisations within t he South African context.

2.3.2 Research Sample

A research sampl e, a subset of the population and o
accessible populationd (Burns & Grove, 2003:233) , i
The research samge corresponds with the larger population on the characteristics of interest to

the study, and is used to draw inferences about the population (Terre Blanche et al., 2006;

Trochim, 2015). Qualitative research sampling procedures differ from those of quantitative

studies, and the researcher agrees with Paton (2002) that all qualitative research sampling is

purposeful. Although Coyne (1997) points out that not all researchers agree that theoretical and

purposeful sampling are descibing the same sampling method, many researchers use the terms

interchangeably (Paton, 2002). This notion is further supported by Sandelowski et al. (1992) who
says,iwhen obtaining a purposeful (or theoretical) s a
according to the needs ofthes t udy 0 ( S &trald(2992012%. K his is true for this study and

the terms theoretical and purposeful sampling will be used interchangeably.
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Sampling required for grounded theory is based

& Corbin, 1990:176) where sampling decisions are informed by the emerging concepts relevant to
the developing theory. This means sampling decisions evolve during the research process and
non-probability purposive sampling was preferred as it was not feasible, practical or theoretically
sensible to do random sampling as is often the case with applied social research (Trochim, 2015).
In addition, sampling cannot be planned completely before embarking on the study, and

on t

Asampling does not takethpl acoguibtyapsoongse poti nisia

(Jupp, 2006: online). The sampling decisions for grounded theory are also suited to hermeneutic
phenomenology because purposeful or theoretical sampling allows for the selection of information -
rich cases for detailed study (Denzin & Lincoln, 2000; Patton, 2002). Therefore, sampling
decisions complimented a hybrid research methodology as the samples chosen were participants
who could illuminate the phenomenon of holistic and sustainable personal leadership development
and the impact thereof. This sampling method is also suited to the interpretive research paradigm
(Llewellyn, Sullivan & Minichiello, 1999; Lester, 1999). Different sample groups were selected for
specific purposes as outlined in Table 12.

Requi re ments of Research Particjpants

All participants gave written permission for data to be solicited using pre- and post-assessments.
This data was gathered over a period of 12 months using the EQ-i?? (to measure levels of El) and
B e Qo benchmark levels of employee engagement). The EQi?° an d B e Qé&ssegsmants
were completed before the intervention commenced. Each assessment took approximately
one hour to complete. The EQi?? post-assessments were completed within one month of the

participant completing the intervention. ltwas deci ded not t o postragsésarterd
because the participants had indicated that they did not answer the pre -assessmenthonestly. This
was because at the time the culture at both Barloworld and BASF atthe time was so negative with

extremely low trust due to restructuring and lack of transparency around sales targets and various

key performance indicators.

In addition, each participant had to commit to attending all modules of the intervention, and had
to have their mana g e witten permission to be allowed to attend all modules. They also
committed to: (1) completing the homework assigned during the intervention, (2) keeping a self -
reflective journal throughout the intervention, (3) participating in focus groups and/or individual
interviews during or after the intervention and (4) completing a final presentation assessment of
their personal journey that was video-recorded. They also agreed to answer additional questions
the researcher might have to gain clarity or dee per insight into aspects of their self -reflections.
Participants were made aware that the content of the assessments, homework, journaling, focus
groups and videos would be used for research purposes only with the sole objective of meeting
the aims and objectives of the study. They were informed that information gained from the
interview would be confidential and reference to their experiences would be done in an
anonymous fashion. Although certain comments from interviews and journals will be used to
support research findings, they will not be linked to an individual. The participants were also made
aware that they could with draw at any time without penalty.
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Table 2.1

Research

Research Step

Steps

Purpose

Data Collection Method

Data Analysis

1. Provide a measure of the To create insight into the impact EQi?? (pre- and post- Descriptive
partici pant 6 s| ofthe holistic development assesment) statistics
before and after the journey on the individual Personal reflections Phenomenology
intervention and tell the throughout intervention Coding: Open
story of their lived el !

. Focus group selective, axial
experience of the
intervention and its impact Researcheros
Video of final reflections at
the end of the intervention

2. Provide a measure of To derive insight into the impact Be QE {agsessment) Descriptive
employee engagement of the holistic development Managerods Que statistics
before the intervention and journey on the organisation Phenomenology
determine the impact after )
the intervention Codmg: Ope.n,

selective, axial

3. Repeat Steps 1 and 2 above | To compare the findings in the As above for Steps 1 and 2 | As above for
in the same organisation first group with a second group Steps 1 and 2
with a different group of in the same organisation to
participants attending the strengthen the research findings
same intervention

4. Repeat Steps 1 and 2above | To compare the findings in the As above for Steps 1and 2 | As above for
in a second organisation first organisation with a second Steps1 and 2

organisation to strengthen the
research findings

5. Obtain insights and To derive insight into the Participant s@Questionnaire | Phenomenology
information from at least sustainability of the development | (one year after Coding: Open,
eight of the participants intervention) selective, axial
who had previously
attended the intervention
(one year after the
intervention)

6. Conceptualise a framework | To create understanding of the In-depth interview Coding: Open,
using data gathered from ways in which a leader can be selective, axial
six learning and developed holistically and
development experts sustainably

7. Conceptualise a framework | To derive insights into what In-depth interview Coding: Open,
using data gathered from prerequisites or design principles selective, axial
six learning and are required for an intervention
development experts to be effective

8. Integrate, synthesise and To construct theory from the Literature review Coding: Open,
analyse all data gathered data in order to conceptualise All of the above selective, axial
including literature and refine the framework for

holistic and sustainable personal
leadership development
9. Obtain insight and To report on th¢gResear clirefledirg | Coding: Open,

information from the
researchers selfreflecting
journal and field notes

personal journey during the
research process

journal entries
Researcher 6s
Field notes

selective, axial
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The research steps depicted in Table 2.1 will now be described in detail below.
Step 1

Nine employees of Barloworld, who had been nominated to attend a personal development
intervention with a focus on El, were used as the research sample to create insight into the
impact of the holistic development journey on the individual. Non-probability purposive sampling
was used because participants were selected based on their availability to participate in the study
and because they were representative of the population (Terre Blanche et al., 2006). Barloworld is
a multinational corporation, headquartered in South Africa. It operates a cross 24 countries
worldwide. It has two divisions: (1) Barloworld Equipment and Barloworld Handling, and (2)

Barloworld Automotive and Logistics. It has many unrelated businesses, ranging from mining,
information technology and building materials to motor vehicles. In recent years, it has
repositioned itself as an industrial brand management company. As such, it represents a diversity
of industries.

Initially the intention was to sample four of the nine participants owing to funding limitations.
Eventually, all nine participants were used as the research sample (out of nine participants), and
raised the additional funding to increase the robustness of the research results. All were eager to
participate in the research. They were informed of the requirements of the study (described in the
written consent-to-participate form, refer to Appendix D). They were also informed that there

wer e i mits t o confidentiality, meaning t hat Awhi l
anonymity, such as using pseudonyms, it can be harder for the qualitative researcher to offer total

confidentiality since a personds narrative about a
of fering more I|likelihood for possible identification

The sample was a mixture of participants from various grade levels in the organisation and various
ethnic groups, gender and age; so they were representative of a diverse workplace (see Table 2.2
Research Sample Barloworld Group 1). This ensuredthat the sample was as representative of the

popul ation as possibl e, as the aim was for a researt
corporate companies with diverse staff compliments. Data was collected by using the EQ-i° pre-
and postassessment s as wel |l a sl erntriese hopeavork fasks mequinett s 6 j our |

between modules, focus groups, video assessments and individual interviews (if necessary).

Table 2.2 Research Sample Barloworld Group 1
Company Grp | Participant| Pseudonym | Age | Gender| Race
Barloworld 1 |P1 Danny 30 M C
Barlowortd 1 | P2 Jaco 42 M W
Barloworld 1 |P3 Precious 27 F B
Barloworld 1 | P4 Nolu 41 F B
Barloworld 1 |P5 Ayanda 29 M B
Barloworld 1 | P6 Sandra 29 F C
Barloworld 1 | P7 PJ 27 M B
Barloworld 1 | P8 Stefan 21 M W
Barloworld 1 | P Lebo 38 F B

*NOTE: One participant did not complete the intervention
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Step 2

This sample for Step 2 was the same sample that was used in Step 1. In other words, all

participants who completed the intervention were included to gain insight into the impact of the

holistic development j our ney on the organisation. Da-taad was col
post-intervention) to determine the impact of the intervention on the organisation. In addition,

two managers were sampled to gain their insights into the development of the in dividuals who

were attending the intervention and the impact this had on the organisation.

Step 3

Step 3 was a repetition of Steps 1 and 2 at the same organisation (Barloworld) by using a further
nine research participants (out of a group of nine who were selected to attend the intervention).
Again, non-probability purposive sampling was used since the employees of Barloworld had been
nominated to attend a personal development intervention with a focus on EIl, and they were
available to participate in the study (Terre Blanche et al., 2006). Step 3 of this research was
conducted for the purpose of achieving more robust research findings regarding the impact of the
holistic development journey on the individual and organisation. The sample was a mixture of
participants from various grade levels in the organisation, and varied in terms of ethnic group,
gender and age; so they were representative of a diverse workplace (see Table 2.3 Research
Sample Barloworld Group 2). This ensured that the sample was as representative of the
popul ation as possibl e, as the aim was for a researtr
corporate companies with diverse staff complements.

Table 2.3 Research Sample Barloworld Group 2
Company Grp | Participant| Pseudonym | Age | Gender| Race
Barlovorld 2 |P1 Annie 22 F B
Barloworld 2 | P2 Ella 54 F W
Barloworld 2 | P3 Khaya 33 F B
Barloworld 2 | P4 Markus 25 M W
Barloworld 2 | P5 Viloshni 36 F I
Barloworld 2 | P6 Zodwa 27 F B
Barloworld 2 | PP~ Angie 54 F B
Barloworld 2 | P& Josias 25 M B
Barloworld 2 | P Thuli 40 F B

*NOTE: Three participants did not complete the intervention

Step 4

Step 4 was a repetition of Steps 1 and 2 using 12 research participants (out of a group of 20)

from a different organisation. The organisation used was BASF Construction Chlemicals (BASF).

BASF is the worldés | eading chemical company with
serving customers in al most al | countries, coverin
Germany. It has a culture very different to that of B arloworld, adding a richness to the research
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findings because of this diversity. Again, nonprobability purposive sampling was used as the
employees of BASF had been nominated to attend a personal development intervention with a
focus on El, and they were available to participate in the study (Terre Blanche et al., 2006). The
reason for using eleven participants was because the organisation added eight additional
participants at the last minute, and they were not able to complete the necessary pre -intervention
assessments. In addition, the research sample had already been expanded from the proposed
40% of the group of 12 participants (and the additional funding raised had been exhausted). Step
4 was done for the purpose of achieving more robust research findings. Fortunately, again the
sample was a mixture of participants from various grade levels in the organisation, and varied in
terms of ethnic group, gender and age so they were representative of a diverse workplace (see
Table 2.4 Research Sample BASF Groug).

Table 2.4 Research Sample BASF Group 1

Company Grp | Participant| Pseudonym | Age | Gender| Race
BASF 1 |P1 Katie 38 F w
BASF 1 | P2 Laura 46 F w
BASF 1 |P3 Muhammad 47 M I
BASF 1 | P4 Sarafina 42 F B
BASF 1 |P5 Vusi 25 M B
BASF 1 | P6 Thembi 35 M B
BASF 1 | P7 Anke 41 F w
BASF 1 | P8 Zollie 31 F B
BASF 1 |P9 Preesha 38 F I
BASF 1 | P10 Mandy 39 F w
BASF 1 | P1F Zeena 35 F I
BASF 1 | P12* Julie 46 F B

*NOTE. Two participants did not complete the intervention

Step 5

The intention was to initially draw a sample of eight participants from the 23 participants who had
completed the intervention but, in practice, it was opened it up to all participants. This research
decision was taken for three reasons: (1) With the aim of overcoming a proneness to bias (by
selecting participants favouring sustainability), (2) the aim of attaining more holistic data and a
wider perspective, and (3) aiding the robustness of the research findings by representing the
population more accurately.

The focus of the questionnaire was to derive insight into the sustainability of the development or
lack thereof. This means that all participants from Step 1 through to Step 4 were invited to
complete an electronic questionnaire (refer to Appendix /) to determine the impact the
intervention had on them a year after completing the intervention. Of the 23 participants invited
to complete, four people had left the employ of the company they were working for and one could
not be contacted. In total, 1 7 past participants responded by completing the semi-structured
guestionnaire and returning it by email.
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Steps 6 and 7

Expert opinions were used for this step to create understanding of the ways in which a leader

could be developed holistically and sustainably (Step 6), and to derive insights into the
prerequisites or design principles that were required for an intervention to be effective (Step 7).
Six participants were selected using expert sampling, which is essentially a specific subcase of
purposive sampling (Trochim, 2015). In other words, th e participants were selected based on their
availability and suitability (against predefined criteria) to participate in this study (Terre Blanche et

al., 2006). They had to meet the following criteria: (1) Expert in the field of OD with minimum

15 years working experience, (2) a suitable qualification in the field of OD (PhD level was
preferred), and (3) a notable track record of accomplishment in developing individuals and
organisations (see Table 2.5 Research Sample: OD Experts).

Table 2.5 Research Sample: OD Expe rts

Participant Year_s o | Levzl .Of Gender Race| Current Position
Experience Education
Rina 25 PhD F W | Managing Director, LectureFacilitator
Louisa May 42 PhD F W |Lecturer, Facilitator, Coach
Tumi 20 PhD M B |Leadership Development Professional and Coac
Naleisa 16 PhD F B |Psychologist and Facilitator
John 27 PhD M W |CEO and Professor
Pete 25 PhD M W |Director, Leadership Development Coa€hcilitator
Step 8

This step in the research did not require a specific sample but rather used all data collected from
all the previous steps plus literature to enable the identification of themes emerging from the data
and, therefore, to construct and continuously refine the framework for holistic and sustainable
development. It must be noted that analysis of the d ata began as soon as the first piece of data
was collected.

Step 9

The researcher herself was the sample for this step in the design as Step 9 was for the purpose of

repotingon t he researcherds personal journeyecedinri ng t he
the form of the researcherds personal journal kept t

field notes she had made throughout the research journey.
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2.4 Data Collection

The research involved the collection of multiple forms of research data, including pre- and post-
assessments (EQi*® and BeQE) , p self-réflection goarnats,s focus groups, video-
recordings, questionnaires, in-depth interviews, literature review, r e s e a r ceff-eepodirg
journals and field notes. This was done to add to the robustness of the research findings and
increase the trustworthiness of the study (Guba, 1981; Brewer & Hunter, 1989; Shenton, 2004).

Providing a number of different sources of data also assists in minimising distortion from a single
data source or a biased researcher, as may be the casewhen data is based on a single application
of only one measure (Field & Morse, 1985).

The data collection methods were dominantly qualitative data collection methods allowing for as
much data and as many variables to be recorded as possible. The only statistical/mathematical
quantitative data collection tools used was the EQi*°and Be QE, whi ch wer e
for the qualitative data. The use of these assessment instruments does not constitute a mixed-
methods approach, as the research study is essentially a qualitative study with the EQ-i*® and

BeQE adding supporting data to further enrich

added

the p
on the individual and the organisation respectively. In addition, a multi-model method of data
collection was preferred because of the value and robustness it added to the research (Emig,
1971; Viljoen-Terblanche, 2008; Onwuegbuzie, Leech & Collins, 2010). Each type of data
collection method is now briefly discussed below.
2.4.1 EQ-i7Y Assessment
EQi*°r el ates to an individual édsingpootiseaata directimedsawwraof success
it. As a result, a thorough understanding of the EQ-i?*°pr ovi des i nsi ght into a pe

and the depth and breadth of his or her processes for dealing with thoughts, feelings and
emotions, and for interacting with the outside world (Shoen, 2013). The version used for this

research is a revised version of the BarOn EQi (Bar-On, 1997). The EQi?° has updated norms
and undergone rigorous reliability and validity testing ( refer to Appendix A. This tool was used as
solicited data to pre- and post-assess the levels of EQ of the 18 research participants from
Barloworld and the 11 participants from BASF.

The EQi?? features one overarching El score, broken down into five composite scores: Self-

Perception, Self-Expression, Interpersonal, Decision Making and Stress Management. Each
composite is then broken down into 15 sub-scales. While, in the earlier version, individual items

loaded on multiple subscales, in the new EQ-i29, items only load on one subscale (MHS, 2011).

The following diagram (Figure 2.3 EQ-i*° Model: The 1-5-15 Factor Structure) includes a

description of the five composite factors and their subscales.
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Based on the Bar-On EQ-i model by Reuven Bar-On, copyright 1997.

Figure 2.3 EQ-i?° Model: The 1 -5-15 Factor Structure
(Multi-Health Systems, 2011:1)

The test was administered by two consultancies (Mandala Consulting and Colin Wilbrd of Profiles
SA) both accredited to administer the EQ-i20. This was important because according to the Health
Professions Act, Act 56 of 1974 (Section 37), only registered psychologists are permitted to
perform psychological acts in relation to evaluation, testing and assessment, and instruments that
tap psychological constructs must be used, interpreted and controlled by psychologists.

The final assessment results and not the raw data, were received. These scores contributed to
determining the impact of the intervention on the individual. Although this assessment is a
guantitative assessment instrument, using it did not make this a mixed -methods study as mixed-
methods research is a research design whereby the researcher collects, analyses and mixes
(integrates or connects) both quantitative and qualitative data in a single study or a multiphase
inquiry (Creswell & Plano Clark, 2007). This was not how this study was designed nor the research
approach intended. The approach of this research remains qualitative and the EQP? results were
solicited data used to add another dimension and aid in the robustness of the research findings.
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242 Be QE Assessment

The BéMaendixBis a fAscientifically and academic valida
been developed for multi-cultural and diverse environments, to identify and measure the

individual, group and organisational assumptions and dimensions that impact on engagement and
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Figure24 Be QE Model
Adapted from Organisational Change and Development: An African Perspective(Viljoen, 2015a:3)

The BeQE has been conducted in 42 different countri
assumptions and constructs that contribute to the unleashing of individual voices, contributions

and giftso (Viljoen, 20 Ipe-dinteriention to twd seamplesaoBadodiarid ni st er e d
research participants (Step 4 and Step 5) as well as to the BASF particpants (Step 6) to ascertain

the dynamics and energy within the system before the intervention took place and to support

focused intervention. Thi s was i mportant to ascertain because #ft
described by the BeQ, measures the human energy in the system to perform and correlates

directly with business results i the higher the human energy to perform, the better the business

i ndicator so ( Mélpen,i20lg244).Mar ti ns &

As the originator of the instrument, Viljoen -Terblanche (2008: 1 3 1) confirms, ATher e
guantitative and a qualitative aspect to the BeQE
systemic model on the dynamics between the individual, group and organisation within the
context of the national culture .0 A | gh h ltasia quantitative aspect, using it did not make this a
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mixed-methods study as mixed-methods research is a research design whereby the researcher
collects, analyses and mixes (integrates or connects) both quantitative and qualitative data in a
single study or a multiphase inquiry (Creswell & Plano Clark, 2007). This was not how this study
was designed, nor how the research approach was intended. The approach of this research
remains qualitative and the BeQE r e beandimessiowand
aid in the robustness of the research findings. Tables and charts were used to present the data
graphically, and add to the picture of the lived experience of the participants and the impact of the
intervention on the organisation .

2.4.3 Parti cip a n tSélls Reflections

e solici

As Polkinghorne (2005:138) states, AData required |

derived from an intensive exploration with a
easy becaus-dayered and compfexou | $ u c -heflestienl réports have, however, had a
long history in psychology, and have been a prominent manner for gaining an understanding of
human experience in the social sciences for many years (Danziger, 1980; Van Manen, 1990;
Polkinghorne, 2005) and these reports result in languaged data. Languaged data or discourses are
not f@Amirrored reflections of experienced (Po
become aware of, recall and reflectively discern experience is limited and, therefore, is a limitation
to the data collection of which the researcher was aware. Despite this limitation, self -reflection
remained finecessary and valwuable for inquiry
and the researcher attempted to mitigate the limitation by collecting multiple pieces of self-
reflection data throughout the intervention, as well as supporting this with the EQi 2 results.

The research participants who completed the learning intervention (two groups from Barloworld
totalling 18 participants and one group from BASF of 11 participants) were required to keep a
journal of personal reflections, throughout the intervention, and to complete homework assigned
to them requiring self -reflection. Both journal entries and homewor k reflections were submitted
electronically (in Microsoft Word format) between each module of the intervention (providing
several pieces of data).

2.4.4 Focus Groups with Particjpants

Morgan (1988, 1997) was one of the first researchers to publish literature about focus group data
collection and, over the past 20 years, it has become an increasingly popular means of collecting
data in qualitative studies (Greenbaum, 1998). This choice was made, not only to collect data
simultaneously from multiple individuals in a safe environment (Krueger & Casey, 2000), but for
its original intended purpose as fa form of
bet ween research participants in order to ge
capture the experiences and opinions of the group. The use of focus groups was also preferred
because they have high face validity, are cost effective and quicker than individual interviews
(Marshall & Rossman, 1999).

During research Steps1, 3 and 4, a focus group was conducted with the participants of Barloworld
Group 1, Barloworld Group 2 and BASF respectively The researcher was an active participant in
the group discussions. The focus groups were the typical duration of between one to two hours
(Morgan, 1997; Vaughn et al.,, 1996) and were based on the research aim and questions.
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Although there is differing research opinion on the optimal size of focus groups, between six and

twelve participants are often favoured, enabling each member to share his or her thoughts but

having enough members to create diversity (Krueger & Casey, 2000; Morgan, 1997). Fortunately,

each research sample was the optimal group size with Step 1 having nine participants, Step 3

having nine participants and Step 4 having 11 participants. This ensured that the participants of

the intervention were able to come together for the
opinions and views, or to explore how these are advanced, elaborated and negotiated in social
contexto (Wil ki nsormn thd @sedche atempts ltongaira idsights into the

research questions during the discussions and to explore the research topic whilst studying the

effectiveness of the group dynamics for additional data (Viljoen, 20 08).

The focus group was conducted towards the end of t he i ntervention to explore
experience of the journey and to hear their stories. They were asked: fi Wh a't have you
experienced (or noticed) regarding your personal leadership development since this programme

b e g a an@d questions (refer to Appendix A to gain insight into the attributes the participants felt

were prerequisites for the programme to be effective. Repeating this process with Barloworld

Group 2 (Step 3) and then again at BASF (Step 4 was to achieve data saturation, which means

that no new data or themes emerged from additional data collection (Glaser & Strauss, 1967). The

researcher was aware that this repetition might still not be sufficient to achieve data saturation

and reserved the right to increase the numbe r of focus groups if needed.

Although Onwuegbuzie, Dickson, Leech and Zoran (2009) advise that the researcher may present
material including video, articles and pictures to which the group responds, the focus groups in
this study were conducted by simply posi ng questions and the group resp
responses were recorded and transcribed with their permission. Every effort was also made to
record more than only the text generated by the group; such as where participants chose to sit,
sub-group formation and data on anyone who disagreed within the group (if necessary). This was
done to increase the rigour of the research and chances of obtaining rich data (Sim, 1998). As
with in-depth interviews, the researcher planned, designed, conducted, transcribed, analysed and
then reported. Every effort was made to ensure the appropriate skills were used, including putting
the group at ease, creating a safe environment, maintaining an open mind , and using effective
guestioning and facilitation. It was done, ho wever, with the awareness that the researcher could
not impact the research and was part of the process. Field notes were used to document
thoughts, feelings, potential bias and concerns the researcher might have had during both the
focus groups and in-depth interviews.

245 Participant s6 Fi nal Pr es e+Reécartingon Vi deo

Each participant was also required to deliver a seven-minute presentation at the end of the
intervention as an overall reflection of his or her journey. The guideline for their presentation w as
simply to present their personal experience since they had begun the programme, and what had
happened for them during the programme or stood out for them. Each presentation was video
recorded (with their expressed and written permission), and was transcribed to enable the data
gathered to be analysed. The data was analysed by using a blend of hermeneutic phenomenology
to create insight into the impact of the intervention on the individual and grounded theory to
construct theory from the data to conceptualise and refine the framework for holistic and
sustainable personal leadership development. Data analysis will be discussed inSection 2.7.
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2.4.6 Manager séQuestionnaire

During Step 2 of the research, four managers of the participants who attended the intervent ions
(two managers were selected from Barloworld and two managers from BASF) were asked to
complete aquestt onnaire about déevhlapmeptasince atendipgthet dev@lopment
programme (Appendix G. Some closed questions were included, but most were open-ended
guestions regarding their perception of the participants 6 development and the impact and

sustainability thereof. This data was collected

into the impact the intervention had on the individual , the team and/or the organisation. To

compensate for the lack of interaction, the self-ad mi ni st ered questionnaire,

guestions and written instructions to elicit accurate responses and motivate the respondent to
participat e iradbum,hSadmant&uWdagpsink, 2084:11). In addition, the researcher
called two of the managers to probe further and gain deeper understanding of their responses.

24.7 Par t i c i Quastiohnaisre

During Step 5 of the research, a year after the intervention, a self-completed questionnaire (refer
to Appendix ) was used to obtain insights and information from the participants who had
previously attended the intervention. When the intervention commenced there were 29
participants in total. Of those, 23 completed the intervention and, of those, 17 completed the
guestionnaire. The aim was to produce valid and meaningful results so the questions used were

clear and precise and fAasked cBradluinsSudnant& Wansialkc r o s s

2004:9) . fiaBiolciitayl bdieassi ri s a significant problem

Wansink, 2004:11); this was mitigated by the historical rapport between the researcher and

participant as well as the fact that they were put at ease prior to completing the ques tionnaire and
reminded that there was no right or wrong answer and no judgement. Participants were reminded
to be frank from the outset , and each person was given the opportunity to refuse to participate .
This was done to ensure that the data collection in volved only those who were genuinely willing to
take part, and who were prepared to offer data freely (Shenton, 2004).

2.4.8 In-depth Interviews  with OD Specialists

In-depth interviews were used for Steps 6 and 7 of the study. In-depth interviews are often
referred to as unstructured interviews (Hancock, 1989; Cohen, Manion & Morrison, 2000) and
involve conducting intensive individual interviews with a small number of respondents to explore
their perspectives (Boyce & Neale, 2006). This has become an increasindy popular method used
by researchers when conducting social and educational oriented research (Berry, 1999; Daniels &
Cannice, 2004; Polkinghorne, 2005; Viljoen-Terblanche, 2008; Trochim, 2015), and is particularly
well suited for exploratory and theory -building studies. In Steps 6 and 7 expert opinion was
obtained from six OD specialists. The common approach of asking open-ended questions in a
conversational manner was used (Hitchcock & Hughes, 1989; Trochim, 2015), and then probed
where necessary to obtain additional that was data required (Briggs, 1986; Viljoen-Terblanche,
2008; Onwuegbuzie, et al., 2010). This method was selected for this step of the study because it
enabled the researcher to have an interpersonal conversation with a partner about a the me of
mutual interest (Kvale, 1996 cited in Viljoen -Terblanche, 2008). The focus of the conversation was

exploring the research participantds perspectives
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leader could be developed holistically and sustainably, as well as the prerequisites or design
principles required for an intervention to be effective as this was oriented towards answering the
research questions.

Viljoen-Terblanche (2008:271) emphasised in her research that both Creswell (1994) and Spradley
(1979) warned that researchers making fi he assumption that the information needed for the
research project is stored in the psyche of the respondent may be flawed.0 The r ese
very aware of this assumption and cognisant that knowledge gained in an in terview might have
been co-created during the interview, and, therefore, tacit knowledge was unleashed (Wilkinson &
Young, 2006; Ponterotto, 2006).

In synthesis of the guidance offered by Kvale (1996), Viljoen -Terblanche (2008) and Trochim
(2015), the researcher was aware of the importance of observing the following guidelines for the
interviews to be as effective as possible:

1. Written consent was obtained and participants were informed of the purpose of the study and
the fact that they could withdraw at any time without penalty. Ethics will be discussed more
fully after all data collection methods have been discussed.

2. Sufficient planning and development of the interview instrument to ensure the highest quality
and most appropriate research data could be collected.

3. Suitable venues free from distraction and interruptions were used.

4. Sufficient time was allowed for discussions, and the researcher ensured steering the
discussion where necessary so that time could be used effectively.

5. Interviews wererecordedandtranscri bed with participantsé

6. Every effort was made to create an environment that was safe, trusting and open (including
the researcher maintaining an open mind) to allow the participants to share their opinions and
experiences freely.

7. The interviewer was sufficiently trained to use appropriate questioning and interviewing
techniques (for example, starting with facts and moving into opinions, probing without
leading, steering where necessary to keep control of the interview process, opening and
closing effectively) to allow the participants to share their perceptions freely.

8. The researcher planned, designed, interviewed, transcribed, analysed, verified and then
reported.

The researcher was also aware that the number of in-depth interviews that wer e originally
proposed for each step in the research design might not generated the necessary themes and
insights (related to the research propositions), and that the sample would then have needed to be
extended, or the method adapted. This openness and flexibility are critical for grounded theory
research to be effective, as the development of a theory is a process (Strauss & Corbin, 1990).
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2.4.9 Literature Review

The purpose of the literature review aspect of this study (used during Step 8 of the research) was

to compare the analysis of data arising from the study regarding holistic and sustainable personal

leadership development with related literature (Fraenkel & Wallen, 2006). | n other words, the

literature was fianot her source of dhee tcanstaht compaeativé analysig r at e d
processoOo ( Gl akleecuse data @dhdbe hdtled as a data-gathering method during

grounded theory research (Viljoen-Terblanche, 2008). Therefore, the main literature review did

not precede this r ebeerarrequies thah Kiterafirg is cat nediesvdd before
commencing a research study because to do so could lead the researcher into making

mi sconceived assumptions about what issues warrant
addition, the research® sain concern and its solution could not be derived from literature, or the

choice of grounded theory would have been pointless (Christiansen, 2011). Despite this, it did not

mean t hat the researcher approached t hithamnsopandy wi t h

mind (Dey, 1999) and, therefore, investigative literature studies were undertaken when defining
the research topic.

The study f avours Onwuegbuzie, Collins, Leech, Dellinger

l'iteratur e r eveétaion ofaaseleftiannof published rapdfor unpublished documents
available from various sources on a specific topic that optimally involves summarization, analysis,

evaluation, and synthesis of the documents.0 Car e was taken to epwwre that

was not Aimere disjointed summaries of a haphazard

2005:9) but rather a Asystematic, explicit, and repr
synthesizingbo dat a (Fink, 2 @ he: iBportanceT of ediscurseves e ar c her
comparison Amar ked by anal ysis and anal ytic reaso
contextually delimitedd (Christiansen, 2011:0online).
grounded theory were compared with pre-exising concepts al most as i f they

might modify or refine the theory. According to Christiansen (2011) this kind of literature review
which is preferred, may correct the pre -existent literature according to grounded indications, give
directions for new research, synthesise much of the literature, and thus in a sense, transcend it.

24.10 Re s e ar c$elf-Raisctive Journals

Self-reflective journal entries were collected throughout the research process to encourage

reflexivity and increase self-awareness. Some were written up during the process of facilitating the

intervention, others were audio-recorded after an intervention and required transcription while

some were reflections and insight gained and written up during the data analysis process. This

reflexive approach enabled the researcher to report on her personal journey through the research

process and to document thoughts, feelings, potential bias and concerns she might have had

during both the focus groups, in-depth interviews and entire research process in general to be

aware of the potential effects on data collection (Goffman 1959). Literature that reports the
process of the qualitative researcheThiéwasdorept@r i ence
show how the research outcomes foriginates in the various choices and decisions researchers

undertake during the process of researchingod (Mruck

Reflexivity during qualitative research has become accepted and even encouraged (Etherington,
2004; Ortlipp, 2008; Biggerstaf f , 2012) ; researchers are urged to
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presuppositions, choices, experiences, and actions
2003: 3) . However, in hermeneutics, reseaerientesr sd6 abil
is an integral part of the research process (Guba & Lincoln, 1989). It is not advisable to use this

method alone because it is not reliable enough (Button & Lee, 1987; Kieren & Munro, 1985), but it

forms a vital and valuable supplementary aid to the research process, contributing to the

transparency of the process and aiding the robustness of the research findings (Ortlipp, 2008).

2411 Researcher 6s Field Notes

Ortlipp (2008) emphasised that writing journals and field notes is a very personal process, and
each researcher develops his or her style. The researcherdid, however, follow some guidelines
regarding the major elements of field notes that should be kept distinct from one another (Chiseri -
Strater & Sunstein, 1997; Ortlipp, 2008). These elements are: (1) Jotting down brief words or
phrases during the intervention, focus group or interview, to be expanded on later, as was
relevant to this study; (2) description of everything remembered about the research situation in

the event it might spark somethi ng about the phenomena under study later; and (3) reflection on

what was learnt of a personal nature and the experience of conducting this research.

Anot her reason for detailed field notes was to make
share it transparently with the reader in an attempt to add to the richness of the research. It was

Aito control researcher values through met hod or by
consciously acknowledge those valueso (Ortlipp, 2008

The researcher has deliberately put the collection of data using self-reflective journals and field
notes at the end of the data collection section. This is now followed by data analysis as the act of
writing field notes or reflecting could be considered data analysis rath er than data collection.
During this research study, the researcher acknowledges that these methods are at times both
collection and analysis, and their aim is to make the processes of data collection and analysis as
visible and transparent as possible (MacNaughton, 2001).

2.5 Data Analysis

Data analysis is the process of making meaning from the collected data (Simon, 2011), and

involves the researcher immersing herself in the data, holistically examining it, organising it,
synthesising it, allowing themes and patterns to emerge, interpreting and discerning what need s

to be shared, and how to present this to the reader (Bogdan & Biklen, 1982). Data analysis has

been described as bot h CabireefRaMilero1998)n ahd ia anfitetaivec e 0  (
reflexive process (Stake, 1995). As with most qualitative studies and true to the interpretivist
paradigm, an i nduciipwe aiphiwaoalysng the data was adopted (Creswell, 2005,

2012). This means that the data collected was examined to identify more general themes that

were used to interpret and gain meaning from the data with analysis beginning as soon as the

first piece of data was gathered ( Stake, 1995; Patton, 2002; Creswell, 2012). The focus was emic
innatureand Aion t he i nt er r ¢éhk settimgdgroaps gr pecsbnsunderfinvestigation 6
wher e stoce afi  context of event s, thought s, and action
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(Schutt, 2011:322). In essence, the process of data analysis was about understanding and making
sense of data to formulate answers to the research questions (Creswell, 2012).

2.5.1 Hermeneutic Phenomenology Strategies

The use of hermeneutic phenomenological data analysis began as soon as the first piece of data
was collected from the Barloworld Group 1 participants. For this group, the data included their
self-reflective journal entries, focus group transcriptions, transcriptions of their final video
reflections (recorded at the end of the intervention) and later the questionnaires they completed a
year after the intervention. In other words, all data from research Step 1 through to Step 4 was
used (excluding the EQ-i?? and BeQ assessments) to understand the way in which the world
appeared to the research participants (Marton, 1994), and how they experienced their
development. The perceptions of the participants attending and experiencing the intervention
aimed at the holistic and sustainable development of leaders were of special interest during this
study (Scott & Usher, 2011). Ther e s e ar ¢ h e r 6(sadé threughdut theoiriteevention ) were
also included in the analysis. Once the themes had emerged from Barloworld Group 1, the process
was repeated with Barloworld Group 2 and finally with the BASF research participant® data.
Initially, all data collected was analysed per group and as dealt with separately to check for
similarities and differences.

The specific design of a hermeneutic phenomenological study was not followed to the letter in this
thesis on holistic and sustainable personal leadership development. iResearch in a postmodern
era and interdisciplinary field requires a hybrid (blended) research methodology (Deleuze &
Guattari, 2 0 0 1) -derblanche 2608:28R) nThevefote,j thee enathods of hermeneutic

phenomenology and grounded theory (discussed in Section 2.5.3 overlap during the following

phases: data collection phase, the data analysis phase and during the summary, implications and
outcomes phase. Eventually all data from all three groups, their managers and the experts were

combined by using content analysis, but this was only at the final stage (Step 8 of the research,

see Table 2.1). This was done so that all data was combined to integrate perspectives and gain
meta-insights and build the theory of holistic and sustainable personal leadership development by
using grounded theory, as wellastoanswer the research questio
research met hodol ogi es makes it p o s s iTerblanchet
2008:282).

Unlike the prescribed methodology of the positivist sciences, hermeneutic phenomenology does
not follow prescribed rules but rather applies guiding principles that researchers must keep in
mind (Moustakas, 1994; Creswell, 2012). Therefore, the data analysis process comprised the
following broad steps: Firstly, the researcher immersed herself in the data and transcribed

interviews, focus groups, video-r ecor di ngs and organi sed field not e

example, indications of pauses, mis-hearings, apparent mistakes and even speech dynamics
where these are in any way r emar k atelmetioulogsBeadng
and re-reading of data were required (Glaser, 1992). Any thoughts, observations and reflections
of the researcher were noted in the transcript and the resear cher was aware of the importance of
maintaining an open mind, because an attitude that was open enough was needed to allow
unexpected meanings to emerge from the data (Giorgi, 2011; Lopez & Willis, 2004). Being open-
mi nded i s not t he s dane Blamche efi blr, 2Q0&) eirt acoogdance (with
He i de g g e rl876) ngtian&t&atdit is not completely possible to suspend preconceived ideas

57

erstaff



and judgements. Instead, the researcher made note of explicit personal bias that she became
aware of, and continually attempted to increase transparency. In so doing, she entered into the
hermeneutic circle (Heidegger, 1927) or spiral (Gadamer, 1976), see Figure 2.5 below.

T

Pattern 0finterpretati0n| | Sub-interpretation |

PRE-
UNDERSTANDING

UNDERSTANDING

.

Figure 2.5 The Hermeneutic Circle
(Alvesson & Skoéldberg, 2000:66)

Figure25above is Alvesson and Sk°l dbergbés (20®e:

the researcherAimoves from the parts of experience,

forth again and again to increase the depth of engagement with and the understa nding of texts
(Annel l s, 1996; P citekin lnagertyp 20030), It 5 Ba8e®l prothe (notion that to
understand the whole, one must understand the part s and to understand the parts, one must
understand the whole and the context in which the whole finds itself. The circle is also referred to
as a spiral or cycle (McAuley, 2006). A spiral probably better describes the process, as it is open at
the beginning as well as the end where openness is indicative of the researcherd mind when
engaging with and interpreting the text (Dahlberg, Dahlberg & Nystrédm, 2008). It is very much a
dialectic process (Cohen, Kahn & Steeves, 2000) where fimovement between parts and whole
occurs within texts, across texts and between the stages of the research process so that the
process of understanding is circular and iteratived0 ( Cr umbl.ey, 2009)

An important second step was to identify emergent themes through reading, re -reading and
coding. Here the technique used by Lin (2013) was followed, and combined conceptual
phenomenology guidance with constructivist grounded theory analysis principles (Charmaz, 2014;

Strauss & Corbin, 1998) to facilitate data coding. iOpen codi ngo was used

emerge from the data (Strauss & Corbin, 1990), the naming and categorising of phenomena
through close examination of the data ( De Vos, Strydom, Fouché & Delport, 2005 were tentative
at this stage as the theme needed to cut across the data before it could be confirmed (Simon,

66) ver
to the
to all

2011). Ajjawi and Higgs (2007) refer to these primary constructs are O&éparticip
AWithout this first, basic analytical step ®©Dhe

(Burden & Roodt, 2007:15) so computer-assisted qualitative data analysis software (CAQDAS)
called ATLAS.t (Muhr, 2004) was used to assist with the process of organising and coding.
Because of the limits of computer programmes and the danger that the richness of the data could
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be lost, ATLAS.ti was complemented by manual coding (Burden & Roodt, 2007), and ATLAStI was
used as a fAresearch assistanto (Hwang, 2008)

Thirdly, secondary constructs or researcher constructs were identified (Ajjawi & Higgs, 2007),
which were abstractions of the first-order constructs, and grouped them into sub-themes. This
was again a combination of ATLAS.ti and manual analysis and involved using the researcher®
theoretical knowledge, personal experience and reflexive practice (Strauss & Corbin, 1990;
Urquhart, 2013). Ajjawi and Higgsé (2007) method of keeping an audit trail was modelled. A
computer file for each second-order construct was created, and all relevant extracts from the
focus group transcripts, participantsd journal entries and video-transcriptions were filed
appropriately. Following these abstractions, the sub-themes were grouped into broader themes;
the themes were elaborated on and compared with literature and existing knowledge. This

complex stage is often referred to as faxial codingd (Strauss & Corbin, 1990 ) and ii nvol ved

continuously moving backwards and forwards between the literature, the research texts and the
earlier analysis, moving from parts to whole following a process informed by the hermeneutic
circleodo (Aj]jawi [RBataHnalgsy s aco@fen, iteraivg process, and not linear as
it might app ear (Creswell, 2009; Viljoen-Terblanche, 2008; Simon, 2011).

Lastly, synthesis and theme development was possible from Stage 1 to Stage 3 of the analysis.
Through the process of developing a tentative understanding of the phenomena, testing it against

reality and constantly revising it, thepar t i ci pant s & (Btepat B,i3ang 4)jcouldbeney s

ireconstthet edowno ilwmnimai shé journey and highlight key findings from the
datao (Ajjawi & Fhis gmesged a® @ Omasteb tallle) (supported by network
diagrams) where the themes were presented in a logical way, outlining the key elements of the
participantsd experiences. E v ibdsesuppat the essence of the
per sonbds , ,eincluding ifeelimgs eand thoughts (Biggerstaff & Thompson, 2008). The
interpretation of developing leaders in holistic ways, as well as the design principles and impact

thereof, evolved. It fhelped identify meanings that the participants could not articulate,

text

considering the complexity and tacit nature of the phenomenon being investigatedd ( Aj j a wi

Higgs, 2007:625), and enabled a fi mve beyond the partiality of our previous understandings 0
Finlay (2003:108). Kvale (1996) describes this place at the end of the hermeneutic cy cle as one of
sensible meaning, free of inner contradictions, for the moment of inquiry by making both the
research participants and ourselvesthe objects of study.

During the above analysis, it was important for the reader to be aware that each step of th e
research was completed separately to add a richness and academic rigour that allowed the
themes emerging from each step to be compared with the next and, in so doing, answer the
various research questions effectively and adequately. There was no blurring of the data collected
at each step; it was discrete and was analysed separately as shown in the research design table.
It is important to note that the theory generation part of this study was not based on the raw data
but on the concepts and categories that were being developed from the data. This was only
achieved in Step 8 by synthesising and analysing all data from Step 1 through to Step 7 by means
of content analysis and grounded theory (Strauss & Corbin, 1990) as will be outlined and
discussed in Seaion 2.5.3 below.
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2.5.2 |Integrating Grounded Theory Strategies

This study attempts to describe the different dynamics that enable holistic and sustainable
personal leadership development from various perspectives (the participant&, the organisation®
and the OD expert®) to draw meta-insights and construct a framework for this phenomenon.
Therefore, all data gathered from all data collection methods including literature was assembled
into themes and categories. It is important for the reader to note that the data analysis process
that was followed during grounded theory had many overlaps with hermeneutic phenomenology
and content analysis, and unlike the prescribed methodology of the positivist sciences, grounded
theory does not follow prescribed rules but rath er guiding principles that researchers must keep in
mind (Moustakas, 1994; Creswell, 2012). As such the use of hermeneutic phenomenology,
content analysis and grounded theory was not completely discreet and conducted in a linear way
but rather the iterative integration of methods that enabled bringing all data together to enrich

understanding and deepen perspectives. As Deleuze ar
postmodern era and interdisciplinary field requires a hybrid (blended) research methodo | ogy o

(cited in Viljoen-Terblanche, 2008:282).

Hermeneutic phenomenology and grounded theory typically begin with a research situation and
data (Viljoen-Terblanche, 2008), as was the case with this research. Therefore, both hermeneutic
phenomenology and grounded theory began from the moment the first piece of data was
collected. As such, the data analysed from Step 1 through Step 5 started with the researcher (and
co-researchers) immersing themselves in the data. The second step was to identify emergent
themes through reading, re-reading and coding. Here the technique used by Lin (2013) was
followed, and combined conceptual phenomenology guidance with grounded theory analysis
principles (Charmaz, 2014; Strauss & Corbin, 1998) to facilitate data coding. Open coding was
used to allow themes to emerge from the data (Strauss & Corbin, 1990). The naming and
categorising of phenomena through close examination of the data (De Vos et al., 2005) was
tentative at this stage as the theme needed to cut across the data before it could be confirmed
(Simon, 2011). Thirdly, and in the same way it was done for the phenomenological analysis,
secondary constructs or researcher constructs were identified (Ajjawi & Higgs, 2007), which were
abstractions of the first-order constructs, and grouped them into sub-themes. This was again a
combination of ATLAS.ti and manual analysis and i nvolved wusing the
knowledge, personal experience and reflexive practice (Strauss & Corbin, 1990; Urquhart, 2013).
This process was discussed in more detail in Section 2.5.2. Figure 2.6 below is a deliberate
duplication of Figure 2.2 to make it easier for the reader to view t he significant number of
overlaps and similarities in the hermeneutic phenomenology and grounded theory process as well
as the differences within the context of this discussion .
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Figure 2.6  Similarities and Differences in the Hermeneutic Phenomenology
and Grounded Theory Process es

In Figure 2.6 above, the reader can see that there are many similarities and overlaps (shown in
grey). Namely, for both hermeneutic phenomenology and grounded theory, the researcher began
with the research questions, and then sampled and recruited participants, collected data,
immersed herself in the data and began the process of open coding. In other words, up to and
including open coding, the researcher followed the same process as it pertained to both
hermeneutic phenomenology and grounded theory. It is at this point, where the process diverged
to accommodate the differences. The main differences (shown in white) emerge during focused
coding and categorising. For the hermeneutic phenomenological aspect of this research, the
researcher was able to move on to illuminating and illustrating the phenomena of holistic and
sustainable personal leadership development and t h e participantsé I
Aireconstructed in their own wordsé to il l umi

earning

nate

datao (Ajjawi & Higgs, Seetorir 2.561.2 feeymenautic Pleénasneno/sgy e d

Strategies However, during grounded theory, as shown in Figure 2.7 above, it was necessary to
check that no new themes emerged from the research participantsd stories ensuring data
saturation had been reached (Glaser & Strauss, 1967 Creswell, 2002) and to use theoretical
sampling to return to collecting data where necessary (Charmaz, 2006). Any new data collected
facilitates comparison of the emerging categories.

Another main difference between hermeneutic phenomenology and grounded theory is that a
central feature of grounded theory is constant comparative analysis (Bitsch, 2005). In other
words, when the researcher noted an event,

commonalities and differences. Constant comparison rves to uncover and explain patterns and

61

s he

t h
n

fcor



variationso (Bitsch, 2005: 79) . One of the quality ¢
search for negative cases and qualifying material (Glaser & Strauss, 1967). At this point in the

process, literature was used to aid in the constant comparative analysis and to achieve theoretical

sensitivity (McCann & Clark, 2003). By referring back to the literature, the researcher gains

valuable information that allows inferences to be drawn from the data. Moreover:

Once the themes have been collected and the literature studied the researcher is

ready to formulate the theme statements with which to develop a story line.

When the literature has been interwoven with the findings, the story that the

interviewer constructs will be one that i s able t-o stand with
Terblanche, 2008:291)

It must be noted that it was only toward the end of the analysis, during Step 8, that all data from

all three groups, their managers and the experts could be combined. Only then through the

process of developing a tentative understanding of the phenomenon of holistic development,

testing it against reality and constantly revising it, the inductive analytical abstract categories

emerged and the theory was constructed and the framework for holistic and sustainable personal

leadership development evolved. This is where hermeneutic phenomenology and grounded theory

differ. The former is focused on interpreting and sharing the lived experience of participants while
grounded thiekorgbdegelabp a fisubstantive and/or for mal
Chapterat hat Atakes into account all the variations in
variationso (Hood, 2007:154).

2.5.3 Content Analysis

Content analysis was used pror to the coding process that blended the use of hermeneutic

phenomenology and grounded theory. This was necessary to enable the inductive analytical

abstract categories to emerge and the theory to be constructed so the holistic and sustainable

personal leadership development framework could evolve, it was important to synthesise and

integrate all data as well as literature. To achieve this the study followed Viljoen-Ter bl anche6s
(2008) example of integrating cont e ootporadentteeldagtasi s as a
which had been obtained via the different data gathering efforts into a holistic attempt to explore

the phenomenon i n -Terhlaachd, 200&286). (n\othér wards,ncontent analysis

was used for all data collected from 1.1053 Par t i ci pant sé Personal Reflect
Groups with Participantods, 1. 10. 5.-RecoRlad), t1.lac5/6p ant 6s /
Participantds Letters, 1.10.5.7 Manager s Question
1.10.5.9 In-Depth Interviews with OD Specialists, 1.10.5.10 Literature Review and 1.10.5.11

Re s e ar c h-Raflaite JBuenkls

Content anal ysis iftakes the communications that pe
(Kerlinger, 1973). Therefore, it is considered an unobtrusive or non-reactive method of social
research concerned with making valid and replicable inferences from text (Krippendorff, 1980) so
it i s important t hat the classification procedure
Different people shoul d code the same text i n tTh @&acilitata me  way 0
consistency, the support of two external research psychologists was employed during coding
because fithe success of a content anal ysilks& depends
Shannon, 2005), and the development of a good coding scheme is key to trustworthiness (Folger,

Hewes & Poole, 1984). This proved to be invaluable to this research process. Coding is primarily to
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organise large amounts of text into fewer content categor ies (Weber, 1990) where categories are
Aipatterns or t hemes that are directly expressed
analysiso (Hsieh & Shannon, 2005) .

The data typically used for content analysis is journals, letters, diaries, newspaper extracts,
poems, short stories or any other documents. For this study, all data was included to incorporate
the various forms of data gathered into a holistic attempt at exploring the phenomenon of holistic

and sustainable personal leadership development. The steps provided by Mayring (2000) were
followed during the process of content analysis. It is important to note that Mayring (2000)

proposed two different procedures for qualitative content analysis; the procedure used in this
study and most suited to the research approach is inductive category development or conventional
content analysis whereby the codes and categories are derived from the data rather than using
predetermined codes or categories. The process followed to allow for inductive category
development is shown in Figure 2.7 below:

Research Question, Objects

v

A
»
»

A 4
Determination of category definition
(criterion of selection) and levels of <
abstraction for inductive categories.

v
Stepby-step formulation of inductive categorie

from the material, rgarding category definitior
and level of abstraction. Confirming o
old categories or formulating new categorieg

y

wS@Ararzy 27F OF Formative check d
50% of the material reliability
Final working through the texts Summatve check
l of reliability

\ 4

4

Interpretation of results, quantitative
steps of analysis (e.g. frequencies)

Figure 2.7  Step Model of Inductive Category Development
(Mayring, 2000)

As shown in Figure 2.7 above, the process started with the research question; followed by the
determination of category and levels of abstraction; the development of inductive categories from
material; the revision of categories and the final working through text and the interpretation of
results (Mayring, 2000). In practice, the process of content analysis was started by hand and the
transcripts were read and re-read and brief notes made in the margin as interesting or relevant
information emerged. The researcher then went through all notes made in the margins and listed

the different types of information found. Next, came reading through the list and categorising
each item in a way that offered a description of what was represented. This is where the support

of the two external research psychologists was
the data. The researcher then identified whether or not the categories could be linked and listed
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major categories (or themes) or minor categories (or themes). It was then important to compare
and contrast the various major and minor categories. This process was repeated overand-over for
each piece of data and then all the categories or themes were then examined in detail and
considered for their relevance. Once all data was categorised into minor and major
categories/themes, the categories were reviewed to ensure that the text wa s categorised
correctly. Some categories could then be merged, while others required sub-categorisation or
splitting of a category to distil the essence of the data. The process of content analysis is lengthy
and required repeatedly going over the data to ensure thorough and trustworthy analysis
(Mayring, 2000). Once completed, the final aspects of grounded theory were integrated.

2.5.4 Descriptive Statistics

Descriptive statistics were used to provide simple summaries about the research participants and

the results (pre and post) of their EQ-i?® and anal yse t {aséssmenBmeadtre.pr e
Descriptive statistics differ from inferential statistics, in that descriptive statistics aim to summarise

a sample, rather than use the data to learn about the population that the sample represents
(Trochim, 2015). Tables were used to present the data and add to the picture of the lived
experience of the participants and show how their emotional intelligence did or did not develop

during the intervention as well as illustra te what the organisational climate and culture was like at

the start of the intervention.

2.5.5 [nternal Audit

Reflexivity during qualitative research has become accepted and even encouraged (Etherington,
2004; Ortlipp, 2008; Biggerstaff, 2012) because it forms a valuable supplementary aid to the
research process, contributing to transparency and aiding the robustness of the research findings
(Ortlipp, 2008). Lincoln and Guba (1985) suggested that a single audit could enhance both the
dependability and confirmability of the project , and they recommend that the process of research,
as well as the product, data, findings, interpretations be considered . Lincoln and Guba (1985) also
identified six categories of records that could be included in an audit. These are as follows: (1)
Raw data (field notes, video and audio-recordings); (2) data reduction and analysis products
(quantitative summaries, condensed notes, working hypotheses); (3) data reconstruction and
synthesis products (thematic categories, interpretations, inferences); (4) process notes
(procedures and design strategies, trustworthiness notes); (5) materials related to intentions and

dispositions (study proposal, field journal); and (6) instrument development information (pilot

forms, survey format, schedules).

Alof Lincol n an daboGunenidned squites &f5data were included with the slight
adaption of (2). Because the study was qualitative in nature, it was more appropriate to keep an
audit trial of the decisions made during the data reductio n and data analysis process. She agrees
with the notion of Lincoln and Guba (1985) that often the most important information for an audit

is found in the r egearacnhde rroesf | peecrsshounts deetings,sdeasr c her 0
generated by contact wi t h i nformants and fifcont ains guestions
concerning the overall research processo (wKsrefting,
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also started at the beginning of the research project. This was ongoing throughout the research
process and will be presented as her story behind the story in Chapter 8.

2.6 Conclusion

This chapter discussed the constructivist interpretive research philosophy, inductive qualitative
approach, multi-step design and blend of methodology (hermeneutic phenomenology and
grounded theory) used to address the research problem. It motivated blending hermeneutic
phenomenology and grounded theory to meet the objectives, as well as the research aim of
constructing a framework for holistic and sustainable personal leadership development It also
answered the open-ended nature of the research questions
patterns and meaning within context and that require the crucial examination of subjectivity of
experience andé irirnegsueiarryc hf rpoam ttilte pant sd poi nt of
2012:133). The issues of ethics and trustworthiness that often concern qualitative research
(Creswell, 2013) were addressed Credibility, transferability and consistency were considered
(Hammersley, 1992; Guba and Lincoln, 1994) through academic rigour, reflective practices and
triangulation of multiple data sources wi t h t he i ntent to fAdeepen and
of the depth and breadth of the re search problem (Olsen, 2004:1).

Chapter 3 will now show how the post-intervention investigation examines the success of the
holistic development intervention and the data gathered from the in -depth interviews and focus
groups is reported. The lived experience of the research participants is shared and the synthesis of
holistic and sustainable development is documented.
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3 Chapter 3: Stories and Lived Experience s of the Participants

3.1 Introduction

The purpose of this chapter is to share the story of the data gathered from the research

participants. This will include the participants6EQ-i2? results, their BeQ results, their self-reflective

journals, the focus groups, the participantsoéfinal video reflections, the managersd6 and pabr ti ci pan
guestionnaires and the in-depth interviews conducted with the experts (comprising 209

documents and over 1200 pages of data in total). The study will aim at providing a rich narrative

account of the lived experiences of the participants during the personal leadership development

intervention, their ma n a g perspeétives as well as the voice of the learning and development

specialists Much of this chapter will include extracts from the verbatim transcripts but not the

entire transcript as the volume of data gathered is too large to include it in full.

All transcribed content was done verbatim, and any correction of spelling and grammar in written

journals was only done where necessary to prevent misunderstanding (and with the permission of
the participant). Participants dactual words have been retained (for authenticity) even though they
may have been repetitive, inappropriate or misspelt. The researcher also resisted the temptation
to embellish, explain or rephrase the individual writings. As the researcher embarked on writing

this chapter she acknowledged the enormity of the task and felt challenged and humbled. In total,

34 research participants willingly shared their stories and experiences, and made themselves
vulnerable and open in the process. The researcher thought deeply about ways of sharing their
stories in the most honest, ethical and respectful way possible, and hoped that the writing that

followed would give true credit to their experiences.

32 Participantbés Background

A total of 29 participants (over three separate groups and time intervals) started the inte rvention.
Of the 29, 23 participants completed it. There were numerous reasons for non-completion, the
saddest being Lebo (BW1), who died unexpectedly of Leukaemia halfway through the programme.

Both Barloworld groups, as well as the facilitator, were affe cted greatly by her loss. Thuli (BW2)
was instructed to prioritise another project. Angie (BW2) developed major health issues and could
not attend. Josias (BW2) was disruptive and opinionated from the outset of the intervention and

did not want to particip ate in group activities. The facilitator and the group tried to work with him

for the first few modules but he began to compromise the safety of the group. After discussions

with his manager, she revealed that he had behaviour problems at work and his lack of
interpersonal skills was causing major frustration with colleagues, peers and management. She
shared that the impulsive, opinionated and uncooperative manner in which he approached the
class was the way he behaved in the office too and, despite feedback, he was unwilling to see the
problem. We agreed that excusing him and dealing with his challenges in another forum was best
for the group. Julie and Zeena (BASF) were assigned to new work projects and, therefore, unable
to meet the time commitments. The stories that follow are limited to those who completed the
programme unless the inclusion of the others is relevant or necessary to highlight a group
experience or process.
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3.3 EQ-i?° Assessment Results

All 23 participants completed the EQ-i?® pre- and post-intervention. A clinical psychologist who

was trained and registered to administer the result

Participants responded that they found great value in obtaining their assessmentresults and learnt
a great deal about themselves and El in the process.

To interpret the scores of the EQ-i?? it is important to note that 100 is the mean and the 90%
Confidence Interval is between 96 and 104. According to MHS (online), this refers to the fact that:

All measurements cantain some error. Confidence Intervals take this error into

account by providing a range of scores, at a specific level of probability, within which

an [ ndividual &spected ta &ll. Boc the EQ-Ff a 95% Confidence

Interval was calculated which allows you to say that 9 times out of 10 the
fndividuval 6s true score woul d fall wit hin the
participant's Total EQ score is 100. The 2% confidence interval for this score is 96 -

104, which means that nine times out of te n the particijpant's true score would be

between 96 and 104 (MHS:. online).

The mean is 100 with effective functioning falling between the scores of 86 and 114. Below 86 is
considered to indicate a low EQ while anything higher than 114 is considered very high (MHS,
2011). When interpreting the results it is important to note that the post -assessment score must
be more than three points below or three points above the original pre -assessment score to
indicate a statistically significant change. In other words, as soon as there is more than a three-
point to five-point deviation in either direction, the resulting decrease or increase starts to become
statistically significant. While a difference between five and ten points is considered very
significant.

3.3.1 EQ-/?° Barloworld Group 1

Barloworld Group 1 completed the intervention first (eight of nine participants completed). The
pre- and post-assessmentresults are shown in Table 3.1 below:

Table 3.1 Barloworld Group 1: Pre - and Post -1 ntervention EQ -i%° Results
BW Grp 1| Pretest | Posttest | Difference
BW1 P1 101 107 6
BW1 P2 66 92 26
BW1 P3 77 83 6
BW1 P4 117 117 0
BW1 P5 112 116 4
BW1 P6 48 103 55
BW1 P7 114 118 4
BW1 P8 92 118 26

From Table 3.1, we can see that six of the eight participants started out with scores within the
effective functioning range (between 86 and 114) , and almost all showed a significant increase in
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their post-assessmentscores. Only P4, who already scored very high with a pre-assessment score
of 117, did not show any increase in her post-assesment score. P2 and P3 both started below
effective functioning; P2 had a very significant increase of 26 points, while P3 increased by 6
points and almost reached the effective functioning range. P66 s  {saore {48 points) was
severely below effective functioning. The researcher and clinical psychologist (Ansune), from
Mandala Consulting, had never seen such a low score before. After Ansune met with P6, her
professional opinion was that the participant was suffering from clinical depression and might
need to be exclude from the research because it could negatively skew the results. Ultimately, the
decision was made to include the participant because, through the guidance and support during
the intervention, she realised that she and her son needed to seek the support of a clinical
psychologist. After the intervention, she showed the most significant transformation that the
researcher has ever seen and her colleagues (eight in total) said, fiSandrais like a totally different
person. She used to cry all the time or have emotional outbursts at work.0 Sandra also said that
her son had major anger issues and would not talk to her or his teachers at school and now he
was doing much better and talking again. P60 s ma n a g eportech that she was now
emotionally stable at work and, the year following the intervention, she did so well that she was
promoted to Team Leader. Overall, seven of the eight participants in this group showed an
increase in their post-intervention scores, with their average increase being 18.14 points.

3.3.2 EQ-i?° Barloworld Group 2

The second group to complete the intervention was Barloworld Group 2. Of the nine participants
that started, six completed. . Their pre- and post-assessment results are shown in Table 3.2
below:

Table 3.2 Barloworld Group 2:  Pre- and Post -l ntervention EQ-i%° Results
BW Grp 2| Pretest | Posttest | Difference
BW2 P1 101 98 -3
BW2 P2 95 103 8
BW2 P3 64 84 20
BW2 P4 88 95 7
BW?2 P5 102 103 1
BW2 P6 101 109 8

As shown in Table 3.2 above, all participants but one (P3), had pre -intervention scores within the
effective functioning range (between 86 and 114 ) . P 3-assessmeants result was 22 points
below effective functioning; her increase was significant (20 points) and almost resulted in a post-
assessment score within the effective functioning range. P1 dropped 3 points in the post-
assessment; although this is not considered a statistically significant difference, it is interesting to
observe how her scores shifted in the various composites and explain her overall drop in score.
P16 Self-Expressionscore increased by 13 points, her Assertivenessscore by 12 points while her
Interpersonal Relationship and Empathy scores both decreased by 12 points each. In other words,
her scores became more balanced across the various @mposites and she started expressing
herself more. This was an important shift for P1 as she started the programme stating that she
was a people pleaser and always felt like she was at the mercy of everyone and everything around
her, which resulted in her feeling hopeless and helpless. These changes in P18s beft
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scores did result in two close relationships coming to an end, which was very painful for P1 and
explains the decrease in Interpersonal Relationships. In addition, she was very close to Lebo (P9)
who passed away from Leukaemia during the intervention and this profoundly affected P1 and
was another reason for her overall decrease in score. Overall, five of the six participants in this
group showed increased post-intervention scores and their average increase was 8.8 points.

3.3.3 EQ-i?° BASF

The third group to complete the intervention were from BASF. Of the 12 participants that started
the programme, 10 completed. Their pre- and post-assessmentsresults are shown in Table 3.3:

Table 3.3 BASF: Pre- and Post -1 nterven tion EQ-i?° Results

BASF Pretest | Posttest | Difference
BASF P1 76 85 9
BASF P2 97 107 10
BASF P3 95 92 -3
BASF P4 101 103 2
BASF P5 106 117 11
BASF P6 103 115 12
BASF P7 91 103 12
BASF P8 107 104 -3
BASF P9 89 95 6
BASF P10 110 107 -3

As shown in Table 3.3 above, only P1 started the intervention with an EQ score below average
functioning. Her score was 76 points before the intervention and increased by 9 points to almost
reach effective functioning. Three participants 6(P3, P8, P10) post-assessnent scores decreased by
3 points; this is not considered statistically significant and all participants remained within the
effective functioning parameters (between 86 and 104 points). The score decrease for P8 is
interesting because her Empathy score dropped the most (from 74 to 63) and the post -
intervention score is a more realistic assessment because, at the start of the intervention, she was

not aware of how | ow her e mp at (irgm 1a40ctd WOF) dcay bewa s .

explained by the fact th at she received very traumatic news just before the end of the intervention
that her husband had stage four pancreatic cancer. P8 started the intervention thinking that
everyone around her was the problem, and by the end of the intervention, she had a much more
realistic sense of self and others. This could explain the drop rather than the increase in score as
before the intervention she had a less realistic view of herself. Overall, seven of the 10
participants in this group showed an increase in their post-intervention scores, with their average
increase being a statistically significant 8.86 points.

When the results of all three groups (Barloworld Group 1, Barloworld Group 2 and BASF) are
combined, 19 of the 24 participants showed an increased score after the intervention. The
average increase in the post-assessment scores was 12.26 points. This is considered a very
significant increase in their EQ post-intervention.
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3.4 B e Q E rePntervention Results

Initially, the intention was to conduct Vi |) Be® B @assessthehOpte8 and post-

intervention, but four months after the commencement of the intervention, the participants

admitted that they had not answered th e assessment honestly. Both Barloworld and BASF were

undergoing significant organisational changes and several participants felt like they were being

punished by being sent on this training course, or that the organisation thought there was

something wrong with them. Because this assessment asks questions about management and the

organisation as a whole, they felt their jobs could be at stake if they answered honestly. As a

resul t, mst-as8esPdnt was conductedWhen reviewing the overall re
BeQ assessment, it is important to note that scores either indicate that the team is Disc onnected

(30-44%), Apathetic (45 -59%), Involved (60 -74%) or Engaged (>75%) ( Viljoen, 2015b).

34.1 Be Q Barloworld Group 1

This was the first group to participate in the research and, therefore, the first to comp lete the
BeQE asse%hee Bt Qifteryemtien results for Barloworld Group 1 (comprising nine
participants) are provided in Table 3.4 below:

Table 3.4 Barl owor |l d Gr ou plnterventBreRegtltsP r e

Respect 71.78
Resilience Emotional 85.22
Regard Presence 9347
Corporate Citizenship 81.38% 78.67
In-flow 78.33
Support 71.94
Teamwork Emo_tional 79.72
Diversity Containment 81.94
Accountability 73.46% 68.33
Supervision 70.43
Trust 56.85
Ethics Organisational 57.96
Alignment GeStTt 82.54
Inclusion 70.21% 71.67
Adaptability 68.33
Business Orientation Doing 69.26

Total BeQ 74.58

In Table 3.4 above, the overall BeQ score of 74.58% indicates that this group is very close to

Engaged (which requires a result higher than 75%) but this was not a true indication of how the

group felt as Barloworld was restructuring the organisation at the time. They did not feel they

were being treated with respect ( indicated by the score 71.78%) and the organisation was losing

goodwill (reflected in the Corporate Citizenship score 78.67% as well as In-flow 78.33%). The

lowest scores for this group are Trust (56.85%), which makes sense given the restructure and

lack of transparency surrounding the changes being made. The Ethics score (57.96%) was also

very low and reinforcedt he groups® admission that they did not
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guestioned the ethics of some of their managers. In addition, this group had experienced much
internal conflict before the workshop, and the trust between members was low too.

342 Be QE Bar/l/ oworl d Group 2

This was the second group to par t-interveptiantresults far
Barloworld Group 2 (comprising nine participants) are provided in Table 3.5 below:

Table 3.5 Barl owor |l d Gr ou plnt@ruentineREsklts Pr e

Respect 92.00
Resilience Emotional 85.50
Regard Presence 97.50
Corporate Citizenship 90.24% 86.00
In-flow 93.75
Support 87.50
Teamwork Emo_tional 90.00
Diversity Containment 91.88
Accountability 90.19% 85.50
Supervision 93.33
Trust 60.83
Ethics Organisational 7417
Alignment Geste(l)lt 8857
Inclusion 79.90% 80.00
Adaptability 73.75
Business Orientation Doing 82.78

Total BeQ 86.54

In Table 3.5, t he overall BeQ score of 86.54% indicates that this group is Engaged (which requires
a result higher than 75%). Yet this was not a true indication of how they felt . Barloworld was
restructuring the organisation at the time the team participated in the assessm ent, and many
i mportant senior | eaders in the business had
that this meant they were forced to leave the organisation). As a result the team did not feel they
could trust their leadership; this is reflected in the low Trust score (60.88%) . They also felt that if
they answered the assessment honestly they might lose their jobs. Safety at work was
compromised, but the group tri ed to hide it for fear of retribution.

343 Be QFE BASF

The group from BASF was the third group to participate in the research. Again, like the previous
two groups, they were briefed thoroughly on the purpose of the assessment and the fact that all
results were strictly confidential and would not be shared with anyone outside of their group and
only used for research purposes. They were encouraged to answer honestly and to the best of
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their abilities, and were informed that there were no right or wrong answers. The Be QE -pr e
intervention results for this group (comprising 12 participants) are provided in Table 3.6 below:

Table 3.6 BASF: B e QitervBntian Results

Respect 83.50
Resilience Emotional 92.00
Regard Presence 95.63
Corporate Citizenship 87.98% 82.50
In-flow 87.50
Support 75.00
Teamwork qutional 81.25
Diversity Containment 56.88
Accountability 78.65% 77.50
Supervision 76.11
Trust 50.00
Ethics Organisational 59.17
Alignment Gesta;lt 87.86
Inclusion 69.42% 56.25
Adaptability 65.00
Business Orientation Doing 68.89

Total BeQ 78.05

Table 3.6 shows the overall BeQ score of 78.05% indicating that this group is Engaged (which
requires a result higher than 75%). Yet this was not a true indication of how they felt . They
explained that BASFwas operating wunder a very ©o6command and
leadership, in addition there was restructuring happening and they had also enforced a Force
majeure, meaning that unforeseeable circumstances were preventing them from fulfilling their
contractual obligations to their clients. As a result, they did not answer the assessment honestly
(despite being briefed that the results would remain con fidential, and would not be disclosed to
their management) because they feared for their jobs. We can see their feelings reflected in their
low Trust score (50.00%), low Ethics (59.17%) and low Inclusion (56.25 %), which reinforces the
groupos a @ndhiinslicate® that they did not feel included, and did not trust the
organisational leadership.

During the transferring of the results, all three groups were very surprised that their scores were
so high and said that they would not consider their team (or o rganisation at large) to be engaged.
This surprise resulted in the admission that several individuals had not been honest when
completing the BeQE assessment. As such, it is interesting but not surprising to note that the
scores for Trust, Ethics and Adaptability are the lowest across all three groups.
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35 Par ti cs Sela-Rdflections

Of the 23 participants who completed the personal leadership development intervention, 15

participants kept and submitted regular self -reflective journal entries. The participants were not

asked to record anything specific in their journals but simply to document anything they felt like

sharing. All participants, except Jaco (who had kept a journal before) , expressed that they found it

difficult to make time for journaling and, when they did, they often were not sure what to write.

The participants wereconst antly reminded that ofkdepngeajounals no 6co
and that it was their personal space to share their thoughts and feelings. The journal entries

submitted showed that most participants used journal ing to share their challenges and successes

and to describe their feelings. The data for all three groups was analysed separately but the story

of the data and the results of the data analysis (Chapter 4) will be re ported together.

3.5.1 Challenges

Much of the challenges the p ar t i c sharetl 66%) swere of a personal nature and related to
the experience of interpersonal conflict. Everyone who journaled shared at least three examples,
such as fAVly day started out so bad, | o0 st my temper wiHadsucma fight &vithg ht er o

my gir|iMyienfié and | amMéfriand & being mistraated hy they boyfriend

over and over agai n, |; Addadd to wlom aw 6 whwd tt ht any d diau s b an
household matter.0 Other comments were not related to specific events, but were more about

patterns of behaviour being recognised: fi | am aggressive, stubborn and
arguments | say my piece and donét real hggyahdi st en t o
now they seem,; fi oealige\again d needeadshare my feelings if | want the right

actions back to me. I expect my wifendiilo seed myo esntod p

mothering my boyfriend and just be his girlfriend, it st resses me out and we end up fighting .0

The remainder of the challenges (35%) were work related. Interpersonal conflict at work was one
theme that emerged, and was shared by eight participants on numerous occasions Some
examples included: i | had astrating angl didappainting conversation with my disciplinary
' ine manager where he told me that I had to change
appraisal to a better performance rating because he had already submitted this rating to HR
before we had donet h e a p p A aanagerfrom another department ist est i ng my pati enc

AThe tension in the office has been unbearable and
intelligence to st op; fimeelisgeriitdted &t warkmi abldng ontstanding isgué

still n o;tandrfidisdat lextreamely difficult to smile and interact with people. | am tempted

to just tell people where to get off. 0

Another challenge emerging from work-related issues was uncertainty about restructuring and/or

retrenchments (as both Barloworld and BASF were experiencing significant organisational change

at the time of the intervention) : i The week has been emotionally drain
concern of retr enc h(daech Al edhoed im, G | vdinatwbées happy with the

reorganisation with external and internal sales as it adds complexity to an already complex

busi n(Arke or A We  Ifoarscolleagues today, one to retirement and the other three to

resignations. This makes it nine people gone in the last two to three months. It worries me

because it causes pressure on allHIld.fiMer al eeonpesoplee iis
because of the site being closed down but | am determined not to let this impact on my own

emotional well-beingd (Mandy).
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The feeling of being under extreme pressure to perform was another emergent theme of work

challenges. This was shared by 14 participants: fi feel like | am running a marathon every day for

the past t Hrleen veeoe ktsidr;e orkthe dviaole weekeaddecause of half year.o

i am not the only one i rmandtfekliag oveenvarked v Wwhich offsrs af r ust r at
sense of comfort indofiMywmtmarnager Oarorti wens yl ateed i n t he
and without greeting and then craps on me and two colleaguesfor a smallthing. He canét see th
pressure we are under and the negative impact he has on us. We are losing good people.o

3.5.2 Feelings

All participants shared their feelings while journaling. During the first modu le of the intervention,

they were taught about t he value of recognising, | abelling and
ot her 6 s, af well hsi tegasitive impact of journaling. Therefore, it was good to see the

participants mention that they were A f o oguos identifying and labelling specific emotions and

wh at i s dr i vy sag things gken.ficam Tekliag very down, missing my late father. |

j ust want tdl beeal oghkbdedraalt eadnd unpl easant perfor manceé
which left mef eel i ng ;Gefie anneendtdo from feeling ashamed to feel
The list of feelingss hared is extensive aneod Mamgged ,f vamhefiabdtiet
appreciated, appreciated, sado and so on. T imaest inf redadidn torwgrkweseh ar ed t h
feelings of ffrustrationo (46 instances), fiworryo (32 instances), fvictimisa t i ¢28),0 fhurto (24)

and fstressedd (14). There were also high instances of participants feeling fhappierd (30

instances), fimore confidento (26) and fpositiveo (14) as the intervention progressed.

3.5.3 Successes

Participants not only shared their challenges, they shared their successes and how they were
applying what they were learning. There was an overarching theme from all participants of taking

respons i bi l ity (including fit houdghetwaysinvehich thabshawedaupd out c on
were very different for each participant. For some it meant: fi | managed to speak up c
or fAthis 6énod thing is wor ki n.gWhileosomeféeded tmleamatd t i ng b ef

speak up, others were learning to hold back and manage the impulse to react immediately. The
learning paths were very different and each participant shared multiple examples, such as: il have
really been trying to find my c entre this week, and | think | have been doing well. One of my
friends commented that | seem to listen more. She also said that she can see a difference in the

way | approach people and my engagement with others is much better.0 Another shared, fi | am
being more conscious of my emotional responses and it is allowing me to take ownership of
them.o Overall, 13 participants mentioned using breathing techniques. For example, fi took a deep
breath and | chose to have a good dayg, and i Deep br eat hsé Iwrots alltthedown anc
problems she brought up and discussed possible solutions with my manager to prepare myself for

our meeting later today. Normally | would have just been like a lioness and told her what | think

of h@ne paiticipant was less specific but shared, fi TIHEQ thing is working.0 Another fi dok

responsibility and went negotiating with authorities to get better campsite. 0

Throughout the journals, there was evidence of participants noticing where they had been at the
start of the intervention and th e progress they had made, such as, fin the past, this colleague
would really rub me the wrong way a nd | would leave work all tense. R ecently, | managed to
learn how to avoid their comments and not let them nest in my mind. 6 THe EQ courseis proving
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fruitful for me inaway thatté s aught me to value anotohefrbtéhpeemands po
playing the victim and taken control of my life . & addition, Al am not dependent on others for my

own sense of well-being. At hdils been a busy, stressful yet v ery productive week and | am feeling

energised by having met (or beaten) deadline after deadline. | have focused on balancing my life

this week by doing the things that | love after work (instead of collapsing in an exhausted heap on

the couch) and | am se eing the positive results in the way this has influenced my outlookonli f e . 0

The list of examples were plentiful. The p ar t i cjoumal entrieséstored electronically in a safe

facility and can be made available on request.

3.6 Focus Groups

During research Steps 1, 3 and 4, a focus group was conducted with the participants of Barloworld

Group 1 (eight participants), Barloworld Group 2 (six participants) and BASF (10 participants)

respectively. The researcher was an active participant in the group discussions. The focus groups

were the typical duration of one to two hours (Morgan, 1997; Vaughn et al., 1996) and were

based on the research aim and questions. Each focus group was conducted towards the end of

the intervention t o expofohe purnpyaand to hear theirrstoresd Theix per i en c e
inputs will now be shared; the headings that are provided are according to the questions asked

during the focus groups (refer to Appendix A.

3.6.1 Focus Group 1

Particjpants O6thought s at the beginning of programm e

In this group, only Jaco started the programme wanting to attend and he still uses the words

Akinddes&dbd, Al knew | had a | ot to |l earn and | 6m unc
so | kind of w @he treenaining participants estarted with negative thoughts. For

some it felt punitive; Danny was the first to open-u p , Ait felt Iike, a sort of |
to get me in |line and, not to make it overly puniti

thing.0 Sandraa d d e The firsfitime | heard | was going for an EQ development course, it was

like OK, punishment and torture and then she [Sandrad s ma n a g ¢he fourse avasdnine

mont hs, I thought this is now busi neStsfdadnbdmidde 6s r e al
AWhen | started, um, nine months ago | did not want
There were two people in this team, which | really did not want to be with and it felt it was like a

puni shment for me t o PRrecious did nott feel punishied butgsheo didpfeelo

iscared anan d efi dee thesr@dtessity in trainingd While Nolu felt fforced to come by

my manager.o PJ felt similarly, AWhen|[ pH&d teinc i p a ndpdks to ma abeuytminiig

that she had received which turned out to be highly invaluable and life-changing; | thought there

was a tinge of exaggeration in her assertion. Then we started the training with two tests. I'm

personally not a big fan of those tests, so as soon as | got it, I'm looking at it, it re minded me of
psychometric tests that | had gone through in previ
to be bored with some psychoanalysis stuff which | don't particularly enjoy or need .6 0

It must be noted that the participant s did not share this openly at the start. In fact, they tried to
hide their apprehension and concerns. The researcher (who was also the facilitator of the
intervention) sensed that the participants were initially very apprehensive and guarded , but after
four modules of the intervention, they started to open up and share.
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Par ti ci pxaemehcé s reegarding their developmentsince the programme began

All participants in this focus group contributed and shared multiple stories and/or examples

regarding their development. They had increased selfawareness, other-awareness and were

imore accepting of other peopl edCamméntslweré mageothaof t hi ng
this was done by isdlafl Rbeal |y l i steningbo, Abeing present o0,
i mp o r tlethet understanding of other peopled, i  a wa r e differerg pesdnality types and

why they do things the way they do them & This meant they had to fichallenge beliefs,06 dnot judge

otherso and @l e ar This jowneyl wveas notgnecéssarily easy, and required vulnerability.

Jacoshared, il t hink the other important pointds sharme krxtpo
Ithink in the |l ong term, I think you wil!/ assist you

Six of the eight p eon the impopaace bf desognisiogramce aorhirgg do terms

with emotions, it he bi ggest |l earning curve was the way that
afrai dJacof A Wh e&n | joined, one of my highlights was o
the first day when we asked Ahow did you feelod, and so forth
emotionl ess. Because 1 6m an HR person, I al ways t hi
i f I donodt hNolv) e ffieAesl i engrsioy (as the first mogdul e, I
material, which centred on the role of emotion. | have spoken at great lengths how this was

probably my bi ggeR)t This braughhpanmigpanps doi arplace of @cceptance and

greater peace. Ayandas har ed, fi | pur sue poeandeon-judgenent gHatlarc cept a
anyone else feels. 0

All participants then spoke of the importance and benefit of learning to manage emotions. For

example,il nst ead of having somebody cutting in front of
way insteadof me trying to force my wRrgcioug.hirlo uagnh .c all nfeere | nboer
patient. Donét c¢cry as much anymore. Listen not with
mo r e r Sasdkas Dannfy even wentasfarastosay, il was a asshole, sooyf if |@am

use that word, like a proper, proper asshole at times. | think | have learnt not to be that person.

ltés just | ike okay, just wait a couple of seconds a
so thatodéds soneartnhti.nog | really |

Differences in particijpant  sdpersonal lives

Everyone in this focus group felt that his or her personal life was very different. A range of

reasons and exampleswere supplied. Forthreepar ti ci pants it was how they v
really pay attent i on t o my daughter now &gPretioug. idBarf ofr e It hwee 6dr
[ her children] come and tell me things and | woul dn¢
was never interested in my sondsindsmgcenysed fi mds equin

(Nolu) . AMy relationship wit hSamils). Hoi Sdefan and PIttwas shé | vy di f f ¢
power of goal setting, Stefan moved into his own place and began taking care of his health while

PJ had bought his first car. It was evident that the changes participants had made were very

context specific and related to their development needs.

Managing emotions effectively and relating better with others were other key areas of difference

shared by all participants. Ayanda said, i6ve | earnt to pursue peace, whi ¢
know things happen around you if you can .coange the
Sandra, iPer sd Mmalalaywged dramatically where, itandhake r st , it
discu ssi on with meé now | 6ml tnfbs rmwsc lmnlgetyt ears Wi twasmy .s o

with my son, why he was as angry was because | was angry. So | was kind of projecting on him
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withouteven noti ci ng -¢han ¢ Dahgy.reblised, ritiid okaly @ cut people out of

my |ife and | dondt have to feel b aAganda Markusand t , s o | ¢
Stefan i all young, male participants echoed this) . Al 6ve | earnt to lighten up
to have abad day,i ¢ndbot | i ke God doesndét | i ke yNoueveoythingt he wor |
that happens to me is personalo (Precioug. PJs ai d, Al find that now | am mu
talk about things as and when they happen like there and then, previously | used to give you

strike one. And when you get to strike threeée | wo u
seven kingdoms. Sq j a, now | find that you know | 6m stildl | e a

something happens | will shut up and think about my response. | find it works more and it wei ghs
a lot less on the heart yeso (PJ).

Di fferences i n participantés work [|ives

The answers were diverse and personal but the nicest thing to hear was just how much they were

using the techniques and tools learnt back in their professional (and personal) lives. They all

agreed with Stefanwhen he sai d, il tdadsentke wRyQhathihe lgrpup end e | o t
colleagues are working together now is in a way better space that it was, | think the whole team

needsit .Jacorealised, it hat your EQ needs to be balanced. It do
and | ow assertion because |I|andreailyoworkilgon thiat .pWhdedfdr e ac c o un
PIAThe course has sort 0éf so revery finfiei | came tb wonky | sadotes 1 t i vi ty
myself 6This could be the daydé, it forces you to cha

One of the common threads was realising what is in my control, letting go of what is not and
fichange starts oWRracibug.Mganda edlised fhtehma t eliefs aré not my beliefs

and it is okay to be differento and Ahonouring the
different and have different beliefs, different thoughts, different perceptions, different ways of
doing things. | ¢ dkayo(Stefan). i So | 6ve realised, | imit what you say

your own (Dansy, Ayaendasaind Sandra).

The most valuable part of  the experience

There was one key aspect of the programme that stoo
on be | i edisplacing lifhiting beliefs for me because | feel you limit yourself by placing cap on

what you are able to do in every aspect of your life. This was the most uncomfortable also but the

most valuable part.0 Sandra shared the following:

When we did the belief session, | became aware of how beliefs kind of restrict you.

Then with me being restricted, | kind of restrict
oL/ sten, this s what we believe, It /s this way
then | had thi s expectation for my kids to be [ike
bel i eveb. And | never gave them the ability to be

disadvantage also because they have much more capabilities but | restricted that

because of my belief system. | just like kept them in a nutshell where they wanted to

explore other things, | was not wi | | i ng because [ISo wing oft oo afrai de
restricted them I n that way . Whereas now [ t0s, /
because | see the two of them for who they are and not who | want them to be, so

t here | s | I ke ggestbvasghe ené thifigtfoemet he b/
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Ayanda agreed that it was the most profound piece of learning for him because fiShifting beliefs

have helped me, have helped my wife,t hey dve hel ped peoptheytblvat chainmgtear
the way | looked at things. So they humble a person and they bring you down to earth to realise

you also a human bei ngthembevedss®lJattdedgl fhgthonki ndds v
anyone and everyone to sort of impose their beliefs on other people so that module was really eye

0 p e n i fiBgeathingd, fstepping backo, fAisteningo , fireflectingo, Areplacing
self-t a lakddietting go 0 were mentioned in conjunction with shifting beliefs.

i Goal setting worked really wel/l for me j afits but t he
togethero (Jaco). Stefan and Danny agreed, and three participants mentioned combining i Go a |

setting and coaching, | realised what the probl em was and what I had to do
actually getDannpsgpd My r vgli o@a board has made such a

where | can see it every day and it inspires me. o

The value of continual practical and applicable learning over the nine-month period was

emphasised by every participant. Jaco summed it up for the group by sayi ng, Al dve | ear
um, for me the nicest is | can apply every day, | can apply the toolsthat lThave | earnt here.

not theory thataénsd iln dmy ndup hwaricce. Every day, in me
emai l s, Il can apply what | what |1 6ve | earnt here. An

the difference. o0

The leas t valuable part of this process

From an assessment perspective they all enjoyed and found immense value in the EQ-i?° but did

not enjoy the BeQE because they f edtetthetagsessneritened by
honestly. From a content perspective, all participants took something away from each module and

expressed that all modules formed important part s of their development, and they were not able

to discern anything that was the least important to them. Only Stefanc o mment ed, Al woul dn¢
the least valuable but it was personally not as important as the res t was the writing skills because

| had English as my home language. So, | would not say it was not important, but it was my

personal |l east important for me. 0

Advice about this programme

What stood out was how i mpor tdbeingparhadda greaup wasfoi pant 6 s
them, andinfb e | o n ¢ ihretpldsdfeo to fopen-up and shared All participants very specifically

mentioned the importance and value in the ir group. For example,iBei ng i n such an envi
where we have a lot of people who behave differently, you learn from them you know as they are

going through RJlapgpieciated tkag r nfidnugr.iong t he cour se, I got
from the group. Most of the comments suggested that | was a little self -involved... The feedback

proved useful because | 6m nowamarasomatedowith RJhid bvealsa vsioo ur .

appreciative of what everybody said about me. Good, bad, whatever, and | liked hearing an

honest point of view about me. And then for the first time in my life | never got offended, for the

first time in my life | looked at it and said this is what | need to work on, this is what | need to

i mprove. o0 Participants did not | ifreneanathkragrogpijoing gr oup s

their group. Sandra joined BW Group2for a modul e she missed and said, f
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things and a bond we share on how we do things and they do it so different in a way that we felt
l i ke thelotwdwtscastke&. wedre more open than the other groc

Other than that, there were no other suggestions to enhance the programme, the facilitator was
experienced as fiknowl edgearbd efdy, 0 Uidpvaes sri eoanlalt yewdg o tfi ogpreenad
participants compared the programme with other EQ programmes their family had attended and

Sandra shared her observation as follows:

[The other programme] d o e s n 6t  bour as g petsdnemmake them focus on

the negative and the positive side. For me this course was about finding myself and

for them itis just telling themthat t hi s who wsewoénte Depmand [ t6s al so
EQ. So from feedback that | got from him [ par t i ci pant s birsot her] youl
completely different. So, please keep your course just like it is because it really helps

people. It has changed my life and the people in our t eam are different.

3.6.2 Focus Group 2
Participantsé thoughts at the beginning of progr amme
This group did not express that they were directly apprehensive about the programme but Viloshni

did share that she wondered whether she needed the training or whether it was the people
around her that needed it. The group remembered that they started the programme with

challenges like A1 was i n andlrastratec that laid mouatcomplish what | wanted to 0
(Thuli and Ella) or fiThere was a major career change for me and | was bombarded by all the
travelling that had to be done, Vieslon). Zddwva ficdfi dtnlbat caa es e

what peopl e AnbnieKhdyadandwhaikds all expressed worrying a lot, caring too much
about what other peopl e thought and the stress of trying to please others all the time.

Participant séexperiences regarding their development since the programme began

All participants in all focus groups contributed and shared multiple stories and/or examples

regarding their development. Several people said they had increased selftawareness, other-

awareness through A s ¢ lafl k 0, fireal ly l i steningbo, fibeing prese
i mportanto, Abetter understanding of otyhypesandeopl eo,
why they do things the way they do t hfepedticipadfishi s j our n
and the sometimes struggled with the vulnerability it required. Viloshni shared, Ail't has been he
for me to open-up to other people and askfor hel p but with this course | 6ve
to |listening to other people and also | oolking at, I

Almost all participants agreed (six did not comment) on the importance of recognising and coming

to terms with emotions. A | have realised that I have to own wup
example, being sad, because the more | try and make myself happy when | am sad, then | vent

out on the wEZooway. p€bpsebr 6ught parteépmnceandgredter t o a pl

peace. il realised that I can feel my feeling and
confident enough so | am mAmie). Whiteriviirkus recagnised thavii t h my s e |
used to be like an extrovert, always with peo ple , buté | dondét enjoy it. I enj
focusing on my career and | ife changes. So, j a, i to
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good. I 6m | os i n ¢haya bhlso bdgandaccapting bersélf, i | t has made me mo
confident about myself and who | really am .0

Another thing they learnt was managing emotions and interacting better with others through

ipausingbo, Rnbwi enagt hw hnegnd , a nfid h Zedwatcoo ntmeelnk ewdp O .f | try to
myself down somet i me persesnovhotwardstto donjirate allahe tinte.hSe that

keeps me focused. Because | found that in as much a:
okay to just |isten to other people and what they ha

Differences in particip  antsdépersonal lives

All groups felt that their personal lives were very different. A range of very diverse reasons and

examples were supplied. Khaya said, il f ound my vforifonmedpid Tamed NO t hing rea

works.0 Zodwas har e d, Al 6ve otheppaddbeaitmg t & d mleshnhugesa gi r | fr
coaching with both her children and husband and i s
husba8he.is also able to ask for help, which she ne
been e mpo #odwaimergioned, il 6ve changed my mind and how | f

has c¢haZodwa)dMarkgshad offt t he baandndddedce8lb dondt know
weird, but if it is the programme or just a mind change maybe it was something you said b ut |
dondt know. But ja definitely my |Iife has changed bu

Differences in participant — séwork lives

Again, everyone felt his or her work lives were very different. Thuli shared, fi | mowe focused
and set goals for myself and my team. They actually commented that they could feel that there is

a leader inthe room. Not only that, | 6ve decided to debegate m
Markus and Ella also agreed that setting goals had made a big difference. Khayas a i dagm my F
side ités more business writing skiMildshsicamaurredyel | . It

AThe business writingplkasegrbeé¢ntéaai hkgeneyematter how
writing, especially coming from a legal environment, it rea lly adds value. | also battled to cut down

my PowerPoint slides and now my presentations have really improved. The business writing really

stood out for me.Andietagreedand Blleadded, §lo o@amowr i ting in a mor
way and peoplearerespondi ng t o (Ble. better o

The most valuable part of the experience

This group found it difficult to isolate the most valuable part because they felt that everything was
valuable. They appreciated business writing skills and another element that stood out for everyone
was the module on shifting limiting beliefs. Markus and Viloshni also mentioned the benefits of
i b e at handrthg gest of the group agreed. Four of the six participants also mentioned the value

in creating a vision board. iMy vi srdilopams bmade such a difference, I 6v
see it every day an Markusshaied tha herdid aot enjey.the viSionlbgard
process. Every participant expressed the value of continual learning. iThis course is th

have ever attended because it makes you think of so many aspects of yourself and others and the
world, every part is valuable and | like that it is spaced over so many months so | can practise
bet ween sessions. 0
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The least valuable part of this process

From an assessment perspective, they all enjoyed and found immense value in the EQ-i>° but did

not enjoy the BeQE because they f edtetthetagsessmeritened by
honestly. From a content perspective, all participants took something away from ea ch module and

expressed that all modules formed an important part of their development. They were unable to

discern what content was the most important and felt each part of the programme was valuable.

The learning and insights gained by the participants were spread through each module, and they

spoke less about the content and more about how they applied the tools and techniques. Viloshni

and Markus did share that they found it challenging to do the homework tasks and journaling

even though they thought it was beneficial.

Advice about this programme

What stood out was how important the participants dexperience of being part of a group was for

them,and bienl ofin gihregyd ,Af el t waf ad dt Eibshr teadlked everyone for

going through this fipr of ound journeyo with her and commented,
about eight months ago, and now we are friends. 0 Participants di
having someone from another group join their group. Sandra joined BW Group 2 for a module,

and although the group embraced her, they preferred it when the sanctity of the original group

was maintained. Anot her suggestion was to Areduce the amount
and Aimaybe combine themes, so we do ourse mfetheo r k thre
programme.0 Ot her than that, there wepregramme.suggestions t

3.6.3 Focus Group 3

Participantsé thoughts at the beginning of progr ammeé

Lauras ai d, il had heard such gr ethatlcduld nohwpistolzegiro,ot t hi s

and Anke had Aideci ded | w a nHoveeder, the renthioing iparticipants started with

apprehension or negative thoughts about the programme. Thembi sharedthat ii n t he begi nni n
when | was told about EQ | thought aaaggg [shrugs and waves hands to show it wasnot
important] , I donot n e & dantlyh Mubammad and nSarafiga. agreed. Katie had a

Arocky startfewitt hii fEOQOoc eadndt 0 ®ome by my manager

It must be noted that the participants did not share this openly at the start. In fact, they tried to
hide their apprehension and concerns. The researcher (who was also the facilitator of the
intervention) sensed that the participants were initially very apprehensive and guarded but it took
four modules of the intervention before they started to open up and share.

Participant séexperiences regarding their development since the programme began

Participants contributed and shared multiple stories and/or examples regarding their development.

Everyone felt they had grown tremendously, and had increased selfawareness, other-awareness

and were abl e to manage themselves and others better I
freplacing negative self-talko , Aireal Ity loit fitaev@mide g e s sand dndestaniiegr s

their personality styleo, fi f oinguos whatis i mpor smadt Ginot r e acThisijougpeyso f as't
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was tough at times and required vulnerability. Lauras har e d , AThis journey has, af

very uncomfortabl e. I't has challenged my perceived |
VERY wuncomfortable at ti mes. | dondt | i ke bearing m
then it has also openkatel emratwlimloed newtmked feedback
take it personally bwt itds been tough at ti mes

There were two participants who, despite sharing that they had become more patient with others

and | ess judgemental, sai d, AYou al most feel l'i ke a
training just to become a I|ittle Hointeeawanre O0bddaudgeac
my circle, I would think to myself, so many peopl e h
every time | converse or see something they update

Sharon was ar ohelp.@decaugemot focay that t feel | am better than them or than

they are right now but | feel that there is a step ahead. | can see the difference and most of my

friends that know me can see there is someitihing that
So, yes, itds been a very good journey. o

Differences in participant  sépersonal lives

Each focus group felt that their personal lives were very different. When this group was asked this

guestion, al | participant s sirhrespanse.dTheteavgred rangeof A YES!
reasons and examples supplied. Forthree participants who had all struggled to assert themselves,

they had realisedthat i The NO thing really workso, Amy siblings
am more confident and people | i st en t o wh attheilr emotoons effectidlyg wasg i n g
another key area of difference shared by Katik)l partic
and fworry |l ess about the small stuff. Desoppgce what r

making excuses about .owhiyl |h aoeen 6nandizan paetftily retgescae
conversation. o

Differences in participants  owork lives

The answers were diverse and personal but all participants shared just how much they were using
the techniques and tools at work and taking responsibility for changing their lives. For example, fi |

am more approachable at work and people can see the differenced or f | have also | earn
go and realise a | ot of t Sarafina). sSix afrthe eighb garticipants my cont |
mentioned learning to let go and realising what was in my control and what was out of my

control. Muhammad realised that fi | can only change myself. To change

starts with me. | never had a pro blem speaking out but have become more patient. | can also
visibly see that everyone in this group has changed. daurasaid, il 6ve stopped being t1l
and t aken c on tVusotdok avdr a project hoi oheehad.been able to make a success of
and realised thatheisafi b et t e r rof mf éndurenmeneand the people around me. This has
really addedehedghored the nahescaayuesr s and, to eveampletededs sur p

the project in just one month. Preesha added, fi | used tionmatuee ared ndi be taken
seriously. Now | push back and ask relevant questions. HR is shocked in a good way.0 Anke, fi |
have learntto speakupandf i nd t hat | am holding my customer 6s mo

things hanging because | am too scared to ask. | am bolder with questions | ask and | get mostly

positive feedback. | also think before | write . 0
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The most valuable part of the experience

There was an aspect of the programme that stood out for everyone, i Di spl acing | imiting
me € ce you learn to have that shift you open yourself up to bigger possibilities in your career

and your personal life. That has been the most valuable part of this course for me. Most
uncomfortabl e al so blaurd). EaaBnaadded:t val uabl eo (

For me it séreally trying to, or understanding that we are different and trying to

understand where the other person is coming from. And that because of our value

systems, our experiences, just our different personalities that we are different
people, and tobea lot mor e accepting of other peopl e. Ser i
been the biggest thing and i tdés affected the way
people, at work, in my private space and | feel some relationships, whether with

family or partners could have been handled a lot better had | gone through this

earlier in my life. You know because | was very strong headed, | am always right, |

am Mafata, | loved confiict, and | really did [said with emphasis]. And now [ try and

hold back and, so it has really changed me (Sarafing).

All other participants agreed that they could relate to others and manage conflicts better and
Afbetter influence my environment and the people aro
valueodo and fdbeing i ning hiam geh arfgenysfel Ho va nwi Ible | react

The value of continual learning over the nine -month period was emphasised by every participant:

/| 6ve been on various courses over the years, but
that this one has beena concer t ed one I n the sense that wedd |
t hen wedéd all go back into our [ i ttl e comfort zon
back. So it kind of like forces you to reflect more often, more regularly, do the

homework, read your notes again, that type of thing. So [/ think that for me has

been a major difference. Obvious/!ly itébés got [ ots
/7 ke a once off, you know [ i keltrealymakesize 6s 7/ cki ng
difference. It changes lives (Muhammad).

The group all agreed and Mandy added, i Bec assng oi 0§, itds not just one m
section 6tickdéd type thing. ltés continuowsly |l earnin

The least valuable part of this process

From an assessment gerspective, they all enjoyed and found immense value in the EQ-i2? but less

sot he B &dduse they were from different departments and teams they did not feel like it

was an accurate reflection of the climate of their team. Katie also admitted that she did not

answer honestly, because she was afraid there would be a backlash. Four others agreed. Laura

felt that A Overal l, |l earning about emotions and how they
effectively, understanding and valuing different social sty les, awareness of sub-conscious filters

and belief systems, setting goals, creative problem-solving, coaching and presentation skills all

came together in a holistic way. The only disconnect was business writing skills. | think it is

valuable but as a stand-alone. 0 Thr ee ot her part i cNupammadsAnkegndeed wi t h
Sarafina shared that they found it challenging to do the homework tasks and journaling even

thoughi t was beneficial so fAimaybe Ankel) coul d be mini mise:q
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Advice about this p  rogramme

Wh a't stood out was how i mportant the participanto6s
them arbck! iomgtihnegyd ,Af el t sugpf eadn dt os hiaotpesdparticipants very u t

specifically mentioned the importance and value in their group. Katie shared first, iwe had fun.
We shared knowledge. We formed a bond so precious that we felt comfortable enough to share

things about ourselves that woladrademéndered: ot her wi se st a

When | Ffirst saw t heywordohow onlearthvia 8is graupka 6 o h

complete unknowns all going to relate to each other and interconnect and how on

earth s this going to work?06 | mean from that f
looking at each other and going what do we have in c ommon and the only thing we

could find was purple, we both had purple on. And now it is just such a sense of

sadness that the journey comes to an end as a group, certainly not as individuals.

And that this group will di ss méanylevelbandtause wedbve
me that has been exceptionally rewarding and | really want to thank each and every

one of you for that. You guys have been amazing,
every one of you. And | thank you for that, | thank you for your honest y, | think you

for the laughs, the tears, the different perspectives have been inspiring and that |

value enormously. Thank you.

Muhammadal so felt that, fipeople sharing their experien
me realise that we're all human and we're all going to have pain or problems or success I'm
actually grateful t oPartiogpants did mot likef chabhgng groups orohaving o

someone join their group. Anke remembered being excited arriving for training because:

The whole morni ng | t hought , Mahgy, |/66mnm ggoabaomaa skeéee

gonna see Katie, unti !l | wal ked wuvup the stairs and real s
group. /| 6m not gonna see you guys on that day. A
t heyobére pr agbtahbelry bfutnel tloi ke our group and the con
had and |/ think as individuvuals webve had conve.
otherwise and run things by each other or we go and vent with each other. |

thought, | 6é6m actuvualouy so glad [ 6é6m in this g

Vusifelt the same way:

| enjoy engaging with everyone. | had a chance to attend a wonderful session with
the other group but | really missed this group. So I'm glad | was in this group, there
was a lot of sharing of knowledge and ideas. | was probab ly the youngest one here
but | never felt inferior. | felt that | was also valued, my ideas were heard and my
opinions were valued so | think it was quite a good space for me. Thank you.

Lauraconcl uded, AThi s course is t heitnakesyouthinkbfsor e ever
many aspects of yourself and others and the world, every part is valuable and | like that it is

spaced over so many months so | can practise between
3.7 Participants 06Video Reflections at End of Interven tion

During the last module of the intervention, p articipants were given five to seven minutes to share
the final story of their development throughout the programme. The content that was shared
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during the focus groups discussion (that took place two months prior to the par t i ci pant 6s

presentations, see Section 3.6 of this chapter), contained the same themes that re-emerged
during the final presentations. For example, all participants reflected on where they were at the
start of the programme. Moreover, all participants shared that becoming aware of beliefs,
understanding how they shape reality and how eachpers onds bel i efs differ
their relationships. Challenging beliefs and integrating new beliefs or the beliefs of others changed
their worldview. For example, Danny expressed that before the intervention he had been very
closedminded, argumentative and not prepared to listen. As a result of the intervention, he
changed his behaviour and perspective, became more open-minded and achieved more fulfilling
relationships. While presenting his final story, the change in D a n n lgebasiour is evident in his
body language illustrated in Figure 3.1 Video Still Before (Closed and Argumentative) vs. After
(Open-Minded and Fulfilling Relationshps). Note that all before versus after stills show participants
wearing the same clothes because the recordings did not happen before and after the intervention
but were recorded at the end of the intervention and simply illustrate the participants telling their
story of where they were before the intervention versus after the intervention.

Figure 3.1 Video Still: Before (Argumentative and Closed ) vs. After (Open -Minded)

Apart from the tools provided to shift limiting beliefs and set goals, there was very little reference
to the actual content or tools provided during each module. Five people spoke of business writing,
four people spoke of coaching, three people spoke of learning to present their ideas and six
people spoke of being assertive. In other word s, what each participant took away and used was
secondary sharing. Participants spoke more about how they had changed since the beginning of
the programme and the impact it had had on their lives, their self-awareness and their
relationships. For example, two-thirds (16 participants) have changed the way they approached
conflict and 22 participants s ai d t he pr og rcahmameg i wagsd folri fthehweoitd
differentlyd. The life-changing experience PJ had during the programme is depicted by his body
language in Figure 3.2.
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Figure 3.2  Video Still: The Programme was a Life Changing Experience

The process of shifting and seeing the world differently was depicted in Stefan6 s f i nal present a
video, shown in Figure 3.3 below.

Figure 3.3  Video Still: Expanding Worldview s and Seeing People Differently

As shown in Figure 3.3, Stefan drew various diagrams on the flip chart to show that perceptions
can be deceiving and provide a limited view of the world. He shared that through the programme

his major victory had been that he was able to open his eyes, see the world, and people
differently. This is illustrated by his change in hand gestures and facial expressions.

All participants were grateful for the safe space that was created to change, and expressed the
importance of the faci | i t at or and gratitude for her Afexpertis
p | ayasavel as enormous gratitude to the group for their support. Thirteen participants also

explicitly acknowledged that this process would be ongoing for them a n d fiapreentadkes a

I i f etVioshei ummed this up by saying, iSo .Thercoursee t hese
wi || have a | ifelong effect and to you Sharon | t hi
whole | ot. And youdve abBosfromauhsae bestof pak tolyou ridffeah wi t h  u s .
hopefully we all get to meet again and whenever we do we can share experiences and continue to
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learn and grow because that's what it is about.0 Their final presentations were very emotional and
humbling and they expressed enormous gratitude for the programme. Stefan shared:

EQ has been moulded into my core and | take what you have taught me with me

every day and use it to the best of my abilities . We are all going to miss you a lot

because you have changed somany peopl edbs [ ives in this office a
for us all, so thank you for that (Stefan).

Khayaadded,iThat fil e is my f utourte ;whle naelvveay sl 6rne fsetru ckka owki t
and know that | will find the answer on how to tackle thei ssue 6 and Al truly appreci
course, more than anything, it taught me how to be human towards humans. It humbled me and

changed my life mor e t han | Avanda). ePreqoussads ol (wi s h | had this EQ

when | was young, | would be s uch a winner now.0 Her feelings are expressed in Figure 3.4 Video
Still: Expressing the Feeling of Being a Winner below.

Figure 3.4  Video Still: Expressing the Feeling of Being a Winner

In Figure 3.4 above, Preciouswas very excited and animated (shown by her hand gestures and
facial expressions) because she was dancing while expressing how the programme had helped her
to gain the knowledge and tools to become a winner.

38 Participantds Letters

Five participant 0s akeetpetintervention angl wiote to share theéirgpodress

and gratitude (see letters in Appendix G. Lauraw r o t Tégnk ybu again for the enormous impact

you have had on my life. | find myself quoting you often to those around me. 0 Laura made major

career advancements during the 18 months following the programme and would write asking for

advice or to share her successes. She eventually reengaged the researcher as her coach because

of the enormous benefit she received from it during the intervention and she felt she needed the

support again. Thisis reflected in Laurabs emai |l to her boss to obtain app
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Having participated in a very broad range of development opportunities in my 25 -
year career, | can honestly say that the combination of the personal coaching and
training with Sharon has had the biggest impact on me. Since undergoing the
private coaching sessions, | have become more selfaware and more effective in
both my professional and personal life. Two significant professional achievements
that | can directly att ribute to the skills | learnt is that | took a conscious decision to
re-evaluate my professional career, make some finely tuned changes and have
subsequently been promoted into a more senior position. | would like to resume
personal coaching with Sharon to support me in my new role ( Laura).

PJ also wrote regularly to share his progress towards his goals while Stefan wrote with life
updat es aTmahk ypwfor bejng o supportive and guiding me to be who | am today . | am
truly thankful for everything yo u have done for me and the team. 6 Stefan often commented on
the huge changes and improvements the team had made since the intervention.

3.9 Participant soQuestionnaires (One Year Later )

A year after the intervention, the intention was to draw a sample of eight participants from the 23
participants who had completed and invite them to complete a semi-structured questionnaire to
determine the impact of the intervention one year later and the sustainability of the results ( refer
to Appendix H).. However, in practice, the invitation was extended to all participants who had
attended. Of the 23 participants invited, 17 returned the questionnaire by email. Stefan (BW1, P8)

replied to say, A wi || go through all/l the'sinfor mat

happening in my life. Thank you for being so supportive and guiding me to be who | am today.

l 6m truly thankf ul for everyt hi n guthisoagtualcampletedd one f
guestionnaire was never received. Three participants kept promising to send their questionnaires

but ultimately did not respond. Muhammad had left the employ of BASF to pursue a new
opportunity and could not be reached. Thembi had been promoted and indicated that he was

doing well, and had even won an internal award for best customer service but he could not

complete the questionnaire as he was extremely busy.

Promotions or Career Advancement

Of the 17 participants who responded, all participants answered that they felt the programme had

developed them as leaders and 13 had been promoted since completing the programme. Together

with Thembi, this came to 14 promotions, and more than half of the total number of research
participants. To achieve their promotions, Ella and Khaya both left the employ of Barloworld

because the IT environment at Barloworld was very uncertain. Khayas har ed, i am now
Group and working as a senior WM/MM SAP Consultant still in IT industry. | left Barloworld

Equipment end of January 2016 because there was no direction on whether the IT departm ent will

be outsourced or whether we would be retrenched. | would never have had the confidence to

l eave if it wa s m&dura Wwas mprontoted te Cammunications ldanager of CCE

Europe Manufacturing Sites and said

This promotion came about as a direct result of the EQ training course that equipped
me to take ownership of my professional journey. | took the conscious decision to
disengage from the negative influences that were making me miserable in my job
(while I loved what | did it was the pe ople who | was surrounded by that were not
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my happy space) and move to a space where | am appreciated and considered a
valuable contributor to the business and the team. The new position was created as
a result of my initiative and it was not a company str uctural change.

Laurahas since been noticed by the MD of BASF as a fri
organi sat i oince beenmpbmoked again. She is now the Head of Communications and
Transformation, which is significant career growth in a very short period, and says, it he
training and coaching with Sharon helped me fast track myself to more success tha n | coul ddéve
imagined possibled (Laura).

Preeshar e mai ned in the same position but repedined that
volume and responsibilities.0 Vusi too remained in the same position but was selected to visit the

BASF Head Office in Germany to gain experience and training This is considered an honour that is

reserved for individuals who show significant potential. Viloshni was not promoted but she shared

an important achievement by saying, fi think by the end of the cours
with knowing that | had already achieved what | had initially set out to achieve when | took on

this role. | think th at it all paid off, and though 2015 was a truly hectic year both personally and

professionally, it was by far one of the most incredible years of my life from a growth and

development point of view. We finished our EQ course a day before the BWE Smart Partnher

awards, and | was chosen as the overall winner of the event. | represented the Division at the

CEO Changemaker awards in November last year. | must say that it was a pinnacle and defining

moment for me, both from a career and personal point of view. | know that you will enjoy the pics

attached.0 Two pictures of Viloshni winning and receiving the CEO ChangeMaker Award are

depicted in Figure 3.5.

Figure 3.5 CEO Change Maker Award Winner 2015
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The images in Figure 3.5 depict Viloshni receiving the highest award any employee at Barloworld

can obtain. In addition to the work promotions, awards an d achievements, the participants shared

how different their lives had become and howtheycont i nued to fAwithout real i s
eachmodule on a d aklid).yrhete avere teimys they had not managed to change. Ellafelt

she was still bad at time management but overall they had continued to grow the year following

the intervention, and all participants felt the programme had developed them as leaders. Sandrad s

story follows and the remainder of the participant transcripts and their powerful transformative

stories are available in Appendix K

Where do | start? This has been such a life-changing journey. A journey that brought

me to a place | never imagined | would be, a place of forgiveness. This journey has

taught me to reflect on where | have been and where | am now. | cannot rewrite my

story or life but | have made the choice to make this a brand new start on an old

path. | am not as compulsive anymore [ learned to step back take a deep breath and

coll ect my thoughts, to | isten with empathy and
able to help. | am cal mer, more patient. | donébt
with the intent to answer but to understand. | also take more risks. This programme

has most definitely developed me as a leader because it taught me to have a voice in

a more djplomatic way and | can now motivate and uplift others (Sandra).

3.10 The Managers OPerspectives

Ten participants reported to the same manager, and 14 participants had changed jobs or had

been promoted after the programme so it narrowed the number of managers available to

participate significantly. However, six managers were invited to participate and four responded

(two from Barloworld and two from BASF). They wer e asked to rat e t he
effectiveness in developing personal leadership capacity as well as describe the changes they

noticed, and whether the results of the intervention had been sustaina ble (refer to Appendix | for

the detailed questionnaire).

All four managers felt that the programme had been successful in developing their team me mber s 6
personal leadership capacity. Three of the four rated the success a 9 out of 10 while Caroline from

BASF felt that in some areas the success was an 8 out of 10 but in other areas only a 5 out of 10.

She s ai dThembhpatta,lot more thought into his emails and monthly reports than he did

before. He was less confrontational and dealt with conflict better. 6 She just felt that
this change in his behaviour depended on who he was dealing with and he was more courteous to

managers than he was to some members in his team. However,s he added AOverall, t h
very positive impact. He received an award from the Internal Sales team based on his attitude and
support. Thembihas al so been promoted and is, unfortunately

Sam from Barloworld also saw a big difference in her team:

/| took over as t he gwhiewapebtbey had attergledrthe 8Q | 7 t t | e

training but | had interacted with the m before becoming their manager. The team

consisted of 12 individuals on my arrival. | was immediately aware of two very

di fferent / evel s /In the groupé tsitymed of t he t e
professionalism that the others were showing less of. Those stronger individuals

have definitely progressed due to the fact that they have embraced the tools in EQ I

six of them were promoted into positions outside of the team and Sandra has been
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promoted into a supervisory position within the team. So, yes, this programme has
definitely developed their personal leadership capacity.

Dineo agreed, and describe the changes she noticed in Viloshni as follows:

After attending the course, she was more aware of her team dynamics and

personal ities. She /s more engaging with her dir
t hemo what to do. She s more open to [istening
programme, the one consistent feedback I received from both he r peers and internal

clients was that she was fixated on her way and refused to see any other side or, for

t hat matter, | isten to otherds view. After the co
ot herds views and | coul d see rsaffinemeatiys consci ous/
(she normally would talk over others). In fact, she asked the team to try to

determine which personality types they were so we could try to understand how we

can relate to one another better.

Sam agreed with the increased maturity and ability to engage others differently. She observed

t hat her team fihad the maturity to handle difficult
also able to interact with a higher Il evel within the
She alsoelaborated further on Sandra

The new supervisor (Sandrg) has been placed in many difficult situations moving
from colleague to line manager and | have watched her handle some difficult team
situations. | also know how emotional and impulsive she was before starting the
programme so | was surprised when she was promoted but when taking over the
team | soon saw the enormous change in her. She is a very different person.

Paul Laurabs manager) also saw tremellalmus growth and matu

Laura was struggling on a personal level with the management style of her
functional manager. A number of factors had led to her indicating that she was
considering leaving the company. The programme (along with the coaching between
modules) all happened at the right ti me for her. As a result, she took the initiative to
change her working situation internally. She st opped thinking that she wu
of the situation who had no influence or co ntrol. She adapted her mind-s e t Ghe
has gained in confidence through this process and continues to do so as she sees
the positive impact that her change in mind -set is having. Laura now believes in who
she is and the valuable contribution that she makes to the site leadership team and
to the company. She is being recognised for her contributions in various fields and is
a sought after member of global communities within the company. She has recently
been approached to take on a senior role in the organisation that, when she
implements her influence, will have a positive impact on the business.

Regarding sustainability and impact on the business, Sam (Barloworld) said:

The team often quoted EQ and the modules covered. In answer to whether this
development has been sustainable, | would definitely say yes but | also think that
has a dependency on the type of individual and their drive and ambition. Those who
are willing to understand themselves better and therefore grow are definitely able to
sustain their development. The impact on the business has been that EQ has
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allowed us totake ne w r ecr ui t s t o t hter abcuksd ntefsesm atnal pirfamat i o
in other areas of the business.

Dineof el t t hat t he domewhdtsugtaimabhed andirans tim@é-to-time she could see
that some of the old behaviour patterns reoccurred. She expressd that:

It would be nice If there were refresher courses for people who have done the

course. Overall, the impact this programme has had on the team and/or
organisation is that it has improved the team dynamics. It would have been great if

other members had also done the course as well.

Caroline (BASF) felt that the development was sustainable and Thembi had even been promoted
as a result. Lastly, Paul (BASF) said that the results were definitely sustainable and added:

The difference between this programme an d t he ot her oqui ck hitéo
programmes Is that it was run over an extended period of time which allowed for

the concepts to be practised and brought to life in real work situations. The

homewor k components ensured t haanngthkéng e was dodaft
place, reinforcing the topics under discussion. Regular communication and coaching

sessionswith the facilitator between training sessions also ensured better learning.

3.11 The Experts 6Voice s

Six OD specialists who were experts in the field of leadership development in South Africa (and

worked internationally), were interviewed. They all had more than 15 year sd® e,xapder i ence
qualification at a PhD level The selected experts consisted of an equal nhumber of male and

female participants, including one African male and one African female. This was in an attempt to

include a diversity of cultures and perspectives. The intention was to continue with more

interviews, if data saturation not have been reached, but this was not necessary. The voice of the

experts, their rich stories, insights and expertise have been summarised below according to the

interview question schedule (Appendix H.

The meaning of holistic development

All experts shared that holistic development involved taking a fsystemso perspective or approach

to development and is a journey of authenticity finvolving everything surrounding an individual

and the individual dés relation to different social s
that spaced Rifa). During their discussions, five of the six experts mentioned the importance of

Senged systems theory and three of the six referred to Wi | b er & sintegrdél th€ory.) The

researcher resonates with Johnd sontribution that holistic development means:

lam a free human, and be i ng freel y connected to the ecosyste
tuned in that way, should make me more responsive, and responsible, in the way |
take the lead and manage things. Holistic development means you are probably more
prone t o embr ac enderstaad to enbrace the shailow of life. You are
probably more inclined to collect ideas, and to connect things. So the focus will
probably be less about you, but about you being, sort of being engaged in the world
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ina di fferent wa yless of asélfcéntrds ¢qu, amd mbré of rark gware
and responsible you (John).

The notion of holistic aspects of self was elaborated by Rina as fbody, mind and soul

development, or as Jung would have described, the intellect, the doing side and the being side

both together.0 Naleisaechoed this,ia h ol i st i cinvdvesimengal, ghysicas, spirifual and
emotional é | t hi n lng that dhe seltd bomprises maaycaspgatsiasd so who we

are, at any particular moment, is informed, is nourished éy es nouri shedé by that e
comes from these four components.0 Louisa May commented, fiWe are absolutely holistic. We are

open systems, open energy systems. | believe that we have various life dimensions (spiritual,

physical, mental, emotional and so on). And you've got to manage all of those, all of the time

because if you neglect one i because we're a system7 i t af fects eVumragreddi ng el se
but felt that education as large did not recognise this type of development:

Holistic development means tapping into your authentic humanness. We human

beings, we are whole, and we are, in ourselves and of ourselves, holistic. Yet we tend

to pick on and focus on certain aspects of ourselves [like physical or mental] and

leave out the rest because maybe we donét wuvunderstand 7 t. The curr
our education system, globally in fact, is not enough, does not even approximate

human qualities in their wholeness. So holistic development is something that the

world needs to open up to. Develop the whole person, bring them into bare... Into

real i sing that ybealdy euaywaesidugryouvwere (iTumi).

Ways in which an individual can be developed in a holistic way

All six experts said that there was no single magic formula for developing people in a holistic way,

and John and Naleisaboth admitted, il am a bit cautiouso and Al am a
t hat I would be developing peopl elLodse Mayadded, ifoe opl e de-
can take a horse to water but you cand t make it drink and people can on

reach their own level of awareness.0 Louisa Mayf e | t t hat somet hing needed t «
Rinaf el t fidi ssatisfaction with what was must be bigge
truly ini t . I wi | | just fil t e rPetdtboiresanated withrthis uagdhsharagy t hi n ki |
that we need to go through {0 change ant to ecalisedhat bemgment s of
vulnerable or going through these things does not make us weak.0

fiFor me there is no other way todothist han t o create a space that makes
(Rind and practitioners needed to ficreate a §lpm@i)ce to | e
Naleisa also resonated, AAs a practitioner onandl|arratermpaceavithmf a ¢ o mp
which peopl e can Reteltdo i t hisa safe enviromrent within which people

can start to share some of their crucible experiences and what they walk through in terms of

adv er slehh gid Mot mention creating a safe space but did say one can only ffacilitate
awarenessandddas t he individual mu s t become involved in t
Rinawas the only one to mention at the point t hat i t
content, for me, is actually not that important. It is about the journey I do believe that any course

or quick fixes or the on ce off team building is a rah rah and not necessarily sustainable. So for me,

it is a journey and for me the journey must lead to personal sign ifi cance . 0
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Again, all six experts agreed that to develop leaders in holistic ways requires the process of
Aindivi Rmaxti we pheed part of the programme to focus
youjoybut we donét doTumi}l dohantagreed amai sgidk

We need to probe the construct of reality in the mind of the other because

holistically, my whole-ism, my whole, will be different from yours é and [ f you can
facilitate awareness of mindful potential and mindful experience and allow that to

emerge, that could be powerful. But, that means, that our world would have to have

very little appetite to actually be in charge of what this development would be. It

would mean that | just want to make sure that you come to that point of magic of

whatis YOURre al i t y . That al most fAahao moment and say t
to many things (John).

John felt that organisations did not yet have the appetite to allow people to embark on an
unknown journey of individuation. Pete agreed and shared the following:

If we create that environment, in the safety, then we can start to have real
meaningful conversation about what that means for them as individuals and as
human beings. So that becomes a rule, fostering trust, managing of confiict, creating
shared meanings those kind of things that are often not the things that people

necessarily think about, top of mind, when they think of a leadership development
program. But from the people going to the program, they're often the things that

they need the most, although they won't necessarily be the first to admit it (Pete).

Tumi resonated with John and said, iWe do not focus on this [individuation] enough because
webdbve got targets, wedve got balanced srrowitraad ar ds, wi
limitit to, | Wé&want todeliver in this financial year. ®

Essential prerequisites,  design principles  and/ or tools

All practitioners felt that enteringt he system from a place of wellness &
b r o k eTond) was very important. Rina creates fisacredness and the sacredness lie in the

seriousness and the sacredness allows mclusivity and to do this | attempt to make everyone in

every training program feel okay.0 Louisa May agreed, fPeople need to be allowed to make

mistakes and just be human OPete concurredwi t h ¢ r esactosancigspafieaa safe space and

Tumi included that fi w create and hold this safe space for our clients to do their profound,

personal devel opment work. And itds our hatspgonsi bil
for them to do the work. ltds power ful wor k for t

supporting someone to find themselves.d Naleisa also ficreates a safe space and in working with

another gives people permission to be seen and when another person sees us, it almost affirms

us. It gives us a sense of what I'm saying, thinking, feeling is valuable and it's to be respected.

So, f ohatidteeactionfithat constant interaction is very very important to me when | design

s omet hJjohngadded the i mport ance of ffentering into the real

unexpected in being with other people. And, not having any expectation other than being aware

and just being there andansdayinmagy Ol aasnkéd hw od ga rpdaluysay ?

Challenging paradigms and beliefs also emerged as being important. Rina said:
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The sacred spaceand valuing each member asks of us to acknowledge the games we

play, the wunconscious dynamwsaitevbe Ilitmpacbpotépe
understand that | may be different from you. | think that acknowledgment of

diversity of thought and the stimulation thereof leaves people with a sense of they

are understood (Ring).

Tumi fichallengese xi sting paradi gms, existing steremtypes. E
what they think, who they think they are and how they think they operate and how the world

works. We are so programmed and conditioned wedre noi
of Heti.reesiasvar eness t hr o uapduses integsat cbaching to gupport people to

Afind their highest purpose because with it comes t
you already have it in you.o0 The work of a coach is
Asupporting pemgellevelm.af snd vahaes ifacilitating awa
questionsii t i s the most i mportant piece. o

The use of narratives and stories to increase awareness and create a space to work together was

important for Rina, Louisa May, Naleisaand Tumi becaus e fiwe r e s 0 n a tilarrativeish st or i e
important because people like to share. They learn when they discuss stuff. So a lot of group

wor ké | edlve thdirewm poblems and get them to recognise things that they didn't ev en

know about themselveso (Louisa May). Tumiu s e s i &toriescbecausef | come from an African

format of working with leaders. Storytelling is powerful. | tell anecdotal stories that just raise

awareness and customise them to suit and fit the client so that they work for the m.0 This means it

is important to fknow your audience 1 that is terribly importantd Lduisa May). fiKnow that you

never know it al | and each <client is different; t he
system. Always be open to learning and to embracing n e w  §umi).fLbusa May, Pete, Tumi,

Naleisa and Rina customise the pr ogr amme t o sui't t he chdi Temit 6 s uni c
reinforced that:

If  ifats@esific intervention or tool] not working, d ondét hang onto it so much.
why, as coaches, practitioners, interveners in organisational systems, we need to

have the biggest toolbox ever and have every tool in there é If we only carry

hammers, everything suddenly looks like a nail (Tumij).

Al | experts agree that t h e y(Pe®@roei ienroyt Ipave co m u e tatboadi &
tooldshn) .( They <can pPR;mabdDabytmuisigde backed by a f#fAstror
f r a mlmhn) ( a thdorefical underpinnings that then gives people permission [and confidence]

to play wit hNaléishle btehceaoursyed A(i t gives them opportunity
that back i n their Pete\®etaeeen $aid heyhadanoved away frdmdbeir(g the

isage on a tismulgneote akout the following:

Co-creation and team dynamics than taking ownership. | think there is a far greater

risk as a leadership development practitioner doing it this way because you can't
always guarantee that you're gonna get what you want to. Because this is not a

McDonald's drive-through, it's much more of an experience. | think the richness of
that experience means the outcomes of far more lasting and far more positive a nd
far more dramatic (Pete).

95



How do you know development has taken place?

Tumi used a fA-g 1 p c k and pastéehaviour measurement, and said that it was difficult to

measure the ROI of an intervention if you didnotk now t he fAcurrent state of th
desired state. Knowing this helps the client to see
Similarly, Rina includes formal assessment measures like EQ pre and post or BeQ culture

measurements, but says

On a different [evel, ftdés [n the stories and ho
many years later. Those things are sometimes | think i it brings the magic. The

practitioner can feel it. Maybe you cannot claim it is you really. As a catalyst, you just

maybe have been given the experience and the catalyst is supposed to withdraw

itself after the intervention but it does make me happy (Ring).

Louisa Mayalso listenstothec hange i n p e aml haticgsthasth eoyrstofebtaming and
complainingé  a stalt taking responsibility for their lives.0

Naleisaand Riname nt i o n eithmetidteaevaludtion can be short-sightedd and peopl e mi gl
even negatively evaluate the programme negatively because it challenged them and they felt
vulnerable. After Day 1, they ei t her il ov e fasttforward tohhe tered ofithe b ut é

programme [it was a continual modular process spread over one year], they were now one of the
ones who rated it most highly, astransf o r ma tNaleisg).0Nal¢isalinked this to the fact that :

Itcandét jJjust be a quick dip of the toe /i nto a pa
praying that people will have got ten it and I'm going to be inputting immediatel y and

making big changes in their lives. Learning is a process and as we interact with the

material and take it to their real world, that's where the test comes. And so, | think

it's important to have processes that are ongoing in some way (Naleisg).

Pete agreed and contributed:

Continuous assessmentis needed; it cannot be once off, s o wedéve moved away fro
the big project that needs to be done in week 15. We hit the ground running in week

one and this then starts to create a portfolio of evidence througho ut the 9-month or

12-month programme. They start to know to themselves and apply and integrate

across personal, work, family, community and so on (Pete).

John was different to the other experts in that he spoke of a shift in energy and said:

When the develoome nt happ éreedds an energy bisntometer  hat
excitement? Is it discomfort? Is it engagement? And there may be other words é i t 6 s

not about positive or negative, b u tmov e ment . /' f things are the same
think anything of that. A nd unfortunately, mostly, things are the same (John).
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Ensur ing learning or develop ment is sustainable

Although it was mentioned in all of expertsdinterviews at some point, Rina was the only expert
who (in response to the question of sustainability), rei nforced the design and development of the

programme and emphasised havi ng a Asol id t h e oor yt iwarla Wwith under pi n
psychological constructs or adult learning principles. If your ontology, your epistemology, your
philosophy is solid thenonecanreal | y trust your process because youbd
aspectthatthenecessary | e arTakingiagblefdedmppeack was also only mentioned

by Rina and she defined it is as follows:

Blended for me is in the methodology. | like to design something that ensures the

individual has exposure, the group have some work to do, the organisation i using

technology in different ways. Some things will be very practical; other things will be

very theoretical. And then in between, content models. So for me, blended is all this

toget her, and technologyé more and more | will r
of online questionnaires, online resources, those types of things (Ring).

Pete and John did say that they attempt ed to integrate online tools and resources before and after
the intervention.

What stood out from all six experts, and was mentioned through a number of questions and
especially related to sustainability, is that it must be a fijourney ratoffer t han
i nt er v eRnd).iLauisadMay experienced the following:

If you go in and you do a quick intervention and that's it, it'll be interesting maybe
one out of the 25 will really stick to it. The rest, six months later, you need to retrain,
because as human beings, we revert to type because fundamental things (like a
crisis) have to happen before people actually change. A real depth of intervention
must be between six to nine months, with ongoing integration and practical
application to make the learning stick (Louisa May).

Naleisaagreed, fiThe journey must connect what they are learning in the class with their inner and

out er wRete attdngptied to connect the learning by creating whathe called il ear ni ng pat hs
and emphasised that fiwe are really mowrimagljlmaway fro
agreed that the process needed to be ongoing and connected to participants outside world, but

admitted:

Wedbve managed tDlothisbeaulfulIsgs levelathesfore saying they
are successful but whether they are successful out there, | think the verdict is still
out. | hope we can let people really embrace the notion of asking and probing, as
opposed to telling and answering. And, we are not doing enough of that yet. | think
we should do much more in our post alumni space of keeping the questioning going.
And wedbre not doi n@ohnough of that yet

Tumial so said that sustainabil i hadtoibe customiBed for thek y one o
client. Pete resonated and felt that sustainability , is firobably the biggest pot of go Id at the end of
the rainbow, orthePand oBoax sf or | eaderships practi tdidnmoter so and

even try to ensure that interventions were sustainable but sold the quick fix instead.
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Track ing the success of an intervention

Rina and Louisa May again mentioned that the success of an intervention is often based on
academic success or result and is ftracked by evaluation forms and wheth er the person graduates
or n baleisai s more dependent on tr acRnaifelis Alsooverk r esul t

i mportant f ori fheyoub edoanuéste sithow them the i mpact of vy
Il i ne, or culture, or personal growt h, you wonot ha
because they cut the soft stuff first in most on organisat ions.0 Pete agreed that he would like to

track the ongoing results of the participant s after the intervention but @Acl i ents often do 1

pay for that.0 John honestly admitted that he felt that they were not tracking long -term success of
interventions, and that a good tracking mechanism could make a big difference.

Louisa May and Tumi were also interested in the changes or stories emerging from the system. A |

hear and see the success in their stories and lifed (Louisa May) while Tumi said, fthe system will

tellyouand showyou i f youdve Faroftheseyperts alsosnfentibnedd fAnother

way of measuring successiswhen the client doesnét need you anymor

Pitfalls practitioners  should avoid

fil think the biggest risk is that we have preco nceived assumptions about what works, and that we

donodt meet the system where they are at. I al so thi
[stick] it in, rather than understandingthesy st em and wor ki nRina.tPeteagreeash t hat o
that you cannot fisi mply try to take a model and expect tha

s i t u aTumiechoedboth Rinaand Pete when he said the following:

The first one s you dondét know shit. Thereds no
be shocked, you will be surprised all the time at how much knowledge and wisdom is

already in the client system. Tap into that. Suspend your own knowing, you will learn

more, you will be more impactful. Do not assume that something is broken because

then your orfentat ion is towards fixing. People systems have their own equilibrium,

their own format of health that we may not resonate with, we may not understand

from our external perspective (Tumi).

Naleisa ¢ o n c u rthirkidg, the finformation | have is sacrosanct and cantbbe challenged is a
major pitfall . | think if | can just put it in one wor d, if we can avoid assumptions and rather let me
@skbbecause when | assume | bring all sorts of wuntrutt

Naleisg Tumi and John also reinforced a concernabout practitioners trying to
ithe General in this change t hi ougfeachkingbasedingood; ontr ol 0.
hard, rigorous science and be an expert in itd Lduisa May) but then Aoperate from
space ofsefand create space for people to takBhaesd.ri sk and
AThe problem with |ifelong |l earning is, the |l onger

know very little and so I'm probably less confident now thanlwasw hen | stRetet edo (
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Additional tips or advice for developing individuals holistically and sustainably

The advice from the experts was to firstly, i Shar pen yourlLousavMaypnditake ¢Car e

of your own personal development. Your own robustness is so, so, so importanto (Ring). In
addition to that is the importance of supervision ar
to where they bel ong and to grow inside afterdoifwetjustrventi on
deliver. First part is what do | contain on behalf of this group? Is this frustration mine? Or is it the

system& ? And those types of r ef | Rimdt LonisadMay ahd Naldisa n k it 6s
both agreed that practitioners needed to take care of their own development and well-being as it

is the only way we can go into an intervention wholly accepting of another and from a place of no
judgement to fAall ow pe dqubkaeMay. dVe &tilkhawe tode ablb ® Jjovingly e 0 (

fi lcallenge and chase people to get to the core of who they are. We must help them to unlearn
centuries of learning, where Jmbdve told them who the

The second piece of advice from John, Pete, Rinaand Tumiwas t o take a fAsystemic
and comextually smart. The thing that wor ks i n one syworkmanatben 6t neces
space and it is understanding of that context that will make your intervention fit either congruent

or not congruento Rifa). Tumi added:

There are no perfectly fitting leadership solutions anywhere. Some of the broader

solutions to leadership challenges around the world come recommended from the

well-k n own , most popul ar model s, especially the Am
done more research, more writing on it. Those are useful, but they are not th e d&e

all, end all6and one-size-fit-all. They are meta-models, meta-tools, frameworks and

benchmarks that we should d e f i ni t el yendedto take that @nd dstomise it

carefully into our own specific conditions. South African and African workplaces have

somet hing wunique and different, thereds a strong
suppressed for so long, among most of the workforce, even managers that have

risen up to that, black and white. It is a big part of who we are, and when we tap

into that, things work out much easieré We need to take our context, cultural, social

environment, into account in developing our leaders. When we do that, we realise, in

fact, the rest of the world is actually s ear c hi ng f awvorld hekdstmére t h e

humanised workplaces and we have Ubuntu right front of us. We live it: we work it

(Tumi).

Naleissagr eed and fAhopes that we are able to help orga
organisational systems rather than just money driven. There's more to life than money. We need
to get back to being human and |living our purpose. o0

Rina was the only expert to mention that she was a | svery gio-accreditation. So being involved

with the Institute of People Management (IPM), South African Board of People Practices (SABPP)

and the American Psychological Association (APA) so you can ensure you have a good network but

also that you are tapped into current ethical practices.0 Thi s researcher agrees t|
important because you align yourself with best -practice, integrous standards.

Rina also concluded by sharing her feelings about the study:

! would also liketoadd that | t hi nk it 6s an [ mportant study. /It
fmportant. | -puhbiiniks Wietdb.s luntdheirnk t hereds a gap for
work is excellently pitched, so ultimately I think it will contribute to the validity of our

fiel d. |t ésdymarightdagd lassconkudtigy orientated. But that scholar -
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practice dil emma and | think t hatugglingdo paradox th

define. | think i tés mani(Rigsti ng beautifully

John also included his feelings and hoped that the following would be remembered in the context
of this study:

Be aware, in the notion of holistic engagement, that there will alw ays be part of

real ity that exists that you needtagveiasiele, and

answer. Because in the learning, people may not be able to share what is really
there, because they are maybe not ready to give what is there. You may ju st get
what they are able to give you, but that may no t necessarily be who they are (John).

3.12 Conclusion

This chapter provided a summary of the various slices of data collected throughout this research.
This included the EQ-i?? and BeQ results of the 23 participants who completed the intervention, as
well as their lived experiences through the intervention (obtained from their self-reflective
journals, focus groups and final video presentation transcriptions). A year after the intervention

the participants and their managers shared the impact and sustainability of the result of the

intervention via a questionnaire. Lastly, the voices of six leadership development experts sharing
their thought s on holistic and sustainable personal leadership development were also included.

From the summary of all the data, the intervention appeared to have been successful and the
results sustainable. Participants had many similarities and common themes that emerged in their
development experiences, swch as gaining an expanded worldview and skills for better
understanding and managing their emotions and relationships with others better. While other
development experiences were unique and personal, and often a participant took away something
from the intervention that no one els e did. This reinforced that participants development needs
were often as unique as their fingerprints. Overall, 14 participants were promoted after the
intervention and their managers felt that the intervention had a significant impact on the
individuals, the organisation and the results were largely sustainable. It was interesting t o see that
what the participant s shared about their development was echoed in their ma n a g feedisaék.

This data was gathered with the aim of an swering the research questions and meeting the overall
aim of the research. Chapter 4 will describe and discuss the analysis of this data and the results
thereof.
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4 Chapter 4: Data Analysis

4.1 Introduction

In Chapter 3, the data collected was presented to provide the context of the participant s 6
experiences of the phenomenon of holistic and sustainable personal leadership development
within the field of study. After presenting the data in Chapter 3, it was reviewed numerous times

to distil the essence of the data and interpret the participantsbexperiences. This chapter will now
explicate the details of the data analysis conducted based on a blend of hermeneutic
phenomenology and grounded theory. This level of detail is important to ensure academic rigour
(Oates, 2006) or trustworthiness (Guba, 1981). It will become apparent that the suggestions
made by Silverman (2003) were observed. These included, but were not limited to, field notes,
transcripts of interviews (used to reinterpret and check or re -check where necessary) and
thorough and appropriate tabulation being used.

The use of hybrid research methodology was dominantly influenced by the work of Viljoen -
Terblanche (2009), Annells (2006) and Rennie (2000). The use of a joint approach was predicted
by Strauss and Corbin (1994), and has proven valuable in studying this complex phenomenon
because it required much breadth and depth of study (William & Hutchinson, 1991; Annells, 2006;
Viljoen-Terblanche, 2008). Kafle® (2011) explanation of data analysis in hermeneutic interpretive
phenomenologyand Charmazés (2006) constructive approach t
approach to data analysis. The sections that follow will start with the presentation of the
descriptive statistics analysis of the EQi%° and BeQE results, and then outline the approach to the
transcription of data, followed by the combined use of manual coding and ATLASt. Then the
details of the hermeneutic phenomenology and grounded theory coding process and results will
follow.

4.2 Data Transcriptio n

The part EQE psultst Be® results, self-reflective journals, one-year post-intervention
guestionnaires and their managersd questionnaires were all submitted in written format so no
transcription was required. The focus groups and final reflection presentations were video-
recorded and the expert interviews were recorded digitally, and therefore required transcription.
Due to the high volume of data produced, some of the transcriptions were outsourced but the
researcher quality-assured each one herself, and read all texts multiple times. She did this to
ensure that she immersed herself in the data but avoided coding or jumping to broad
categorisations prematurely (Charmaz, 2006). The researcher also transcribed each of the focus
group discussiors herself because she was the only one who could differentiate between the
voices of the participants, and she wanted to remain close to the data (Charmaz, 2006).

4.3 Combined Use of Manual and ATLAS.ti Software for Analysis

Coding started as soon as the first piece of data was collected, and the first 150 pages were coded
manual ly. During this process fAeach wunit of data wa:
of constant comparisono (Rodwell, 1998:58) .s I n cons
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preferred because the findi ngs need to be grounded in the data and
to guide anal ysi s de8)iltssoon besame appamernt tha thd large tourdeBof

data was going to be difficult to manage manually, and would be extremely time-consuming for

one coder. The decision was made to employ the support of two external research psychologists

who were well versed in the use of ATLAS.ti. Their support not only ensured that the data could

be analysed within a shorter period but introduced the resear cher to ATLAS.ti and enabled her to
Nféextract, categori ze, and interl i dkolurdeadf sourcee g ment s
document so ( AS).lAéc&ding to,DenZirDabdLincoln (2005), computers are beginning

to play a bigger role in the analysis of qualitative data.

Learning to use ATLAS.ti was easier than anticipated andall initial manual codes were transferred

to ATLAS.ti and proceeded to use it to analyse all data collected through research Step 1 to Step

8. Because the data comprised 209 documents totalling over 1200 pages, analysing the data

without the use of a computer-based data management programme would have resulted in

additional weeks, possibly months, of work (Seaetre, 2010) . Not only was the use of ATLAS.ti less
time-consuming and more efficient but the goal of the constant comparison was in part to reduce

data and identify causal relationships between the categories, making computer-assisted analysis

highly suited (Weng, 2012). ATLAS.ti also adds to the rigour and trustworthin ess of qualitative

inquiries (Tajuddin & Jauhar, 2015; Drisko, 2013), while allowing the researcherto d r aw dwer @
constructions and(Charmaze20G0520)% ahe iresearsher did return to manual

analysis during selective coding and theory building. This was because the research project was

interpretive in nature, seeking the meaning of subjective experiences, and Weng (2012) identified

that the use of afi manu al met hod provides room idnmfanorreati vity
causal framework that makes the most sense in meaning-ma ki ngo ( WenTBhe coémyl2: 8) .
process followed will be explained in detail next.

4.4 Data Coding

Data analysis and data gathering were conducted simultaneously in a constant comparative

fashion with the awarenessthat icodi ng i s not a precise science; it
(Saldaia, 2008:4) and involves the process of labelling segments of data to simultaneously
categorise, summarise and account for each piece of data (Charmaz, 2006). Qualitative research

has in fact ffevolved into a multidisciplinary enter
(Saldafia, 2008:2), and within the context of this study, coding for both hermeneutic

phenomenology and grounded theory places emphasis on ideas, concepts ard themes arising

from the data rather than fitting data into preconceived categories (Corbin & Strauss, 1990;

Charmaz, 2006). The difference between the two methods is that the purpose of hermeneutic

phenomenology is the understanding of the phenomenon or lived experience of the participants

whilst grounded theory is used for developing or testing theory. Therefore, the coding techniques

applied (open, axial and selective coding) can be, and were, used to facilitate all aspects of the

study. Initially the p rocess started with the data gathered from Barloworld Group 1, then the data

gathered from Barloworld Group 2 and then BASF (in other words, during Step 1 to Step 4 each

gr oup 6 was dnalysed separately). Then the intervie ws with the OD experts were analysed.

Then a year after the intervention, questionnaires of both participants and managers were

collected and analysed and finally all data could be integrated to construct the theory from the

data. It was a lengthy processed that spanned a three-year period.

(@)
(2]
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4.4.1 Open Coding

4.4.1.1 Immersion in the Data

Before open coding could begin, the researcher immersed herself in the data (Van Manen, 1997).
This involved transcribing and organising texts and the iterative reading and re-reading of texts to
begin preliminary interpretations that could facilitate coding (Ajjawi & Higgs, 2007). Employing the
use of two external research psychologists enabled dialogue about the emerging coding
framework, and served as a vehicle for reflection, expansion and revision of the emerging ideas.
The value in the use of external coders was initially to spread the workload but went far beyond
that in supporting the researcher to consider alternative interpretations , and added a richness and
thoroughness in interpreting the data (Barbour, 2 001).

4.4.1.2 [Initial Coding

Open coding then began by reading through the data several times and by breaking down the

data into discreet parts to create provisional labels (codes) for sections of text (also referred to as

data or quotes) relevant to the research questions. Coding was not based on existing theory but

on the meaning that emerged directly from the data. Sent ences were taken apar
similarities and differences that could facilitate the identification of central i deas (mostly referred
toasdiscrete concepts)o (Taljaard, 2014:183) . These ce
name to become a concrete concept or basic unit of analysis (Strauss & Corbin, 1990). Re-

occurrences of a particular concept could then be identified and grouped to gether to form a

category, which related to a specific phenomenon. It is important to note that the researcher

agrees with Sa | d a { a 6 sotiof thal AltBough a set of themes is a good thing to eventually

emerge from analysis b u t Afa t heme i § coding, categdrizatiom eand aanalytic
reflection, not somet hing that i st this paint theresweele f coded
fother rich discoveries to be madeo (Saldafia, 2008:13) by simply staying with the data and

exploring phenomena like the participanté process, emotions, values and so on.

The initial coding for Barloworld Group 1 was done by hand to enable staying closer to the data

andtof ol |l ow Charmazés (2006) advice ofortrsepleandi ng open
precise, comparing data with data and moving quickly and instinctively through the data . The

researcher, together with the co-coders, discussed, interrogated and refined the codes until a

suitable coding framework emerged. The example below (Figure 4.1) illustrates the initial manual

coding process. The handwritten text in the figure (which might be hard to read in places) has

been included in typed format to the right of the figure to ensure readability.
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. . et i e i
The first time I heard T was going for EQ), it was 7 Conorde== " o Considered EQ a

i =lns = ‘ e ptieaes punishment
like OK, punishment and tortufe and then she |
said nine months, I thought this is now |
business!! She’s really planning on torturing me
and then. .. e
D oA
o T ; {g/ _...‘< EQ lesons learnt

What T've (earnt is to communicate. Emotions ~ — <=7

: P sen .
play a huge role. = ; - communicate

31 \A— .
Ygrin papt - forgive

I've learnt forgi;/eﬁéé'?which I never had [gets
= e e L i R - less impulsive

very emotional] T would say irTany personal life Jo \
N e ) A et eye opener

‘was a dillicult, difficult thing to get through. = B et - beliefs i

! e ) M recognised own

And in my work life T learnt not to be so / e Y . J
RN e e e} Delief system
\{{E_E‘U__}SI/VG because 1 wﬁgugmglixve if things : JM\ - how it impacts
weren’t done the way I wanted it to be done. (l~~/ others (home/work)

e oo Vi)

And what was an '§§e-opéﬁﬁfor me was the

""A'\beligfsz‘ learning about beliefs and how my

beliefs have( restricted me in so many ways and

how I enforced my beliefSyon my kids and on

other _people also. So, I would say in my i / E . |
—OR0 L SR e W Eaced issues!
personal life, it has had, it has played a huge role 1:",”//;/,,;://—/:;

) n ggti&g through things in my life that I always
— Cburied)and T always thought that T would never P corhiere of77=  Recognised

v ¥ |
0 o gpl .
even attempt to talk about it so thank you. e Lt T strengths she did
T e : -
== Do think she had in her

e

Figure 4.1 Manual Coding of Data

Figure 4.1 above is just one example of hundreds of pages that were coded manually (refer to

Appendix L. Once the categories started to fill up and the coding framework had been established,

the coding framework and all hand-coded data were transferred to ATLAS.ti because it would have

become unmanageable to continue with all data collected (eventually amounting to over 1200

pages of text) in a manual fashion. The process of constant comparative analysis (between
participantsd data within a group and eventually across groups) was critical in ensuring that the

theory generation was fAintegrated, consistent, pl aus:t
1967:102), and was also easier to manage in ATLAS.ti Throughout the process of coding, the

researcher allowed hersef to be influenced by the data and wrote numerous memos to aid her in

building insightsintot he essence of the story emerging from the
the intervention as well as identifying the key variables in the research.
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4.4.1.3 Revision or Clean-Up of Codes

This process was much more labour intensive than the research expected, and lasted many weeks
as it involved reviewing every single quotation and code. It is important to note that throughout
this process the coding scheme was refined by adding, removing, expanding and revising the
coding categories. Sometimes codes flourished in a way that there was too much data, sometimes
referred to as a monster code. In this case, the code needed to be broken down into sub -codes to
better organise the data. The use of a Codes Primar y Out put Table (o
analysis tools) was included to assist with the revision. This table was used to see the distribution
of the codes across each participant and document type to begin to assess what could be a low
frequency or monster code. A Code Ccoccurrence Table was also used with the aim of
identifying and removing possibly redundant codes or codes that occurred repeatedly for the exact
same gquotation segment.

The process started with 686 open codes (a small extract is shown in Figure 4.2) that was printed
out to enable the meticulous and detailed recording of the audit trail as codes were deleted,
merged or revised.

Codes aS at 20 July 2017 —‘Audit Trail for merging and clean up

w6t
APPLY INT CONTENT ) ST \WND  (f (7/?7 oS @ ﬁ’
apply_able to breathe / relax, : HRioks SUBGEY 2‘) e VZA(/ %) RVP\:‘I

4\/ pply_able to express self (N\é

apply_able to face challenges / néw (not avoid) GQQV\‘
pply_achieve goal using WFO
apply_build rapport/hWO/EMM‘-L/ M‘VW
apply_communication within context — %93
apply_creativity / master mind group (MMG) / hats
apply_DGD filters

apply__dffferent 'so?ial Styk.!s V\M/ apﬁl u‘j}‘f §,U~Sf~ M\W

apply_displace limited beliefs Sornt W At~ meden

vgepplv_do my part / do what's needed / Caded o
)apply_don't distort situation I+ kL &W &_Mé»q' 22)o7 |2oid.
oo sha Co-@3ed

apply_don't generalize P D
apply_EQ in various settings (work / personal?ﬁ} W o hat «J/““‘k’ do

ﬁf‘o l/Ju.L osess Wiedt™ O
apply_focus on what is necessary / focus on positive iﬁ\ﬂ V‘Q‘/&"‘M
\%pply _gain inspiration (feel-good quotes / statementsj M&J/

éé@@

J7)apply_filter / delete info C'/ ~ @W‘
ply_goal-setting using SMARTEST
apply_identify viable solutions / consider logistics j /
apply_identifying problems

X apply_implement necessary changes for problem-solution

. oxed)
apply_Merril-Reid assessment \q'
i @app'VJJay attention 2R, i’],);‘-)iﬁ ‘wﬂwgw
apply_positive feedback expenencedq applying INT — W‘fe& +D F%D ' ; o e (8, =

v 4 >
\—)pply _respond appropriately to sltuatloﬂ(r"‘) W~ ool — "’—*SP X EV - OWU)E% Mc
apply_say 'nice no' 3 ) ose
xapply_team productivity VK/
@ apply_value others Uﬂ) S
Figure 4.2  Extract of Audit Trail for Code Revision and Clean -Up

Figure 4.2 above is an extract of 10 pages of codes that were meticulously revised and the audit
trail recorded; 11 codes were deleted immediately because they were not used. The codes were
then organised them by grounded-ness to assess each code one by one.lt was possible to delete
a further 31 codes based o their lack of grounded -ness. During this process, categories began to
emerge and were used to organise the codes effectively. Constant comparative analysis and
memo writing were conducted throughout. By the end of the code clean-up process, 383 codes
that were relevant and appropriate for this study remained.
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4.4.1.4 Developing of Categories

The initial process of coding the data started to provide clear evidence of emerging categories. An
example of this is shown in Figure 4.3, taken directly from ATLAS.ti showing the way participants
spoke of the lessons learnt during the intervention.

Name Grounded Density
° lesson_communicate within context (adapted to time, pers, pl... 32 4
] lesson_diplomacy / co-existance with others / respect 32 3
®  _lesson_emotional management~ 58 15
° lesson_empathy / put self in others' shoes 49 3
° lesson_improve presentation skills / powerpoint 12 0
] lesson_Improved writing skills 17 0
° lesson_learning process requires time, focus & energy 45 3
[ ] lesson_life happens (not personal) / life is (+)(-) / pursue peace 23 2
® < _lesson_meaningmaking from (-) life events / forgiveness~ 9 1
] lesson_mind your own business / stop complaining / be part... 13 1
° lesson_non-verbal communication is part of communicating 10 1
° lesson_recognise (+) changes in self / behaviour / impact of o... 42 1
[ ] lesson_recognise areas for self-improvement / opportunities f... M 2
° lesson_recognise own strenghts / skills / maintain good qualit... 51 2
® lesson_recognise what can/cannot be controlled (surrender/a... 60 3
° lesson_replace negative self-talk 25 7

Comment: FEdited 20/07/2017 10:39 by Super

Recognise emotions, control reactions, manage emotions

Figure 4.3 Develop ment of Categories and Sub -Categories

The following categories emerged from the data: Challenges the participants were facing,
application of tools received during the intervention, feelings participants experienced, growth
experienced as a result of the intervention, the importance of group dynamics and having a space
to learn and grow, the importance of the facilitator and feedback about the intervention and what
worked and what did not work. Each category had sub-categories as shown in the example in
Figure 4.3.

4.4.2 Axial Coding

According to Strauss (1987), the purpose of axial coding is to identify relationships between the
open codes and categories with the purpose of detangling and describing relationships on which
the axis of the category is focused. Charmaz (2006) argued that this encouraged the use of an
analytical frame (or structured scheme) that was not always useful and might A ma lgmeunded
t heory c¢ umBlamszo 20863) afd too rigid. Her approach to linking categories and
constructing a model was more flexible, and she referred to it as focused coding, which was
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preferred during this study (the terms axial coding and focused coding are used interchangeably).
The move to axial coding was not entirely a linear process but an emergent process that called for
concentrated, active involvement in th e process (Charmaz, 2006). Datato-data comparison helped
with this coding phase and the researcher repeatedly asked, in relation to the research questions,
fWhat are the connections among the codes? What fits together, what does not really fit? Are
there any large codes that still need to be sub-divided, recoded or reorganised? Are there any
codes that can still be merged together?6 Where open coding fractured the data, axial coding
reconnected the data in new more abstract and interpretive ways (De Vos, 1998; Birks & Mills,
2015). During this phase, the aim was to understand categories with regard to their relation to
other categories and their sub-categories.

Both ATLAS.ti and manual methods were used for axial coding. ATLAS.ti was useful for creating

network views to visually understand categories in relation to other categories and their sub-

categories. This required sorting through co-occurring codes and actively consideing how the

codes linked together to explain the phenomenon of holistic and sustainable personal leadership

development. By sorting through the codes, it was possibleto di scer n whi @k nvoewde 6 ni c
ver sus-tobaeed. Thi s pr ociegthe taxteoq guotatiend forreact codeyto

critically consider inclusion or exclusion. As a result, various network diagrams emerged from the

data, such as the one depicted in Figure 4.4 below.

] ] lesson_recognise areas for self-improvement /
lesson_trust self / inner voice / opportunities for growth (aware)
PS50, oS g,
ey S “op

apply_able to ®
breathe / relax

- grow_changed approach to
grow_open to critique / feedback conflict / diffuse situation

valued / feedback important for growth .

/

dte,

I apply_journal

assog,

3 - grow_aware of surroundings and
I lesson_admit own mistakes / own up to behav GO, others perceptions / feelings
feed_eye-opener / cause of grow_changed outlook on life /expanded
life-changing worldview / greater understanding

Figure 4.4  Axial Coding Network Diagram Example

Figure 4.4 shows the relationship the participants experienced between journaling and applying
breathing techniques to be open to feedback, and to be able to admit their mistakes. This
changed and expanded their worldview and they provided feedback that it was an eye-opening
and life changing experience. Figure 4.4 was one of 22 network diagrams that were created.
Manual printing and analysis was also used for various categories and sub-categories that needed
comparing; for example, some o f what had been coded as a Ol esson
6application ofoftah e oion di wird waglrébo.wtThhe only way to dis
together these codes into the correct categories was to print the codes side by side and then
manually review each piece of text associated with each code to ensure it was correctly assigned.
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After much active participation, deliberation with the co -coders and comparing concept to concept,
to identify similarities and differences and to ensure consistency in the coding of concepts (Strauss
& Corbin, 1998), the categories were restructured appropriately.

It is important for the reader to note that the data analysis through this research was blended

and, therefore, enabled the choice of hybrid research methodology, namely hermeneutic
phenomenology and grounded theory. The use of axial or focused coding is applicable for both
methodologiesas during this phase of anal gredeseratechusingi second
the researc h e théoretical and personal knowledge; these were abstractions of the first order

c onst r(Ajevi & AHiggs, 2007:624) as is appropriate for hermeneutic phenomenological

research.

4.4.3 Selective Coding

Selective coding is the final phase of data analysis, and involves choosing and integrating core
categories as emergent themes by relating them to other categories and core categories (Jones &
Alony, 2011). The themes were developed from the results of the open and axial coding stages of
analysis. During this stage, the following transpired :

Themes and sub-themes were further elaborated and their relationship clarified by
reading and re-reading all the data. This stage involved continuously moving
backwards and forwards between the literature, the research texts and the earlier
analysis (Ajjawi & Higgs, 2007:625).

In addition, the researcher moved from analysing and understanding each part of the text in

relation to the whole by asking how the meaning of the part wa s informed by the whole and the

context of the whole. This process was dialectic and iterative and informed by the hermeneutic

circle (see Figure 2.5 The Hermeneutic Circlg. It enabled increased understanding of the texts

and have deeper engagement with the data. In so doing, interpretation of the research

phenomenon of holistic and sustainable personal leadership development evolved, and an
understanding of the paeimic ig@hasintdépsh interpretation helpep er i enc e
identify meanings that the part icipants could not articulate, considering the complexity and tacit

nature of the phenomenon being investigatedo (Ajjawi & Higgs, 2007:625).

Where axial coding facilitated the organisation of codes and concepts established during the open
coding stage into categories, selective coding now enabled the saturation of the core categories
(Alemu, Stevens, Ross & Chandler, 2015. Both Glaser (2001) and Charmaz (2006) agreed that
reaching data saturation was not seen as the point where the same pattern occurred ov er and
over but At lizadion ofcompagigons vfahese incidences which yield different properties
of the pattern, unt il no new properties of the patte
was conscious active and erred on the side of being overly cautious in deciding the point where
the categories were saturated and theoretical framework was worked sufficiently . Eventually the
point was reached where the analysis did not bring any new categories, even though the stories of
the participants still varied in their specific content, and data saturation was reached. This study
was commenced with the awareness that there might not be enough participants or sufficient data
to reach saturation but by the end of the study, more than enough data was collected and data
collection and analysis could have stopped long before it did. The use of memos and constant
comparative analysis wa s i nstr umduring @dch ol theke réfinement and saturation

108



processes, the analysis moved from mere description to concept ua(Alenruaéetiabn o

2015:534).

According to Strauss and Corbin(1990), selective coding is complete when all inferred themes are
integrated into one theme. I n other words i
single storyline that covers all inferred themes (Holloway & Wheeler, 2002; Benecke, 2006;
Schwart z, 2 0 Talfaarad, 2004c2B8) . 8 @l complete the selective coding phase and tie the
main themes together into one central theme, again a combination of ATLAS.ti and manual paper-
based analysiswas used. Another co-occurrence table was created but the purpose was different
to that of the data clean -up process. The reason for re-doing the co-occurrence table was to focus
on the relationship between code categories as an essential step to understand how these
relationships related to the research phenomenon. In other words, it was not to determine code

redundancy (as in the case of code clearnrup), but for identifying and establishing the essential

relationships to the phenomenon. The co-occurrence table was printed (because it spanned
numerous pages, refer to Appendix M) and used it together with post -its to make notes and draw
all themes into one central theme with a coherent storyline.

For this particular study, the analyses resulted in the emergence of five major conceptual themes,
sometimes referred to as central or core categories. They represented the overarching themes
discussed by all research participants in the context of holistic and sustainable personal leadership
development, and enabled answering the research questions. The key themes are as follows:
Importance of Cohort Learning, Importance of the Facilitator, Importance of Application of

Learning in Real World, Need for Challenges and Vulnerability to Shift Paradgms and Learning is a
Journeyand Takes Ti me .(Themextictapterexdplordsithe lierature that was used
fas another source of data to be integrated

the core category, its properties and related categories have emerged and the basic conceptual

a

conce,

into th

devel opment is wel/l u n d Eherefarg; the corE tategodes are dIsOuBséd 1 2 ) .

exhaustively, and the relationships among the five core categories are elaborated.

4.5 Content Analysis

Content analysis was mostly used prior to the coding process (discussed in section 4.4 Data
Coding to synthesise and integrate all data including relevant literature. Viljoen-T er b1l a
(2008) example of integrating content analysis as an analysis technique was followed fit
incorporate the data which had been obtained via the different data gathering efforts into a

holistic attempt to expl or e t{Terblapchee 20@8128n blayring
(2000) proposed two different procedures for qualitative content analysis. Rather than using
predetermined codes or categories, inductive category development was used whereby the codes
and categories were derived from the data. This approach was necessaryto allow the research
findings to emerge directly from the data and to make sure t hat fkey t hemes

reframed or left invisible because of the preconceptions in the data collection and data analysis
procedures imposed by deduct i vEe theary that emergd dywsd
then developed and built upon by using grounded theory (Charmaz, 2006). Despite its name,
content analysis is more of a data reduction technique than an analytical one because it breaks
down lengthy text material into more manageable units of data (Kohlbach er, 2006). The three
phases swgested by Elo and Kynga (2008) were followed, these comprised the preparation
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phase, the organising phase and reporting the analysing process and the results. The phasesthat
were followed to break down and reduce the text wi Il now be discussed.

4.5.1 Prepara tion Phase

There are no defined rules for analysing the data. However, the key feature of all content analysis
is that large volumes of text are classified into much smaller content categories (Weber, 1990;
Burnard, 1996). The preparation phase starts with selecting the unit of analysis, and Graneheim
and Lundman (2004) pointed out that the most suitable unit of analysis is whole interviews

because they are large enough to be considered as a whole, while still small enough to provide
context and meaning to the analysis process. The researcher, therefore, immersed herself in the
data, interview by interview or video transcription by video transcription, and strove to make
sense of the data by following Dey 6 s ( 1 9 9f3réading dhe dataevhile constantly asking:
Who is telling? Where is this happening? When did it happen? What is happening? Why? While
immersing herself in the data, the researcher was attending to the manifest (visible surface

content) as well as the latent or underlying content meaning (Graneheim & Lundman, 2004).

4.5.2 Organising Phase

Organising includes open coding, creating categories and abstraction (Elo & Kynga, 2008). This
process was started by hand, marking keywords or phrases with a pencil, then highlighting in
various colours to start placing the codes into the categories she identified. She attempted to
make the coding process as simple as possible and engaged in constant comparative analysis as
well as discussion and debate with the external researchers employed to assist with data analysis
aspect of this research. This organising phase was extremely lengthy and involved the meticulous
reading and reading of the texts. After some initial organising and coding by hand, the data was
moved to ATLAS.ti to enable more effective management and ultimate use of the large volumes of
data.

The aim of grouping data is to reduce the number of categories by collapsing similar or dissimilar

categories into broader higher or der ath@dategpres i

was to provide a means of describing the phenomenon, to increase understanding and to
gener at e knowl edge (Cavanagh, 1997)0 (cited
abstraction was then to formulate a general description of the rese arch topic through generating
categories (Polit & Beck, 2004). The abstraction process continued as far as was reasonably
possible, keeping in mind that the intention was to build on this initial understanding through the
process of blending hermeneutic phenomenology and grounded theory data analysis strategies as
discussed in section 4.4 Data Coding An example of the research process of data abstraction is
shown in Table 4.1 below.
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Table 4.1 An Example of The Abstraction Process

Sub - Category

Generic
Category

Main
Category

That innocent small little voice in my head telling me that | am
not good enough.

Il dm in the habit of thinking
this in time, this normally result s in my not being able to
complete what needs to be completed.

| am fighting negative self -talk to keep myself positive and
coping.

Negative self-talk is my biggest enemy i outwardly | know
what to say (perhaps creating an unauthentic facade) but my
internal dialogue continues on a self-destructive path.

Chall_Negative
self-talk

Listening effectively has always been one of my challenges and
| still have to make a huge effort to listen .

| do tend to zone out when the speaker is talking about a
subject that does not stimulate my m ind.

Quite often | tend to listen to only part of someone's
conversation or request.

I feel that | sometimes dondt
others when | listen, especially in the workplace.

Chall_Listening

I dondét hawiet lpafistengiedo ypgheo p |l ¢
correct word) becauseldonét want to expl
over and over.

Um, I didnét take the time to
just thought he was a stuck-up old person [chuckles] who was
very full of himself.

| was very judgemental.

In the beginning of this programme, | would probably think
that this person is crazy or something like that, and move on

from there and not even give them a chance.

Chall_Judgemental
/ misperception of
others

Challenges

In Table 4.1 above many challenges that the participants were experiencing before the
intervention commenced were uncovered. The number of challenges (an example of a main
category) was a total of 21 sub-challenges or sub-categories. Three sub-categories are depicted in
Table 4.1 by way of an example. The full list of final categories and sub-categories are available

electronically for viewing and exploration in ATLAS.ti.
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4.5.3 Reporting the Analysing Process and Results

Interpreting and reporting of the research findings was only done after the open, axial and
selective coding processes (described in section 4.4 Data Coding) were completed. This was to
allow for the essence of the story of the participant s lived experiences during the intervention to
emerge (facilitated by hermeneutic phenomenology strategies) and to allow for the theory of the
phenomenon to be built sufficiently by using grounded theory and the framework of holistic and
sustainable personal leadership development to emerge.

4.6 Descriptive Statistics

Descriptive statistics were used to anal yse t he p-aand post-interaentiord BQ-i*p r e

scores. The theory of Emotional Intelligence and the specific definitions of the Bar -On EQi is
detailed in paragraph 1.3.1 and the assessment overview in Annexure A As outlined in the
research steps (see Table 2.1), both pre- and post-assessments were conducted to show the
impact of the intervention on the participants El. The intervention was specifically designed to

develop personal leadership capacity by focusing on the development of El. Descriptive statistics
were the preferred method of analysis because the required output was to describe what the data
showed, and not to try to reach conclusions that extend ed beyond the immediate data alone as is
the case with inferential statistics (Trochim, 2006). The use of descriptive statistics also enabled
presenting data in a manageable and graphic form.

4.6.1 EQ-/2° Pre- and Post -Assessment Scores

Barl owor |l d Gramaypest-sdo@s(in pigue 4.5) are now presented, then Barloworld
Group 2 and finally BASF.

Barloworld Group 1: Emotional Intelligence Pre & Post
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Figure 4.5 Barloworld Grou p 1: Graph of EQ -i?° Pre- and Post -Results
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Figure 4.5 shows that the emotional intelligence development journey yielded positive results. The
intervention was designed to enhance the emotional intelligence of the Barloworld e mployees with
specific focus on enhancing Self-Perception, SelfExpression, Interpersonal, Decision Making and
Stress Management. In the Barloworld Sample Group 1, of the eight employees who had been
identified to take part in this study the total emotiona | intelligence scores of all but one improved.

P46s score remained wunchanged at 117, which is al

surroundi ng P 6idtesvention scgre dna hew ghe achieved such a significant increase
is outlined in 3.3.1 EQF° Barloworld Group 1 and is one of the biggest improvements the
researcher has experienced during the course of her career. In total, EQ increases by an average
of 18.14 points.

The graph that follows (Fig ure 4.6) illustrates the scores for the second group at Barloworld who
participated in the same intervention designed to enhance their emotional intelligence.

Barloworld Group 2: Emotional Intelligence Pre & Post
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Figure 4.6  Barloworld Group 2: Graph of EQ  -i%° Pre- and Post -Results
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Figure 4.6 reveals that the emotional intelligence development journey for this g roup again yielded
positive results. Of the six employees who participated in Group 2, the emotional intelligence
scores of al | but one i mpr theee doints Bul dverall she tvad ea
healthier EQ profile because she started out wanting to please people at all costs and her Self-
Expression Composite before the intervention was 78, which is considered to be outside of
effective functioning (between 86 and 104 is the effective functioning range). After intervention,
her Self-Expression Canposite had increased to 9171 wi t hin ef fective f
Interpersonal Composite was also 119 before the intervention and decreased to 100 after
intervention; this again brought it within the effective functioning range and ensured that her E Q
results were more balanced. In total, EQ increased by an average of 8.8 points.

The graph that follows (Figure 4.7) illustrates the scores for the third group who participated in
the study. This group was from BASF, and they participated in the same inte rvention designed to
enhance the emotional intelligence.
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BASF: Emotional Intelligence Pre & Post
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Figure 4.7 BASF: Graph of EQ -i?° Pre- and Post -Results

Figure 4.7 shows that the emotional intelligence development journey for this group yielded
positive results. Of the 10 employees who participated, th e emotional intelligence scores of seven
i mproved. T h r e(B3, RBaR10) pastiagsessnterd $cores decreased by three points;
this is not considered statistically significant and all participants remained within the effective
functioning parameters (between 86 and 114 points). The score decrease for P3 can be explained
by his unhappiness at work and his constantly having to deal with a very difficult manager .
Muhammad left the organisation shortly after the intervention was completed. The score dec rease
for P8 is interesting because her Empathy score dropped the most (from 74 to 63). Having gotten
to know her during the intervention, the researcher can confirm (through direct observation) that
the score after intervention is a more realistic assessment because, at the start of the
intervention, she was not aware of how |l ow her empat
the fact that she received news at the end of the intervention that her husband had pancreatic
cancer, and she was under high degrees of stress and experiencing emotional turmoil. In total, EQ
increased by an average of 8.86 points. When the results of all three groups (Barloworld Group 1,
Group 2 and BASF) are combined, 19 of the 23 participants showed increased postassessment
scores (average = 12.26 points). This is considered a very significant increase in their EQ.

462 Be QE Rmtezvention Results

The BeQE was befor antewentiod to create context and to gain the participants &
perceptions. The results of the assessments were surprisingly similar across all three groups and

almost all lowest scores (excluding one score in Barloworld Group 1) for each group fell within th e
Organisational Gestalt Domain, which is determined by the perceived levels of trust, inclusivity,

ethics and alignment in the organisation, as well as the focus on production, safely and wellness.

Collectively this contributes to the perceived sustainability and perceived culture of the

organisation (Viljoen, 2017). As shown in 3. 4 B e @#ervBmtion Results, the Organisational

Domain includes: Trust, Ethics, Alignment, Inclusion, Adaptability and Business Orientation Doing.
Figure 4.8 below displays the results for Barloworld Group 1.
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BeQ Pre-Intervention Results: Barloworld Group 1
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Figure 48 Be QE HRmtezvention Results: Barloworl d Group 1

Figure 4.8 illustrates that the lowest scores for this group are Trust (56.85%) and Ethics

(57.96%). Most of the other lowest scores, namely, Adaptability (68.33%) and Business
Orientation Doing (69.26%) also fell in the Organisational Domain. This makes sense given the
restructuring and the lack of transparency regarding the changes being made, and reinforces the
groups6 admission that they ,drndduesianed the etlick of somé
of their managers. In addition, this group had experienced much internal conflict before the
intervention, and the trust between members was low too. Interestingly, the two highest scores
(Resilience= 85.22% and Regard = 93.47%) relate to their perception of themselves, which is in

stark contrast to their perceptions of the organisation. Resilience refers to the ability of the
individuals to deal with challenges effectively, and Regard refers to what extent they feel that they

can contribute and add value to their work and thereby build thei r sense of self-worth and ability
to add value (Viljoen, 2017). Thankfully, these scores were high, and likely were the reason that
these employees had been able to remain employed within the organisation at this time.

The following Figure 4.9 below represents the Barloworld Group 2 pre-intervention results.
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BeQ Pre-Intervention Results: Barloworld Group 2
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Figure 49 Be QE Pnteevention Results: Barloworld Group 2

As shown in Figure 4.9 above, all of the lowest scores, namely, Trust (60.83%), Adaptability
(73.75%), Ethics (74.17%), Inclusion (80.00 %), Business Orientation Doing (82.78%) are in the
Organisational Domain. This is not surprising given the restructuring at Barloworld and lack of
transparency during this process. The team did not see the process as being handled ethically,
and did not feel included in decisions that were being made that affected them. As aresult, there
was extremely low trust, and the team did not feel th ey could approach their leadership. They also
felt that if they answered the assessment honestly they might lose their job s. Safety at work was
compromised, but the group tried to hide it for fear of retribution. Interestingly, the two highest
scores (In-flow = 93.75 % and Regard = 97.50%) relate to their perception of themselves, which
is in stark contrast to their perceptions of the organisation. In-flow refers t o their ability to do their
work in a reasonably seamless, yet energising/enabling way while Regard refers to the extent to
which they feel that they can contribute and add value in their work and thereby build their sense
of self-worth and ability to add value (Viljoen, 2017). If these scores had not been high under the
circumstances | do not think they would have been productive and remained employed at
Barloworld under such challenging circumstances.

Figure 4.10 below represents the BASFpre-intervention results.
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BeQ Pre-Intervention Results: BASF
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Figure 410 Be QE PR mtevention Results: BASF

As shown in Figure 4.10 above, all of the lowest scores, namely, Trust (56.25%), Inclusion

(56.25%), Ethics (59.17%), Adaptability (65.00%), Business Orientation Doing (68.89%) are in

the Organisational Domain. This is not surprising given that the group explained that BASF was
operating under a very 6command and control 6 aut o
restructuring was taking place and they had also enforced a d-orce majeure§ meaning that

unforeseeable circumstances were preventing them from fulfilling their contractual obligations to

their clients. As a result, they did not answer the assessment honestly (despite being briefed that

the results would remain confidential and not be disclosed to their management) because they

feared for their job s. We can see their feelings reflected in their low Trust score (50.00%), low

Ethics (59.17%) and low Inclusion (56.25 %) |, whi ch reinforces the group
indicates that they did not feel included and mistrusted the organisational leadership.

Interestingly, the two highest scores (Resilience = 92.00 % and Regard = 95.63%) relate to their

perception of themselves, which is in stark contrast to their perceptions of the o rganisation.

Resilience refersto the ability of the individuals to deal with challenges effectively , and Regard

refers to the extent to which they feel that they can contribute and add value to their work and

thereby build their sense of self-worth and ability to add value (Viljoen, 2 017). Thankfully, these

scores were high and likely were the reason that these employees had been able to remain

employed within the organisation at this time.

It is important to note that Viljoen (2017) asserts that culture d oes not change overnight and
without real leadership intervention at all levels and people with a high EQ have a higher
perception of culture. Therefore, it is putting these organisations at risk of losing critical talent.
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4.7 Internal Audit

The r es e self-refleaive Gosirnal, field notes and memos written through the research
process (especially during data analysis, interpretation and findings) were analysed by using an
internal audit. This was done because a single audit could enhance both the dependability and

confirmabiltyoft he project (Lincoln & Guba, 1985). According

assessment of the influence of the investigator's own background, perceptions and interests on
the qualitative r e s e ad99t:218). prnecefore, steeoresdarkherekeept iraclg ,
throughout; her self -reflective journals kept during the interventions (separated into a journal for
Barloworld Group 1, Barloworld Group 2 and BASF) can be viewed in Appendix N In addition to
her journals, the audit included the memos that both she and the external researchers recorded in
ATLAS.tiduring the coding process. Figure 4.11 below provides an example.

Explore emo - Axial coding #| Memo - CAVEAT Awareness / Exposure to EQ |
4[] Memos (21)
L] Answer mismatch (7) {1-0} - Super
["] AUTHORS {0-0} - Super
L] Axial coding {0-0) - Super

It seems that with increased awareness comes increased challenges.

Being increasingly aware of own position vs. others' positions, that
may cause attendees to judge easily from a "knowing" stance - mis-

L] BASF1_P1 Impressions {2-0} - Super remembering own faults/ jumping into another box and getting stuck.
["] CAVEAT Awareness / Exposure to EQ {3-0} - Super

['] Code cleanup process {0-0) - Super SK's reflection on boxes and positioning self within the workplace is
[ Coding {0-0} - Super a valuable lesson in being humble within the knowledge of 'where I
o X

["] CONTEXT NEEDED {1-0} - Super am' in real time.

L] COURSE RULES: Design note {2-0} - Super
L] DUPLICATE RELATIONAL MANAGER {1-0) - Super

Specific example: P7BW1
["] Greatest shift: Balance {5-0} - Super

L] Greatest shift: Empathy {1-0) - Super Great testimony to the positive impact of EQ in the workplace and

['] GROUP DYNAMICS & SFLF-REFLECTIONS {3-0} - 5| being promoted (not solely due to EQ - goal of participant since 2009
LI Leadership perspective us/them {1-0} - Super -- but I'm sure EQ helped!!)

u PERSONAL ADVERSITY(IES) {1-0} - Super

['] Religion/ Spirituality {0-0) - Super Could be that EQ was seen as an unfair advantage due to the timing

of the intervention and the participant's promotion. Perhaps
RESPONS BIAS (?) {4-0} - S g o R
N W0 Super colleagues are blameshifting? P7.BW1 questions the value of EQ -

"] Selective coding {0-0} - Super .
U elective coding {0°0} - Super perhaps another of many growth processes along the EQ journey.
["] SHIFTS WITHIN GROUP: Design note {2-0} - Super Sad :(

["] 5K BW2 Reflections {1-0} - Super
L] SK final reflect comment P4 BASF {1-0} - Super

Figure 4.11 Memos Recorded in ATLAS.ti

Handwritten manual field notes questioning decisions about which categories to merge or split
during the data analysis process were included, as well as revealing the decisions and the
reasoning behind them. These were numerous and some were written on the printed co-
occurrence tables, others were kept in a research diary, and still others were recorded in a word
document. Examples included the following:

Researcher 6s Field Note: 18 June 2017

/ am questioning how to split the [/ essons
I' do | put it into the EQ -i domains or do | just | eave them all as lessons? Leavng

them all as lessons seems too general and like there needs to be sub-groups. Just

need to trust that | will get there and keep re -reading and working the data.
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Researcherés Field Note: 6 July 2017

If my supervisor were to look at the data, what would she see?| keep asking that

question because! want to make sure | am not reading

there. | can see that the facilitator is very important in the process of creating a safe
space and challenging the group to open up and be vuinerable but | keep checking
myself because | know my personal bias can easily creep in here.

Researcherés Field Note: 20 August 2017

It has been such a grapple to see how to differentiate between the codes lesson /
grow/prac/app !l y / sel f awafinabyétarting o see thelight: a m

1. The apply and practices are TOOLSI | eventually decided to merge them and
code them with the prefix apply.

2. The lessons are INSIGHTS or LEARNINGSE kept the prefix lessons.

3. The grow could be BENEFITS gainedi this is true and | have kept the prefix
grow.

The audit started from the beginning of this study and continued until the last word was written at
the end of this thesis. In essence, the audit was concluded when the study was concluded and all
data was written up.

4.8 Conclusion

This chapter provided the reader with in -depth insight into how the data collected for this study

was analysed It began by explicating the data transcription process, then explaining how all data
collected from Step 1 through Step 7 were analysed by using open, axial and selective coding in a
way that facilitated the hybrid research methodology of hermeneutic phenomenology and
grounded theory. This meant that the analysis moved from parts to whole to follow the proces s
informed by the hermeneutic circle, as well as ensuring that data saturation had been reached and
constant comparative analysis was observed during each of these refinement and saturation
processes. It then proceeded with the descriptive statistics used for the EQ-i?° assessment resilts
and BeQE assessment results.

The data analysis process was also explained in terms of the codes, categories and themes that
emerged as the data progressed through each stage of analysis where they key themes were:
Importance of Cohort Learning, Importance of the Facilitator, Importance of Application of
Learning in Real World, Need for Challenges and Vulnerability to Shift Paradigms and Learning is a
Journey and Takes Ti The follfwihg chap@uwillcchntintie tkedprocess of
making meaning out of the data, by presenting the literature according to the themes identified
through the selective coding process and showing how literature was used as a form of data that
was integrated into the constant comparative analysis process.
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5 Chapter5: The Literature Review

5.1 Introduction

This chapter provides the support for the data collected through a focused review of current
literature. As discussed in section 2.4.9 Literature Review, a preliminary literature review was
conducted before the study commenced to provide context, but the full literature review was
delayed until later in the study to conduct a focused literary search when data analysis was
underway. This was because a typical grounded theory study required literature not to be
reviewed before commencing a research study as it could lead to making misconceived
assumptions (Hickey, 1997:371). In addition, the main concern and its solution could not be
derived from literature, or the choice of grounded theory woul d have been pointless (Christiansen,
2011). Furthermore, delaying the literature review allowed the emerging concepts from the data
to be compared with pre -existing concepts almost as if thes e  w eewedatdd that might modify
or refine the theory (Urquhart, 2013). According to Christiansen (2011) this kind of literature
review may correct the pre-existent literature according to grounded indications, and may give
directions for new research, synthesise much of the literature, and thus in a sense, transcend it.

It must be noted that t he study did not simply compare the emerging categories in the data with
existing literature, but widened the search to include all data that could be located regarding the
phenomena under study to ensure that nothing was overl ooked. This chapter will now outline how
the literature search was conducted, and will then present the literature according to the themes
that emerged from the data and include literature that may be relevant to the theory but did not
emerge from the data. The literature will be presented according to the following key themes:
Importance of Cohort Learning, Importance of the Facilitator, Importance of Application of
Learning in Real World, Need for Challenges and Vulnerability to Shift Paradigmsand Learning is a
Journey and Takes Time (' N dQuick Fixd).

5.2 The Literary Search Process

The following steps were used to conduct the literature search: 1) Use research aim and
guestions; 2) Identify relevant keywords; 3) Compile inclu sion and exclusion criteria; 4) Conduct
preliminary searches; 5) Refine keywords and inclusion criteria; 6) Conduct search, 7) Apply
inclusion and exclusion criteria; 8) Identify articles for full review; 9) Review articles per research
guestion and emerging research theme; 9) Summarise articles in Microsoft Excel. The main
databases used for the literature search were Google Scholar and Sabinet The focus was on
articles that were published in peer-reviewed journals between 2000 and 2016 that were written
in English and addressed some fam of holistic and/or sustainable leadership and/or personal
leadership development | t is interesting to note that
yielded 4,233,551 responsesin Google Scholar and 3110 articles in Sabinet alone yet a search for
fi Histic AND sustainable leaderdh i p d e v e ligldedzero darticles whilea sear ch f
AND leadership development returned seven articles. This reinforces that while the topic of
leadership development has been researched extensivelycurrent literature does not address the
specific topic of holistic and sustainable leadership development.
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5.3 The Voice of the Literature

The literature will now be discussed based on the key themes, and the relevant literature that was
found on holistic and sustainable personal leadership and leadership development, as well as
relevant adult learning literature , will be integrated. The key themes are the following: Importance
of Cohort Learning, Importance of the Facilitator, Importance of Application of Learning in Real
World, Need for Challenges and Vulnerability to Shift Paradigms and Learning is a Journey and
Takes Time (No AiQuick F i )x 0

5.3.1 Importance of  Cohort Learning

Group or cohort learning usually consists of approximately 10 to 25 adult learners who complete
an intervention together (Maher, 2005). In cohort learning, the learners start the intervention

together, proceed through a series of developmental learning events and experiences together
and end the programme of study at approximately the same time ( Barnett & Muse, 1993; Barnett
& Caffarella, 1992; Saltiel & Russo, 200, Maher , 2 0 0 &he .powar lofeinterpersormal
relationships to enhance learning, interpersonal interaction and support, and, ultimately, program

completiond Sdltiel & Russo, 2001:3). Although cohort-based programmes have historically been
a traditional part of profession -oriented education and training (Saltiel & Russo, 2007), their use in
other areas of adult education and training has not been consistent (Maher, 2005). This might be
because staying with the same cohort throughout an entire learning and development programme
may have seemed unnecessary. However, cohort learning has become more popular because of
the significant benefits this model provides (Maher, 2005). A Ed u c at ofocas on oreating
6commuwoiftipescticed or Ol earning communitiesd
among |l earners is valuedod (Maher, 2005:195).

No personal leadership development literature could be found that mentioned or reinforced the
benefits of cohort learning but there was much adult learning literature where s tudies show that
the benefits of cohorts include an enriched learning experience (Harris, 2006; Lawrence, 2002;
Maher, 2005) as well as social and emotional support (Mandzuk, Hasinoff & Seifert, 2003). It must
also be noted that where meaningful connections between cohort members exist, motivation for
learning is increased, learners are more persistent in the face of challenges and more likely to
complete the programme successfuly (Lawrence, 2002; Maher, 2005; Miller, 2007). The
importance of cohort learning will now be discussed more fully.

5.3.1.1 Benefits of a Supportive , Safe and Sacred Learning Environment

While reviewing the literature surrounding personal leadership development, almost no mention of
the importance of group dynamics or the benefits of cohort learning for personal leadership
development could be found yet the analysed data showed that a trusting and supportive group
was very important to achieving holistic and sustainable personal leadership development. Horne,
Van der Berg and Newman (2015) did reinforce how importantit wasfit hat t he envi

n

the participantos wil!/ operate i nHopeaetal, 2015691N i n g

Furthermore, practitioners must be cognisant t hat partici pantds use
the work environment is favourable (Saks & Burk, 2012 Horne, et al., 2015). However, this
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research is focused on the wider environment outside of the training interven tion, and not on the
impact of the group dynamics within the cohort attending the intervention itself.

When we turn to adult learning theory , it is evident that fhumanistic learning theory is based on

an assumption that there is a natural tendency for peop le to learn and that adult lea rning will

flourish, if nourishing and encouraging environments are providedd OZuah 2005:85). Different

traditions that view learning as being socially and culturally constructed and influenced by the

socio-emotional context in which learning occurs also acknowledge the importance of the cohort

as a powerful facilitation tool (Boud, Cohen & Walker, 1993). This is because adult students are

not attracted to learning that is not self -directed or customised (Knowles, 1980; Knowles, Holton &

Swanson, 2005; Chen, 2014) and it may even pr eclude them from participating in the intervention

if they feel like they do not belong (Reay, 2002). fiCohort-based programs are characterized by

me mber s o intense group i dent $Syglctaitelon & wiRtils ked t s 2 @ ® h i«
underlying philosophy of a cohort is that learners become empowered and have a sense of

ownership for their academic developmentd ( Br o o k s When ret@r8ing 1o)the practices of

the great teachers of ancient times, they actively involved andengaged t he adulint | earne
this process, the leader or one of the group members describes a situation (often in the form of a

parable) and, together, the group explores its characteristics and possible resolution® OZuah,

2005:86). The council of the group was paramount to learning and development, and learning is

reported as being more effective when there is a safe environment to participate without fear of

being wrong or appearing to lack the necessary knowledge (Hawe & Dixon, 2016).

5.3.1.2 Benefits of Group Feedback

The above discussion on group council links to another key advantage of group learning settings

and that is the availability of a diversity of perspectives and, therefore, rich informal feedback. The

research conducted by Van Rooyen and Whittle (2011) attests to the importance of feedback

because fithe best development experiences provide in
(Van Rooyen & Whittle, 2011:1045). Van Rooyen and Whittle (2011) emphasise the importance of

formal assessment information in assisting the learner to benchmark and assess their current

strengths and development areas, but they do not mention the invaluable advantages of informal

feedback that can be elicited from a safe and trusted group .

Despite the importance of group feedback, no current leadership or personal leadership
development literature in South Africa that spoke of the importance or benefits of peer feedback
in a learning and development setting could be found other than work of Viljoen (2015b). Yet,
when we look to adult learning literature, it is evident that small groups assist in promoting
interaction, discussion and dialogue (Vella, 2014). Goslingand Mintzberg (2004) assert:

There s a certain quality of conversation that takes place in a well-managed
classroom that is almost unique, where the fruits of experience, theory and
reflection are brought together into a new understanding and commitment (Gosling

& Mintzberg, 2004:22).

Al | too often adult Il egehebacwiltlo (delme2002:@6bue rwor | d o
cohorts and teams are the real world T feelings are never simulated and team results or outcomes
are not contrived or vicarious. What is happening in the group is happening every day (Vella,
2002) and authentic conversations with a healthy degree of conflict provide invaluable feedback
(Craig & Kohl, 2014). Revans (1982) was sceptical of experts, and preferred to use self-organising
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work groups and the wisdom of peers. fBoth the preparation to act and the subsequent learning
are accomplished through the help of peers, albeit aided by a learning coach or facilitatoro
(Bolden, 2005:21).

5.3.1.3 Role of Trust in the Group

To find a study about the role of trust in the group during leadership development initiatives,
international studies had to be consulted. A significant study located was by Greenlee and
Karanxha (2010) that focused on the group dynamics in educational leadership cohort and non-
cohort groups b e ¢ a u sherts Rawe emerged as dynamic and adaptive entities with attendant
group dynamic processes that shape collective learning and actiord Gigenlee & Karanxha,
2010:357). Their research examined the group dynamics of educational leadership students in
cohorts and made comparisons with the characteristics of non-cohort students. They found that
although cohort learning had little effect on the areas of participation, communication, influence,

empowerment and collaboration there were significant differences in trust, cohesiveness and
satisfaction (Greenlee & Karanxha, 2010). In addition, t he emergence of strong emotional ties and
trusting relationships in cohorts has been linked to positive outcomes, including higher completion
rates (Reynolds & Hebert, 1998), better quality learning (Drago-Severson, Helsing, Kegan,
Broderick, Portnow & Popp, 2001), an increased sense of emotional support (Norris & Barnett,
1994; Drago-Severson et al., 2001) and ability to broaden their perspectives (Drago-Severson et
al., 2001). After considerable searching and as far as could be determined, there is not a
significant body of literature reporting the role of trust in group -learning settings related to
personal leadership development

Trustd s relationshi p (ouwsiddg klassrbogna typer leaming and development
environments) is well researched, and trust is a well-known building block for effective leadership,

change and transformation (Day, 2001; Dirks & Ferrin, 2002; Burke, Sims, Lazzara& Salas 2007;
Viljoen-Terblanche, 2008; Zohar & Tenne-Gazit, 2008; Horsager, 2012; Kelloway, Turner, Barling
& Loughlin, 2012). Lucas and Kline (2008) revealed, ATrust emerged as a dominant theme within
the culture that ilearhingdoemogeddLudadh&Klirg,r2008:286).0n addition,

AEdmondson (1997, t tR0nfot)saliehtofactordinfl tehcang team learning was
psychological safety (a climate in which group members believed that they can speak openly
about mistakes without fear of negative repercussions)o ( ci t ed i n Luc asKet&
de Vries(2005) r e p or t éodndatidn afttrust fdsteredfa genuine exchange of information,

broke down barriers, exposedthe 6 u n d i s ¢ uandspaondtesl srue donflict resolution 0 Kets de
Vries (2005:69). Despite this, little research that explored the importance of trust within group

settings, and how this could enhance the success of leadership or personal leadership
development interventions could be located.

5.3.2 Imp ortance ofthe Facilitator

5.32.1 Role of a Steward

The literature reviewed pertaining to personal leadership or leadership development only touched
on the importance of the facilitator but did not give it great emphasis. Despite this, historically, we

have gained a great deal of knowledge and insight into the role of the facilitator through adult
education studies. Knowles (1950) was one of the first adult learning experts whose work was
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significant in reorienting adult educators from feducating peopled to fhelping them learnd
(Knowles, 1950:6). Knowles (1950) also created an awareness of the adult learner as being self-
directed, which shifts the focus away from the teacher as being the source of knowledge to being
a facilitator and collaborator of knowledge who has the role of guide or steward in helping the
learner co-create self-directed learning (Merriam, 2001; Heitmann, 2005). Action-oriented learning
issuitedto id e v el o porganged arel keff-driven learners who are not organised or moulded
by external facil i 169 buwhe are rathteguitechand supporzd 0 5

During a learning intervention, everyone (including the facilitator) is accountable to everyone else
in the intervention, and the facilitator acts as a catalyst in the process (Laubscher, 2013). In this,
the basic assumption is that all learners come with their own knowledge, wisdom and life
experience, from their unique context and perceptions of the world . Believing and acknowledging
that learners have, or can obtain, all the knowledge and resources they need, it is key for the
facilitator to recognise and support the learner to tap into it h e i weasere chedt that is
i nherent within each Vdnkelény20xb:9)aThis is duahtum ¢thinking at its&
best; this is dialogue education (Vella, 2004) and systems thinking (Senge, 1990) in action. As
Horowitz and Van Eeden (2015) point out, fit will help people become good leaders if they look
deep inside themselves to understand themselves better and recognise the deep sense of purpose
and meaning in their liveso ( Ho r oMan Eaden,&2015:9). This is where the role of the
facilitator as a catalyst is critical and where coaching can be useful because many people are clear
about what they want to do, but not how to achieve it or how to access their resources to reach
their goals (Rauff, 2005). fBy helping the individual to think through how they need to achieve
their objective, a coach assists the individual to be more effective in the execution of decisions or

objectivesd ( Ra u f f. In achérOndrds? the facilitator is nota isage on offeringt ageo

wisdom but is in the role of steward, supporting people to tap into their innate wisdom and
resources to increase their personal leadership capacity because leadership develops from the
inside out (Cashman, 2008).

5322 Importance of Fac i | i SaftMastarys

A T h ansferof training can be expedited when a person is being guided, monitored and advised
by a more experienced expert/specialist in the fielddo Hdrne, et al., 2015:689). It is, therefore,
essential that the facilitator s have achieved high levels of persona leadership development and
effectiveness themselves becausethey cannot be in the role of steward, and support others to
reach heights that they themselves have not reached. This is especially true because participants

often see the facilitator as being a guirud who is enlightened and wi se and #Awhatever a

being does, inferior persons imitate. His actions set a standard for people of the world ,0
(Bhagavad-Gita, 1909-1914:65 cited in Sondhi, 2007). This is echoed by Bolden (2005):

When you talk to people who have undergone a good leadership programme,
invariably they will focus on the individual(s) who facilitated the sessions. Indeed,
this is usually the first thing they talk about. Only once they have told you about the
facilitator, often with con siderable enthusiasm, will they talk about the process i and
only then about the detaill of what they actually learnt. The relationshijp between

oteacherdé and ostudentdé has been (Boldenkey
2005:20).
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Martins, Martins and Viljoen (2017) also point out, fpsychologically grounded approaches in
organisational consultation need trained consultants and an appropriate handling of the analysis of
clients, non-systemic interventions, and collusiond Mértins, et al., 2017:267). As such, facilitators
must be highly trained and living examples of what they are supporting others to achieve. During
this study, participants found it very helpful that the facilitator was developed enough and mature
enough to be vulnerable with them , and her vulnerability enabled their vulnerability. This need for
vulnerability (shared in an appropriate way) on the part of the facilitator is not discussed in
literature even though it places an overwhelming responsibility on the facilitator, not only to be a
highly skilled facilitator, but also to have attained high levels of personal leadership development
and emotional intelligence. Emotional intelligence and self-efficacy are important because leaders
with a high self-efficacy and emotional intelligence have a significantly greater leadership influence
and are more resilient (Pillay, Viviers & Mayer, 2013; Ramchunder & Martins, 2014).

The work of Bolden (2005) also talks of the importance of five key characteristics required for an

effective facilitator. The first characteristic is that of being able to empathise with the group and

build meaningful relationship quickly. This requires rapport-b ui | di ng s kst havesa and i m
warmth that helps the establishment of this rapporto (Bol den, 2 6oté& gadd ) but i
facilitators are not really aware of what it is they do that makes them so effectved0 ( Bol den,
2005:20). Martins, Martins and Viljoen (2017) also speak of need for warmth and approachability.

The second characteristic is El, which is not surprising as it enables high degrees of self

awareness, other-awareness and the ability to manage self and others; all of these are essential

for skilled facilitation. The third characteristic is extremely developed observation skills. Highly-

skilled facilitators fthink constantly about the best way to devel op the | earning of t
(Bolden, 2005:20) and notice fine changes in group energy and dynamics. The ability to have

keen observation skills could again be enhanced by Eland NLP (discussed insection 5.3.2.3). The

fourth pertains to group size, where the ideal is often cited as being between 10 and 12

participants (Bolden, 2005). Whi | e t h e thef abilityt df the facilitdior to move from a

Oparent/ clhialdddt tadwaint & r el at i.oThetiming af thi§ hift,| udirgn , 2005:
Bernebs (1970) transactional analysis theory, is ve
enough to be an equal partner. It must be noted that while reviewing the literature, only small

and isolated pockets of literature could be found that emphasised the importance of the

facil it at oselfémastery endeskill neefled to ensure they are sufficiently capable of

journeying with another who is striving for personal leadership development or personal mastery.

5.3.2.3 Import ance of Technical Skills and Expertise

fwith the myriad of challenges faced by executives it is obvious that a facilitator needs to have the

tools and must be well equipped to deal with dilemmasd ( Verri er, Wat.dspec& Smit h,
of this toolkit are derived from the f aci | ilevaldt off 8eff-mastery discussed in

54241 mportance of -Mastern. /Addtiandl elemérsts ofStee/ tdolkit involve more

tangible skills and expertise, such as programme design architecture, clinical and coaching skills,
neuro-linguistic programming skills, and an in-depth knowledge and understanding of adult

learning theories and their impact. This section will now be discussed under the following

headings: Programme Design Architecture Skills Clinical Training and Coaching Skills Neuro-

Linguistic Programming Skillsand Knowledge of Key Theories of Adult Learning and their Impact.
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Programme Design Architecture Skills

Craig and Kohl (2014) reinforce the need for in-depth skills to design the architecture for an
effective learning and development intervention. Although the classroom is not to be used as a
platform for communicatngt he f aci |l i tatords expertise, it
(Heitmann, 2005) in programme design, facilitation skills and have attained high levels of personal
leadership development to create the platform for co-created learning (Heitmann, 2005). Van
Rooyen and Whittle (2011) agree that programme design is a key skill, and the importance of
designing a suitable intervention cannot be understated. Many programmes go wrong and

st

fattempt to cover too many di mensions of [(Vanader ship

Rooyen & Whittle, 2011:1050) or it is too conceptual or there is limited follow -up and learning is
not applied (Heitmann, 2005; Sondhi, 2007; Van Rooyen & Whittle, 2011; Horne, et al., 2015) to
name just a few of the pitfalls . However, it was challenging to find comprehensive literature
regarding perspectives on best practice when designing personal leadership development
interventions within the South African or African context, except for the notable efforts of Van
Rooyen and Whittle (2011).

Van Rooyen and Whittle (2011) emphasise several key contributing factors important to leadership
development discourse. The first is leadership development should be based on a well-defined
model that is linked to the organisational strategy or business plan, and not just a set of
leadership competencies that are not necessarily appropriate for the organisation. Secondly,
multiple learning experiences must be included to aid application of learning (discussed more fully
in 5.4.3 Application of Lessons in Real World. Thirdly, a variety of learning experiences must be
included to cater for diverse needs and learning styles (discussed more fully in 5.4.2.5 Flexibility of
Approach). Fourthly, personalised feedback to learners is essential to provide awareness of the
gap between reality and the ideal to motivate action to be taken. The fifth consideration is that
the programme should cover as many learning domains (for example, conceptual, experiential,
skill transfer) as possible, preferably in different sessions separated over time. The sixth is to
include specific assignments or projects to aid application in the community or o rganisation
(discussed more fully in 5.4.3 Application of Lessons in Real World) The seventh consideration is
support in the form of mentoring and coaching or applied feedback and reflection sessions to
encourage learners to persist in applying their learning. Lastly, is continual impact assessment
after the programme to inform on any mitigating interventions that might be needed and to allow
for continual improvement. Many of their summarised recommendations are echoed by other
researchers (as will become apparent through each section of this review).

Verrier, Water and Smith (2005) also provided practitioners with their Personal, Interpersonal and

Professional Leadership (PiPL)model of leadership development with a focus on three distinct

domains, namely: (1) Personal mastery: tota | wel l ness and bal ance i
Interpersonal mastery: the essence of sound relationships and (3) Professional mastery: finding

fulfilment in work (Verrier, Water & Smith, 2005:23). They propose that by us ing this model when

designing interventions, the development of leaders will be more holistic. Their model does not

propose design principles suited to the South African context but rather a model of the dimensions

to be included and developed. Viljoen (2012:5) also addst hat a dheuld sever be viewed
from the perspective of the mental model of the leader, consultant or facilitator, but instead

through inquiry and the sharing with the individual within the context of his/her climate .0 This
emphasisesthe importance of the learning and development programme architecture being highly

customised not only for the system but also with the contribution of the system .
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Clinical Training and Coaching Skills

One of the important skills often mentioned when facilitating leadership development is the use of

coaching skills because coaches Afocus on peopl eds

beyond their comf 2005 :zpoh)esd0CdaRahuiffg is a vehicle 0

confront their competency to lead and develop an awareness of the road they need to walk to
mastery of this capabilityd O F | a & Everson, 2005:2). With the current complexity and chaos
in the world, current ways of developing leaders have many inadequacies (O6 F | a & Eversoy,
2005) and coaching has the ability to enable effective leadership development because it fiechoes
strongly the process of how adults learnd O F | a & Eversoy, 2005:11) as seen in the work of
Knowles (1990) and Kolb (1976, 1980). In line with Kno wl €1990) research, coaching is an
andragogic modality where leaders use their experience as a basis for action, reflection and
growth, and then leaders are encouraged to find their own solutions and are personally
accountable for their learning and actions. In line with Kolb (1976, 1980), coaching follows
learning processes where knowledge is created by transforming learning into meaning through:
Concrete Experience Reflective Observation, Abstract Conceptualisation and Active
Experimentation (see further discussion in Table 5.1 Adult Learning Theories).

Flaherty (1999) and Flores (2000) were two early promoters of Integral Coaching, a powerful
blend of the phenomenology of Merleau-Ponty (2002) and the work of Wilber (2000) . More
recently, Correa (2016) highlights that using Wi | b etegdakThdony (2000, 2012) in the coaching
process may be an effective way of enabling a powerful approach to self-development. It provides
a wide examination of perspectives, and offers a framework that perfectly fits to the coaching
process (Correa, 2016). Integral coaching aims at activating two specific outcomes for the people
they work with: self-correction and self-generation (Flaherty, 1999). The coach usesan important
combination of skills including reflective listening, language (especially restatement, reframing and
reflection) and questions to support leaders to understand their current reality and observe their
actions in different ways to support the unlocking of new possibilities and shift to the desired state
or outcome (Whitmore, 2002; Landsberg, 2003). Group coaching is another powerful tool
facilitators can use to establish a platform of trust, aid constructive conflict resolution (especially
issues lying dormant in a team), foster commitment, increase accountability and develop strong
relationships based on trust and mutual respect (Kets de Vries, 2005). fiThe benefits that came out
of the leadership group coaching exercise far exceeded the expectations of the CEO who had
initiated it. Over time, they became mor e of a high EQ teamo (Kets de Vries, 2005:68).

Despi t e c oa c htisnvendusfortsnate that thesimpressive results achieved by individual
and group coaching fAhave attracted t h&etadeVres
2005:71) and the industry is still largely unregulated, which may lead a novice to attempt
interventions that he or she is not equipped to handle. Horowitz and Van Eeden (2015) agree that
coaching and therapy are useful mo chiads iandideriging
meaning from e xper i enc e s ¥an Eddenyr 2006:9)t bat a &olid clinical orientation and
therapeutic expertise is needed for dealing with complex group dynamics that often arise when
facilitating learning OD interventions (Kets de Vries, 2005; Martins, et al., 2017). Kets de Vries
(2005:72) wisely points out:

Constructive | eader s hi p sclaudt coh iansplid base of psychological
understanding and practice. Particularly in the case of group interventions, it is
essential that the leadership coach has had a madicum of clinical training, otherwise
he or she will not be able to decijpher dysfunctional group dynamics and individual
pathologyé A ¢/ i ni cal orientation to Ob6wsaddirer sh
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conjunction with more t raditional organizational development methodsd is therefore
essential in the organizational context. The clinical orientation is solidly grounded in

concepts of psychoanalytic psychology (specifically, object relations theory), short-
term dynamic psychotherapy, cognitive theory, human development, and family
systems theory. It can be extremely powerful in deciphering knotty leadership and

organizational issues. In the case of many incomprehensible organizational
situations, a clinical orientation to leadership coaching can go a long way toward
bringing clarity and providing solutions (Kets de Vries, 2005.72).

In light of the above, Kets de Vries (2005) echoes the sentiments of Ber gl as (cg2aghe : 3) , fi

who lack in rigorous psychological training do more harm than good.o Meyer and Dean (2002) and
Korotov (2015) further support the notion that coaching can be dangerous and damaging . Korotov
found that thisis because t kheeyrlev bariers to fenter the coaching profession and
rel ativel yregurgh &fof erxtpd or e, baseg énd choiceson the partl o the
coacho (Kor ot ov As sch igp:s)c.chol ogi cal ly grounded

consultation need trained consultants and an appropriate handling of the analysis of clients, n on-
systemic interventions, and collusion,06 Mértins, et al., 2017:267), which requires coaches with a
sound clinical background who engage in regular supervision. This is especially important because
coaches wield a great deal of power (Berglas, 2002) and fia lot of executive coaching is really an

approac|

acceptable formofpsychot herapy. I'tdés stildl tough to say, 61 6

tosay, 61 6m getting coun el |(iBoegd mfiBerglas, 2602:3).clrothealisence
of rigorous standards for coaches, the practice of coaching fimay keep producing situations in
which coaching really hurts6 ( Kor ot ov, 2015: 2).

Neuro -Linguistic Programming  Skills

NLP originated in the 1970s. It was co-founded by Bandler and Grinder (1975), and is often
described as the science of human behaviour (Bandler & Grinder, 1983). Bandler and Grinder

(1975) introduced the notion of a whole mind-body system where there was a fisyst emati c

cybernetic | i nk slngemalvexpenenca (ngum) therrnadiguage (linguistic) and
their patterns of behaviour (programming) o (Tosey & Mathison, 2003:1). This makes NLP a useful

and systematic way of understanding, reframing, reprogramming and/or modelling a per sonds

subjective experience (Bandler & Grinder, 1983; Andreas & Andreas, 1987, 1989; Tosey &
Mathison, 2003) because using it can fAidentify
stimuli, so they are better able to regulate
Schitz, 2015:355).

Although N Lh& acdhieved widespread popularity as a method for communication and personal
developmento ( Tos ey, whileO @8ewihg) the literature on personal leadership and
leadership development, no reference to the use of NLP was found so the search was widened to
include the use of NLP in adult education and coaching. This was done because NLPhas had a

peopl ebd
their

significant impact on the field of learning and development (O6 Connor & Seymour , :

Mathison, 2003; Tosey & Mathison, 2003; Zaharia, Reiner & Schitz,2015) and success in the field
of applied psychology (Zaharia, Reiner & Schitz, 2015) as well as coaching (McDermott & Jago,
200 2; 06 Co n n2004). ®e dbavg mdd translate to benefits for supporting holistic and
sustainable personal leadership development. In addition, surprisingly while i NL P has
popularity since the early 1990s only a minority of good facilitators are formally qualified as NLP
practitionerso (Bolden, 2005: 21) . This might

128

grown i

be bec



scientific validity but never succeeded in doing so (Witkowski, 2010), and it is still a field that
requires more research (Tosey, 2003, 2008).

Despite the controversy surrounding the use of NLP, the researcher integrates NLP into both her

coaching and facilitation practice with significant success and it forms the cornerstone of many

modules of the intervention the participants attended during this study. While this study does not

aim at proving the success of NLP, it is important to highlight that signif icant research and case

studies have shown its success in learning and development (Carey, Churches, Hutchinson, Jones

& Tosey,2010) and coaching (McDermott & Jagd, Tohe@e2AcOm€Conm
between the scientific community and practiti oner act i vi t yecauseiofsiméuraten part ,
use of terminologyé | ack of research evidence and poor applic
Therefore, the skills of NLP should not be underestimated, and an effort is being made to conduct

research into its applied use in leadership education (Carey, et al.,, 2010). This is important

because the researcher has experienced its benefits in supporting personal leadership

development by the way in which AiNLP | ooks at achieving nglopal s, Crese
eliminating barriers such as fears and phobias, building self-confidence, and self-esteem, and
achieving peak performanced (Zaharia, Reiner & Schgt

Knowledge of Key Theories of Adult Learning and their Impact

During t he arees she has stuied) and has been exposed to numerous theories and
models of adult learning. Those mentioned in Table 5.1 below are not intended to be an
exhaustive list of all theories but rather an attempt at highlighting key theories that have inform ed
and influenced her practice as an OD specialist.

Table 5.1 Adult Learning Theories

Theorist | Brief Overview of Main Theory

Knowles Knowles (1980, 1984) introduced anappr oach t o adul tandragogyo mihia
view adult learning should be self-directed and involve a process of active inquiry, which
is initiated by the learner. Andragogy makes the following assumptions about the design
of learning: (1) Adults need to know why they need to learn something (2) Adults need
to learn experientially, (3) Adults approach learning as problem-solving and (4) Adults
|l earn best when the topic is of immediat
based on the theories of Lindeman (1926), Dewey (1933), Maslow (1943) and Rogers
(1983). His introduction of adult learning principles was a far leap from pedagogic
principles (now only used when teaching children). In pedagogic learning, the teacher
controls the learning experience, the learning is teaching-centred and much of what is
taught is based on rigid curricula (Knowles, 1962).

Freire Freire (1970) was an influential thinker regarding education, and was popular with
informal educators. He placed emphasis on dialogical education and he was insistent
that dialogue involves respect (Smith, 2002). He maintained that education should not
invol ve one person acting on another, but
work pointed to an educational process t
assumed that the learners had to understand their own reality as part of their | earning
activity (Gerhardt, 1993). Freire (1970) also regarded praxis as a central concept in
education; this involved gaining critical distance from current actions to engage in
reflection geared toward transformative action.
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Theorist

Brief Overview of Main Theory

Kolb

Kolb (1976) is a well-known constructivist and his views are embedded in much of our
adult learning literature today. His theory has been very influential in the researcher &
practice as an OD specialist and coach. This is her interpretation and understanding of his
theory, which has influenced Boud (1993), Brookfield (1988, 1995), Jarvis (1987, 1995),
Di xon (1994), Mezirow (1990, 1991, 1994)
is often referred to as the four -staged model of experiential learning. In 1976, he called
it the flLewinian Experiential Learning Modeb but it has become knownas i Kol b 6 s
as he constructs his theory with it as a starting point:

Concrete

experience [1]
by S\

Testing in new Observation and
situations [4] reflection [2]

X 4

Forming abstract
concepts [3]

Figure 5.1 Kol bés Model of eamgp er i ent i al L

Figure 5.1 above suggests that there are four stages, which follow each other:
1. Firstly, the learner lives through some kind of [1] Concrete Experience.
2. This is followed by learner taking time for [2] Reflective Obsewation.

3. Thirdly, the learner uses insights gained through reflective observation to create an
[3] Abstract Conceptualisation.

4. Finally the learner tests and applies the new learning through [4] Active
Experimentation, leading in turn back to the next Con crete Experience.

This may happen in a few hours, days, weeks or months, and there may be a fiwheels
within wheelso process at the same time (Kolb, 1984). Kolb and Fry (1975) argue that the
learning cycle can begin at any of the four points and that it sho uld be approached as a
continuous spiral. Kolb also maintains that, although all adults are exposed to a multitude
of life experiences, not everyone learns from them. Experience alone does not teach.
The researcher supports their assertion (from her experience as an OD practitioner) that
learning happens only when there is reflective thought and internal processing of that
experience by the learner, in a way that makes sense of the experience, links the

experience to previous learning and transforms thelear ner 6 s und e r swap n

Schén

Schon (1983) is another significant promoter of constructivism, meaning that he
promoted experiential learning where reflection was critical for learning to take place.
Sch°nés (1983) vi ew rldsof unigue tprobleras, dharacterised by
uncertainty, complexity and conflict. As such, we have no rules or previous learning
experience we can apply so we must reflect-in-action and use on-the-spot
experimentation to find solutions to problems (Fenwick, 2 001). This becomes more and
more relevant with each passing generation.
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Theorist | Brief Overview of Main Theory

Schon Schon collaborated with Argyris (1974) and they developed a theory of single-loop and
and double-loop learning. Single-loop learning or coaching is depicted in Figure 5.2 below:
Argyris

Clier
Goal
Problem
/ Issue
Learning Action

k Feedback

Figure 5.2 Single -Loop Learning or Coaching
Reproduced from O6Connor & Lages

Single-loop coaching takes place without dealing with the client & beliefs. In other words,
as depicted in Figure 5.2, the client sets a goal (or wants to overcome a problem or
issue), the client takes action towards the goal (or to solve the problem or issue), and
then receive feedback and learn as a result. Singleloop is present when goals, values
and frameworks are taken for granted and the significance is placed on existing
fitechniques and maki ngettedlnsihegue X MBoyane

However, if clients have doubts about their ability to achieve their goal s or solve their
problems, then the facili tator or coach needs to explore the clientsdbeliefs. This is known
as double-loop learning or coaching because corrective action involves questioning the
role of the clientébés beliefs and | earni
(Martins, et al., 2017:210) and being prepared to modify or change them. Double -loop
learning or coaching is depicted in Figure 5.3 below:

[
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Theorist | Brief Overview of Main Theory
Change
of
Beliefs
Clie
Goal
Problem
Issue
Learning Action
\ Feedback
Figure 5.3 Double -Loop Learning or Coaching
Reproduced from O6Connor & Lages |
As depicted in Figure 5.3 above, when a client has a more challenging goal to achieve or
problem to solve, the double loop is the change of beliefs (through awareness,
challenging and reframing) required before action can be taken, feedback can be
received and learning can take place. The researcher agrees wih O&6 Connor
(2004) that ficoaching [and any other adu
involves [shifting] beliefs is more powerful because it not only solves the problem but
also changes the thinking that led to the problem inthefirst pl aceé And
act as persuasive rules about what is possible, the client will also become more creative
in other areas of their lifeo (O6Connor
Mezirow Mezirow (1991) introduced a theory of transformative learning, wh ich is based on a tri-

|l evel concept of critical reflection on
developmentally and advanced meaning perspectived (Malinen, 2002:69). He describes
the process of transformative learning as t he i br issugptiong, prenfise
and schematica into consciousness and vi
This theory was al so seen i n-lobphearmningor k of
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Theorist

Brief Overview of Main Theory

Revans,
Marquardt

The theory of action learning was originally developed by Revans (1982) who applied the
method to support organisational development, problem-solving and business
improvement. Numerous theorists such as Waddill and Marquardt (2003) have followed
Revans (1982) and demonstrated the link between adult learning theory and an action
|l earning approach. fiAction | earning is
developing people, which uses work on a real project or problem as the way to learn.
Participants work in small groups or teams to take action to solve their project or
problem, and learn how to learn from that action. A learning coach works with the group
tohelp them | earn how to balance their wc
2000:44). Action learning is discussed in more detail in Section 5.4.3.1 Action Learning.

Vella

Vella (1995, 1997, 2002, 2004, 2014) has become known for her principles of dialogue

education used for enhancing a d u | t |l earning. Her Raolo kreiray
Malcolm Knowles, Kut Lewin, and Benjamin Bloom [who] confirmed what she saw in the

communities where she had worked: t h a t adults |l earn best
takes place in an atmosphere of mutual respect and safety, and with learning designs

that are grounded inthe r eal i ty of lat2004:12). Didldgue educatiof i¥ &
form of constructivism and can be a means for transformative learning (Vella, 2004).

Vella synthesises the key insights of adult learning theory and corollary quantum physics

into a series of principles and practices that that can increase the effectiveness of
training, facilitation, teaching and <co
ffevoke opti mal |l earning with adultso (Ve
identify these principles, but her unique contribution has been to synthesise these ideas
into a useful framework for practitioners.

Wilber

Wil berds (2007) I ntegr al theory has insp
to bridge feverewaribus wagld dulturas hava toltell tishabout human
potentiald about psychological, spiritual, and social growthd and identified the basic
patterns that connect these pi eandhssshkoivn hkw
they integrate with theories of developmental psychology. Athough Wi | ber
widely criticised (Visser, 2003; Meyerhoff, 2010), he opens up the possibility of
illuminating critically essential keys to human growth and development, based on the
sum total of cross-cultural and disciplinary knowledge contributed (Helfrich, 2007).
I ntegr al theories furthermore support th
across various disciplines to support development and transformation; including dialogue
education principles, NLPtechniques and cognitive behaviour change strategies.

It becomes evident, from the large number of theories and principles in the field of education, that
facilitators and OD specialists require in-depth knowledge and the ability to incorporate the
underpinning principles of adult learning and development before one can hope to achieve holistic
and sustainable leadership development. The integration of all that is required for holistic and
sustainable personal leadership development is an almost alchemical and somewhat magical
process that requires an enormous amount of expertise, experience and ongoing commitment to
skill development on the part of the facilitator.
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5.3.2.4 Flexibility of Approach

Again, adult learning theory had to be consulted to find substantial literature regarding the
importance of flexibility when facilitating the process of learning and development. Humanistic
|l earning theory fistrives for flexibility and
learners and to the specifictopi ¢ s 0 ( Oz u alm pthevol§ thé&facjitator must take into
account the needs of the individual as well as the collective cohort group, not to mention the
needs of the larger system to which they belong (such as the organisation) . This customisation
and careful consideration of the individual and group needs are important to the success of
personal leadership development interventions. The facilitator must operate with a keen

adapt at

awareness th a t ithe meaning of experienhoei nstemnmpmhentaa tgiiovreé ,

different learners are involved in the same event their experience of it will vary and they will
construct (and r ec oboad&Walker,L 1993:14). di f ferentl|l yo (

Haggis (2002) defines and compares two different strands of lite rature concerning adult
education. The first strand uses ideas about adult learning in a seemingly uncritical and simplistic
way, while the other strand appears to be describing learning as increasing complex and difficult
to understand or define. The researcher views the latter strand as more accurate, and supports
the statement t hat ffeveryone has a |l earning
signatureo (Reid, 1995:171) as | earning and
Brockbark and McGill (1998:65) recognised this when they discussed the process of teaching and

styl e,
experi¢

|l earning as fa repository of the .0Brunette 200 e@ddp!| ai ned,

to this need for flexible and customised learning, and takes a holistic and systemic approach with
his findings that | ear ni ng <can be thadaesignereof fhcditatdr can epprbach thie
design or delivery of the training programme with enough emphasis on the development of
personal significance, contextual relevance and emergent properties of new knowledge.o
(Brunette, 2017: 150).

Over the years, we have generated certain simplistic descriptions of adult learning because it is
difficult to separate out and understand the multiple factors involved in learning interacti ons. By
necessity, research has attempted to isolate generic principles, or at least patterns that were
general to some degree, from the complexities of real life. It is important to remember that

Apeople differ in the degrelki ntdatoft heVap dodeednc o o(m t
Whittl e, 2011:1046) and | earning is a combination ¢

and | ear ni ng/anRRooyea & @/hittlee 20111:1046). Therefore, it could be argued that if
different elements of learni ng fAi nt er act thatare comppess whalys t o
Walker, 1993:13), then working with abstractions must be the only way to proceed. To achieve
this, facilitators must be well versed in the key theories of adult learning and their imp act, (for a
detailed discussian, see 5.3.2.3.3 Knowledge of Key Theories of Adult Learning and their Impact).

5.3.3 Importance of Application of Learning in Real World

fA key factor in achieving organisational effectiveness is the ability of employees to transfer the
knowledge and skills gained from these relevant training interventions back to the workplace 6
(Horne, et al., 2015:685). Sadler (2003) highlights that | eadership development programmes have
begun to evolve from the somewhat narrow and mechanical focus of the past in an attempt at
becoming more inclusive and holistic. This is emphasised when he says
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It is important to distinguish between leadership development programmes and

leadership training courses. A course as the term implies is a single event that may
last anything from a day to several weeks, the purpose of which is to improve the

effectiveness in the leadership of those attending. A leadership development
programme, however, is a series of related events, including courses, but also such
things as coaching, job assignments, attendance at an assessment/development
centre, learning sets and/or various forms of feedback. (Sadler, 2003:101).

Sondhi (2007) points out that many leadership development programmes stilif ocus on t oo muc
theory and lack the opportunity for individ uals to experie nce acti ono ( Sonddsi , 2007
an underpinning reason why Geor gensonds ( fauadtla) only 208 eofitotal thaining
expenditure leads to positive transfer of training once delegates are back in the workplace. The
Centre for Creative Leadership (1998) agrees that development programmes must aim at

i mproving the skills and behaviour of the | eader anc
el ement i n tVan Rooyen & dMhitles 8041:1047). Goleman (2002) also describes the
crux of leadership development as self-directed learning where a core component is
Afexperimenting with and practising new behaviours, t

(Goleman 2002:111). This is becausefil eader shi p beexspterli eanrcret itshr ough ex
(Horowitz & Van Eeden, 2015:1) a n dit isfionly when learners are able to apply their newly -

acquired knowledge and skills practically that it can safely be said that learning has taken placed

(Horne, et al., 2015:688).

In light of the above, it is important that a variety of developmental experiences, suited to the

learning domain being addressed, be used because people learn in different ways and through

different applications of learning and pr actice (Van Rooyen & Whittle, 2011). For example, giving

feedback will not increase skill development but it can increase awareness, which is an important

precursor to motivate for the learning of new skills. In addition, feedback can take many forms

and while formal assessments might work well for some, informal feedback might be better for

others. This complexity combined with the multifaceted outcomes of the organisation, group and
individual can make it c h a | ldadersigpi dewglopment pmgraentneso b j ect i v
represent a significant investment by employing organisations. Evidence of effectiveness is

required to justify this investment against other, competing, pr ioritieso (Shannon & Van Dam,

2013:1). To achieve the desired levels of effective n e s s idevel op nskonld propideo gr a mme s
for mul tiple training and Vah&uogen &pWVhigtle, t2@11), withda er vent i
variety of developmental experiences (Conger & Benjamin, 1999; Van Rooyen & Whittle, 2011)

that provide opportunities for applying what has been learnt (Ashton, 2004; Heitmann, 2005;

Ozuah, 2005; Verrier & Smith, 2005; Leskiw & Singh, 2007; Sondhi, 2007; van Rooyen & Whittle,

2011; Martins, et al., 2017). The following developmental experiences can be used to facilitate the

application of learning in the real world. This is by no means an exhaustive list but the main
suggestions emerging from Iiterature and the researc

5.3.3.1 Action L earning

Revans (1980) is credited with originating action learning , which involves a small group of learners
tackling complex real problems or issues for generating solutions; they reflect on their learning
experience to ensure continual, practical learning and development (Leonard & Marquardt, 2010;
Pedlar, 2011). Revans (1980)cred i t e d h i sanciend solrcest obwisflomo (Pedler, 2011:22)
and built it on the foundations of Dewey (1933) and Lewin (1947, 1948, 1951). Action learning is
deeply humanistic and committed to the improvement of human systems via experiential learning
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(Pedler, 2011). Revans newer offered a single definition of action learning, which can be confusing

for practitioner s but the lack of definition also maintains its vitality and longevity because continual

reinterpretation and reinvention are necessary (Pedler, 2011). fAction learning is an idea, a
philosophy, a discipline and also a method, and never just one of those thingsd6 ( Pedl er.,
Since 1997, action learning has become increasingly popular in both corporate and academic
contexts (Mabey & Thomson, 2000; Horne & Steadman Jones, 2001; Bolden, 2005; Martins, et al.,

2017) a n d earfiihg through doing has now become a familiar mantra in the training and
devel opment ¢tepmard & nLang, 2@10:2). Large percentages of corporations in the
USA (an estimated 73%) as well as numer ous developing countries, are now using action learning

for leadership development (Kramer, 2008; Marquardt, 2010). Although there are no SA statistics,

the researcher has seen a trend in both business schools and corporatesadopting action learning

strategies.

The researcher agrees with the suggestions made by the National Academy of Sciences (Christina
& Bjork, 1991) that encourages educators to optimise action-learning practices and long-term
retention and transfer of learning. The first is to engage learners in the process because
fparticipants who are engaged in meaningful action, with inquiry and reflection, cannot help but
learnd Leonard & Lang, 2010:2). Secondly, facilitators must support learners to integrate new
knowledge with existing knowledge so learners can connect new learning with their real world.
Thirdly, learners should be encouraged to practice new learning in a variety of situations with
increasing levels of complexity and difficulty so they can generalise their learning to various
contexts (Allen, 2009; Van Rooyen & Whittle, 2011). The fourth recommendation is to i ncrease
proficiency and mastery by adding more challenges once learners have mastered more basic skills
and knowledge to enable them to solve increasingly complex problems. The next
recommendation, and one with which the researcher resonates, is to ensure that learning is
s p ac e d teans dneetfion a periodic, spaced schedule, typically every two or three weeksd
(Leonard & Lang, 2010:3) to practice a nd build on their knowledge and skills. Over time, this will
allow for diminished external feedback by the facilitator as learners grow in proficiency, which is
the next recommendation. Lastly, team members can be encouraged to mentally prepare for and
rehearse before important situations (Leonard & Lang, 2010), which is in-line with NLP practices

The benefit of action learning is that it can be used as a vehicle for providing practical, targeted,
customised, holistic and sustainable leadership development interventions. AUnlike academic
programs that have difficulty in applying what is learned back at work, action learning can be and

should be built on actual global challenges faced by the organizationo (Leonard & Lang, 2010:13)
or challenges faced by individual participants. Another benefit of action learning is described in
Martins, Martins and Viljoen (2017):

2011:

2

Argyrisé action [ earning theory [ ies In questioni

actions, through the concept of double -loop learning. Single-loop learning is where

Awhad gvet o, t hat | s, the results, are anal ysed

the action strategies and techniques being assessed at face value. Doubleloop
learning involves questioning the assumptions, values and beliefs that underpin
those action strategies, that is, asking why we do what we do. A key part of this is
working with the emotional landscape of a team or organisation where defensive
routines and undiscussables are embedded(Martins, et al., 2017:210).

Despite all the benefits of action learning, it is important to note that a common c¢ hallenge that is
often faced by learners when returning to the workplace is that they are eager and willing to apply
their newly-learned knowledge but their efforts are often met with limited or no support from their
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immediate line managers. Af opportunities are not created for participants to apply their newly -
acquired skills, these newly-acquired skills will soon be lostd Hdgrne, et al.,, 2015:688). This
challenge could potentially be mitigated by having pre -contracted mentors assigned to participants
when the learning intervention commences. Mentorship is simply defined as a more seasoned
person supporting the development of a junior person (Hernez-Broom & Hughes, 2004; Fowler &
Gorman, 2004; Steinmann, 2006). The relationship can be informal or formal and although, in
some cases, the facilitator may be able to act as a mentor, a willing line manager should ideally
perform this role. The value of mentorship to increase the transfer of learning and sustainability of
the leadership development results cannot be underestimated (Horne, et al., 2015).

5.3.3.2 Refle ctive Journal ing

As discussed in Table 5.1. Adult Learning Theories, Schon (1983) was a significant promoter of

experiential learning where reflection is critical for | ear ni ng t o t a K1683,[98&)c e . Sch®e
view is that we live in a world of unique problems, characterised by uncertainty, complexity and

conflict. As such, learners often have no rules or previous learning experience they can apply so it

is important to reflect-in-action and use on-the-spot experimentation to find solutions to problems

(Fenwick, 2001). Schoén (1987) also introduced the concept of reflective practicum; hef

di fferentiates bet ween e analsit bf emdtian®and dasaamptionstinteen 6 as t h
current situation, and o6reflection on actiond as tF
professional practice isdevelped from t he e x pBrundo &Dhelelod Av@0IT:9adn a,n

This freflection on action0 is necessary for integrating theory and practice and makes the
participantsdlearning relevant to their contexts both personally and professionally.

During this study, participant s used of a combination of written reflective journaling , and in class
peer reflection activities. The latter was included because gudies that used dialogue and sociat
based reflection (in the form of facilitated dialogue with peers and qualified educators) have
demonstrated that it was the most effective approach to foster deeper reflection, critical thinking
and reasoning (Boud, 2001; Martins, et al., 2017). Journaling is also a form of assessment task
congruent with active learning environments, which are concerned with learning outcomes and
learning processes (Andresen, Boud & Cohen, 1995) and can enable facilitators to measure the
quality of the learning and the relevance of learning processes (Lodge & Bonsanquet 2014). In
addition, by keeping a current journal, participants maximise t hei r ¢ h leanning from f A
experiences and actions, rather than leaving learning and development to chance. It is an
investmentinoneselfd ( Bol den, 2005: 25) .

The par $domot plmapstafpreciate the reflective thinking practices fwhile in the midst of
the co u r shwtéall noted its power after the ex perienceé [ whi ¢ h] confirms the si
critical reflection in adult learning, because reflective practice allowed for the material to have
deeper meani n¢4l5).(T6 hchieve thi€ B i& important that the use of journaling is
positioned correctly, and that participants take responsibility for deciding what to write about in
their journals or what to discuss in their social reflections. If the journal instruction is more
detailed and focused on theory, (for example, the analysis of a previous training experience
referring to specific information presented during the lesson), the result will be a cognitive and
theoretical task rather than an expressive task about the learning experience of the individual
(Bruno & De |l | 6 AvZ217s arhis confirms what has previously been discussed in literature
about the sensitivity of the use of reflective practice to the quality of journal requirements (McGarr
& Moody, 2010)0 ( c i Bruma@& Denl | 6 Av2017:30a n a ,
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Reflective practice contributes to leadership development because fia holistic view of leadership
that brings together the 6édoingd and O6beingb
organisational effectivenesd ( Ho r oMamn Eeden, 015:9). The systematic reflective writing
practice is a vehicle for achieving this and actively analysing and unpacking our experience, which
contributes to self-insight and awareness (Bolden, 2005:25). Chen (2014) found that when
participants actively evaluated themselves with new understanding of knowledge against old

paradigms it revealed to them that there were now at least two competing views of their reality .

aspect :

Participants could not ignore this antdoughthand Aconf i r

feelings moved the learning paradigm shift from blind acceptance of the present to a desire for
changeé With this attitude change was also a sense of personal responsibilityp (Chen, 2014:413).
Thi s resonat es desdriptibn ofvithez pracesav @f Sransformative learning as the
Abringiomegdef assumptions, premise and schema
critiquing themo fivearzernal cealisatioh &€ dwar2riegs is not just a major
contributing factor towards self -efficacy (Bandura, 2012:12), but is also an important building
block in the development process of leadersd Hdrne, et al., 2015; 698).

5333 Feedback

Self-awareness, which is essential for fidevelopment and behaviour change, requires some form of
assessment and feedbaclo (Van Rooyen & Whittle, 2011:1047). In addition, research shows that
approaches to learning and development that integrate a variety of learning methods are
particularly effective, especially when combined with opportunities for receiving and discussing
individual feedback (Conger & Benjamin, 1999; Burgoyne, Hirsch & Williams, 2004; Horne, et al.,
2015). This is becausefia development a | experience may legning only thkes
place if there is feedback in the form of meaningful information é [that] provides a benchmark
against which people can assess the effects of their developmental effortsd (Van Rooyen &
Whittle, 2011:1045) . Therefore, formal feedback tools, such as psychometric instruments can be a
useful leadership development practice because they provide quick succinct information that
would be difficult to obtain through observation alone and they provide insight regarding factors
underlying certain behaviours, which enable development (Bolden, 2005). Furthermore, p@ring
oneself up for such feedback can actually enhance respecto Bdlden, 2005:38) and while receiving
feedback, self-insight, strengths and opportunities for growth can be identified (Atwater, Waldman
& Brett, 2002) a n dpartitipants are usually their own worst critics and so tend to find themselves
pleasantly surprised by the feedback from others ¢ (Bolden, 2005:38).

The terms 360-degree feedback, multi-source feedback and multi-rater feedback are all used to
describe the systematic collection of the perceptionsofani n di v i dforradnde frompaa entire
sphere of relevant viewpoints, including, for example, their managers, peers, customers, direct
reports and self-assessment (Warech, et al., 1998; Bracken, Timmereck & Church, 2001). These
tools have become increasingly popular but ffor any leadership development effort to be
effectived particularly one based on 360-degree feedbackd a participant must first be willing to
accept feedback as relevant and useful, and be open to changed (Day, 2000:590). Everyone
involved must also be realistic as fichange is rarely a simple path forward; a large investment of
time and energy isrequired bef or e t he needed change becomes
repertoired (Day, 2000:590). When receiving feedback, the awareness of the gap between actual
and ideal self can provide the individual with the motivation for change and development.
Ho we v e willingréss to accept and use feedback migh t be insufficifehpt
feedback is complex or inconsistent or if the recipient lacks the re quisite skills to interpret th e data
and translate it into behaving in a different manner 6 (Day, 2000:590).
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In Iight of the above, Yeedbdclonsay reed@bdé& qoupledowstrefollowa t i o n

up, additional coaching and support after the individual has had a chance to make progress in key
development areas is very important for inclusion in leadership development interventions. In
addition, research shows that when individuals are given an opportunity to address specific
difficulties in the workplace, using a coach and a colleague or mentor to provide practice,
feedback and advice, the fichanges/improvements achieved in these sessions translated quite
easily into the workplaced (Bolden, 2005:32). Feedback cannot be a onceoff event and
findividuals should receive regular feedback from their line-managers or peers on their
performance, otherwise opportunities for learning will be stifledd Hdrne, et al., 2015:689). It is
important that participants also make a conscious effort to seek feedback, and not necessarily
wait for feedback to be given to them (Ashton, 2004). This feedback need not be from
psychometric assessments alone but can be fsought through both formal and informal
discussion® Hdrne, et al., 2015:689).

5.3.3.4 Follow -up Support

Although it is important to provide follow-up sessions where learning can be reinforced and/or
enhanced and further learning can take place (Van Rooyen & Whittle, 2011), not much literature
was available exploring the importance of this. Conger and Benjamin (1999) were two of the few
researchersto point out that most leadership development programmes lack follow-up. When the
programme ends, there is no ongoing feedback to allow participants to assesstheir development,
nor are there additional experiences (such as @aching, mentoring or on-the-job practice) to
enhance and sustain learning. This seems surprising when:

Providing participants with opportunities in the work situation to apply what they
have learned strengthens learning. This could take the form of project work or
specific assignments for which outcomes must be specified, and on which
participants must report. This allows both the organisation and the individual to
gauge the extent to which leadership development has contributed to behaviour
change (van Rooyen & Whittle, 2011:1051 -1052).

In addition, when learners were asked to reflect upon what helped them to grow as leaders ,
Horowitz and Van Eeden (2015) found that having a mentor or role model significantly enhanced
learning, development and career advancement. This is because the transfer of training can be
expedited when a person is being guided by a mentor; fidue to the fact that a person will possibly
make fewer mistakes or may learn faster when regular discussions with a mentor take place. The
person is therefore set up for success instead of for failured Hdrne, et al., 2015:689). fiThe
transfer outcomes i which could include behaviour change, job-performance and transfer of
training i could also be fast-tracked (Baldwin & Ford, 1988:64)0 ( c i t ma] et al.n2015%90).

Despite the benefits of follow -up support, one of the reasons it is such a neglected area of
leadership development could be that organisations often try to avoid the extra cost of employing

an external facilitator, coach or mentor to perform this role. Moreover, their internal resources
(such as line managers) are unaware of the importance of providing feedback, or are too busy or
ill-equipped to coach or mentor effectively. It is important that line managers are educated about
the key role that mentor ship plays in facilitating ongoing learning (Fowler & Gorman, 2005) and
the long-term significant positive impact that mentorship has on organisational commitment and
company loyalty (Payne & Huffman, 2005). An analysis of interview data by Groves (2005)
indicated that best-practice organisations fully use their managerial personnel to develop the
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organisat i on6s me nand establish ta Wuppokive organisational culture, which enables
ongoing learning and development.

5.3.4 Need for Ch allenges and Vulnerability to Shift Paradigm s

As mentioned previously, adult learners are self-directed, and learn best when their experience is

recognised and used in the learning process. il nt egr ating these experiences
meaningful context [for learning] that is un ique to the individual underlies the development of
personal | eader shi po ( Ho.rCashman 2008) reféra to thiE &s dreimside- 2 01 5: 2)
out approach to leadership development that is necessary for personal mastery because self

awareness can be enhanced through sharing and dealing with personal experiences and

challenges (Rauff, 2005; Viljoen-Terblanche, 2008; Allen, 2009; Horowitz & Van Eeden, 2015).

Customising learning interventions to meet individual needs and current challenges is essential

because adult learners are not blank slates (Nelken, 2009) when they embark on a learning

intervention so their life experiences becomes the lenses through which content is learned. Adult

learners have an innate desire to learn, especially when they are active agents in the planning and

execution of learning, and the learning is immediately relevant and problem-solving-based

(Knowles, 1990; Knowles, Holton & Swanson 2005). Ther ef or e, eliciting | earn
and/or creating opportunities for challenging their behaviour and thinking is a key ingredient for

successful personal leadership development interventions because ffindings provide support for

the use of catalytic experiences [or pivotal challengeg in the development of the characteristics

underl yi ng per s o n(Bdrowitz& &ahé&edenhZ045:0).

Bjork and Linn (2006) found that m ore challenging learning environments led to enhanced
transfer of learning and potentially better-prepared learners. The evidence gained by using their
life experience as the main learning medium contributed to a fundamental shift; they realised that
their present life situation was unacceptable and that they had to take action. This is because
challenging experiences provide people with information that is in conflict with their perception of
themselves and:

When people find that their habitual ways of dealing with situations are not

effective, dissonance Is created forcing them to question the adequacy of their skills,

frameworks, attitudes and approaches. The expeaiences that stretch, confuse and
confront people are characterised by novelty; difficult goals; situations characterised
by confiict; dealing with losses, failures, and disappointments (Van Rooyen &
Whittle, 2011:1045).

This follows logically because transformation occurs when default long-standing beliefs are

challenged, and the learner uncovers the capacity to doubt the validity of perceptions that had

previously seemed unquestioningly true (Miller, 1989). Mezirow (2009) defines transformative

learning as | e ar ni tragsforinsh @ablemétic frames of reference to make them more

inclusive, discriminating, reflective, open, and e mot i onal ly able to changedo (N
Reframing is a well-known technique that can achieve this type of transformation and has been

shown to be a powerful way of transforming inner and outer conflicts (Hale, 1998; Asaha,

Bengston, Wendt & Nelson, 2012). Watzlawick, Weakland and Fisch (1974) describe reframing as

a fAichange [ i n] ndlohemotional settiegmt vie awpointan relation to which a situation

is experienced and to place it in another frame which fits the 6 f a af thes sime concrete situation

equally wel/l or even better, and therethlyl9tdBangi ng it
It is importan t to be aware that reframing is not about challenging the content of the experience
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but rather challenging the context in which the viewer perceives the content; in other words,
providing a new frame or lens through which the content can be viewed.

Robbins (1987:17) noted that, AA signal has meaning on
perceive it.o For exampl e, if the phone rings in the
stressed reaction because they are woken out of a deep sleep and their immediate response is

alarm and the thought that it mu s t be distressing nt¢

if they subsequently realise that the caller is a good friend who is on holiday and forgot about the
time difference. It follows then that if we change our frame of reference by looking at the same
situation from a different point of view, we can change the way we respond in life. We can change
our representation or perception about anything in a moment and change our state and behaviour
(Bandler & Grinder, 1983; Bandler, 1993).

The researcher is a qualified NLP master practitioner and, as such, regularly uses the technique of
reframing in her leadership development programmes and coaching interventions. All ideologies,
like political systems, religions and cultures, are frames for creating meaning and ways in which
we interpret the world and perceive others and ourselves. When we share frames with others, we
share meaning and have more harmonious interactions. When we have different frames, we can
easily fall into conflict, especially if we consider the frames of others to be invalid or inferior
(Wilkinson, 2010). Through the process of reframing (which happens using reflective listening,
guestions to challenge assumptions and presenting alternative lenses), learners can see their
behaviour through the lens of others and recognise that there can be multiple equally valid
perspectives that bring about individual and group transformation. At an organisational level,
reframing has proven to be a powerful technique, and is revolutionising the way organisations
regroup and rethink their strategies internally and externally technique (Kaushik, 2011; Bolman &
Deal, 2013; Martlew, 2015).

To achieve significant transformation learners need to expose themselves and, in so doing,
become vulnerable. During this research,the | ear ner sd expr es steadbeinghi s and
vulnerable was very necessary to their learning process even though being vulnerable and
exposed made them feel very uncomfortable. Despite the enormity of the process of peeling back
layers of self, being exposed and vulnerable was for the learners, very little literature could be
found that dealt with this. Other than the work of Viljoen -Terblanche (2008), she could also not
find literature that spoke of how safe and sacred the learning environment needs to be to allow
learners to be vulnerable. This is critical because AiChange is not easy and it requires new ways of
thinking, the development of new ski lls and abilities that require persistence in the face of initial
failures and incompetence before mastery is achievedd (Van Rooyen & Whittle, 2011:1046). In
addi tion, pearsistopeaple needfisupport in the form of confirmation by others and
encouragement to change. Experiencing that other people value their efforts to change and grow ,
helps them in coping with the temporary experience of incompetenceo (Van Rooyen & Whittle,
2011:1046).

The importance of experienced practitioners creating a safe and nurturing space for
transformation to occur cannot be underestimated because learning environments often fiserve as
a trigger for prior pain, and will invariably include times of confusion, conflict, and discomfort,
which can lead to transformative growth opportunitiesd ( Ch e n 408).2Ledrdng and
development practitioners can be likened to healers Da | o z 6 srefleclioh 8eScyibes

Over the years, | have come to believe that the line between learning and healing is
finer than we mi g thé obvidus fhinki€ pelaps lai adeeper
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understanding of the dynamics of healing would inform our knowle dge of learning.
(Laurent Daloz, 1999:241).

With this knowledge comes the overwhelming responsibility for learning and development
practitioners (including facilitators and coaches) to be qualified, experienced experts who are well
developed themselves and well versed in adult learning theory as well as trained in dealing with
the human psyche and group and organisational dynamics. A full discussion of the requirements of
facilitators can be found in, section 5.3.2. The Impact of the Facilitator .

5.3.5 Learning is a Journey and Takes Time (No i Qui ck) Fi xo

Despite Sengeds (1990) emphasis on the devel opment
process and the fact that all experts and participants interviewed during the study agreed that

learning, especially in the personal leadership capacity arena, took time to integrate, only a few

studies could be located that spoke of this. Most studies focused on specific models, processes or

tools that could be used for developing leaders but did not mention the significant investment of

time and energy that it would take to achieve transformation and change (Allen, 2009). Van

Rooyen and Whittl e I{i2deéarihata tainithg onevveboprertah éxperience of

a few days on its own, is unlikely to change behaviourd Vdgn Rooyen & Whittle, 2011:1051)

because fisuccessful skill devel opment and behaviour
durationmakingu s e of mul t Vap Roeyere&/\¢hittle, 2011:1047). Some competencies,

like reading an income statement, might be something we can learn on a short course. However,

the complex cluster of skills, attitudes, behaviours and emotional maturity required for leadership
doesnotdevelop quickly (AlIl en, 2009) . iTherefore, a key i
timeo (Allen, 2009:42).

When turning to wider literature, Leskiw and Singh (2007) conducted a thorough literature review
on best practice in leadership development and their findings revealed that there were six key
areas of importance:

A thorough needs assessment, the selection of a suitable audience, the design of an
appropriate infrastructure to support the initiative, the design and implem entation of
an entire learning system, an evaluation system, and corresponding actions to
reward success and improve on deficiencies (Leskiw & Singh, 2007.446).

These areas alone illustrate that learning and development take time and to implement an entire
learning system that allows for the incorporation of key adult learning principles, action learning,
reflection and feedback, means that organisations need to be willing to invest a significant amount

of time and financial resources in developing personall eader shi p ¢ apaf@iguick . AThe |
two day programme on leadership or a few months of coaching does not produce an instant
|l eadero (AlIl en, 2009:41) . When | eyasea the groceasrof att end

implementing and practicing new learnings as a continual development process that has many
challenges (Horne, et al., 2015) and there is no fquick fixo.
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5.4 Conclusion

This chapter provided an overview of literature review that was conducted on holistic and
sustainable leadership and persond leadership development within the South African and African
context. To have significant literature for integrating into the study, the review had to be widened
to include literature from the field of adult learning as well as global literature. In line with
grounded theory practices, the literature review was deliberately delayed until the end of the data
analysis phase of the researchto prevent any preconceptions from influencing the analysis of the
data. The review was also guided by the main themes of the data findings, and was focused on
five key areas: Importance of Group Dynamics; Importance of the Facilitator; Importance of
Application of Learning in Real World; Need for Challenges and Vulnerability to Shift Paradigms
and Learning is a Journey and Takes Time (No fiQuick Fixd). Although these themes were the
organising principle, all literature reviewed was within the milieu of holistic and sustainable
leadership and personal leadership developmentcombined with adult learning and development.

The review of literature is not seen as all-inclusive but rather focused on themes that emerged
from the grounded theory as indicated by Martins, et al. (2017). Of most interest is that, although

the literature reviewed provided adequate insights into the themes of study, much of it was held
within the field of adult learning and development and there was no literature that described the
concept of holistic and sustainable personal leadership development per se. Given this specific gap
in the current literature, the following chapter will discuss the findings of the research with a view

to tying the findings and the current literature into a coherent view of holistic and sustainable
personal leadership development. It will also highlight the similarities and diffe rences between the
data (analysed during the fieldwork) and the literature and, therefore, provide the reader with

additional insight into the key gaps practitioners should aim to fill to develop leadership capacity
holistically and sustainably.
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6 Chapter 6 : Evaluation and Discussion

6.1 In troduction

Chapter 5 presented the current literature review as an academic voice for the relevant themes
that emerged from the data analysis (presented in Chapter 4) conducted on all data collected
throughout the study (presented in Chapter 3). This chapter will integrate the analysed research
data and literature with the aim of highlighting the gaps in the current literature or confirming the
relevance of the literature as it relate s to the phenomenon of holistic and sustainable personal
leadership develgpment. In addition, the findings that resulted from the research process will be
presented and discussed. During the selective coding phase of data analysis (see 4.4.3) core
categories were selected and integrated as emergent themes by relating them to oth er categories
and core categories (Jones & Alony, 2011). The discussion and presentation of the research
findings is done by using a phenomenological style and structured according to the five key
themes that emerged. These are: Importance of Cohort Learning, Importance of the Facilitator,
Importance of Application of Learning in the Real World, Need for Challenges and Vulnerability to
Shift Paradigms and Learning is a Journey and Takes Time(No i Q u iFigok

6.2 Importance of Coh ort Learning

In this theme, th e focus was placed on several concepts extracted from the category codes and
core categories. The following concepts emerged from the data: the group was a sacred and safe
environment; the group (including the facilitator) gave valuable feedback and input that supported
personal leadership development; the group were perceived as being non-judgemental; there was
a strong sense of belonging and people did not want to switch from one group to another; strong
ties were formed and key relationships were built that were critical for learning and development
to take place. Overall, this theme, relates to the importance of cohort learning in three categories:
the benefits of a supportive, safe and sacred learning environment, the benefits of group feedback
and the role of trust in the group . The structure of this theme is illustrated in Figure 6.1.

N
( The Benefits of a
Supportive, Safe and
Sacred Learning
Environment

Importance of The Benefits of
Cohort Learning Group Feedback

The Role of Trust
in the Group

Figure 6.1  The Importance of Cohort Learning
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During axial and selective coding, the categories depicted in Figure 6.1 emerged as being
extremely important to the process of holistic and sustainable personal leadership development.

Although the use of cohort learning and the benef it s of Athe power of

nter

to enhance learning, interpersonal interaction and support, and, ultimately, progr am compl et i on_¢

(Saltiel & Russo, 2001:3) is widely reported in adult learning literature (Lawrence, 2002; Maher,
2005; Miller, 2007), this represents a significant gap in the literature on personal leadership
development or leadership development. This will be discussed more fully below.

6.2.1 Benefits of a Supportive , Safe and Sacred Learning Environment

Again, a large gap in the leadership development literature was identified, as there was no
literature that mentioned the imp ortance of a supportive, safe and sacred learning environment
for effective personal leadership or leadership development. The only literature found re inforced
the fact that the post -training environment had to be favourable and enabling (Saks & Burk, 2012,
Horne et al., 2015) but did not mention the importance of a favourable environment during the
training process. When turning to adult learning literature, Ozuah (2005) acknowledges, fiadult

learning will flourish, if nurturing and encouraging environments ar e provi dedo ) Ozuah,

and learners who are in a cohort become empowered and take ownership of their development
(Brooks, 1998). This is because learning is more effective when there is a safe environment in
which to participate without the fear o f being wrong or being judged (Hawe & Dixon, 2006).

The importance and benefits of a supportive, safe and sacred learning environment featured

significantly during open coding and revealedh ow i mport ant the partmngci pantés

part of a safe group was for them. They used words and phrases like, fthere was a sense of
bel ongi flfbsafa todpenup andshare.00ne par t i clrgmemberthe ealmdess
and peace that | felt as soon as | entered the training room. Sharon always had us reflect on the
mornings and during the breaks had these lovely quotes and words of wisdom from authors and
writers, which | absolutely loved. She played music in the background, which also added an
element of peace and serenity. | thoroughly enjoyed that. 0 All participants very specifically
mentioned the importance and value they received from their group. For example, Viloshni

thanked everyone for going through this fAprofound |
a room of strangers about eight months a g o, and now wkKatiesaile fiWweemasd. d un.

We shared knowledge. We formed a bond so precious that we felt comfortable enough to share

things about ourselves that woWhiledauta eemenbered:her wi s e

When | first sawthe gr oup | was | I kow ordearh isntys graup ofd ,
complete unknowns all going to relate to each other and interconnect and how on

earth s this going to work?6 | mean Ffrom

looking at each other and going what do we have in common and the only thing we
could find was purple, we both had purple on. And now it is just such a sense of
sadness that the journey comes to an end as a group, certainly not as individuals.

And that this group will dissolve because we 6 v e connect ed lsandts o many

me that has been exceptionally rewarding and | really want to thank each and every

that

st a

/| ev

one of you for that. You guys have been amazing,

every one of you. And | thank you for that, | than k you for your honesty, | thin k you
for the laughs, the tears, the different perspectives have been inspiring and that |
value enormously. Thank you (Laura).
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Muhammadal so felt that, fipeople sharing their experien
me realise that we're all human and we're all going to have pain or problems or success I'm
actually grateful t Becanseof iheastrdng bmrid and lidéensficagon with theird

group, the participants did not like changing groups or having someone join their group. Anke

spent one module with another groups and reported:

The other group s fine but | [i ke our group and
/| think as individuvals wedve had conversations w
run things by each otherorwegoand vent with each ot her. /| 6m actua
in this group (Anke).

Vusi resonated with this and said:

| enjoy engaging with everyone. | had a chance to attend a wonderful session with
the other group but | really missed thi s group. So I'm glad | was in this group, there
was a lot of sharing of knowledge and ideas. | was probably the youngest one here
but | never felt inferior. | felt that | was also valued, my ideas were heard and my
opinions were valued so | think it was qu ite a good space for me. Thank you (Vus).

In light of the analysed data of t he | i ved exper i eamdteediteratdre faulde parti c
in the adult learning and development space, the benefits of a safe and supportive group

environment cannot be over-emphasised even though it is not given importance in the current

literature available on personal leadership or leadership development.

6.2.2 Benefits of Groups Feedback

Literature could be located on personal leadership and leadership development that attested to
the importance of form al feedback, in the form of assessments, for the development of personal
leadership capacity (Van Rooyen & Whittle, 2011). The research findings corroborated the
importance of formal assessments as all participants found value in the formal EQ-i?°? assessnment
they completed pre- and post-intervention and the feedback they received on their results.
However, it was only when reviewing adult learning literature that the importance of informal peer
feedback and the benefit of uniq ue, quality, sometimes conflictual conversations could be located.
Adult learning literature illustrates that informal feedback is invaluable in providing an opportunity
for reflecting on experience and gaining new understanding and insights (Vella, 2002; Gosling &
Mintzberg, 2004; Craig & Kohl, 2014).

The findings of the data analysis supported the importance of informal feedback and revealed that
the participants agreed with Revansd (1982) noti on
Vusi said, fiThere was a lot of sharing of knowledge and ideasd and this was of great benefit to

him. PJappreci ated that, fiduring the course, I got wvalu
comments suggested that | was a little self -involved... The feedback proved us e f u | because 106
now aware of t he b e h aAyandauasonated with PJ Al was Sso appreciatiyv

everybody said about me. Good, bad, whatever, and | liked hearing an honest point of view about
me. And then for the first time in my life | never got o ffended, for the first time in my life | looked
at it and said this is what I need Laoraadded, kheon, t hi s
different perspectives have been inspiringd and very much appreciated and v.
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Again, there is a notable gap between the empirical data analysed during this study and the
current personal leadership development literature. The data illustrates that informal feedback
from peers, together with wisdom and personal experiences shared between group members
during open, critical conversations are essential for holistic and sustainable person leadership
development yet this is not reflected in the literature.

6.2.3 The Role of Trust in the Group

The role of trust in the group is inextricably linked with Category 6.2.1 Benefits of a Supportive,
Safe and Sacred Learning Environment and 6.2.2 Benefits of Groups Feedback During open
coding, it was evident that a supportive, safe and sacred learning environment fostered trust and
allowed the group to have conversations that they would not have been open enough to have
without the support, safety and trust within the group. Katiei dent i fi ed wi t\We
formed a bond so precious that we felt comfortable enough to share things about ourselves that
would have otherwise sta y e d h i Ketsl de Vrie® (2005) supported this when he acknowledged
t hat the Afoundation of trust fostered a ge
exposed the oOoundiscussables, 8 and pr omad} imdthec
words, safety and support promote trust and trust results in more open and honest feedback,
which in turn contributes to safety , support and a sacred environment. This critical aspect of
personal leadership development was not documented in the current personal leadership
development literature . However, the importance of this dynamic was very evident in the research
data and holistic and sustainable leadership development would not have happened without trust
in the group and in the facilitator wh o was seen as being an important member of the group
(elaborated in 6.3.1 Role of Stewaraq).

6.3 Importance of the Facilitator

In this theme, the focus was placed on several concepts extracted from the category codes and
core categories. The following concepts emerged from the data: The facilitator must have been
there herself and must have undergone significant personal growth; the facilitator had to be
skilled, knowledgeable and remain current and relevant; the facilitator was experienced as
remarkable; the facilitator created a safe space to gain perspective and gave people a voice; the
facilitator became personal, was vulnerable and supported the group to open up and be
vulnerable; the facilitator honoured resistance; the facilitator acknowledged participan ts' lives (and
the extent of their challenges faced); the facilitator accepted people; the facilitator checked
assumptions about the system and assumed wellness not illness, and the facilitator realised that
people changed themselves (a key for transformation) so she kept an open mind and did not
assume that she knew it all. Overall, this theme, relates to the importance of the facilitator in five

categories: The role of a steward, the importance of fa ¢ i | i dwa seli-mastery, the importance
of technical expertise and skills (espedally programme design, development and facilitation), the
importance of coaching skills, the value of NLP andt he facilitatorés f|

knowledge of key theories of adult learning and their impact . The structure of this theme is
illustrated in Figure 6.2.
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Role of a Steward

Importance of Programme Design

Facilitator’s Own Architecture Skills
Self-Mastery { )
Importance of \ ) p \
the Facilitator p ‘, Clinical Training and
Importance of Coaching Skills
Technical Skills and -
Expertise f )

Neuro-Linguistic

\ g Programming Skills
Flexibility }?f Knowledge of Key
Approac Adult Learning Theories
\ J and their Impact

Figure 6.2  The Importance of the Facilitator

During axial and selective coding, the categories depicted in Figure 6.2 emerged as being
extremely important to the process of holistic and sustainable personal leadershp development.
The personal leadership development literature that was reviewed briefly touched on the
importance of using a skilled facilitator, but did not give it great emphasis or provide details on the
criteria that ensured that the facilitator was sk illed. This represents another significant gap in the
literature that will be discussed more in the sections that follow, which are all interconnected to
ensure the facilitator is equipped for facilitating the process of holistic and sustainable personal
leadership development

6.3.1 Role of a Steward

During open coding, it emerged from the data that the facilitator had an important role in guiding
the learning pr ocess wit hout -itead prejdginig thg learner. Ifivkars ineicated
that this was not always the case in traditional training sessions where the facilitator adopted the
stance of fexpertd and did not act as a facilitator or steward ; therefore, making the learning

process trainer-centred rather than learner-centred. John and Naleisaboth admi t t e d , i am a |
cautiouso and Al am a bit wary of the supposition
peopl e devel opouisahMayresced evce,s . ®You can take a horse to
make it drink and people can only be developed iftheyr each t heir own IRnmael of a\
commented, iFor me there is no other way to do this than
gui te peRmonahd practitioners needed to ifcreate a
th e ms el Tumis dlale(saalso resonated, AAs a practitioner, I am

create space within which pPeaeotpoloe ficcarne aweaelsk at hsiasf ej ceunr
within which people can start to share some of their crucible experi ences and what they walk

through 1 n t er ms Jolindid mbvneentisn ctegtingda safe space but did say one can

only Afacilitate awareness and 61 0 as t he individ
devel opment of myself .0
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All experts felt that entering the system fromaplace of wel l ness and fAnot to g
it i s Bumd Wwas medy important. Rinacr eat es fi,saadcthisesacrednsss lies in the

seriousness and the sacredness allows inclusivity and to do this | attempt to make everyone in

every training programme f e e | bdvisayMaysa gr eed and sai d, ifPeople need
make mistakes and just be human.o Peteconcurred with creating fa sacr
spaceolu@ndcl uded that fi we s safe spade dor aunadlientdito Hodtheit h i
profound, personal devel opment wor k. And ités our r
that space for them to do the work. It i s powerful work for them. | mean, how sacred is that?

Youbre suppoetiongf someNalbimmbebvésreates a safe space
with another gives people permission to be seen and when another person sees us, it almost

affirms us. It gives us a sense of what | a m saying, thinking, feeling is valuable and it's to be

respected. The ability of the practitioner to create and hold this sacrosanct space is directly linked

to enabling 6.2.1 Benefits of a Supportive, Safe and Sacred Learning Environment and 6.2.3 The

Role of Trust in the Group.

During axial coding the following categories emerged: The facilitator created a safe space for

gaining perspective and gave people a voice the facilitator acknowledged participants' lives (and

the extent of their challenges faced); the facilitator accepted people; the facilitat or checked

assumptions about the system and assumed wellness not illness; and the facilitator realised that

people change themselves (so she kept an open mind and did not assume that she knew it all ). It

was evident from the data that the participants wanted the facilitator to support them in

understanding and managing their current realities and guide them on their personal leadership

development journey rather than providing them with a standard set of leadership ideals or

practices. All participants thanked the facilitator for her r ole in guiding their journey. For example,

Laura s ai dch,closind, a huge thank you to Sharon obviously fo
nurtured us, cared for us, taken an interest in all of us and taken us on this journey with you. It

has been an adventure | t hi nk f oStefarasl a i Toahk yiousfor lieing so supportive and

guiding me to be who | am today. | am truly thankful for everything you have done for me and

theteam.0 Whi | e o tThaakysu se rauchdfor befieving in me,0 Shie gave me hope and a
positive outlook on life. Sot hank you Sharon for being a brilliant
at times, 0As & coach, Sharon is particular about guiding you to find your own solutions , but at no

point does she disengage and leave you stranded. Without hesitation | would use the words
6honestdéd, Opresentd, -bedgragrtddltdedr & ddgclaiahi édnngddd ,a nd@n ddrt r |
The reader will see later in this chapter that t his links with the importance ofthe f aci | i t at or 6 s
flexibility and the theme of applying learning in the real world.

The literature on personal leadership development did not include the importance of the facilitator

adopting the role of a steward and ensuring that the learning an d development process is learner
centred and the learner takes ownership for developing himself or herself with the support of the

facilitator. However, this is well documented and corroborated by adult learning literature.
Knowles (1950) was one of the early theorists who promoted self-directed adult learning. In more
recent years, numerous researchers, such as Senge (1990), Mirriam (2001), Vella (2004),
Heitmann (2005), Horowitz and Van Eeden (2014), acknowledge that learners have all the internal
resources they need to develop systemically. The facilitator is there in the role of steward or

catalyst in the process (Laubscher, 2013) because leacership develops from the inside out
(Cashman, 2008). Therefore, it is important that holistic and sustainable lea dership development
interventions are learner-centred and designed in such a way to allow the learner to be self-
directed with the support of a steward.
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632 | mportance of Fablastenyt at or 6s Sel f

During open coding, all experts asserted that the facilitator 6 self-mastery was very important for

holistic and sustainable personal leadership development Louisa May advised, iSharpen your o
penci IRmaaddedji Take care of your own persomessissvevel opme
s o, S 0 i nrpadditibm is the importance of super vi si on and fitaking ti me
shift things back to where they belong and to grow inside after intervention, which we often do

not do if we just deliver. First question is: What do | contain on behalf of this grou p? Is this

frustration mine, or is it the systemds? And nkihisse mipopesandd |
(Ring). Louisa May and Naleisa both agreed that practitioners needed to take care of their

development and well-being as it was the only way we could go into an intervention who lly
accepting of another and from a place of no judgem
(LouisaMay) . We still have to be able to lovingly fdchall e
who they are. We must help the m to unlearn centuries of lear ning, where we have told them who

they ardhnnot o (

Although this concept was the most challenging for finding exact literature supporting it, the
literature (described in detail in section 5.3.3.2) does confirm the empirical data regarding the
importanc e of t h e sef-mastery. Baldart (2005) and Horne et al. (2015) elaborate on
the relationship between the learner and facilitator and the way in which the learner sees the
facilitator as a guru, and is deeply influenced by the facilitator. Therefore, holistic and sustainable
personal leadership development requires the facilitator to have attained a high level of El (Pillay,
Viviers & Mayer, 2013; Ramchunder & Martins, 2014). He or she must have a solid clinic
orientation (Kets de Vries, 2005; Martins, et al., 2017), must be prepared to be vulnerable, be
warm and approachable, have spent numerous years developing his or her personal leadership
capacity, and is still actively working on his or her self-mastery.

What is not documented in the liter ature, and what is suprising about these findings was the fact

t hat the facil i tthkat could enly beudcoessed athrdudhi higly levels of self-
awareness and self-actualisation) was one of the main keys to achieving holistic and sustainable
personal | eader ship devel opment . The data analysis reve:

enabled the group to be more vulnerable and reach parts of themselves that would otherwise
have remained hidden. This empirical finding from the data represents a significant gap in the
current literature on personal leadership development.

6.3.3 Importance of Technical  Skills and Expertise

During open coding, the importance of the f aci | i t at ords expertise, knowl e
was repeatedly referred to by t he participants who attended the intervention and the learning and
development experts who were interviewed. During selective coding, the skills and expertise
required for enabling holistic and sustainable leadership development could be separated into
three categories: Programme design architecture; clinical background and coaching skills and
knowledge of adult learning theories and their impact . It is important for the reader to be aware
thatthe facil it at o eriise hagksirohd lisks with dbthee gapegories. For example,
adopting the role of steward, and therefore allowing for learner-centred interventions (see 6.3.1
Role of a Steward or high levels of personal development and being open, vulnerable, warm and
approachable (see 6.3.2 Importanc e o f F a c i-Mastenafor@amore in-Gepth discussion)
are critical expertise but have already been discussed These will not be included in this section .
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6.3.3.1 Programme Design Architecture Skills

The first category, and empirical finding, was that the facilitator had to be skilled at designing a
programme architecture that supported holistic and sustainable personal leadership development.
To do this, multiple factors must be considered, especially the entire context or system where the
learning will take place. All experts agreedt h at holistic development involyv
perspective or approach to development and that is was a j our ney of aut henticit

everything surrounding an individual and that indi vi dual 6 s r atlsecialisystemstarmd di f f er e

the sustainability of tRma.tTheinatidnioffholidtic aspects af self waat s p ac e
elaborated by Rinaas fbody, mind and soul devel opment , or as
intellect, the doing side andthebeing si de botNuleilaegbhtobhdrtbis, fa holi st
self involves mental, physical, spii t ual and emotsoahobeéetlreéebogki stng tha

comprises many aspects and so who we are, at any particular moment, is informed,isnour i shed?é

yes nourishedé by that ener gy t halouisadayeanmdntedy m t hese
ifWe are absolutely holistic. We are open systems, 0
various life dimensions (spiritual, physical, mental, emotional and so on). And you've got to

manage all of those, all of the time because if you neglect one 1 because we are a system i it

af fects eveiduymtand Jolm ageekds lmut falt that education at large did not recognise

this type of development.

In light of the above, the important finding regarding designing programmes is that the

programme architecture must be highly customised for the system, and must include the

contribution of the system (at an individual, team and /or organisational level). Rina emphasised

having a fAsolid theoretical under pinning, SO you W
learning principles. If your ontology, your epistemology, your philosophy is solid then one can

trust your process becaus e y ou dv e ens urigndadspectrthainihe ndtessarg kaning

h a p p e insaddition, Rina added, fi | think the Dbiggest risk is that
assumptions about what works, and that we dondt meet
if we use off the shelf modules, we O6plakd [stick] it in, rather tha
working through that .0 Pete agreedt hat you <cannot Asimply try to take
it's going to be the same for every situation. o

Another empirical finding in the data was th e importance of the programme design taking the
participant on a journey. This is inextricably linked to another core theme, 6.6 Learning is a
Journey and Takes Time( N aQuick Fixg), and is discussed more fully there.

6.3.3.2 Clinic al Training and Coaching Skill s

The second empirical finding was the importance of the facilitator being a skilled coach with a
solid clinical background. Tumifir ai ses awareness through questioningo
to support pe @hidghest purposefbécausedvitht hiet comes their greatest

magic of it i s that y oQoaclirigrhepa d ly i éhratvse fAitntiengryade. ot h
through HAsupporting peoljphhal so0 ¥ahded hBfmael ¥esating
Aasking ¢uéesheimorsg i mp or t e partigpants ateending the intervention

expressed the importance of the facilitator and gr

Avari ous r olirecewaching and mdntarjngeud all.o Laura commented that the differenc e
between this workshop and other she attended was the expertise of the facilitator. This
participant® manager expressed t he val ue andRedularnef i t s (

151



communication and coaching sessions with the facilitator between training sessions also ensured
better learning.0

This finding was not at all surprising because the literature supports the fact that coaching is a
valuable leadership development skill (Whitmore, 2002; Landsberg, 2003; Ra u f f , 2 0 0y
& Everson, 2005; Correa, 2016). However, it was surprising that most literature located focused
on the benefits of coaching in enabling leadership development without warning against the
dangers and the utmost importance of solid clinical training. Therefore, it is essential that
organisations guard against this and only use facilitators who are clinically trained because novice
facilitators often do more damage than good ( Berglas, 2002; Kets de Vries, 2005, Korotov, 2015)
and are not equipped to handle difficult group situations (s uch as projections and collusions) that
manifest (Martins, et al., 2017).

6.3.3.3 Neuro -Linguistic Programming Skills

The third empirical finding is the importance of integrating NLP into the facilitation and coaching

practices of practitioners who want to engag e in holistic and sustainable personal leadership
development. The participants did not make this finding explicit by mentioning NLP specifically. In
fact, none of the participants, including the experts, mentioned NLP directly but 20 of the 23
participants who completed the intervention did refer to the fact that Module 3 that taught them

to displace their limiting beliefs was the most powerful and beneficial for them. The researcher

(who was also the designer and facilitator of the intervention) designed this module, and the
technique/tool they refer to (see 7.3 The Key to Displacing and Overcoming Limiting Beliefsfor
more details about this tool), based on her knowledge as an NLP master practitioner. Module 3 of
the intervention includes understanding perceptual filters, reframing, anchoring, new behaviour
generator, modalities and the use of the Milton Model, to name just a few of the NLP techniques.
In addition, the modules on goal-setting, constructive communication and managing interpersonal
relationships, coaching and problem-solving (which were all coded during the open coding stage
as very valuable for participants) all integrate the use of NLP techniques.

Personal leadership development literature within the South African context that referred to the
use of NLP could not be located, despite its systematic way of understanding, reframing,
reprogramming and/ or modelling a personds s
Andreas & Andreas, 1987 1989; Tosey & Mathison, 2003), its significant impact on the field of
learning and development (Mathison, 2004; Tosey & Mathison, 2003; Zaharia, Reiner & Schitz,
2015), and its success in the field of applied psychology (Zaharia, Reiner & Schiitz, 2015) and
coaching (McDermot & Jago, 200 2 es,20@4C ©his is eurpriséag doresidering that it
shows the promise of benefits for supporting holistic and sustainable personal leadership
development. Fortunately, CfBT Education Trust is committed to conducting more research into
the use of NLP as it applies to educating leaders (Carey, et al., 2010) b e ¢ a e eléments of
NLP may offer further potential in developing the skills of system leadersd (Carey, et al., 2010:31).

6.3.3.4 Knowledge of the Key Theories of Adult Learning and their Impact
The fourth empirical finding is the need for the facilitator to have a thorough understanding of

adult learning theory and the impact of this theory on holistic and sustainable leadership
development. This finding was explicitly expressed by the experts interviewed; fo r example, Rina
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sai d facil i tsalidthaoretival derpianéng, so ydu work with psychological constructs
or adult learning principles. 0  Tparteipants of the intervention were not explicit in their
expression but implied it in their stories. For example, Sandra shared her observation as follows:

[ The ot her programme] doesndét bring them out

their negative and the positive side. For me this course was about finding myself and
for them it is just telling themthat t hi s who youdre supposed

E Q. So from feedback that /I got from him [parti

completely different. So, please keep your course just like it is because it really helps
people. It has changed my life and the people in our team are different (Sandrg).

The above finding was not evident in the literature on personal leadership development. In fact, it
was not mentioned at all. The review had to be extended to adult learning and development
literature (see section 5.3.2.3.3 Knowledge of Key Theories of Adult Learning and their Impact for
a detailed discussion) to be able to adequately explore the importance of facilitators being backed
by a solid theoretic understanding of adult learning theories to create interventions that enable
holistic and sustainable leadership development.

Overall, when reviewing the current literature, only a few researchers discuss the importance of
the facil it averar, Water and Sraith (2008)eontribute that the fac ilitator needs to
have tools, and must be well equipped to deal with dilemmas. Van Rooyen and Whittle (2011)
mention the importance of not covering too many aspects of leadership development in one
programme because it invariably does justice to none. Van Rooyen and Whittle (2011) also
introduce several key contributing factors important to leadership development discourse. Craig
and Kohl (2014) reinforce the need for in-depth skills to design and develop a programme
architecture. While the need for a solid clinical orientation is reinforced (Kets de Vries, 2005;
Horowitz & Eden, 2015; Martins, et al., 2017). Other than these contributions, a significant body
of literature regarding best practice for facilitators when designing and delivering holistic and
sustainable personal leadership development interventions could not be found. This gap in the
literature is possibly because the topic is so vast and to provide comprehensive principles will
require integrating many different th emes and categories reveal during this study. Chapter 7 will
attempt to integrate the research findings and provide a comprehensive framework.

6.3.4 Flexibility of Approach

The next empirical finding arising from the data analysis is the importance of the facil itator having
diverse and well-established methodologies (such as the use of action learning, coaching, NLP,
CBT, world-café, story-telling, online learning methods, to name a few) because if the facilitator

goes in with only a hammer, suddenly everything looks like a nail. All experts agree that they are

t

o

as

be

not pr e c ispeaffis tooks rocantentd Pdte) or dAvery Uahmy | oan ftaheydl, s ot (
an be anRnBhi mgtd rhust be backed by a Jdhg) tamdo n g

heoNglesgd ( because fAit gives them opportunity
wn r eal it yPete)nTaking'a blekdied approach was also only mentioned by Rina, and
she defined it is as follows:

fi
c
it heor et i mn;ds that nhdnegivgsipeople permission [and confidence] to play with the
t
0

Blended for me is in the methodology. | like to design something that ensures the
individual has exposure, the group have some work to do, the organisation i using
technology in different ways. Some things will be ve ry practical; other things wil | be
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very theoretical. And then in between, content models. So for me, blended is all this
toget her, and technologyé more and more |/
of online questionnaires, online resources, those types of things (Ring).

Pete and John also said that they attempted to integrate online tools and resources before and
after the intervention.

It must be noted that flexibility was not just about diverse and varied methods . Flexibility of
approach was also importantly about the way the facilitator was able to meet each person where
they were and customise the intervention to suit the group and individual needs at any given time
so each person felt uniquely catered for and supported on their individual journe y to personal
leadership. This is evident and inextricably connected to the discussion and comments the
participants shared in 6.3.1 Role of Steward. Again, this was a gap in the personal leadership
development literature, and reference could only be found in adult learning literature . Moreover,
specifically in humanistic learning theory, which the researcher strongly advocates because
humani stic | earning theory fAstrives for fl exi
to specific leastner s and t o t he (Ozyak 23003:86)c In othepwordss the facilitator
must take into account the needs of the individual , as well as the collective cohort group, not to
mention the needs of the larger system to which they belong (such as the org anisation). This
customisation and careful consideration of the individual and group needs are important for
ensuring the intervention is holistic and sustainable and succesdul in developing personal
leadership capacity. The facilitator must operate with a keen awareness that each lear n e
learning experience is unique and personal (Boud & Walker, 1993; Rheid, 1995; van Rooyen &
Whittle, 2011) and learning is increasingly complex and difficult to understand or define (Haggis,
2002) so working with abstractions is the only way to proceed. Therefore, although the
importance of the facilitator is understated in literature and often ignored, it is paramount to
achieving holistic and sustainable personal leadership development.

6.4 Importance of Application of Lea rning in the Real World

In this theme, the focus was placed on several concepts extracted from the category codes and
core categories. The following concepts emerged from the data: Applying the lessons in the real
world (both work and personal) was essential for development; the experi ential nature of course
was valued because you need to live it to understand it; the journaling, homework and self -
reflection activities were important for application even though they were challenging. Overall, this
theme, relates to the importance of application of learning in the real world in four categories:
Action learning, reflective journaling, feedback and follow-up support. The structure of this theme
is illustrated in Figure 6.3.
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Action Learning

Reflective

Importance of Journaling
Application of |
Learning in the .

Real World Feedback

Follow-up Support

Figure 6.3 Importan ce of Application of Learning in the Real World

During axial and selective coding, the categories depicted in Figure 6.3 emerged as being
extremely important to the process of holistic and sustainable personal leadership development. In
addition, the importance of application of learning in the real world was well documented in the

literature reviewed on personal leadership development. Conger and Benjamin (1999) and Van
Rooyen and Whittle (2011) elaborate the importance of multiple interventions and varie ty of
practical experiences that provide opportunities to apply what has been learnt (Ashton, 2004;

Heitmann, 2005; Ozuah, 2005; Verrier & Smith, 2005; Leskiw & Singh, 2007; Sondhi, 2007; Van
Rooyen & Whittle, 2011; Martins, et al., 2017). The findings and developmental experiences can
be used to facilitate the application of learning in the real world will now be discussed in more
detail below. They are by no means an exhaustive list but the main suggestions emerging from
literature, empirical data andther esear cher 6s own practice.

6.4.1 Action L earning

During open coding, the participants frequently mentioned (53 times) the benefits of actively
being able to apply what they were learning in their everyday life. Laura said:

Revisiting and applying lessons learrt throughout this process is wh a t /| 6ve really
enjoyedé you get time to practice and rehearse an
moadules in different real life situations that you find yourself in. This was very

beneficial and made it worth the enormous time and travel commitment | h ad to

make to attend this programme (Laura).

Vusis a i d ained practigal solutions that | used to enhance my daily productivity in my work. |
am so pleased that | was part of the EQ leadership class of 20156 WhJacb adde d Eveny day |
apply the skills | have gained i especially when it comes to recognising my own responses to
di f ficul tIcanhbnesltsayothaistids is the best training | have ever done 1 it is more
than just a work shop, it is a lifelong journe y Eltac onc ur r e d pse fié tools everly tay.o
The participantsdmanagers also saw the value in the action learning approach that was adopted:

The di fference bet ween t his programme and t he
programmes Is that it was run over an extended period of tim e which allowed for the
concepts to be practised and brought to life in real work situations. The homework

155



components ensured t hat there wa s cafter cl ass
reinforcing the topics under discussion. Regular communication with the fa cilitator
between training sessions also ensured better learning (Paul).

Action | earningbés origin is accredited to Revans (1
it is frequently cited as an important way of develop ing leaders (see 5.3.3.1 Action Learning

leadership for an in-depth discussion and account of the literature). Therefore, the current

literature by numerous researchers (Mabey & Thomson, 2000; Horne & Steadman Jones, 2001;

Bolden, 2005; Leonard & Lang, 2010; Marquardt, 2010; Martins, et al., 2017) corroborates and

supports the research findings that learning through doing and active experimentation , greatly

enhances the success and sustainability of personal leadership development interventions. Action

learning can be used as a vehicle for providing practical, targeted, customised, holistic and

sustainable leadership development interventions.

6.4.2 Reflective Journaling

The use of reflective journaling is linked to action learning, and was one of the ways the study

ensured that the participants reflected in action on their learning and development experiences.

During open coding, the act of journaling and reflecting was referred to 63 times by participants

and 24 times by the experts. Sometimes participants complained that keeping a journal was hard

(there were 15 instances in the data) and they were not sure what to write. Despite these

complaints, the use of reflective journaling, which was included as part of their homework tasks,

proved a very important aspect of holistic and sustainable leadership development. PJ mentioned,

fit forced me to reflect on the things we had talked about and actively engage with the

information.0 WhPrekshawas sur pri sed and sai d whatyouthinkandp | ai nabl
what you write down becomes reality. It has taught metobe a better person inside
Sarafinaus ed her | rmderstandaahd nante mfi emotions 7 | have started regularly noting

my emotions downo  alrauta experienced journaling as a lightbulb moment and said:

/| 6ve [ ewalnute tafe journal i ng. /| 6ve never been a di a
person, so | candét get why | havendét done this be
words has forced me to structure though t processes in my own head (Laura).

The use of journaling was linked to participants experiencing an increase in their self-awareness

and ability to understand and manage their emotions, which was a significant achievement and

research findng because both the parntthe pagicpant Bemg pereoamallle ness a
responsible for enhancing it was gained. This confirms that reflective practices have the ability to
integrate thheenggaspedoinggi oh @& hol i sti c selfmsightamdd engagi
awareness, that aids sustainable learning and development.

The experts also noted the importance of building reflection into leadership interventions to
ensure more holistic and sustainable solutions. Rinas a i Iddp tryfand have a type of assignment
whet her it ds natype af thihg, @ apelsanal refiection journal, something to make it
tangible so thered®ds Threaottihees fawvweurdkpietrt s al so made
importance of allowing time for reflection and all encourage d learners to keep a journal during an
intervention. In t he researcher 6s experience, i f t he |l ear n
compulsory part of the programme, very few participants keep a regular journal. Of the 23
participants who completed the intervention (where submitt ing regular journal entries was a strict
requirement), three participants still did not submit any journal entries and said it was too difficult
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and time-consuming. Therefore, it is perhaps a good idea to have participants spend time actively
journaling in class to assist them with developing this skill that many find challenging.

6.4.3 Structured Feedback

The importance of informal feedback from the group or cohort has already been established in
6.2.2 Benefits of Groups Feedbackso it will not be discussed again here. If the reader refers to
6.2.2 it is evident that the informal feedback the learners received during the intervention was

invaluable to their learning and development. The link that is important to establish here is how

significantly this feedback was able to help the learners apply what they learnt about themselves
and others in their real life. This is expressed by Ayandawhen he says:

This programme was fruitful to me in a way that it taught me to value another

humandés point of who ey are ang ahatitheg are about. The

lesson that your opinion is not the only one that can shape the situation was one

el ement that humbled me more than | can express.
people say about me and not get offended but use it to change my approach and

change my work and personal relationships (Ayanda).

Vusi also said:

! actively seek feedback from others, about my personality, values and attributes that

| portray when | am around them. This helps me to see if this is in line w jth the
person | would like to be, and identify areas of improvement where necessary. It also
helps me to see if people in my sphere of influence have any misunderstandings
about me, and to effectively adapt my behaviour (Vusj).

In addition to the benefits of informal feedback ensuring that personal leadership development is
holistic and sustainable, there are also great benefits using formal assessment tools. All
participants agreed that the EQ-i*° assessment they completed pre- and post-intervention,
together with the feedback they r eceived when the results were transferred, was invaluable to
their personal leadership development. When askedwhether they felt it should remain part of the

intervention, they unanimously agreed and Sandras a i $o,l thifkthatitbs very, very, ver.)
important. | think you should def i nitely keep t hafPJalsonouryalediaboupr ogr amm
receiving his f eedbac ke rasnltd weseaactuhlly cldse toraqgrurdtesthanig | y , t

had anticipated. It was also good to get feedback to improv e in the aspects that were lacking. o
This reinforces the literature because formal assessment provides quick, succinct information that
participants can use to begin to close the gap between their real and ideal self. It is im portant t hat
this feedback is not a once-off event but rather an ongoing process what can aid holistic and

sustainable leadership development as will now be discussed in the link this category has with the
next one, namely follow-up support.

6.4.4 Follow -up Sup port
During open coding the importance of ongoing follow-up and support was evident in the data

(also discussed in 6.2.1 Benefits of a Supportive, Safe and Sacred Learning Environmeni).
However, it must be noted that t he benefits of ongoing follow -up and support were only achieved
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during this personal development intervention because it was a programme with spaced modules

(over a period of approximately nine months) and therefore, the participants could receive

ongoing support from their peers and mentorship from the facilitator. The importance of this

ongoing follow-up and support can be heard in the words of Viloshni ShAar on | think vyol
ment ored and coached and done a whole 1| ot. And youbd
our side best of luck to you and thank you foryourong o i ng s lWgunawas &lso very grateful

for the ongoing swumkorytouand sSéiad,onfiTobvi ously for th
nurtured us, cared for us, taken an interest in all of us and t aken us on this journey wi t h you. 0
Anke was appreciative of the electronic support received every Monday morning via email and

s a i daJso Have loved many of your Monday morning emails and often they come at the right

time with the righttopic! Just what | need! 0o

Three of the six experts also acknowledged the importance of follow -up support to reinforce and
sustain learning. Pete said:

The reason is because you want to have multiple opportunities for reinforcement and

for revisiting. So a couple of things that we've done is we've built those learning

paths. We have also started to talk about things like application clinics. The clinic has

a bit of a negative connotation but it's really to say you've been on the golf course

with the pro, you've had some training, you've been out and played on your own,

nowcomeback for a clinic, which I s reall yé [ et's seé
working and what isn't (Pete).

One of the four managers of the participants agreed. Dineo voiced this by saying that the
devel opment was siis o me,vir@rbtine--tineensthe could see that some of the
old behaviour patterns reoccurred. She expressed that:

It would be nice If there were refresher courses for people who have done the
course. Overall, the impact this programme has had on the team and/or organisation
/s that it has improved the team dynamics. It would have been great if other
members had also done the course as well (Dineg).

Often participants and managers would like follow -up intervention or support but there is no
budget for it. Pete also acknowledged this and expressed that too many organisations were after

the quick fix and they did not want to spend money on long -term sustainable solutions with built

in follow-up and support. This topic has strong links with 6.6 Learning /s a Journey and Takes
Time ( No 7 Gxdiaodkadditional empirical evidence is discussedmore fully in that section.

Overall, there is limited literature advocating for ongoing support in the form of mentorship or
work-based projects, despite its enormous value (Horowitz & Van Eeden, 2015) and few
organisations are prepared to spend money (or lacking the internal resources) to offer adequate
follow-up support. This presents a large gap in the requirements of holistic and sustainable
personal leadership development.

6.5 Need for Chal lenges and Vulnerability to Shift Paradigms

In this theme, the focus was placed on several concepts extracted from the category codes and
core categories. The concepts emerged from the data: it is critical that the programme design
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challenges personal vales, goals and beliefs (this can be a gentle/quiet process); programme
must challenge people to recognise areas for selfimprovement or opportunities for growth; when

my beliefs are challenges, | can grow, change my outlook on life and have an expanded
worldview; when challenged, | can recognise positive changes in myself and impact of own
strengths; it is important to take a systems perspective to development and see the individual

within context of the system; the tools used to facilitate this process are not as important as the
process the individual goes through.

It was evident from the open coding stage of data analysis that all participants in the learning
intervention experienced having their thoughts, b eliefs and behaviours challenged. Through axial
and selective coding it became evident that identifying, challenging and replacing limiting beliefs
the participants held created profound shifts in their thinking and behaviour and were core to
enabling sustainable change and transformation and increased personal leadership capacity. The
participants attending the intervention mentioned applying the technique taught to them to shift
limiting beliefs 53 times, there were 40 instances in the data of participants identifying a se verely
limiting belief, 55 instances of participants managing to replace a limiting belief. There were 36
instances of participants respecting their beliefs, being authentic and making good choices for
themselves and 39 instances of participants beingtoler ant of ot h e rtindposingtheiref s and
beliefs on others. Of the 23 participants who completed the programme, 17 expressed that
working with beliefs (during Module 3 of the intervention) and practicing shifting beliefs
throughout the programme was a high point and core learning for them. Zodwa said:

Displacing limiting beliefs was the most critical part for me because | feel you limit
yourself by placing cap on what you are able to do in every aspect of your life. So,
once you learn to have that shift you open yourself up to big ger possibilities in your
career and your personal life. That has been the most valuable part of this course for
me. Most uncomfortable also but the most valuable (Zodwa).

Ayanda agreed and said:

/| 6ve real i sed ithmewn intaactimomt!tl meop leisamnow | have to

understand that | need to be more welcoming even though | have a strong passion

for my belief. That when another person [nteract
able to interact with them without havi ng to let our differences and beliefs block me

from interacting with them or learning from them or working with them (Ayanda).

Sandra found it eye-opening and said, ledrning about beliefs and how my beliefs have restricted
me in so many ways and how | enforced my beliefs on my kids and on other people also and
limited them .0 Khaya shared an important personal story:

| was always afraid fo take up a leading position at work because to me, a leader
was someone who can stand up in the crowd and not be afraid to say something and
in all my development reviews, my lack of assertiveness was holding me back. | was
having difficulties with this because | am more a reserved person and it was a
challenge for me to now be a person who Is going to be outgoing and seen by
everyone. One comment that became an eye opener for me was in one of your
sessions where you [Sharon] said, you do not necessarily have to change your
character to be a leader and started making examples of well know leaders who have
actually made it without having to change who the y are and become outgoing. |
could immediately relate to that and realised | am a leader (Sandrg).
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An enormous number of detailed and profound personal stories were shared by participants.
These findings surprised the researcher as she had often wondered whether the technique she
had developed (that incorporated the use of various NLP strategies such as the use of the Milton
Model, reframing, anchoring and future pacing) was a bit too complex for the learners to grasp
and had even considered removing it from her programme architecture. Thankfully, she persisted
in facilitating this often complex and challenging process because the empirical findings suggested
that it was one of the most important elements of the programme . It en abled the learners to
challenge and replace their limiting beliefs in a safe and non-threatening way.

During their interviews, all six experts also expressed the importance of challenging learners

limiting beliefs to ensure holistic and sustainable personal leadership development. Pete spoke of

it more as uncovering crucible moments and supporting the learner to deal with them. While

Naleisas poke about people needing a safe spaoshnt o Al et
said it was important to fi leallenge and chase people to get to the core of who they are. We must

help them to unlearn cent ur itehse no fwhloe atrhneRymagages ew hrea te. ow
fianything that helps with personal values, mental models and worldviews. It merely brings it

homeé then asks of us to acknowledge the games we play, the unconscious dynamics, the impact

of p e r s doundlerstand éhat | may be different from you . drumi fiChallenges existing

paradigms, existing stereotypes. Evenchallenge s o meone 6 s matkey thipké ‘htley

think they are and how they think they operate and how the world works. 0 All experts also

emphasised the importance of adopting a systemic approach during this process and meeting the

learners where they are. The researcher also contributed the notion of honouring resistance in a

learner and knowing when, where and how far to challenge because the learner might not be

ready to look at certain aspects of themselves or their beliefs. It might be too painful or
overwhelming.

Despite the fact that the process of shifting limiting beliefs and expanding worldviews is
paramount to holistic and sustainable leadership development as well as transformational and
liberating, it was also extremely tough for the participants because it required being open and
vulnerable. Jaco admi t t ®idplacing limiting beliefs has been the most valuable part of this

course for me. But definitely the most uncomfortable b e c ause | donot | ieler feel i ng
though it was valuable.0 Sandras ai d, i | tto adnaitghat h dorthdt to my kids but when |
di d, it c han glaahereexampleywasKhayagvhodsaid:

This journey has, at times, made me very uncomfortable because it has challenged

my perceived beliefs or what | thought was me. Very uncomfortable at t i mes. !/ donot
like bearing my emotions in front of people. But then it has also opened up a whole

new me. | speak to a lot more to people, | have longer conversations, | smile more i

!/ hope. There | s a sayingé Foroughdrée.&othio be puri fi
has been a tough but necessary journey for me to go through personally (Khaya).

Anot her surprising finding was that the facilitator
weaknesses, fears and life experiences in combination with acceptance and non-judgement of

others was a catalyst to assisting participants to open up more quickly. The key to enabling the

transformation was ensuring that the learning environment was safe, and that there was trust

between the group members and facilitator (see 6.2.1 Benefits of a Supportive, Safe and Sacred

Learning Environment and 6.2.3 The Role of Trust in the Group for in-depth discussion of these

closely related findings). The facilitator set the example and tone of the session by being

vulnerable. This deep trust, safety, support and rapport allowed the participants to reach depth in
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themselves they had previously kept hidden and reach potential in themselves that they would
never have reached.

The current literature on personal leadership development (discussed in 5.3.4 Need for Challenges

and Vulnerability to Shift Paradigms) corroborates an aspect of the empirical research finding that

transformation occurs when default long-standing beliefs are challenged and the learner uncovers

the capacity to doubt the validity of per ceptions that had previously seemed unquestioningly true

(Miller, 1989). However, the role the facilitator plays in creating a sacred space through their

vulnerability and authenticity is only documented by Viljoen -Terblanche (2008) and represents a

significant gap in the current literature. It is important that practitioners become aware that the

importance of creating a safe and nurturing space for transformation to occur cannot be
underestimated because learning environmentso f t en fAser ve arorpan and wilhger f or
invariably include times of confusion, conflict, and discomfort, which can lead to transformative

growth opportunitieso (Chen, 2009:408) . Learning an
to healers as i s descr i b(#989). Wjth tHikaknawledge comes an overwhelming

responsibility for learning and development practitioners to have achieved high levels of personal

mastery and actualisation (see 6.3 /mportance of the Facilitator for a detailed discussion of these

findings).

6.6 Learning isaJourney and Takes Time (No fAQuick Fix0)

In this theme, the focus was placed on several concepts extracted from the category codes and
core categories. The following concepts emerged from the data: The learning process requires
time, focus and energy; it is important to trust process; the learning and development process is
ongoing; the process takes time to integrate into practice; there is no quick fix, you have to go on
a journey; the journey shifts you to be a better person.

During open coding, it emerged from the data of all participants that the learning needed to
achieve holistic and sustainable leadership development takes time, effort and energy to integrate

and there is no quick fix. This is not necessarily what individuals and organisations want to hear
because fimany are seekifnigx atno itnheexipeten fsui iviee A egnasi oc Kk (
category and critical research finding. Muhammad expressed it in the following way:

/| 6ve been on ovvarrhe pears but forune 8 e Gifference has been that
this one has been a concerted one in the sense t
wedéd all go back into our [ ittle comfort zonesé
back, so it kind of like forces you to reflect more often, more regularly, do the
homewor k, read your notes aghatitypeoftampSby what youod.

think that for me has been a major difference. It 6 s not a oncasifoff, Yyou kn
someonedbs J ust t 7 c ki ngly makds @ xifferemcear ét whamrgese . /'t real
lives (Muhammad).

Sarafina also realised:

/| 6ve realised that ités a journey but | need to
Just making the time for my own development Is something | never took too

seriously that one has to take time out, make an effort, have a plan in place

(Sarafina).
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The managers interviewed also agreed, and Paul said that:

The difference between this pr ogr a mme and t h-ei t @t heraiaqguwigc k
programmes Is that it was run over an extended period of time which allowed for the
concepts to be practised and brought to life in real work situations (Paul).

In addition to the participants attending the intervention and the ir managers, all experts also
agreed that learning takes time to integrate . Rina said:

The theory you plant on top of it, or the content, for me, is actually not that
important. It is about the journey . | do believe that any course or quick fixes or the
once off team building is a rah rah and not necessarily sustainable. So for me, itis a
Journey and for me the jou rmey must lead to personal significance (Rina).

John felt that organisations did not yet have the appetite for allowing people to embark on an

unknown journey of individuation. Tumi resonated with Johnand sai d, A Weonthis not f oc
[individuation] enough because webve got targets, wedve got b
sorts of things that narrow it and | i mit liotisat o, I i k€

May agreed and shared her experience of the following:

If you go in and y ou do a quick intervention and that's it, it'll be interesting maybe
one out of the 25 will really stick to it. The rest, six months later, you need to retrain,
because as human beings, we revert to type because fundamental things (like a
crisis) have to happen before people actually change. A real depth of intervention
must be between six to nine months, with ongoing integration and practical
application to make the learning stick ( Louisa May).

Naleisa agreed, and emphasised that, i The j our ney what they are earning m the

class with their inner and outer worlds .0 The participants of the intervention corroborate d the
expertsbopinions. The data revealed that by taking the participants on a journey where they felt

safe, had expert guidance by a skilled facilitator, were challenged, became vulnerable and had

opportunities to integrate their learning and apply it in the real world, they expanded their

worldview and experienced the outcome as life-changing. In total, 22 participants said the

programme was dAlife changingd or t hadt atnhdpartkipndse e t he
explicitly acknowledged that this process would be ongoing for them becauseidevel opment t ake
a lifetime.d Their experience of the journey was that it was one of individuation and deep personal

significance. This is reflected in the words of Sandra

Where do | start? This has been such a life-changing journey. A journey that brought

me to a place | never | magi nesk Thisjoumeylhas beé a pl ac
taught me to reflect on where | have been and where | am now. | cannot re write my

story or life but | have made the choice to make this a brand new start on an old

path. | canébét thank you enough.(Sahbtbal. hi ng wil |l ever

Ellas h ar & & ,as ifil found myself. A few years ago, | lost my whole self -image, my whole
me éltis like | have a whole new lease on life. 0 WhLauraesaid:

This programme has quite literally been life changing for me. | have moved from
beng a ovictiméhtp bakwhg aewdewhat | amé Not a da.
do not pause and be thankful that t his training (and the trainer!) é / have an
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overwhelming sense of inner peace and of being grounded i | know that | am
equipped to handle anything that comes my way, and am also able to be a better
person to be valuable (and valued) by those that | value. In my 30 year working

career, this is the most valuable training journey | have been on (Laura).

The empirical finding that learning is a journey, and takes time to integr ate was supported by the
current literature on personal leadership and leadership development (see 5.3.5 Learning is a
Journey and Takes Time( N aQuick Fixd) for an in-depth review of the literature).

6.7 Summary of Findings

This study focused on conceptualising holistic and sustainable personal leadership development,
showing the underpinning principles required to achieve it and describing the impact of this
development on the individual and the organisation as well as the sustainability thereof. The
findings of the study manifested in five core themes (as shown in Figure 6.4 below).

Holistic and Sustainable Personal Leadership Development

Apolication Challenges L ..
Importance Importance cn?Eearnin and Jearnlng |s;
of Cohort of the in the g Vulnerability 'Ic')aukrense'yl'i?nne
Learning Facilitator Real World to Shlft (No “Quick Fix")
Paradigms

Figure 6.4 Summary of Research Findings

Figure 6.4 illustrates the five core themes manifesting from this study. The themes are : Findings
about the Importance of Cohort Learning, Findings about the Importance of the Facilitator,
Findings about the Application of Learning in the Real World, Findings about Challenging Learners
and Vulnerability and Findings about Learning is a Journey and Takes Time (No fiQuick Fixd). The
findings will now be summarised according to these five core themes.

6.7.1 Findings about the Importance of  Cohort Learning

Participants sustained their journey and applied their learnings through the support of their grou p.
The feelings of safety and support enabled them to build relationships. This in turn fostered a
deep sense of trust, and this deep rapport and trust allowed them to challenge each other and
become vulnerable. The data revealed that participants felt they opened up and shared things
about themselves that would have stayed hidden were it not for the safety, support and trust
within the group. Therefore, indicating that being vulnerable can only happen in a place of safety.
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In other words, safety and vulner ability are inextricably connected and vital for holistic personal
leadership development to take place.

The group became a very sacred space forthe participants and a source of valuable feedback and
critique, diverse perspectives, friendship, shared experience and a sense of belonging. Without
this, holistic and sustainable personal leadership development will not be as effective, and will
potentially even be thwarted. It is important that the sanctity of the group is maintained , and
outside members are not allowed to join without wa rning and the permission of the group and
then only when it is absolutely necessary. This was especially notable in this study when a
member of HR joined one of the groups, and they immediately felt that they were being assess ed
and closed up for the time the HR member spent with the group. There was notable relief, almos t
as if the group wer ewharbthedR membei lefetHe session.br eat h o

Regarding the group composition, this study did not have any set criteria for group admission. The
group was diverse in terms of age, gender, race, education, grade-level and work experience yet
the result of strong rapport and trust was possible . One group did share that having members
from different departments made the space feel safer because it was not as if their department
alone was being targeted for development. Overall, the group members all started out feeling very
disjointed and with a sense of apprehension as is commonly cited in adult learning literature. It
takes time and concerted effort on th e part of the facilitator to guide the group through the

phases of forming, storming, norming and performing. The importance of this was a significant
research finding and an important aspect of holistic personal leadership development.

6.7.2 Findings about the  Importance ofthe  Facilitator

The participants experienced the facilitator as being a very important catalyst to their learning and
development process. This is because the facilitator was open, vulnerable and human while being
an extremely knowledgeable and experienced expert in the field of OD, El and leadership
development. The solid expertise of the facilitator allowed participants to trust the facilitator and
the process, while the vulnerability and humility allowed the participants to connect with the
facilitator, and to open-up their wounds and share their vulnerabilities. This was amplified by the
fact that the facilitator was with them through the entire intervention and facilitated all nine
modules of the programme.

Given the data collected and literature reviewed, it is evident that the skills and expertise the

facilitator must have are complex and vast. Firstly, the facilitator is a guide or steward and the
intervention is learner-centred and not trainer-centred. In other words, the facilitator i s not there
to show off his or her expertise like a fisage on a stageo but rather to allow the participants to

access their inner knowledge and wisdom. The data also revealed that the facilitator must have
reached high levels of self-actualisation requiring many years of intense personal leadership
development. This is because you cannot take someone where you yourself have not been. A
highly developed facilitator is also more likely to be able to approach the system without

judgement, and to be robust enough to take the backlash that sometimes occurs when
chall enging people and supporting them out a
critical part of their self-mastery and only with high levels of EI, can facilitators understand and
manage themselves as well as others. High EQ will mean that the facilitator is more likely to be
warm, empathetic, approachable, flexible and assertive, which are all vital attributes needed to
facilitate holistic personal leadership development.
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Self-mastery and self-actualisation must be coupled with expert technical skills. The first aspect of

technical expertise being programme design architecture. The content, models and tools the

facilitator uses are not as important as the t heoretic underpinnings and solid framework of the

programme. The programme design needs to take a systemic approach and be customised for

each system not just a i o rsigefits-a | intérvention. It must engage the learners holistically,

including their minds, hearts and souls. It needs to include individual, group and organisational

learning components and development activities, and must ensure that learning is applied in the

real world (guidelines for this are covered in 6.7.3 Application of Learning in the Real World and

takes the learners on a journey (see 6.7.5 Findingsa bout Learni ng TackkFingo Ti me (N

The second aspect of technical expertise revealed by the data and literature is the need for the
facilitator to have a solid clinical background coupled with coaching skills. Coaching supports
participants in integrating themselves holistically and sustainably by encouraging reflection, action
and growth that are self-correcting and self-generating. As such, the study posits that both
individual and group coaching should form an integral part of holistic and sustainable personal
leadership interventions. However, if coaches lack adequate clinical background they often do
more damage than good so a solid clinical background shauld be a non-negotiable criterion for
organisations in selecting facilitators to engage their employees in leadership development.

The third aspect of technical expertise that became evident through the empirical data and

literature available in the learning and development space was the valuable contribution NLP can

make to the holistic development of personal leadership capacity, and the ways in which it aids in

ensuring that the development is sustainable. Numerous researchers have cited various

contributions of NLP tol ear ni ng and danroed Seymow, 20800; ToSey & Mathison,

200 3; Mat hi son, 2004; Carey, et al. 2010), <coaching
2004) and psychotherapy (Zaharia, et al., 2015). However, NLP was not mentioned in the

literature pertaining to holistic and sustainable personal leadership development.

The fourth aspect of technical expertise required by the facilitator is a thorough knowledge and
understanding of adult learning theory and the impact of this theory. Despite the importance of
this, the researcher did not find much personal leadership development literature indicating its
need and, again, had to turn to adult learning and development literature to support this finding.

Lastly, the data collected and literature reviewed, revealed the importanc e o f the facilit
flexibility of approach. Having a diverse set of technical skills, as mentioned above, enables the

facilitator to be flexible, and to engage learners in different ways according to the need of the

system at the given time within a given context. Flexibility can only be achieved if the facilitator

honours his or her role as steward and allows the learner to guide the intervention. Flexibility can

only be achieved if the facilitator has a high EQ and high levels of self-actualisation because

flexibility means venturing into the unknown and allowing the learner to self -actualise through the

support of the facilitation.

6.7.3 Findings about the Application of Learning in the Real World
The data revealed that for learning to be valuable and sustainable it must be transferred and

integrated to the learner® context and reality. In other words, learning must be experiential or
action learning because holistic and sustainable personal leadership development happens in the
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fidoingd, assimilation and integration of learning. Reflective journaling proved useful for action
learning, and was a powerful way of encouraging learners to reflect in and on action regarding
their learning experiences. The data revealed that journaling was positively correlated with
learnersbhaving increased selfawareness and gaining the ability to understand and manage their
emotions. It was also evident from the data that participants often did not have time for, or were
not able to relate to, the process of journaling and would not have kept a journal had it not been
mandatory.

Feedback in the form of informal feedback from peers and the facilitator, as well as formal
assessment feedback (for example, the EQi?%), was another important component of the

participantsddevelopment. Formal assessments have the benefit of uncovering hidden weaknesses
and strengths that could take significantly longer to detect without the assessment tool as well as
presenting an objective, valid and reliable opinion. The participants of this study found the results

of their formal assessment to be very valuable in developing them holistically. The informal

feedback received was equally valuable. The praise from others boosted confidence and the
ficriticismo helped uncover scotomas. However, this feedback can only be given and received when
the learning environment is safe and supportive.

Follow-up support is the final suggestion for aiding application of learning in the real world. During
this intervention, this was ac hieved because the learning was spaced and the participants received
feedback from their cohorts and the facilitator between modules both telephonically and
electronically. Gaps in the literature and in most learning and development interventions are the
lack of follow-up support after an intervention. This is due to lack of resources and a lack of
awareness of its benefits.

6.7.4 Findings about Challenging Learners and Vulnerability

Based on the data collected and literature reviewed, transformation occurs, and leadership
development can be holistic and sustainable, when default long-standing beliefs are challenged
and the learner is able to doubt the validity of perceptions they had previous ly thought to be
unquestioningly true (Miller, 1989). The literature d oes not include the need for a safe and sacred
learning environment, or a very skilled facilitator to enable this process. This cannot be
underestimated and the study posits that with a safe, supporting, trusting environment and

effective techniques used to challenge the limiting belief(s), the process can be easier and gentler
on the participant who is often already feeling vulnerable and exposed by this process.

6.7.5 Findings about Learning  is a Journey and Takes Time (No AQuick Fix o)

It emerged from the dat a and literature that the type of learning needed to achieve holistic and
sustainable personal leadership development takes time, effort and energy to integrate , and there
is no quick fix. The process requires that individuals embark on a long-term journey of
individuation. Sadly, organisations often do not have the appetite for the investment of time and

energy required to achieve these transformational, holistic and sustainable results and seek the
quick fix. This invariably leads to disappointment or disillusionment in leadership development
interventions. During this study, the participant s engaged in a nine-month journey where the
learning modules were spaced one month apart with journaling, work -based assignments,
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feedback and support in-between modules. This intense development journey enabled holistic and
sustainable personal leadership development results.

6.8 Conclusion

In this chapter, the research findings were discussed. The findings were also triangulated by using
the voice of the current literatur e, all empirical data collected and analysed during this study, and
thecorrelation and discussion between the two
the literature or data were indicated and areas of corroboration were highlighted. The researcher
discussed and contextualised the themes and the concepts identified during coding within the field

of study, namely the phenomenon of holistic and sustainable personal leadership development.

Overall, the findings revealed that a safe, supportive and sacred group environment was a key
aspect successful development yet the current leadership development literature does not reflect
this. Similarly, another gap in the literature was the finding that t he solid expertise of the
facilitator allowed participants to trust the facilitat or and the process, while the vulnerability and
humility allowed the participants to connect with the facilitator, and to open -up their wounds and
be vulnerable. In addition, it was found that transformation occurs when default long-standing
beliefs are challenged and displaced. Again, the literature does not include this, which represents
another significant gap in literature.

A strong overlap between the literature and the theme s that emerged from the empirical data
analysed during this research, was the importance of actioning learning. The only gap in the
literature (and in most learning and development interventions) was the lack of follow -up support
after an intervention. This is often due to lack of resources and a lack of awareness of its benefits.
Lastly, the final overlap between the data findings and literature is that the type of learning
needed to achieve holistic and sustainable personal leadership development takes time, effort and
energy to integrate, and there i s no quick fix. Sadly, despite this knowledge, organisations often
do not have the appetite for the investment of time and energy required and seek the quick fix.

This invariably leads to disappointment or disillusionment in leadership development interventions.

Chapter 7 will consolidate the gaps and overlaps, between the empirical data and current
literature into recommendations, and a framework for holistic and sustainable personal leadership
will be introduced. In addition to the framework for holistic and sustainable personal leadeship
development, two useful practitioner aids will also be presented. The first is a model that depicts
the essence of visionary leadership and the three constructs and criteria thereof. The researcher
used this model when designing the intervention studied during this research and, therefore,
contributes it to support other practitioners in designing holistic and sustainable interventions. The
second technique/tool also formed an essential part of this intervention and was p ivotal to holistic
and sustainable leadership development because it facilitates challenging and displacing limiting
belief systems in a dialogue fashion. The findings of the research indicated that this tool was
essential for sustainable transformation and development.
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7 Chapter 7: Research Results and Framework

7.1 Introduction

Chapter 6 reported the findings that culminated from the triangulation of the voice of the
literature, the empirical data, and the correlation and discussion between the two that provided
t he r es e ar cThiechapter wlM oconsolidate the gaps and overlaps between the empirical
data and current literature, and will present the interpretation and results of the study in the form

of meta-insights. It also presents the undertaking of constructing theory from the empirical
findings of the study and creating a framework for holistic and sustainable personal leadership
development. This was achieved by using fi bductive logic involving both imaginative
interpretation and reasoning about experienced ( Ch ar ma z , b e2c0a0u8sitekr6tiva)data
nor the theories are discovered... we construct our grounded theories through our past and

present invol vement s and interactions wi t h
(Charmaz, 2006:10). In addition to the framework f or holistic and sustainable personal leadership
development, the researcher also presents two models she has constructed for use during her OD
interventions. The first model is a technique/tool that can be used to challenge and displace
limiting belief systems in favour of belief systems that serve the client better. The second is a
model depicting the essence of visionary leadership suited to the twenty first century leader.

7.2 Resear cherlosghtsMe t a

The meta-insights are presented according to the significance of the emergent themes arising
from the data. The interrelationships between these themes will also be revealed. The order of the
themes are as follows: Importance of Cohort Learning, Importance of the Facilitator, Importance
of Application of Learning in the Real World, Need for Challenges and Vulnerability to Shift
Paradigms and Learning is a Journey and Takes Time (Nofi Qui ¢k Fi x 0

7.2.1 Meta -Insight: Importance of Cohort Learning

The findings posit that the safety and su pport received by the group (w here the facilitator was
viewed as a core part of the group and a key determinant of the levels of safety , support and trust
within the group) were paramount in facilitating holistic personal leadership development. At the
start of the research, she did not fully realise just how valuable the sanctity and safety of the

group were for the learner to achieve holistic personal leadership development. Given the data
collected and literature reviewed (or lack of literature in this d omain), significant insight was
gained into the impact of cohort learning on holistic and sustainable leadership development As
such, the researcher has shifted her perspective, and realises that OD experts, organisations and
facilitators who engage in designing or delivering personal leadership development interventions,
ought to pay special attention to the cohort , and ensure that safety and support are built into the

foundation of the group dynamics so trust can be established. One key suggestion or insight is to
have a group contract that prevents group members from leaving or entering the group with out
serious reasons, consideration and group permission. Without the sacredness and sanctity of the
group, holistic and sustainable personal leadership devdopment will not be as effecti ve, and may
potentially even be thwarted.
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Another meta-insight was how beneficial peer feedback was to the development process. It was
interesting to note that o ne of the early modules of the intervention that equipped the participants
to give feedback effectively and to receive feedback without taking it as criticism but rather as
information that could enter their system and effect remarkable change, really contributed to the
safety and trust in the group . The researcher did not set out to do this deliber ately but it became
evident that this skill, of having direct and open conversations (with empathy), was very important
to achieving holistic and sustainable personal leadership development. This is becauseit allowed
the participants to challenge each other and open up vulnerabilities in a safe way and see or share
parts of themselves that they would not normally share . This insight again indicates that the
themes of this research are inextricably connected because the feedbad and safety in the group
promote a willingness to challenge, that leads to vulnerability, that significantly contributes to
holistic and sustainable personal leadership development.

7.2.2 Meta -Insight: Importance of the Facilitator

Another significant meta-insight gained from the research was that the facilitator wa s at the heart
or core of holistic and sustainable personal leadership development almost like a golden thread,
interwoven through each theme and key aspect contributing to holistic and sustainable personal
leadership development. Early on in the data collection process, it was evident that the facilitator
played this pivotal role but the attributes that were important or how this came about only
became clear through extensive data analysis and eventual data saturation.

The first meta-insight about the facilitator was just how skilled and experienced the facilitator had
to be. It became evident that the technical expertise of the facilitator was paramount to the
success of the intervention and while the specific tools or models used were not that important,

their robust underpinnings and grounding in solid theory were very important. The vastness and

complexity of the expertise and skills that the facilitator required stood out as a very significant

meta-insight. This is because the expertise and skills ranged from self-mastery, to programme
design architecture, to solid coaching and clinical skills, to NLP skills, to in-depth applied
knowledge of adult learning theories. It was evident that it was not possible to facilitate holistic
and sustainable personal leadership development interventions without engineering and
integrating coaching, NLP and adult learning theory and principles into the programme
architecture. These theories include, but are not limited to, experiential learning, humanistic
learning, constructivism, transformative learning, action learning, dialogue education and integral

theory, to name the key theories the researcher integrates in her practice. In short, the facilitator

has an enormous and overwhelming responsibility to have reached very high levels of personal
mastery as well as have highly developed OD skills in various domains to be able to design an
intervention that takes a systemic approach and is customised to engage the learners holistically,
including their minds, hearts and souls, and various life dimensions. The skill of the facilitator
allows for flexibility of approach, which is very important to the success of the development
programme.

A second metainsight was how important it was for the facilitator to be open, authentic,
vulnerable and human because this enabled the individual participants, and group as a whole, to
connect with the facilitator, become vulnerable and share their personal stories, challenges, fears
and limiting beliefs. Through this connection, the participants placed trust in the facilitator.
However, this trust was not onlyr oot ed i n the depth of the facilitat
and openness; it was also rooted in the fact that the faci litator was extremely knowledgeable and
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an experienced expert in the field of OD, El and leadership development with a solid clinical
background. This duality, combining deep humility and vulnerability with significant professional
expertise, proved to be one of the criteria resulting in the success of the holistic personal
leadership development intervention.

Another interesting insight was how inextricably linked all themes emerging from the data were.
For example, the vulnerability of the facilitator and the trust the group placed in the facilitator
allowed the group to start opening up. Through their opening up, sharing their personal stories
and providing each other with feedback, they formed a bond of trust in the group. This trusting
and safe space alowed individuals to be vulnerable and open to having their beliefs challenged.
Because they opened up and were authentic about their real-life experiences, they could apply
their learning in the real world, which facilitated holistic development of the pe rson in various life
dimensions and expanded their worldviews brining about sustainable long-term development. In
addition, it emerged that the facilitator being in the role of guide or steward through the entire
intervention and facilitating all nine modules of the programme was important to the success of
the intervention. The group valued the sacredness and sanctity of their journey with the facilitator ,
and saw the facilitator as being the main catalyst of their learning and development through the
intervention. The significance of this was a surprising and significant finding and filled a large gap
in the current literature.

7.2.3 Meta -Insight: Importance of Application of Learning in Real World

To enable the learning and development intervention to be sustainable, the learning must be
transferred and integrated to the learner & context and reality. In other words, learning must be
experiential because holistic and sustainable personal leadership development happens in the
6doingd, as s i mi | nadf learmng. arhisdwas a significang tout mot a surprising,
insight. A surprising insight was that the actual content, leadership models or theories used during
the intervention was far less important than the application of the content in the real world. The
participants often could not remember the exact piece of content they ha d learnt but remembered
the impact it had on them when applying it. This does not mean theories and content must not be
well researched, carefully chosen to suit the programme architecture and have theoretically solid
underpinnings because this is still a very important role of the facilitator. This insight implies that
the facilitator must not spend too much time in fieacho or fit h e oe a the expehs® of
enabling the learners to apply the theory or co ntent in their real world s.

To achieve application of learning in the real world, the researcher proposes the use of action
learning techniques, reflective journaling, feedback and follow-up support. Action learning
practices can be optimised by engaging the learners through the process of meaningful enquiry
and reflection; supporting them in integrating new knowledge with existing knowledge, practicing
in a variety of situations with varying complexity to generalise learning; adding increasingly
difficult challenges and spacing learning over time to ensure learners steadily grow in proficiency
and confidence (adapted from the National Academy of Sciences cited in Christina & Bjork, 1991).
The researcher also proposes that certain activities (like reflecti ve journaling and homework tasks
completed on the job) must be mandatory if the technique has any hope of succeeding in
achieving its purpose.
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A significant meta-insight is that experiential, action learning activities do not have to be intense
immersions into real-life situations. Although these immersions are valuable, they can be costly
and very administratively intensive to facilitate. Through this research, it became evident that
successful actioning learning can be achieved through a relatable story t hat connects a classroom
problem-solving activity with their real world , or a practical and well-crafted simulation, or
homework that needs to be completed in a real -life situation (personally or professionally). Before
this study, the researcher had always questioned whether her interventions were practical and
experiential enough. The insight she gained from this research is that the participants do not have
to be engaged in costly activities or involved customised simulations and that her learning
activities do allow for application in the real world. The researcher recommends a few additional
ways of bridging this gap between classroom and reallife learning: establish informal mentorship
programmes when the learners return to their work environment, assign work-based projects,
create mastermind groups (online or face-to-face), provide electronic tools for reinforcing learning
after the intervention and offer refresher courses.

7.2.4 Meta -Insight: Need Challenges and Vulnerability to Shift Paradigms

Before this study, the researcher had often questioned whether she should be so open about her
life, learnings, fears, challenges and journey to self-mastery. Although her personal stories and life
experience were always shared with boundaries and in an ethical and appropriate way, she knew
many facilitators used standard stories and examples while facilitating, and did not share their
personal misgivings or at least shared them with less depth and vulnerability. A meta-insight from
this research is that the vulnerability of the facilitator was a key reason for the intervention
successand crucial to holistic personal leadership development within the group . The fact that the
facilitator could be so open and vulnerable with the group created a sacredness and allowed the
participants to open up about their personal struggles. The research revealed that it was through

part i ceéexpoaimgttleidselves that the learning became real, and, therefore, holistic and
sustainable. In addition, m aking it real and personally applicable (as discussed above in 7.2.3) is
key to developing personal leadership capacity in a sustainable way for two reasons. The first
reason is that the growth the participants experienced was fully integrated and allowed them to
create a new personal identity and long-lasting transformation. The second reason is that they
learnt the skills of challenging and displacing their limiting beliefs that they could keep using in

years to come. This leads to the next meta-insight below.

Another meta-insight was how much value the participants gained from the process of challenging
and shifting their limiting beliefs. The data revealed that this was a highlight of the programme for

17 of the 23 learners. The researcher had not realised the power and benefits of having an
effective technique (see 7.3 The KEY to Displacing and Overcoming Limiting Beliefs for more
details on this technique) for challenging limiting beliefs, and had even considered excluding
Module 3, where she introduces belief systems and teaches participants to challenge and shift
limiting beliefs. She had even considered excluding this module for the intervention because it
required such vulnerability on the part of the participant and an interrelated set of skills.
Fortunately, this meta-insight revealed that she had underestimated the fact that the safe and
sacred learning environment, coupled with the skills of the facilitator, made this a crucial and
essential module of the intervention. As such, the researcher posits that with a skilled facilitator, a
safe, supporting and trusting environment, and effective techniques for challenging the limiting
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belief(s), the process can be life changing for the participant and pivotal to holistic and sustainable
leadership developmert.

Again, the discussion above illustrates that all the themes arising from the data are inextricably
linked and interconnected because the importance of the facilitator, the importance of cohort
learning and the importance of application in the real world are all woven into this theme.

7.2.5 Meta-Insight :Learningi s a Journey and TakeBxoli me ( N

The importance of the learning being a journey over an extended period became apparent

through data analysis and the literature. It was not surprising that all evidence overwhelmingly

pointed to the fact that quick -f i x i nterventions are often a waste
company money. Sadl vy, organi sations of t en dlong-term have t
transformational, holistic and sustainable interventions and seek the quick fix. This invariably leads

to disappointment or disillusionment in the ROI of personal leadership development interventions.

Based on the findings, holistic and sustainable leadership development interventions require a

committed journey of a minimum of six months, and preferably nine months to yield sustainable

results. This allows the learners sufficient time to gain in competence and confidence through the

programme, apply the skills being learnt (such as setting goals, managing emotions, effective

communication, managing interpersonal relationships, challenging beliefs, overcoming fears,

making better decisions, problem solving and more) to achieve holistic personal leadership

development that is life changing and sustainable.

7.3 Grounded Theory Building

This study blended both hermeneutic phenomenology and grounded theory. Chapter 6 presented

the phenomenological aspect of this study and research results. Therefore, an important next step

is to achieve the goal of the grounded theory aspect of this study, which is generating a

substantive theory grounded in the data (Compton & Barrett, 2016). This study was aimed at

developing a framework for holistic and sustainable personal leadership development This process

drew on existing (albeit it limited) ways of understanding the phenomenonand required Apuzz
0 u tadd problem-solving (Timmermans & Tavory, 2012) to build an inductive framework that

illustrates the dynamic relationships among the concepts and themes that emerged from the data.

The factors that influe nced the theory-building process and the holistic and sustainable personal

leadership development framework will now be discussed.

7.3.1 Interrelationship between the Core Elements of the Framework

To enable the creation of the holistic and sustainable personal leadership development framework,

it was necessary to examine the complex interrelationships between each theme, category and the

attributes of the categories. These meta-insights were the culmination of a lengthy data analysis

process including the literature review, t h e researcher 6s experience i n 1
leadership development, her observations of the participants during the intervention (recorded in

extensive field notes), and much study and reflection on the ne tworks that emerged during the
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data analysis (see Figure 4.4 Axial Coding Network Diagram for an example of interrelated
attributes of categories). Initially, the intention was not to share the detailed outcome of this
examination with the reader. However, this was reconsidered because a framework should not
only reflect the essential concepts, themes and dimensions emerging from the data, but also the
relational dynamics among those concepts (Gioia, Corley & Hamilton, 2013).

In light of the above , the complex web of interrelationships are made transparent (see Table 7.1

Interrelationships between the Core Elements of the Holistic and Sustainable Personal Leadership
Development Framework) to provide other practitioners with insights into the intricacies of holistic
and sustainable personal leadership development and the way in which aspects of the framework

influence each other. Each theme or aspect of the framework is referred to as an element. In

Table 7.1, the reader will see that the core elements of the framework are listed (in the first

column) with the attributes /criteria for the success of each detailed in the second column. These
labels are then repeated as column headings across the table (from Column 3 onwards) in a
mirror fashion. This created a grid arrangement that illustrates the way each attribute was related

to all other attributes and influenced by them.

The complex interplay of relationships is indicated using three different arrows, as shown in the
legend at the bottom of Table 7.1 . Each arrow has a different meaning, described as follows:

1 When the arrow bends and points upwards ( ), it indicates that the attribute of the core
element represented by the left-hand label influences the attribute it is pointing to above. For
example, a safe, supportive and sacred environment positivelyi nf | uences t he
give feedback because if the group feel safe, they are more likely to be open and share their
feedback. (See the matching circled arrow in Table 7.1.)

1 When the arrow bends and points to the left ( ) it indicates that the element represented by
the label above influences the attribute label it is pointing to on the left of the table. For
example, when the facilitator has attained high levels of self-mastery, it enabled the facilitator
to operate in the role of steward, which means the intervention was learner -centred, the
facilitator did not attempttobe theall -k nowi ng fiexperto. The faci
to the outcome but was mature and open enough to allow the learner to determine his or her
own path. (See the matching circled arrow in Table 7.1.)

1  When the arrow is double-headed ( ) it indicates that both attributes mutually influence each
other. For example, when the environment was supportive, safe and sacred, the group trust
increased and as the group trust increased, the environment became more supportive, safe
and sacred. (See the matching circled arrow in Table 7.1.)
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Interrelationships between the Core Elements of the Holistic and

Sustainable Personal Leadership Development Framework

Table 7.1
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When reviewing Table 7.1, the reader will be able to see the complex relationships and intricacies
between each element of the framework of holistic and sustainable personable leadership
development and the significant role each element has in enabling the process. The research will
now present the framework for holistic and sustainable personal leadership development.

7.3.2 Holistic and Sustainable Personal Leadership Development Framework

The proposed framework for holistic and sustainable personal leadership development (see
Figure 7.1) is aimed at enabling OD practitioners and organisations to enhance the quality of their
leadership development interventions and increase the return on investment both participants and
organisations receive post-intervention. It should be read together with the meta-insights in this
chapter (s ee 7. 2 Re s e-mgigbté) avd the condlasiomin Chapter 8.

A Framework for Holistic and Sustainable Personal Leadership Development

| -

Spaced Modules

JOURNEY Focus on Experiential Learning

> - Reinforce Key Concepts
NO “QUICK FIX Ongoing Development

APPLICATION IN

Action Learning

Reflective Journaling

THE REAL WORLD Structured Feedback
Follow-Up Support

Model and Encourage Vulnerability
Challenge Learner Paradigms

)

Role of Steward

Own Self-Mastery
Technical Skills / Expertise
Flexibility of Approach

CHALLENGE AND SHIFT
LEARNER PARADIGMS

IMPORTANCE OF
COHORT LEARNING

IMPORTANCE OF
THE FACILITATOR

" Gabrie\ides

% snaron K

Figure 7.1 A Framework for Holistic and Sustainable Personal Leadership
Development

The spiral image used for the framework in Figure 7.1 illustrates that holistic and sustainable
personal leadership development is an ongoing process where each aspect or element of the
process impacts and influences the next element of the process. The spiral starts (at the base of
the diagram) with the importance of the facilitator a nd proceeds through the process of the cohort
forming and the importance of cohort learning. The facilitator and cohort then enable the next
part of the process: challenging and shifting of learner paradigms, which is inextricably linked with
the application of learning in the real world. The entire development process is an ongoing
journey that takes time and there is no fiquick fixo solution. Each aspect of the framework will now
be elaborated on and discussed, including the purposeful use of colour and what each colour in
Figure 7.1 represents.
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The framework starts (at the base of the spiral) with the Importance of the F acilitator
because the facilitator sets the context of the intervention and impacts every other aspect of the
process The facilitator is like a golden thread, interwoven through each theme and key aspect of
the framework contributing to holistic and sustainable personal leadership development. The
f aci | ipgychdlogicalbatributes and technical expertise are both paramount to the success of
the intervention. This is especially true in the case of this research because the facilitator was
responsible for the design, development and delivery of the intervention. Regarding psychological
attributes, the facilitator must have achieved high | evels of self-mastery, and must have adopted
the role of a steward to be mature enough to allow the process of development to be learner-
centred. Although the facilitator mu s t be highly skilled, the f
st ageo wh tessahetb thes learner. Rather, the journey of learning is co-created with the
learner as an equal participant. The facilitator must provide the skills and expertise of designing a
programme architecture with solid theoretical underpinnings that incorporates coaching, NLP and
adult-learning theory including, but not limited to, experiential action learning, humanistic
learning, constructivism, transformative learning, dialogu e education and integral theory. Although
the specific tools or models the facilitator uses are not that important to the process, the research
revealed that it was not possible to facilitate holistic and sustainable personal leadership
development without solid learning theory underpinning the programme. A combination of purple
and indigo represents the facilitator because purple is indicative of deep meditation, spiritual
awareness, intuition and sound judgement while indigo is indicative of wisdom, enlightenment,
integrity, deep sincerity, emotional depth, devotion and spiritual realisation.

The next element of the process and framework is the | mportance of Cohort Learning , where
the facilitator forms an integral part of the group and is responsible for establishing the group as a
supportive, safe and sacred learning space. This space allows the group to offer each other
valuable feedback (including highlighting strengths and offering critique regarding areas of
development), diverse perspectives, friendship, shared experience and a sense of belonging.
Without this, holistic and sustainable personal leadership development will not be as effective, and
will potentially even be thwarted . The supportive, safe, sacred space and group feedbackenabled
the group to develop a deep sense of trust and rapport. In turn, it enabled the group (including
the facilitator) to challenge each otherd s p a r and begoms vulnerable enough to expose and
shift limiting beliefs. The openness to being challenged and becoming vulnerable allowed the
individual to gain new perspectives and an expanded worldview. The Importance of Cohort
Learning is represented by the colour green because it is indicative of balance, harmony, growth,
communication, support and the ability to nurture and love unconditionally.

As a result of the above elements of the framework, the process spirals upwards to Challenge

and Shift Learner P aradigms because the facilitator and cohort make it possible for the learner
to be open to being challenged or to bring their challenges and limiting beliefs into the group so
they can be dealt with . This process requires enormous vulnerability, which is very uncomfortable
for most learners so the support, safe, sacred space is essential In addition, t he research showed

ac

thatt he facilitator s vul ner fadar in askisting ahe arnerp te opere s s

up and become vulnerable. The researcher used (and taught the learners how to use) a specific
technique she had developed to support the learners in successfully overcomng their limiting
beliefs (see 7.3 The KEY to Displacing and Overoming Limiting Beliefs for more details on this
technique). Therefore, the framework illustrates that with the support of a skilled facilitator, a
safe, supporting and trusting environment, and effective techniques to challenge Ilimiting
paradigms or belief(s), the process of holistic and sustainable leadership development is
facilitated. Challenge and Shift Learner Paradigms is represented by the colour pink as is indicative
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of discernment, insight and self-knowledge, while offering comfort and understandin g to alleviate
negative thoughts that often accompany limiting beliefs .

The fourth core element of the framework (as shown in Figure 7.1) is the necessity for
Application inthe  Real World . Again, the three preceding elements of the framework (namely,
Importance of the Facilitator, Importance of Cohort Learning and Challenge and Shift Paradigms)
all influence and enable the learners to better apply their learning in the real world. This is
because learners have become vulnerable and brought their personal real-world experiences to
the fore. In addition, the use of actioning learning activities, reflective journaling, structured
feedback (from assessment tools or group activities) and follow-up support is essential to the
process of holistic and sustainable personal leadership development. As illustrated in Figure 7.1,
by the arrow pointing from Application of L earning in the Real World down to Challenge and Shift
Learner Paradigms, that by applying learning in their real worlds, the learnersd paradigms were
again challenged and shifted. This illustrates that both elements positively reinforce and influence
each other. It can also be seen from the arrow pointing from the Journey (No fiQuick Fixd)
element of the process down to Application in the Real World that the learning needs to be a
journey to make it possible for the learners to have sufficient time to apply their learning in the
real world to happen. Application of Learning in the Real World is represented by the colour
turquoise because it is indicative of deep understanding, openness, integration, practicality and
flexibility.

The final element of the framework illustrates that the process of personal leadership development
needs to be a committed Journey (No fiQuick Fix &) over an extended period (a minimum of six
months, and preferably nine months) if it is to enable holistic development and yield sustainable
results. A journey over an extended period allows the learner sufficient time to gain in competence
and confidence through the programme, and apply the skills being learnt (such as setting goals,
managing emotions, communicating effectively, managing interpersonal relationships, challenging
beliefs, overcoming fears, making better decisions, problem-solving and more) to achieve results
that are holistic and sustainable. Quick-fix interventions are often a waste of the individual & time
and company money because experiential learning involving integration, assimilation, reflection
and application of learning is not sufficiently facilitated. The reader will also notice that the spiral
continues upwards indicative of a lifetime journey that has no end. In other words, t he process of
holistic and sustainable personal leadership development is an ongoing process that opens up a
vista of opportunities for cont inued growth and development after the intervention . Organisations
can play a significant role in this continued journey by facilitating mentorship programme and
ongoing support and follow-up after the intervention because learning and development have no
end. The Journey (No fQuick Fix) is represented by the colour indigo because it depicts the
| ear ner 6 swisqom,tehlighteronent and spiritual realisation. Initially, the journey and
development process started in the hands of the facilitator, and now it has been passed on
(through the process of holistic and sustainable leadership development) to the individual to
continue and deepen.
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Practical guidelines for implementing each of the five elements of the holistic and sustainable
personal leadership development framework have also been provided for OD practitioners and
organisations. These guidelines are directly extracted from this research and the success of the
intervention it studied and detailed in Figure 7.2 below:

A Framework for Holistic and Sustainable Personal Leadership Development
with Practical Implementation Guidelines for Practitioners and Organisations

IMPORTANCE OF THE ROLE OF THE FACILITATOR

Role of Steward: Learner centred approach; Catalyst to learning
not 'the expert'; Non-attachment to outcome; Meet learners where they are
Own Self-Mastery: Ongoing personal development; Regular supervision sessions;
High EQ (to be empathetic, resilient and vulnerable); Open and fully accepting of others
Technical Skills/Expertise: Programme design architecture; Able to take participants on a journey;

Coaching and NLP skills with solid clinical background; Solid understanding of adult learning theory;
Flexible Approach: Blended learning; Mix theory and practical; Incl. activities aimed at developing individual,
group and organisation; Use technology and online support; Adapt/customise learning to meet specific needs

.

IMPORTANCE OF COHORT LEARNING

Supportive, Safe, Sacred Environment: Group contract; Boundaries maintained;
Atmosphere of non-judgement, openness and acceptance of each other’s humanness
Group Feedback: Crucial conversations; Acknowledge strengths and areas for development
Trust in the Group: Created through the above, includes facilitator as an integral part of the group

CHALLENGES AND VULNERABILITY NEEDED TO SHIFT PARADIGMS

Challenge Learner Paradigms: Challenge learner’s thoughts, beliefs and behaviours;
Use tools (NLP and coaching) to support learner to reframe and displace limiting beliefs
Model and Encourage Vulnerability: Allow and honour learner resistance and struggle;
Facilitator to model vulnerability (e.g. appropriately admit own fears and weaknesses)

IMPORTANCE OF APPLICATION OF LEARNING IN REAL WORLD

Action Learning: Engage learners (stories, simulations); Integrate new with existing knowledge;
Generalise knowledge to various contexts; Incr. complexity as basic tasks mastered; Spaced learning
Structured Feedback: Formal assessment tools and planned activities providing development feedback
Reflective Journaling: Encourage self-evaluation; Learners direct content; Mandatory part of intervention
Follow-Up Support: Coaching and mentoring; Online support; Refresher workshops or mastermind groups

LEARNING IS A JOURNEY AND TAKES TIME (NO “QUICK FIX”)

Spaced Modules: Over 6-9 months to drip-feed content and allow practise and assimilation
Focus on Experiential Learning and Reinforce Key Concepts: Increases sustainability of learning
Ongoing Development: Offer post-intervention mentoring, coaching and feedback © Sharon King Gabrielides

Figure 7.2  Practical Guidelines for  Holistic and Sustainable  Personal
Leadership Development

Figure 7.2 is not designed to reflect all the practical guidelines OD practitioners, managers and
organisations can possibly use to enable holistic and sustainable pesonal leadership interventions.
It is a representation of the guidelines used for the intervention that was studied during this
research as well as those that emerged from the data analysis (which included the voice of the
participants, the experts, the literature and the researcher).
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7.4 Visionary Leadership  Model

To complement the framework of holistic and sustainable personal leadership development the

research contributes a model of Visionary Leadership (see Figure 7.3). This model illustrates three
constructs and their underpinning criteria required for Visionary Leadership. This model was
created and used to design the intervention that was studied during this research. In other words,

this model supports the design of interventions that develop leaders in a holistic way to ensure
they are significantly empowered to handle the complexities of the future and lead themselves
and others. The constructs for developing Visionary Leaders will now be shared and discussed

below the diagram.

Visualiseand

manipulate
3D objectsin
: space

|

Reasoning

Visionary

Leadership
through3 Q’s
(PQ+IQ+EQ)

© Sharon King Gabrielides

Figure 7.3  Visionary Leadership Model ( 3 Q#®# BQ+ IQ + EQ)
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The researcher defines the concept of Visionary Leadership (depicted in Figure7.3) that is critical
for leadership success in the 21% century and beyond, as a powerfulblendof t hr ee Qo s
intelligence. The first is the traditional intelligence quotient (often referred to as 1Q), the second is
emotional intelligence quotient (EQ) and the third is the practical or contextual intelligence
quotient (PQ). It is posited that the higher a leader scores in all three areas, the more effectively
the leader can lead. Low scores in IQ can be compensated for with a high EQ or vice versa
(Goleman, 1998) but a high PQ is essential to great leadership (Mayo & Nohria, 2005). An
example of a successful leader with low EQ yet high IQ and PQ would be Steve Jobs (Evans,
2012). An example of a leader who was considered to have a low IQ yet a high EQ and PQ was
Henry Ford (Watts, 2007). A leader who failed as a result of a low PQ is Bob Nardelli becausehe
was unable to adapt his leadership style that made him a huge success at General Electric to
Home Depot (Useem, 2018).

The practical or contextual quotient (PQ) component of Figure 7.3 is essentially the ability to apply

one® intelligence in practical ways that are fit for the external/macro -environment or display acute
contextual sensitivity. PQ comprises the following components: Act with Appropriate Influence

Strategic Intent, Tacit Knowledge, Adaptive Capacity and Context Diagnosis (shown in the green
section of Figure 7.3 above). PQ is key to leadership success because more than ever before
leaders are required to think globally even when operating locally and must change, adapt and

show flexibility (Kotter & Cohen, 2002; Huston, 2006). Sometimes transactional leadership is
appropriate, while at other times participative leadership is more suited or perhaps

transformational or charismatic is needed. In other words, all leadership styles can have value
when they are fit for context (Bennis & Thomas, 2002). Tacit know ledge or applied wisdom
ensures that intelligence is applied in everyday life (Torff & Sternberg, 1998; Sternberg, et al.,

2000) and is an important aspect of PQ. Strategic intent includes the awareness of a preferred

future state or outcome together with the purposeful interpretation and reinterpretation of

ongoing events (Kutz, 2008). The ability to act and ensure strategies are executed by influencing

appropriately makes the modern leader a valuable business asset (Pantaleo & Pal, 2008).

In Figure 7.3 above, traditional intelligence (IQ) is also depicted as being central to visionary
leadership and, therefore, very important for leadership success. In fact, if you had to find your

way out of a very difficult problem and could only choose between and leade r with a high IQ or a
high EQ, research shows that you would be wise to choose the high IQ leader (Krajewski, 2013).
This follows logically considering that verbal, visual and numeric abilities combined with attention,

memory and problem-solving skills are critical to (and valuable predictors of) leadership success
(Kaufman, 2009). In the past 20 years, literature has paid less attention to leadership IQ than EQ

because IQ is a relatively fixed score in adulthood and cannot be significantly developed (Ceci,
1996). This does not mean that it is not a predictor of leadership success but research has shown
that a high 1Q alone will not ensure leadership success. When combined with EQ (Goleman, 1995,
1998, 2001; Bar-On, 2006, 2010; Bharwaney, Bar-On & MacKinlay, 2007; Freedman, 2007,
Viljoen-Terblanche, 2008) or PQ (Mayo & Nohria, 2008) i or preferably both i the most
influential, powerful, dynamic, visionary leaders can emerge.

Lastly, Figure 7.3 illustrates that EQ, in the form of the Bar-On model (2006) comprising five
components: (1) Self-regard, (2) Self-expression, (3) Interpersonal skills, (4) Str ess management
and (5) Decision-making, is essential for visionary leadership. The positive impact of emotionally
intelligent leaders has been well researched. Numerous studies over the past 20 years (Goleman,
1995, 1998, 2001; Bar-On, 2006, 2010; Bar-On, Handley & Fund, 2006; Bharwaney, Bar-On &
MacKinlay, 2007; Freedman, 2007; Martin, 2008; Vieira, 2008; Viljoen-Terblanche, 2008) have
demonstrated that El is often the significant distinguishing factor between leaders who are great
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and those who are merely good or average. The higher the position a leader holds in an
organisation, the more it seems that their EQ matters (Goleman, 1998). An online survey
conducted by CareerBuilder involving 2,662 United States (US) hiring managers between 19 May
2011 and 8 June 2011 even revealed that 54% would not hire someone with a high intellectual
quotient (1Q) if they had a low EQ. Moreover, 71% of these hiring managers said tha t their hiring
was based on EQ. When the 75 members of the Stanford Graduate School of Business's Advisory
Council were asked to recommend the most important capability for leaders to develop, their
answer was nearly unanimous: self-awareness (George, Sims McClean & Mayer, 2007), a core
element of EQ.

In light of the above, it is essential to develop the EQ and PQ of leaders to enable holistic and

sustainable personal leadership development resulting in Visionary Leadership. Emphasis is not

placed on IQ because although it can change in childhood as a result of changes in parenting

styles (Baumrind, 1967; Dornbusch, et al., 1987), family environment (Clarke, 1976; Svendsen,

1982), and historical or schooling environment (Flynn, 1987), it usually remains fairly stable from

childhood to adulthood and constantover t he cour se o C€ecialf96;,Mdriedsénds | i f et
Andresen, Kruuse, Sanders& Reinisch, 2003 Bar-On, 2006). While 1Q is fairly stable, EQ and PQ

can be developed (Sternberg, et al., 2000; Bar-On, 2006, 2010; Bharwaney, Bar-On & MacKinlay,

2007; Freedman, 2007; Viljoen-Terblanche, 2008), but it takes a significant investment of time,

energy and financial resources at an individual, group and organisational level. Developing leaders

holistically and sustainably is not something that happensover ni ght and t héxes dare no
Leadership development is a journey and a life-long process. The following technique or tool, can

assist practitioners with an important aspect of this process.

7.5 The KEY to Displacing and Overcoming Limiting Beliefs

A crucial meta-insight from the analysed data and literature reviewed, was that transformation
occurs, and leadership development is holistic and sustainable, when default long-standing beliefs
are challenged and learners are able to doubt the validity of perceptions they had previous
thought to be unquestioningly true (Miller, 1989) and adopt new perspectives. In light of this, it is
not surprising that the participants gained significant value from the process of challenging and
displacing their limiting beliefs (learnt and experienced during Module 3 of the intervention and
reinforced during subsequent modules). In fact, t he data revealed that 17 of the 23 participants
deemed shifting limiting beliefs to be the highlight of the programme as it expanded their world
view and was life changing (as shown in the data analysis network diagram Figure 4.4). As such,
the researcher is contributing the technique/tool (illustrated by Figure 7.4 The KEY to Displacing
and Overcoming Limiting Beliefs) that she has developed and refined over the past 10 years,
which formed an essential part of this intervention and was pivotal to holistic and sustainable
leadership development
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The KEY to Displacing and Overcoming Limiting Beliefs

© Sharon King Gabrielides

Step 1: Step 2: Step 3:

K = know and Understand E = Educate / Empower Y- Say Yes to New Belief

the Limiting Belief the Limiting Belief (i.e. Displace Old Belief)

Elicit and understand the Shed light and cast doubt Say yes to the new more

limiting belief and uncover on the belief to weaken empowering belief and
its positive intent its hold on the you cement it by future pacing

N
- Sub-Step: - Sub-Step:
META Position “| ECOLOGY Check

Figure 7.4 The KEY to Displ acing and Overcoming Limiting Beliefs

In Figure 7.4 above, the process the coach or the facilitator guide the participant through consists

of three main steps and two sub-steps. The main process is represented by the acronym KEY,
where Step 1 is K = Know and Understand the Limiting Belief, Step 2 is E = Educate and/or
Empower the Limiting Belief and Step 3 is Y = Say Yes to New Belief (i.e. Displace Old Belief) The
sub-steps are to adopt the meta position (between Step 1 and 2) and to perform an ecology ¢ heck
(between Step 2 and 3). The process will now be explained step-by-step.

7.5.1 Step 1. Know it @ Elicit and Understand the  Limiting Belief

The first step in displacing a core beliefistoi dent i fy t he f.aWsehleckiegmmtaner t ai nt y
issue, it becomes evident that beliefs often come in clusters. When a thorough job is done of

identifying the cluster of beliefs, a significant part of the job of changing them is often done.

Identifying a core belief is like solving a mystery of the illusions of the mind. This task can be a

daunting and challenging but gets easier with practise and the guidance of a skilled facilitator ,

coach or psychologist.

To illustrate the above, if clients shared that they were afraid of speaking in public it is important

for the facilitator to know that the f ear of speaking in public is not a core belief. It is an emotional
reaction to a belief. The thought a person has is t
the fear, but not the belief. Fears associated with what ot her people think of us are very common.

This same dynamic can occur in the mind when asking for a salary increase asking someone out

on a date or asking for something we really want. However, the thought is not a core belief. One

has to be careful here because they are often misleading. When solving a crime one follows the

money. When finding core beliefs one follows the emotion. It is important to keep questioning

how the emotion of fear is created by the act of what someone else thinks.
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Practical Scen ario: If someone pointed at your hair, claimed it was green, and then started to laugh
out loud at how silly you looked , would you feel hurt? Probably not. (Assuming that your hair is not
green.) When you know your hair is not green you would know this per son is just being silly, on drugs
or having problems with their vision. You know the issue is with their perception and not with you.
Having someone make fun of you and | augh at V
problem for you. What people t hi nk of you doesnot h unottbeligv®e that yeou
look foolish, you are not affected by what others think. Being aware that their perception or mental
i mage of you is not O6youd gives you ingniisohvioug that
we cannot be hurt emotionally by what others think and say about us. When people think we are an
idiot it does not hurt at all. It only hurts if we believe we are an idiot. This is the real cause of the pain
behind the fear of public speaking. In essence, the fear of public speaking is not a fear of what others
will think of us. It is a fear of the emotional pain that results from believing something negative about
ourselves. What other people think would just be a trigger to activate our negative core beliefs. So, to
identify our core beliefs we have to look beyond the thoughts we think. There is one more layer here.
We can never really know what people are thinking. We usually make the assumption about what they
think about us and th en believe our assumption. These are the underlying beliefs in this scenario:

1. First Belief: If someone else believes we are an idiot then it is true.

2. Second Belief: Webelieve we are a stupid idiot.

3. Third Belief is a direct result of the second: If someone believes we are smart then we are smart.
This means that whatever someone believes about us is what we are.

4. Fourth Belief is that what other people think of us can somehow hurt us emotionally. This false
assumption is what the mind uses to generate fear of emotional pain. It is not true because
thoughts in anot he not geermise oud eamotibne. dWwhat de believe about
ourselves determines how we feel.

5. Fifth Belief is that we can aclknowwhatthdy thinkraoaitds. g

IMPORTANT NOTE: These hidden assumptions are not apparent from the reaction or the thoughts.
We have to get past the surface of thoughts and solve the mystery of our reaction to find the beliefs.

It is also important to understand and honour the positive intent of the limiting belief. In the case
of the fear of speaking in public, the belief that | can not speak in public is trying to protect the
client from feeling emotional pain. This limiting belief has an inherent wisdom and positive intent;
it can signal to the client to prepare well for the presentation or to believe in themselves more. It
is very important that the belief is not criticised
and its wisdom and positive intent are honoured. This process of reframing is an important part of
creating safety and allowing the unconscious mind to begin to relax. The process of displacement
(Step 2) then becomes easier. It is important to note that completing Step 1 can take multiple
coaching sessions because unpacking and understanding a limiting belief (often entrenched by
year and years of conscious and unconscious support)is not always quick and/or easy to achieve.
If the coach proceeds to Step 2 too quickly, and the belief has not been sufficiently unpacked
during Step 1, it will eventually require returning to complete th e process thoroughly. When
Step 1 is completed thoroughly, it is important to move to the sub -step and gain a meta-
perspective (or take the meta-position) before moving onto Step 2.
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7.5.2 Sub-Step. Meta Position

Adopting a meta-perspective or meta-position involves st eppi ng out arfiewpome ds shoe
into the viewpoint of another. Doing this and breaking state between steps, allows the client to

view the unpacking and understanding of the limiting belief (completed during Steps 1) from an

i maginary fiot her gnecobseovaéad adg anytheng they tmight krave missed about

where the belief originated, how it was formed and the positive intent or wisdom the belief holds.

Thissub-st ep can be a quick step where the facilitator
outside of this room/process | ooki ng i n, what would we notice about
discussed already? What else do we need to know so the belief feels completely heard and

under stood?0 The inawe atthe adtitienal insight andfvalue gained by stopping

to take a meta-perspective, and sometimes the client has nothing new to add or needs to go back

and explore Step 1 more fully.

7.5.3 Step 2: Educ ate or Empower to Cast Doubton the Limiting Belief

There is an interesting connection between the conscious mind and the subconscious mind. The
subconscious is tasked with the responsibility of making what is consciously believed to be true,
actually come true; at least to the best of the s u b ¢ 0 n s ¢ i sahiliy tormiake d tdue.

Practical Scenario:  Prior to 6 May 1954, everyone in the sports world believed that it was impossible
to run a mile in under 4 minutes. Because everyone believed it, it became true. But there was one
athlete who didn't believe it. Roger Bannister believed that he COULD break the 4-minute mile. When
he changed the way he looked at that barrier, the barrier changed. Even more amazing is that after
Bannister crossed the 1-mile finish line in 3:59, nearly every professional runner broke the 4-minute
mile the following year. Why? Because they believed it was possible once Bannister proved it to them.
So, if you think you can do something, you can. If you think you can't, you can't. It sounds simple,
right? Well it is simple, once you get some practise and work with a skilled coach or psychologist.

In light of the above scenario, this step is essentially about the facilitator or coach supporting the

client to look for evidence to disprove or cast doubt on the limiting belief. Most people try self-
discipline and talking themselves out of limiting beliefs at a purely rational level, this simply makes
the change more resistant. The researcher, through extensive experience, has identified how
important it is to rigorously challenge the belief while honouring its origin and positive intent.
Honouring the positive intents brings about safety, and helps the client become unstuck more
easily.

Challenging the limiting belief involves either educating it or empowering it. Education would be
looking for times when the client has been able to successfully speak in front of people or to find
evidence of where the client has been confident and successful while speaking in public before
(even in a different context, with friends for example). Gathering this existing evidence (to cast
sufficient doubt on the limiting belief) can take time and serious skill on the part of the coach. If
the client does not have any examples or evidence and it is not possible to educate the belief,
then empowering becomes very important. Empowering the belief involves coaching the client to
model the behaviour of someone they know who can already successfully speak in public. A
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significant number of NLP techniques are used during this step. The client also makes a
commitment to try these new behaviours back in their real -world. Often baby steps are required
to build confidence and shake the underlying limiting belief. Step 2 can sometimes be as quick as
switching on a light bulb (see the Practical Scenario belowfor an example of this) or it can require
extensive coaching and practise to support the client (in a safe and resourceful way) to build
sufficient evidence to cast doubt on the limiting belief. The facilitator or ¢ oach must be patient and
rigorous during Step 2, otherwise the client will stall and be unable to move to Step 3. If there is a
need to return to a previous step during this process, know that this is common and normal. The
steps in this technique are not always linear, and often require iterative movement between steps
and very skilled and thorough coaching process with the integration of NLP to support the client in
displacing displace the limiting belief.

Practical Scenario: If we go back to Step 1 and the fear of speaking in public, our thoughts start to
seem a bit unbelievable? We couldn't possibly be what other people conceptualise in their head, could
we? We probably don't have the power to accu
Obviously not, so when you identify the core beliefs to this detail, they begin to become ridiculous.
This is often the case when we expose the whole bundle; when you fully identify a set of beliefs, you
instinctively divest your belief in them. These shifts ha ppen just through your expanded awareness.
Just by identifying your beliefs, you facilitate change in your emotions and behaviour without a lot of
work being involved.

Anot her aspect t hat can make change f ast eclusteir of
beliefs. Each belief is like a link in a chain. If you just break one link then they all lose power. Go back
and examine the third false belief for a moment. Our mind is quick to make this association and believe
the opinions other people have about us. We often believe it without realising it. This starts to fall apart
under some scrutiny. Different people will have different opinions about us. Their opinions are mental
concepts in their mind. We are not equivalent to the mental conceptinanoth er per sonés
peopl e might change their ment al opinion about
only feel a change when we change our belief a
to activate our different core be liefs. We might have a limiting belief buried in the mind that we are an
idiot. We might also have beliefs that we are smart. Our mind can flip back and forth between the two
many times during the day, or even in an instant.

When you become aware that you are not a mental concept in somebody else's mind then the other
beliefs start to fall apart as well. If you are not their mental concept then what they think doesn't
matter as much and they can't hurt you emotionally. Changing your awareness of one belief affects the
whole system of reactions. Changing a core belief can be surprisingly easy. You simply stop believing in
them. It doesn't take much effort to not believe something. It does however take some effort to
develop the awareness to identify them.

This process might sound simple (because in theory it is) but, in practise, it can be very
uncomfortable and requires concerted effort and vulnerability on the part of the client . There is
also one very important step in the process that is often missed. The f act t poiattof
view has to shift to change a core belief. If the belief is being judged or criticised, it usually
becomes stuck. When in judgment, a judgment story is created about the belief. When this
happens, a layer of story and beliefs gets heaped on top of the existing core belief, making it
more resistant to change. The new point of view adopted must be free of judgment about the
core beliefs. The coach and client can be firm in the way they challenge the belief but should
never judge it or try to rationalise it away because the process becomes superficial and is not
sustainable (in other words, the client lapses and continues to vest in the limiting belief).
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Simple Tip: As soon as you recognise the critic® voice, say to yourself i St o pRemirtd yadirself of
all the ways judging yourself will keep you stuck in the limiting pattern and erode your self -esteem. The
negative effects are far reaching. Once you have silenced your inner-critic, you can then take the next
step and challenge the accuracy of the belief in a calm and thoughtful, but direct way. In other words,
you will educate and empower your thinking.

Only when sufficient evidence has been gathered through education and/or empowerment during
Step 2, can the facilitator proceed. The next step is a sub-step, called an ecology check that must
be done before proceeding to Step 3.

7.5.4 Sub-Step : Ecology Check

Performing an ecology check is again about adopting a meta-perspective and stepping out of
oneos tschnsidesa wider perspective. The purpose is to think about what happens after the
client makes the desired change. It is about assessing ways in which changing the belief affects
the clientd Bfe, such as their business life, home life, family, finances, health, time and so on. It is
about seeing clients in the context of their various life systems and ensures that the change is in
line with their value system and that it is what they want. In essence, it is about checking that the
change and course of action that follows is a wise one to follow, and beneficial for the client and
the system to which they belong. This might prevent them from making the change because they
realise it does not serve them and maybe the old belief was not even limiting T the researcher has
experienced this on multiple occasions when using this technique. Alternatively, if the change is
valuable and suitable, it can prepare the client for any aspect of the system that might respond
negatively to the change. This is important to consider because often when a client changes a
limiting belief, what serves them well might upset other aspects of the system (colleagues, loved
ones and so on) because the client is no longer behaving in the way to which the system is used.
This ecology check is a veryimportant sub-step and allows a natural progression to Step 3.

755 Step3: Say OYESS6 to the New Empoweri ng Bel i

Some popular selfhelp approaches use affirmations in the attempt to shift a limiting belief. In the
r e s e ar axgerencd, sffirmations alone do not work very well. A faster and more effective way
is to displace the I imiting belief by a thorough an
makes the shift sustainable because the new perspective allows for that epiphany of awareness
that changes their way of seeing things. This epiphany type experience is one of the reasons the
participants in the research intervention reported having an expanded worldview and feeling that
the intervention was life changing because their lives did literally change owing to the change in
perspective. Without this shift in perspective, it is very difficult to change a belief. When the client
is within the paradigm of a false belief it appears so completely true that they continue to believe
in it. Like the person that believes the earth is flat. All contrary perspectives and even certain
evidence is discounted until there is a shift in perspective. This is one of the problems with
affirmations. From the point of view of existing beliefs, affirmations look like a lie and the client
will feel like a liar or fraud trying to adopt new beliefs that go against their current paradigm.
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Practical Scenario: A belief paradigm acts very much like a dream when you are asleep. When you
are in a dream, it seems completely real. You believe what is happening in the dream is really
happening to you. You might feel like your life is in danger and feel the corresponding emotions of fear.
But then you wake up from the dream. You begin looking at the dream from the perspectiv e of sitting
up in your bed in an awakened state. With that shift in point of view, you immediately drop your fear
and the notion that you are in danger. With this shift in perspective, the illusion of the dream no
longer has power over your mind and emotions. Changing your point of view in this way allows you to
quickly change beliefs. This kind of paradigm shift is very powerful. Numerous people have had
near-death experiences that completely dissolved their fears of death and dying. This is a radical shift
in point of view but illustrates the point.

Sustainable change involves changing core beliefs. One of the fastest ways of changing core
beliefs is by shifting point of view. A skilled facilitator or coach can support clients in changing
their lives with many small epiphanies over time in a holistic and sustainable way.

7.6 Conclusion

This chapter consolidated the gaps and overlaps between the empirical data and current
literature. It also presented the interpretation and results of the study in the f orm of meta-insights
as well as the framework for holistic and sustainable personal leadership development. The
framework was constructed usi ng fAabductive |l ogic involving

bot h i

reasoning about experi etoceionc(l @Whder mahzintens2elsesdeithlc6h7e)r 6 s

peopl e, perspectives and research practicesd
holistic and sustainable personal leadership development, the researcher presented a leadership
model and a technique/tool that she has constructed for use during her OD interventions. The first
is a model depicting the essence of Visionary Leadership suited to the twenty first century leader.
The second technique/tool is used to challenge and displace limiting belief systems in favour of
belief systems that serve the client better. Chapter 8 concludes the study by answering the
research questions, explicating the unique contribution of the study, outlining the limitations of the
study and the recommendations for future study. The quality criteria will also be discussed in
terms of ways in which they were applied. Lastly, the researcher will share her story behind the
research story and her reflections on this story .
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8 Chapter 8: Conclusion

8.1 Introduction

In Chapter 6 and 7, the research findings, the interpretation and results of the study in the form
of meta-insights and the framework for holistic and sustainable personal leadership development
were presented. In addition to the framework, a model of visionary leadership and a technique for
shifting and overcoming limiting beliefs that proved valuable during interventions was presented.
This chapter concludes the study by answering the research questions, reviewing the research aim
and discussing the quality criteria in t erms of ways they were applied during the course of this
study. In addition, it outlines the delimitations of the study, makes recommendations for future
study and explicates the unique contribution and ROI of the study. Lastly, the researcher will tell
her story behind the research story and share her reflections that emerged rather surprisingly and
profoundly while writing her story behind the story .

8.2 Discussion and Answering of Research Questions

This study aimed at providing South African organisations with a local study that conceptualised
holistic personal leadership development, showing the underpinning principles and describing the
impact of this development on the individual and the organisation , as well as the sustainability
thereof. The study set out to achieve this using a main research aim and five research questions
as described in Sections 1.6 Aim and Objectives of Study and 1.7 Research Questionsrespectively.
The five research questions will be discussed and answered below. A conclusion will then be
drawn from them by reviewing the main research aim.

82.1 Question 1
How can an individual be developed holistically and sustainably?

It is important to start by mentioning that neither the facilitator nor the organisation can develop

the individual. The learner must choose to develop himself or herself and is an equal partner in

the learning and development process. The organisation, intervention and facilitator designing and

delivering the intervention are just important catalysts and must adopt a systems approach to

development. The facilitator creates and holds the space for the learner to embark on a journey of

personal authenticity that is personally meaningful for him or her. This must be undertaken with

the awareness that it involves everythingsur r oundi ng an individual and the
the different systems in their unique context. Sy st e ms thinking i s about r
interconnected set of elements that is coherently organised i n a way t hat achieves
(Meadows, 2008:11 ) and i mportant to fAthe art and science o0
behaviour by developing an increasingly deep under si
1987:6). The key to understanding and achieving sustainability is recognising that e very system

comprises sub-systems (the micro-process or environment), within a much greater system (the

macro-process or environment) that are interconnected and interdependent (Adams, 2006;

Walker, 2013) and change must, therefore, be systemic in nature.

188



The idea of holistic development that will be sustainable also involves developing all aspects of the
individual including body, mind and soul as well as their various life dimensions, such as financial,
health, education, recreation, relationships and so on. Therefore, the programme architecture
enabling the development journey must involve a systemic and multifaceted blended approach.
The facilitator, together with the group, creates a supportive, safe and sacred space for learner s
to explore their personal challenges and limiting beliefs, and to become vulnerable and open
enough to challenge and shift these beliefs. This leads to an expanded perspective and worldview
with new behaviours now needing to be tested and applied in the real world to ensure the

sustainability of the development. This can be enabled through action learning, reflective
journaling, structured feedback and follow-up support. Lastly, it is important to realise that

developing an individuald gersonal leadership capacity holistically and sustainably cannot be
achieved using a quick-fix one- or two-day intervention. Sustainable results require an intense
journey where learning is spaced over time to ensure it is assimilated, integrated and reinforced

through the journey. The above is reflected in the framework presented resulting from grounded
theory (see 7.3.2 Holistic and Sustainable Personal Leadership Development Framework

8.2.2 Question 2
What are the prerequisite design principles of a holistic development intervention?

Five main elements emerged as being essential prerequisites. The first was the importance of
having a knowledgeable, experienced, flexible facilitator who had attained high levels of self-
mastery and adopted the role of steward during the development journey. The facilitator must be
highly skilled at designing a programme architecture that takes individual s, their context, the
group and the organisation into consideration. To do this the facilitator must have a thorough

knowledge of, and ability to apply adult learning t heory such as experiential learning, humanistic
learning, constructivism, transformative learning, action learning, dialogue education and integral

theory, to name just some of the key theories the researcher integrates in her practice. The
facilitator should also be a skilled coach who has a solid clinical background as inexperienced
coaches often do more damage than good. The use of NLP also emerged as being animportant
skill facilitators should incorporate into their practice. The actual content, models and tools the
facilitator uses are not as important as the theoretic underpinnings and solid framework of the

programme. The programme design needs to take a systemic approach and be customised for
each system nweoizefit-alslt 0 ai mMtdemesteengage ahe learners holistically,

including their minds, hearts and souls and aim at increasing their emotional intelligence and

practical or contextual intelligence.

The second prerequisite that emerged from this study was the importance of cohort learning,
where the facilitator and group create d a supportive, safe and sacred space for the learner to
embark on a journey of self-exploration and transformation. The actual demographics of the
group were not very significant; it was more important tha t the group offer ed a space free of the
threats of being wrong or being judged while offering authentic (and sometimes even tough)

feedback to individuals. People need to feel safe to be themselves and to open up and become
vulnerable to change and transform. This is inextricably connected to the third prerequisite for
holistic and sustainable development, which is that the learner must be challenged in a safe way
(or open up about existing challenges and life dilemmas) to shift limiting paradigms and expand
his or her worldview. This can only be done in a safe, sacred and trusting space. The cohort and
facilitator are very influential in creating this safe space and it is especially useful if the facilitator
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models being open and vulnerable because it provides a gateway for the group to turn open up in
turn and risk being vulnerable.

The fourth prerequisite for holistic and sustainable development is for learning to be experiential
and applied in the real world (guidelines for this are covered in 6.7.3 Application of Learning in the
Real World. In short, this can be facilitated by incorporating action learning activities, reflective

journaling, structured feedback and ongoing follow -up support throughout and after the

intervention. The latter is a significant area of weakness of most interventions, and organisations
can make a significant difference to the success and sustainability of the development by offering
ongoing feedback to learners in the form of mentorship programme s and/or coaching.

The final prerequisite is that the intervention must take the learners on a journey, and not attempt
to offer a quick-fix solution as these solutions are seldom holistic and not sustainable. (see 6.7.5
Findings aboutL e ar ni ng Taki ng FT ixgickfix\solutiohg(in the form of short
courses or talks) are suited to sharing content with learners and creating a basic awareness of
theories, models and/or tools but they are not suited to enabling holistic development and truly
sustainable development and personal transformation. This requires a process where content is
slowly drip-fed to learners with a focus on experiential learning for allowing immediate assimilation
and application. A journey (ideally over six to nine months) allows the cohort time to build t he
trusting space that facilitates the learners in feeling safe and supported enough to be vulnerable
and open up about their challenges. A journey ensures that key concepts and new behaviours can
be practiced and reinforced (with feedback given on a regul ar basis).

8.2.3 Question 3
How does holistic development impact the individual?

Of the 24 participants who completed the holistic development intervention during this study, 19
showed an increased EQ score after the intervention. Those whose scores did not increase either
already had a healthy EQ score preintervention or extenuating circumstances that resulted in a
slight decrease. None of the decreased scores were statistically significant but the average
increase in the overall post-assessment scores was 1226 points. Statistically this is considered to
be a very significant increase in the participantsOEQ scores post-intervention.

The research also hghlighted that the participant s experienced the holistic development
programme as life changing (this was expressed by 22 participants). They spoke less about the
content of the programme and more about how they had used the content and how their lives
had changed since attending the intervention. T hey became more self-aware, better able to
manage and express their emotions, and more effective in both their personal and professional
lives. The quality of their relationships and the results they achieved in all spectrums of their lives
also significantly increased. This was a result of their increased awareness, expanded worldview
and application of various learning tools. The participants expressed feeling more like themselves
and fimore me.0 All participants also shared that the programme had developed them as leaders
(this was echoed by their managers) and 14 had been promoted since completing the programme.

There was an overarching theme from all participants of taking responsibility for their lives
(including Athought s, actions and outcomeso)
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different for each participant. For some it meant speaking up confidently, for others it was saying
no, while others it was pausing and waiting before responding when they felt intense emotion. In
other words, their learning paths were very different and each participant was impacted by the
holistic development intervention in a different way that was suited and appropriate for their
development need. Furthermore, participants shared that this holistic development programme
had started them on a lifelong journey and that t he programme would have a lifelong effect so
the responsibility they took for their development did not end when the intervention ended.

8.2.4 Question 4
How does holistic development impact the organisation?

After the holistic development intervention the organisatio n gained employees who were more
engaged, optimistic and who took responsibility for their jobs and outcomes. They also built better
relationship with others and were more self-aware and other-aware and able to manage
themselves and others better. Two employees received awards of excellence following the
programme and managers interviewed (a year after the completion of the holistic development
programme) expressed that the people in their team s were very different after completing the
programme and the programme had been very successful in developing their team membersd
personal leadership capacity. The individuals showed more maturity and professionalism than
those who did not attend the programme . The impact on the organisation was that the holistic
development intervention allowed managerst o t ake new recruits -ttroadke bus
them to promotions in either their current area s or other areas of the business.

Managers also felt that the difference between this programme and the other fi q u-h ¢ kading
programmes was that it was run over an extended period of time which allowed for the concepts

to be practised and brought to life in real work situations. The homework and journaling
components ensured that after-classroom learning was taking place that reinforced the topics
under discussion. Regular communication and coaching sessions with the facilitator between
training sessions also ensured better and more sustainable learning. Not all managers allowed
their teams to attend one-on-one coaching sessions with the facilitator, but those that did saw a
significant return on that investment with one participant being promoted three times (in the year

following the intervention) to a very senior position. Most managers also expressed that they
would have liked more team members to attend the intervention to increase the reach and impact
the programme had on the organisational results as a whole. Some also felt that refresher courses
would have been beneficial in keeping the impact of the intervent ion at its peak in years to come.

82.5 Question5
What is a suitable framework and meta-insights for holistic and sustainable development?

Chapter 7 provided the detailed meta-insights and framework for holistic and sustainable
development (see 7. 2 Re s e Wataesights dasd 7.3.2 Holistic and Sustainable Personal
Leadershijp Development for more detailed discussion). In summary, to answer this research
guestion, a suitable framework for holistic and sustainable personal leadership development is
represented by a conical spiral image (see Figure 7.1) with five core elements required for
development to be holistic and sustainable. The spiral image was chosen to illustrate that
development was an ongoing process and each aspect or element of the process impaced and
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influenced the next element of the process. The process starts with the importance of the

facilitator and proceeds through the process of the cohort forming and the importance of cohort

learning. The facilitator and cohort then enable the next part of the process, which is to challenge
and shift learner paradigms. This is inextricably linked with the next element of the process, which
is to apply the learning in the real world. Finally, the last turn in the spiral (that continues
indefinitely) is that the development of holistic and sustainable personal leadership development is
an ongoing journey that takes time and there is no A

The framework starts with the Importance of the Facilitator because the facilitator sets the context
of the intervention and impacts every other aspect of the process. The facilitator is like a golden
thread, interwoven through each theme and key aspect of the framework contributing to holistic
and sustainable personal leadership development. The faciltatod s psychol ogi cal attri
technical expertise are both paramount to the success of the intervention. The next crucial
element of the framework is the Importance of Cohort Learning, where the facilitator forms an
integral part of the group , and is responsible for establishing the group as a supportive, safe and
sacred learning space. This space allows the group to offer each other valuable feedback
(including highlighting strengths and offering critique regarding areas of development), diverse
perspectives, friendship, shared experience and a sense of belonging. Without this, holistic and
sustainable personal leadership development will not be as effective, and will potentially even be
thwarted.

As a result of the first two elements of the framework, th e process proceeds with the need to
Challenge and Shift Learner Paradigms because the facilitator and cohorthave enabled the safe
space where learners can be open to being challenged and to bring their challenges and limiting
beliefs into the group so they can be dealt with and overcome. This process requires enormous
vulnerability, which is very uncomfortable for most learners so the support ive, safe, sacred space
is essential. I'n addition, the research nsstiwawed t hat
a key factor in assisting the learners to open up and become vulnerable. The fourth core element
of the framework ( refer to Figure 7.1) is the necessity for Application in the Real World. Again, the
three preceding elements of the framework (namely, Importance of the Facilitator, Importance of
Cohort Learning and Challenge and Shift Paradigms) all influence and enable learnes to better
apply their learning in the real world. This is because learners have become vulnerable and
brought their personal real world experiences to the fore. Furthermore, the use of actioning
learning activities, reflective journaling, structured feedback (from assessment tools or group
activities) and follow-up support is essential to this element of the process of holistic and
sustainable personal leadership development.

The final element of the framework illustrates that the process of personal leadership development

needs to be a committed Journey (No fQuick Fixd) over an extended period (a minimum of six

months, and preferably nine months) if it is to enable holistic development and yield sustainable

results. A journey over an extended period allows the learner sufficient time to gain in competence

and confidence through the programme, and apply the skills being learnt ( such as setting goals,

managing emotions, communicating effectively, managing interpersonal relationships, challenging

beliefs, overcoming fears, making better decisions, problem-solving and more) to achieve results

that are holistic and sustainable. Quick-f i x i nterventions are often a wast
and company money because experiential learning involving integration, assimilation, reflection

and application of learning is not sufficiently facilitated.
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8.3 Review of Research Aim s

The overall aim of the study was to provide South African organisations with a local study that
conceptualised a framework for holistic and sustainable personal leadership development, showing
the underpinning principles thereof and describing the impact of this development on the
individual and the organisation. This aim was achieved by answering each of the research
guestion as discussed in Section 8.2. Discussion and Answering of Research Questions In
answering the research questions, a clear understanding of holistic and sustainable personal
leadership development emerged, as well as the prerequisites of a successful intervention and the
impact thereof (on the individual and organisation) . The main research aim also compromised five
objectives. The objectives of the study were the following:

1. To create understanding of the ways in which a leader can be developed holistically and
sustainably.

2. To derive insights into the prerequisite design principles that are required for an intervention
to be holistic and sustainable.

3. To explore the impact of a holistic development journey on an individual.
4. To distil the impact of a holistic development journey on an organisation.

5. To create a framework and derive meta-insights for holistic and sustainable personal
leadership development.

It is the view of the researcher that this study succeeded in achieving the above objectives by
shedding light on how an individual can be developed holistically and sustainably including the fact
that learners develop themselves and the intervention and facilitator are just important catalysts
who create and hold a safe, supportive and sacred space for the journey to unfold. The approach
to development must be a systemic, multifaceted approach that involves developing all aspects of
the individual including body, mind and soul as well as their various life dimensions. The
prerequisites for a successful, effective intervention involve the importance of the facilitator, the
cohort, the challenges and vulnerability the learner faces, the application of le arning in the real
world and the importance of the deve lopment process being a journey. These prerequisites were
discussed when answering Research Questions 2 (see Section 8.2.2). The impact on the individual
and the organisation is detailed in Section 8.2.4 and 8.2.5 respectively while the meta-insights and
framework for holistic and sustainable personal leadership development is outlined and discussed
in depth in Chapter 7.
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8.4 Assessment of Quality Criteria

As described in Section 1.11, this study was embarked on with the aim of ensuring quality data.

This began from the first pieces of data collected, namely the EQi?? assessment and then the

BeQE assessment . Both assessments are quantitative
reliability were the quality criteria. The EQi?? is a proven valid and reliable assessment instrument

with norms available for the South African context. Results of rigorous assessment also revealed

that the EQ-i?° very accurately measured EI ( MHS, 2011). ThedbpVijpéh- was dev
Terblanche (2006) and has been tested in a variety of national and international contexts, and is a

valid and reliable instrument with a Cronbach reliability of r=.78, which means that it almost

displays psychometric properties (Viljoen, 2015a). Moreover, Mandala Consulting and Colin

Wilford, who are both accredited professionals, administered the EQ-i>° assessments and only

Mandal a Consulting admi ni stered t he BeQE assessmen
Furthermore, testing conditions were suitable (for example, free from interruptions, private, PC

with correct software and hardware available for the duration of the assessment), appropriate and

consistent for all participants. The assessments were administered electronically, and all data was

recorded in a secure online location that only the researcher and those directly involved in the

research (such as the test administrator and research supervisors) could access. The participants

completed the questionnaires within 48 hours of distr ibution, taking approximately 60 minutes to

complete each assessment. A certified administrator was available (telephonically) to answer

guestions or address any technical problems.

The remainder of the data was qualitative in nature, so the aim was for academic rigour (Oates,

2006) or trustworthiness (Guba, 1981). As an interpretivist, the researcher does accept that

multiple interpretations of the data are possible (Oates, 2006), butused Gubads (1981) fr ame\
for trustworthiness and considered the following four criteria throughout the research process: (1)

Credibility; (2) Transferability; (3) Dependability and (4) Confirmability. How these criteria were

applied to this study to increase rigour, trustworthiness and ensure quality data, will now be

discussed.

8.4.1 Credibility

Credibility was core to trustworthiness becauseit determined whether the findings of this research
were believable (Guba & Lincoln, 1994). During this study, the credibility of the study was
increased in a number of ways. Firstly, Stenbackad §€001) suggestion were followed by constantly
striving to conduct research of the highest quality. To achieve this, extensive field notes were
kept, transcripts of interviews (used to reinterpret and re -check where necessary) and a thorough
and appropriate tabulation was used (Silverman, 2003). Secondly, the hybrid research
methodology was appropriate for the research aim and in line with the ontological and
epistemological stance and the methods used were the correct operational measures for the
concepts being studied (Yin, 2003). Moreover, the joint approach proved valuable for studying this
complex phenomenon because it required much breadth and depth of study (Wiliam &
Hutchinson, 1991; Annells, 2006; Viljoen-Terblanche, 2008). Thirdly, the study triangulated by
using different data collection methods (Shenton, 2004) and by using three different samples,
across two different organisations, known as site triangulation. Lastly, the scrutiny of the project
by colleagues, peers and academics were deliberately sought and welcomed because peer
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reviewed research addsincreased credibility (Shenton, 2004). This thesis was peer reviewed by a
senior academic researcher.

8.4.2 Transferability

Transferability, or ensuring that findings can be applied to other contexts, is more challenging with
gualitative studies. The main way transferability was achieve was by ensuring that sufficient
contextual information about the fieldwork sites was provided. Shentondés (2v@B84) gui de
followed and the following informatio n was detailed: a) The number of organisations taking part in
the study and where they are based; b) any restrictions in the type of people who contributed
data; c) the number of participants involved in the fieldwork; d) the data collection methods that
were employed; e) the number and length of the data collection sessions; and f) the time period
over which the data was collected. Research Steps 1 and 2 were also repeated in the same
organisation (with a different research sample, referred to as Step 3), and then again in a
different organisation (Step 4). This allowed the same method to be used to maximum theoretical
advantage and ensure rich, robust, more comprehensive and well-developed findings (Denzin,
1989).

8.4.3 Dependability

To achieve increased dependaility, multiple forms of data collection were used including: In -depth

interviews, focus groups, personal reflections and the results ofthe EQi’°and Be QE assessment
as well as repeating the research steps with two different groups of participants at Barloworld

Equi pment and again at BASF Construction Chemical s.
emphasis on the close ties between credibility and d
of the former goes some distance in ensuringthelat t er 0 ( Sh el A systemic 8ppréad¢h 7 2 ) .

was also applied to grounded theory, where data sampling, data collection and data analysis were

integrated within the study through theoretical sampling, theoretical ly sensitive coding and

constant comparative analysis (Strauss & Corbin, 1998). Theoretical sampling aided dependability

because researchers who want to replicate the study have access to the sampling decisions made

(Creswell, 2002). The processes used within the study were also detailed to enable future

researchers to repeat the research even if they might not gain the same results (Shelton, 2004).

Moreover, data gathering continued until no new themes emerged from the research participants

stories ensuring data saturation (Glaser & Strauss, 1967; Creswell, 2002) and complied with

critical qualitative research considerations.

8.4.4 Confirmability

Confirmability or objectivity (Shelton, 2004) is not entirely possible to achieve in qualitative
research (Patton, 2002; Viljoen-Terblanche, 2008) because the essence of qualitative research is
subjective. Despite this, the researcher made every attempt to step back from the study and

ensure that her personal bias was made explicit. This was attempted in three ways. Firstly,
through reflexivity, which has become accepted and even encouraged (Etherington, 2004; Ortlipp,
2008; Biggerstaff, 2012) because the researcher, through her self-reflective journal, could see the
data with fnewo eyes and identify ways in which she might have influenced the research.
Reflexivity alone is not reliable enough (Button & Lee, 1987; Kieren & Munro, 1985), but it formed

a vital and valuable supplementary aid to the research process, contributing to the transparency of
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the process and aiding the robustness of the research findings (Ortlipp, 2008). To support
reflexivity, the aid of two qualified research psychologists was employed (external to the research
project). They were specifically sought out during the data analysis open-coding phase so they
could check t he r assumptions &nd biad Sheptont 20047 1); ¢his support was
extremely valuable this research and the researcher recommends that other researchers consider
employing support. Lastly, Aj j awi and Hi ggs o (2007) me t vias d of
modelled. This was especially important during data analysis because it was such a complex,
iterative process, and not linear as it might appear (Creswell, 2009; Viljoen -Terblanche, 2008;
Simon, 2011) so a thorough audit trail showed the process followed and in so doing aided

confirmability.

8.4.5 Ethical Considerations

The study constantly strove to ensure that ethics were considered at all times. Firstly, informed,

written consent was obtained from the individuals and their managers before research
commenced. This consent hcluded all the necessary details proposed in Section 1.11.4 (refer to
Appendix D) as well as ensuring the research participants knew they could withdraw at any time

with no penalties. The bounds of confidentiality were also discussed and agreed on before the

study commenced. The participants were informed that the EQ-?’°and Be QE aswesess ment
valid and reliable instruments and would only be administered by accredited practitioners. The
recording and storage of data were also important ethical considerations. Data was recorded by

using both electronic documents and audio- and video-recordings. All video- and audio-recordings

were transcribed. All data was stored in a secure online location with limited access to the data to

ensure confidentiality. As a student at the Da Vinci Institute for Technology Management, the
researcher ensured that she complied with their ethical code of conduct and their general
guidelines for ethical research, and for research involving human participants that informed her

pract i c e. The Da Vinci I nstitutebds Research Ethics
Da Vinci guidelines, the researcher constantly asked numerous ethical questions that were used in

her coaching and facilitation practice (refer to Appendix A.

8.5 Delimitations of the Study

The scope and expected delimitations of this study were outlined in Section 1.13 This section
presents the final comments regarding the delimitations of the study once completed. The first
delimitation deals with the limits of the coverage of the study. The study included two corporate
organisations in South Africa who nominated their staff to attend a development intervention. The

organisations selected were diverse regarding grade levels, departments, age, gender, race,
religion and education. This assisted with the transferability of the results of this study to other

organisations with diverse work populations but it is still important that the reader must be
discerning and aware of the potential limitations of transferabil ity of the results.

The second delimitation is that t he study focused on the process of holistic and sustainable
personal leadership development and consisted of dominantly qualitative research (literature
review, personal reflections, in-depth interviews and focus groups). A blend of hermeneutic
phenomenology and grounded theory was used to add academic rigour, and to tell the story of
the lived experience of the research participants as well as allow the framework required for
achieving these results to emerge from the data. Despite this, as expected in an emerging field of

196

Pol



study, the findings are tentative and dependant on individual interpretation, including the
subjective interpretation of the researcher. Therefore, many of the experiences and verbatim
phrases of the participants were included in this thesis (see Chapter 3) to enable readers to infer
their conclusions.

The third delimitation also relates to the fact that the study focused on the process of
transformation through a holistic and sustainable personal leadership development. It did not
focus on leadership development but rather on personal leadership development as personal
development invariably impacted general leadership ability. Despite this, the reader must
generalise the findings to the domain of leadership development with caution and discernment.

The fourth delimitation is that this study is not particularly concerned about the human resource
processes of the organisation and rather focused on the individual and organisational development
process. It also did not examine this developmental approach to change and transformation
mechanistically, but rather focused on the conceptualisation and construction of a theoretical
framework that supported holistic and sustainable personal leadership development.

The final delimitation relates to the sample size. While the sample was carefully selected using
theoretical sampling to provide the richness of data and context required in a grounded theory
study, the proposed theory (framework) is presented as an idea that might need further
investigation. In view of this, recommendations for further study will now be made.

8.6 Recommendations for Future Study

This study only focused on personal leadership development and how it can be developed
holistically and sustainably. The full extent of such a learning and development framework on
leadership development in general was not fully explored. Considering the delimitations of the
study, as well as the areas not explored during the research, it is suggested that further research
is conducted to test that this framework is generalisable to the domain of leadership development.

A second recommendation would be to test the sustainability of the results of holistic and
sustainable personal leadership development over a longer period. This study assessed
sustainability up to a year post-intervention; a future study could consider extending this period.

A third recommendation arises from the gap about the importance of cohort learning in the

literature regarding per sonal leadership development. A significant body of literature that focused

on the importance of a supportive, safe and sacred learning environment for effective personal

leadership or leadership development could not be located. When turning to adult lear ning

literature, Ozuah (2005) acknowledges that, fadul t |l earning wi || flour.
encouraging environments are providedo (Ozuah, 2005
when there is a safe environment in which to participate without the fear of being wrong or being

judged (Hawe & Dixon, 2006). The importance of this supportive, safe and sacred environment to

personal leadership development could be considered as a topic for further study.
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A fourth recommendation for future study again arises from a notable gap between the empirical
data analysed during this study and the current literature. The data illustrates that informal
feedback from peers, together with wisdom and personal experiences shared between group
members during open, critical conversations (that often challenged learners and their existing
paradigms) are essential for holistic and sustainable person leadership development yet this is not
reflected in the literature.

The fifth consideration for future study relates to the f act that the current literature on personal

leadership development does not emphasise the importance of flexibility and adaptability of an

intervention to individualise learning to meet specific learner and organisational needs. Adult

learning literature d oes highlight this, and therefore, future study could explore the importance of

the flexibility and adaptability of both the intervention desi gn and the f&cilitato
successfully achieving holistic and sustainable development.

Overall, there is limited study on the benefits of ongoing support, in the form of mentorship or

work-based projects, despite its enormous value (Horowitz & Van Eeden, 2015) and organisations
often do not offer adequate follow-up support because it can be costly and very resource
intensive. This presents a large gap in the literature regarding sustainable personal leadership and
leadership development, and its benefits could be considered for future study to highlight the ROI

and motivate organisations.

The seventh consider at i on could be to more fully explore the |
vulnerability and the way in which this impacted the individuals and group. This study revealed
t hat the facilitator s vmembes tosdd indre vulyeraldenaadoreaehd t he gr

parts of themselves that would otherwise have remained hidden. This empirical finding from the
data is not represented in current literature and could make for valuable future study .

In addition to the above, we know that | earning environment s of ten fiserve as a tri
pain, and will invariably include times of confusion, conflict, and discomfort, which can lead to
transformative gr owt h O p p O r dnd ndarninge and deye©@pemt , 20009:
practitioners can be likened to healers (Daloz, 1999). With this knowledge comes an

overwhelming responsibility for learning and development practitioners to have a solid clinical

background, yet sufficient study has not been conducted highlighting the importance of this and

the damage that is caused by unskilled facilitators and coaches

A last recommendation, considering the overall importance of the role and impact of the facilitator
on holistic and sustainable personal leadership development is that this be considered as a topic
for another study, with a view of proposing criteria for selecting suitable facilitators and a
framework for effective facilitation.

8.7 Unique Contribution and ROI of the Study

As indicated in Section 1.5 the study aimed at making a unique contribution to body of knowledge
of OD and more specifically in the domain of holistic and sustainable personal leadership
development. This topic was identified in response to the challenges the researcher, and OD
specialists in general have in explicating ROl and showing the sustainability of the results of
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development interventions. Furthermore, no formal prerequisites or design principles were
available for effective holistic personal leadership development interventions that yielded
sustainable results. Therefore, this study aimed at positioning holistic and sustainable personal
leadership development as a significant transformational strategy that affect ed individuals and OD
positively.

This study was able to meet its aim and objectives and supply the unique contribution and ROI of
the study mentioned above. This was achieved in a number of ways. Firstly, the research was able
to incorporate multiple voices, including the voice of the research participants, the voice of the
participantsé managers, the voice of the literature, the voice of OD experts, the voice of the
researcher and the results of the EQi*°a n d B qu@rfitative assessment tools. It also included
longitudinal research that was triangulated by means of multiple data collection methods and

multiple data collection sites. This provided a rich description of the impact of the intervention on

the individual and organisation (detailed in-depth in Chapter 3 and summarised when answering
the research questions; see 8.3.3 and 8.2.4 for the impact on the individual and organisation
respectfully), thereby explicating the ROI individuals and organisations receive. The triangulation
increased the transferability of these results from the organisations studied to other organisations

in South Africa.

Secondly, the research provided numerous insights for organisations and facilitators who are
responsible for developing and delivering leadership development programmes where the focus
has shifted from delivering quick-fix content-driven interventions, to creating a development
journey that takes a holistic approach to learning by blending a number of elements. The
prerequisites of holistic and sustainable development involve various aspects such as the
facilitator, the cohort, and the need for the learner to be challenged and become vulnerable to
shift paradigms and make the learning personally meaningful. This personal learning can then be
applied in the real world over the course of the journey. The prerequisite s that yielded holistic and
sustainable development results were summarised when answering the research questions (see
8.2.2) and discussed in detail Chapter 6 (with the research findings summary available in 6.7).

Thirdly, the research was able to position holistic and sustainable personal leadership development
as a significant transformational strategy that affect ed individuals and organisations positively. The
framework is presented and discussed in Section 7.3.2 Holistic and Sustainable Personal
Leadership Development Framework An additional model (see 7.3 Visionary Leadership and
technique (see 7. The KEY to Displacing and Overcoming Limiting Beliefs was also provided for
OD practitioners to support them when developing holistic and sustainable personal leadership
development interventions.

Finally, the research make a unique methodological contribution by highlighting the ways in which
she blended the use of two complementary research methodologies, namely hermeneutic
phenomenology and grounded theory (see Figure 2.2 Similarities and Differences in the
Hermeneutic Phenomenology and Grounded Theory Processe¥ and illustrates the similarities and
differences in the research process that was followed during this study .
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8.8 Practical Implications for OD Practitioners and Organisations

The following practical implications or guidelines are listed according to each element of the
framework for holistic and sustainable personal leadership development (illustrated in Figure 7.1)
to assist OD practitioners and organisations with the practical implementation of the framework .

Practical Guidelines Regarding the Facilitator

1. Ensure facilitators adopt a learner-centred approach, and are stewards or catalysts to learning
and n o tthe éxperto The facilitator should also not be attached to the outcome the individual
or organisation will achieve and strive to meet learners where they are on their journey.

2. Ensure the facilitator has achieved high levels of self-mastery, has a high EQ (to be
empathetic, resilient and vulnerable), engages in ongoing personal development including
regular supervision, and is open and fully accepting of others.

3. Ensure the facilitator has significant technical skills and expertise, including the ability to
design programme architecture, with solid theoretical underpinnings, as well as a solid
understanding of adult learning theory, and c oaching and NLP skillsbacked by sound clinical
training.

4. Ensure the facilitator adopts a flexible approach and adapts or customises the learning to
meet specific needs. This can be achieved through blended learning, by using a mix of theory
and practical components, by including a spread of activities aimed at developing the
individual, the group and the organisation and by using technology and online support tools.

Practical Guidelines Regarding t he Cohort

1. Ensure the environment is supportive, safe and sacred. This can be achieved by engaging the
group in creating a contract (including criteria such as time-keeping, confidentiality, respect
for diverse opinions, non-judgement, everyone participating, teamwork, honesty and so on)
and ensuring that boundaries are maintained throughout the intervention. The environment
mustbenon-j udgement al, open and accepting of each ot he

2. Ensure that the group are engaged in giving one another regular, honest, constructive and
challenging feedback. The group should be taught and encouraged to have crucial
conversations, acknowledge each farddvadopnfest. st rengt hs

3. Ensure that trust is established and maintained throughout the intervention. Thi s can be
achieved through both Points 1 and 2 above and includes the facilitator as an integral part of
the group who models all the necessary and appropriate behaviours.

Practical Guidelines for Shifting Learner Paradigms

1. Ensure that the intervention challenges learner paradigms by challenging the | ear ner 6 s
thoughts, beliefs and/or behaviours. The use of tools (including NLP and coachingtools) are
very useful in supporting learners to reframe and shift their limiting beliefs. The researcher
has created and presented a practical tool that has shown much success and sustainable
results (see 7.5 The KEY to Displacing and Overcoming Limiting Belief$.
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Ensure that vulnerability is encouraged and honoured. It is important that the facilitator sets
an example, and models vulnerability by appropriately admitting own fears and weaknesses. It
is also critical for the facilitator and group to honour any resistance the learner displays and to
allow learners to grapple and struggle with their limiting paradigms and only shift them w hen
they are ready. This ensures the sustainability of the transformation .

Practical Guidelines for Application of Learning in the Real World

1.

Ensure action learning is preferred and learners are engaged experientially through the use of
stories, work-based activities and practical simulations. Learners should also be supported and
encouraged to integrate new knowledge with their existing knowledge, generalise knowledge
to various contexts, and engage in increasingly complex tasks once basic tasks are mastered.
The use of spaced learning can facilitate application though the process of ongoing practise
and mastery, which ensures more holistic and sustainable learning and development.

Ensure dructured feedback tools are used. Structured feedback can be incorporated through
the use of formal assessnents (such as psychometric assessments and other reliable and valid
instruments) and planned activities that create opportunities for providing learners with
developmental feedback on the application of new skills.

Ensure reflective journaling is a mandatory component of the intervention to e ncourage
learners to engage in ongoing self-reflection and evaluation. Learners must direct the content
of their journaling to ensure it is not a theoretical exercise, but rather an experiential one
based on their journey and experiences of personal leadership.

Ensure ongoing follow-up support during and after the intervention. This can take the form of
coaching, mentoring, online support, refresher workshops and/or mastermind groups.

Practical Guidelines to Ensure that Learning becomes a Journey

1.

Ensure that learning is spaced over six to nine months to slowly drip-feed content, allow for
assimilation, practise and integration. Having time to engage the learner in e xperiential
learning and reinforce key concepts throughout the intervention increases sustainability.

Ensure ongoing development by organisations offering post-intervention mentoring, coaching
and ongoing feedback from line managers and peers. Refresher workshops and mastermind
groups can also be effective in sustaining learning.

It is important for the reader to note thatt he above guidelines are not intended to reflect all the
practical guidelines OD practitioners and organisations can possibly use to enable holistic and
sustainable personal leadership development, but are guidelines extracted directly from this
research and the success of the intervention it studied.
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8.9 My Story Behind the Research Story

Although aspects of my story that lie behind or run parallel with the research story have already
been integrated with other chapters (through field notes or memos), | have decided to share more
of my personal experiences in undertaking this study. | did not start my research with the

intention of making myself so vulnerable and writing so personally about myself but the more |
immersed myself in my study and felt the fpainso and joys of birthing a PhD thesis, the more |

realised that it was important to share my story. The sharing is not only to add to the academic

rigour of the research, but as a way of possibly contributing to the journey of other researchers. |

hope this sharing can offer support and comfort to other researchers when they are struggling
with aspects of their own research, and possibly add some insight and learnings | gained along my
research path.

| must start by saying that t he process of writing up a study that blends hermeneutic
phenomenology and grounded theory was not an easy task at all. In fact, had | realised what |

was in for at the beginning and what a steep learning curve it was going to be, | might not have
started the journey at all . But now that | am done, | am so grateful | bega n, and grateful for all
the personal growth, learning and insights. Each step of the way was challenging and often
gruelling and usually took way longer than | expected. | thought | would finish this degree at the
beginning of 2017 but it eventually took 12 months longer than | expected and would probably
have taken even longer if | had not discovered that | was pregnant on 4 October 2017. But | am
getting ahead of myself, | et 6s go bac& to the beginning

My research started off on & no evihgeal redetired faciliaior st | y I

at my university. In short, | had wanted to discuss some of the research perspectives she held(as
they differed from mine) and she told me that if | thought | knew better and more than she did,
then | could proceed with my studies unaided. What made it worse was that she lashed out at me
in front of my whole class. | felt angry and embarrassed and was tempted to just walk away from
this degree there and then. Fortunately, the university took swift action as it was not the first time
this had happenedt o a student under and myscohbrahad dlsb suppborted
me and said that | had been very respectful in the way | approached the facilitator, and that she
surprised them when she became so defensive and attacked me. It felt good to hear them say
that and stand up for me. T hey also added that | had voiced some concerns they also held and
they were grateful for it. This validation was part of what kept me going. The university also went
as far as to remove the facilitator from the university and ensured that our cohort received new
support. | can only thank my class for supporting me, Simon Gathua and Carin StoltzUrban
(faculty at Da Vinci) who encouraged me to go on and assured me that | was on the right track,
and Rica Viljoen who agreed to be my supervisor and took a keen interest in my work. |
proceeded with my studies largely because of them.

The second setback happened when | was about to start my fieldwork. | had gained approval
from the head of learning and development at Barloworld to conduct my research using their
employees but she suddenly left the organisation because of a very narcissistic leader who had
joined intheroleof t al ent director and lifevraiseranieaand wokingegeople
out of the organisation. | now needed his approval and, when this transpired, | was only two
weeks away from starting my research. | needed to act fast but h e kept fobbing me off and
cancelling meetings. My dismay and desperation are evident in the following extracts from the
journal | kept throughout my PhD journey:
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20 October 2014

| feel sick tonight. | think Francis is going to decline my research. It is a double
whammy as it seems like he s not going to do any more business with me either. |
want to cry at all the effort | have put
after all. | am tired, tired, tired and at the end of my rope. It is hard enough to fit  all
this studying in without having the added dilemma of the company | have geared for

the research withdrawing permission. All participants have signed informed consent
and are excited about participating in my study and one man could stop it all .

7 November 2014

! used all my skills of persuasion and managed to get Francis to say it was okay for

me to proceedé wh at a utitgs/cleas thdt he isBiot happy about it and not
going to continue using me as a supplier. My concern is not about losing the work,

but about how it impacts me mentally. | have caught myself second-guessing how
valuable the work is if he Is prepared to cut the programme. 16 ve had t o
practise shifting this limiting belief and remind myself that he is just one man and a

narci ssi st at t hat so he woul dno.t threaten t someone

him. | am determined just to go into this programme with a positive mind -set and

do what | always do and let the group make their magic. | have to just keep
reminding myselfthatthi s s [ mportant resear clanddnd
have already invested a lot of time and finance to fund it .

Once | had overcome this set-back, it was all systems go and | started the intervention (and data
collection) with Barloworld Group 1, Barloworld Group 2 and BASEF all in 2014. During this time it
often felt like Murphy was at work, and there seemed to be so many unexpected happenings in
the group. For example, Barloworld Groups 1 and 2 came in with high degrees of conflict between
members and were very suspicious of the intervention and reluctant to open up i establishing
group safety and trust was extremely hard work. In addition, one of the group members had the
most compromised EQ score that | have seen in my career. The psychologist administering the
EQi%° assessment and reporting the result even suggested that | might need to exclude this
participant from my research as she would negatively skew my results. | found myself thinking,
A Why oh thésg peaple end up being part of my PhD research?d and then immediately felt
guilty for the thought. | had to remind myself that | am always in the right place at the right time,
doing exactly what | need to b e doing and experiencing exactly what | need to be experiencing
(and so is the group). | had to trust that the process would always come together in its own divine
and magical way, and that we always celebrate massive transformation at the end of the journ ey
(as seen in Figure 8.1 below). This was still just the beginning of the journey and we were in the
forming/storming phases.
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Figure 8.1 BASF Group Celebrations Post  -Intervention

Figure 8.1 showsthatt he end of t he B AWFindeed @aaysdfer cglelrationnite y
was a very emotional and exhilarating day acknowledging the significant transformation that made
the challenges | faced along the way worthwhile. For example, during the journey, t here were
participants who wanted to swap over to the other group when they missed a module, which does
sometimes happen but not as often as it happened during this research. It caused some
challenges with group safety, and | gained good learnings here about enforcing boundaries and
group communication. We also had the death of Lebo (Barloworld Group 2) to deal with. | have

never had a group member die during an intervention so it was new territory for me , and | was
dealing with my own grief while containing and supporting the group. It was a very sad time. In

reflection, | can see that it cemented the group bond because they were so raw and vulnerable
with each other, but at the time it was extremely overwhelming.

| also had the dilemma of a participant (Josias) who wanted to drop out of the programme
because he did not want his views to be challenged at all. He became extremely defensive and
refused to participate in most sessions He eventually said the programme was not for him, and
his manager agreed that he should be released from the programme because she was aware of
his disruptive behaviour (he was the same in the office) and she felt it would negatively impact
the remainder of the group. It was such a dilemma for me: Do we release him or do we insist he
stays? In all my years of practice, | have never had someth ing quite like this happen. | have met
with enormous resistance from participants before but always managed to find a way (together
with the group) to help them feel safe enough to explore their scotomas and shift perspectives.
Those participants often went on to achieve the biggest personal transformations. But not this
time. It felt like such a personal defeat and failure. |1f Josias had not wanted to leave, | think |

would have erred and allowed him to remain part of the group for too long. Again, another very
important learning.
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The next challenge | faced was the sudden realisation that transcribing the data on my own could
take me over a year. The volume of data | had proposed to collect for this research was too much
for one study but, by the time | rea lised this, | had already received all the necessary approvals
and my fieldwork was well underway so all | could do was find a way of managing the process. |
was extremely grateful when a colleague introduced me to Fiverr, and | was able to find online
asdstance in transcribing all the focus groups, and video- and audio-recorded interviews. Even
with the costly online support (that | had not budgeted for), | still checked each and every
transcription myself to ensure it was 100% accurate . This resulted in months of late nights and no
weekends. My study was seltfunded so now both time commitment and financial commitment
had grown beyond anything | could have imagined. In hindsight, it has all been worth it but | had
so many moments of feeling like | wanted to give up and feeling like there had to be more to life
than pursuing a PhD because it was that all-consuming and overwhelming. | even questioned
(right to the end) why | had even thought | wanted a PhD in the first place. | think it was my
stubbornness that drove me on, and the fact that | am not a person who gives up. | have never
left anything half-way, no matter how gruelling. However, sometimes | wonder, i f I
invested so much financially, if | might have thrown in the towel. It is very possible.

Around the time of all the major transcription work, | was four months away from my wedding. It
was probably the pinnacle of my overwhelm because | was running my business, running my
home, bonding with soon-to-be step-kids, planning and finalising my wedding and still keeping up
with my studies. Every time | went for a dress fitting or to see the florist, | would feel guilty about
not checking my transcriptions, and when | was working on my studies | would begrudge the fact
t hat I c oul dn éehjoy fhe extitemerd bfabeing a ibritle. There were many periods
during my studies where | felt very torn; usually my personal life (and business) would take a
back seat to my studies but this period was one of the worst. | felt close to a breakdown. | thin k
my academic supervisor sensedthis and my frustrations because she sent an email saying:

be very very proud. Please enjoy your wedding! It is suchani mpor t ant part
life! | will be here for you when you are ready to continue on your journey! Have a
lovely break. (Rica, 10 December 2015)

Her note helped me give myself permission to take a break from my studies until after my
wedding (11 March 2016) i although | often noted in my journal how guilty | felt about pausing

hadnot

of

one

my studies. This was amplified byt he per sonal g o anty studéesiconspketed befére havi ng

| turned 40 (8 April 2017). What | had planned as a three-month break stretched into almost five

months and | only regained some traction in May 2016. Thi s A c owsds e oftteec k 0

toughest times during my studies. These extracts from my journal express what | went through:

End April 2017

| am trying desperately to get back into my studies this past week and | feel like
crying. In fact, | have cried quite a bit and just want to throw in the towel. Costa

(my husband) keeps encouraging me to keep going

deflated, exhausted and miserable. He says he has heard me sound like this befare

(/7 ke the obstacl e | sheknows]|always nddway fgneard past )

and through the challenge. His encouragement, together with Carin6 &om Da Vinci,
keeps me going but when | reread my work, some parts just seem too far away for
my mind to grasp hold of them again. In fact, | am amazed at how intelligent and

wonder ful It all sowunds but at times | <canédt
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May 2016

! have taken on the clients of a colleague who is moving fo US. This was an
unexpected partnership and | now have so much more on my plate than anticipated.
Very little time has gone into my studies and after struggling to try and get my head
back into the game, a colleague suggested | just wait until | am back from the US to
really get stuck into my studies again as no sooner am | going to get into things and

!/ 611 be on holiday for a mont hl 6doppkgqiautw s he

and | honestly wonder if | will ever get this degree . This kind of thinking is just not
like me. | am usually so sure of things but some days this feels bigger than me.

July 2016

! am tired of hearing my own complaints. | am confused, | feel not good enough, |

am not sure how to move forwardé. /I tos | i ke

/ 6 ve t ak edyusaschéduleda meeting with Rica even though | have no idea
what | am going to say. /' n ot her words,
doing this PhD and | need to find a way for ward. The meeting is set for 15 August
so | need to figure out what | want to ask her and just get on with it!

The month of August was a turning point and , after what ended up being an eight -month break, |
finally got back into my studies. | also made a big decision, and took on the enormous challenge
of adapting my research to be a blend of hermeneutic phenomenology and grounded theory. It

required a significant amount of rework and rewriting of my initial chapters b u t I just

proceed only using grounded theory. The simplicity of this paragraph might make it seem like this
was a quick decision, but it was a big grapple to make the decision and then a big learning curve
for me, and then further grappling about certain elements of the methodology | was attempting to
design. The following journal example illustrates this point:

26 September 2016

Today | am really grappling with how | can say | am doing an interpretive
phenomenological study that is valid. | am in agreement with the notion of
bracketing. However, in hermeneutic phenomenological, it is acknowledged that p re-

j

/

S

/| 6ve

rir

b e a

put

coul d

understanding cannot be el i mi nlagreeavithalis Abr acket ed

too, but | still think it is necessary to do one & best as a researcher to approach the
study with an open mind and suspension of one& currents beliefs and ideas.
Although certain researchers feel this technique of bracketing is inconsistent and
problematic within this approach (LeVasseur, 2003), | think it should be attempted
nonetheless and if nothing else, it may aid in my explicating any researcher bias.

Although there were moments | thought | was crazy to be attempting to design a hybrid
methodology for my study, it felt great to have my head back in the game. My studies started to

flow again and | was excited about moving forward . Then | hit another snag. My academic
supervisor fAdisappearedo. I't was a combinati
was travelling internationally, while being very sick (she had been in a car accident of which | was
not aware, and dealing with injuries and medication that | eft it hard for her to attend to anything
but her own workload ), and her computer server also crashed and many of my emails to her were
lost. This led to three months of no response from her. The university reached out and tried to
help so | did not feel completely alone but | was at a point where | needed some sign -off from her
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regarding methodology changes before | could move forward so my studies felt like they were
stalling again. | was determined not to let this happen but the feeling of abandonment pu shed
some old childhood wounds and it was another period where | felt like giving up. It is probably the
closest | came to shelving my work.

Thankfully, | did not give up but rather channelled my new -found energy for my studies into data
immersion and coding. At least | could do that without Rica. This proved to be a mammoth task,
one that | had completely underestimated. Once | was over the initial learning curve of using
ATLAS i, | realised that | still could not do this alone and employed the support of two research
psychologists. Again, | balked at the financial implications but | had come so far, so | just had to
find a way to continue. Carlien and Sandra not only made the workload manageable but they
added to the data integrity process and assisted with confirmability by checking potential
assumptions and bias | might have had. | highly recommend other researchers consider
employing skilled aids. Even with their support, data analysis was more intense, time-consuming
and challenging than | could ever have imagined, as illustrated by Figure 8.2.

@ Sharon Anderson King Gabrielides is w l0sing my mind

| August 2017 - g4 w

I haven't slept before 3am in almost 2 weeks but code cleanup mission
complete! Started with 689 codes, down to 376. And it is less about the
numbers than the fact that my data is 'perfectly’ cleaned. Whoop whoop!
Tomorrow (today) | learn how to make network diagrams in Atlas 8 and the
more exciting part of my data analysis really begins == | better get some sleep!

[ﬁ) Like () Comment ©> Share

Figure 8.2  Social Media Extract: Intense Data Clean -Up Mission Audit Trail

| was constantly writing memos and expressing why | was doing what | was doing and keeping an
audit trail. | felt rather overwhelmed by all the d ecisions | had to make and when there was a
great deal of reference to the importance of the facilitator, | kept questioning whether | was
biased because | was the facilitator. At this point | was very grateful for Carlien and Sandra as
they confirmed what the data was saying and pointed out that | was being too modest about my
role as a facilitator. They both felt I risked overlooking its importance and the critical role
facilitators play. This was very important and necessary feedback for me. Looking back, | see that
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| posted quite a bit on social media during the data analysis process (see Figure 8.3) almost to

keep Aputting it out t lrelovang dotvand | whs dewe this BhD thigg. vi ng up
My academic supervisor was also back to full health by this stage and | was feeling supported by

her again. All that was left for me to do was to put in the time and get the hard work done .

@ Sharon Anderson King Gabrielides added 2 new photos
21July 2017 - s\ w

What a process code cleanup is. Keeping an audit trail isn't even a hardship... |
couldn't keep my thoughts straight without it. Decided to upgrade to Atlas.ti 8
today! Thank you for showing me how awesome the new 'merge code' feature
is Carlien Kahl and for all your support, which thankfully has included Sandra
Steyn (you are such a blessing!)... Version 8 definitely opens up a whole new
world of data analysis tools. Deciding on a qualitative study with a hybrid
methodology (Hermeneutics Phenomenology and Grounded Theory) and
collecting enough data for possibly three studies was one of my crazier moves.
Roll on the finish line - just a few more months now. Couldn't have done this
without Rica Viljoen, Carin Stoltz-Urban and Simon Gathua. Feeling grateful
tonight! Now back to the grind....

© hawet amcas 3 Aalll LI AW 11

through a Framework of Holistic and
Sustainable Development

[fb Like () Comment £ Share
@’ Cynthia Parry, Sandra Steyn and 3 others

View 1 more comment

Carin Stoltz-Urban Proud of you Sharon! O
Like - Reply

Figure 8.3  Social Media Extract : Determined to Keep Going

In the coming months, my PhD remained a key priority and no matter how hard it was or how
much personal sacrifice it demanded (see Figure 8.4), | kept going. Getting through the data
analysis, integrating the literature review that contributed to the data and then beginning the

write-up was a slog of note. | missed many family functions and | barely slept from May 2017 to
September 2017.
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@ Sharon Anderson King Gabrielides added 2 new photos

24 September 2017 - Ekurhuleni - g w»

When the family departs for Sunday lunch at Yia Yia and | stay home to
work on my thesis - . Can't wait for this chapter of my life to be in the past.
So grateful for a supportive husband and family. #phdstudentslife

=2\
[ﬁ Like D Comment #> Share

OO"-:. Sandra Steyn, Kerryne Krause-Neufeldt and 20 others

Figure 8.4 Social Media Extract: Personal SacrificeofaPhD St udent 6s Li f e

During September 2017, | ended up on a go-slow because | just could not function. | was so
tired, a kind of tired I had never experienced before. | put it down to the fact that | was travelling

a great deal for business and | had been burning the candle at all ends trying to still be a wife (to
the best man), a step-mom (to three amazing human beings), a business owner and basically
trying to be a full -time student (as | was putting in at least six hours a day, sometimes more). |
can also see from the change in the tone of journal entries (shown below) that | was feeling a bit
discouraged again and secretly wondering if | were perhaps on the verge of burnout:

25 September 2017

This back and forward regarding Chapter 1 and 2 can be quite frustrating. | sent my

work to Rica for input on Chapter 3 and got more comments back on Chapters 1
and 2. It has taken three full days to address the points raised. | hear that this is

very normal and it will probably happen again, it can just be quite discouraging. /

thought | had finally finished these chapters but it seems like it is a never-ending
cycle of improvement. The Jfrony /s that | like ongoing improvement and
development I my whole thesis is about this! Yet | also just want it to be enough

now! | want this PhD to finish. | am gatvol [Afrikaans word meaning annoyed and
fed up], beyond tired and | want my life back.

By October | found out that the real cause of the exhaustion (and now added nausea) was that |

was pregnant. It came as quite a shock as | had expected it would take a few more months , and |

would be finished with my PhD. The pregnancy initially caused quite a set-back because | was so

sick during most of October and well into November. | did keep working on my studies but it was

slow and painful, and | could only work on dayswh er e | wasnodt facilitating b
by 19:00 most evenings. Thankfully the nausea did pass and the fear that | would be sick for the

next nine months left me. The urge to push hard and get my PhD finished got even stronger.
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Looking back, even though | had initially worried that it would result in another big set -back,
finding out | was pregnant was the motivation | needed to get this degree completed. With my
energy returning, | became even more determined to finish my thesis and to do it well before our
daughter was due to arrive. By November | had finished up to Chapter 4 (see Figure 8.4), to the
point that it was ready for editing and | was starting to feel rather proud of myself.

& Sharon Anderson King Gabrielides is ==

Proud moment: The first four chapters of my thesis went in for final editing. ..
Whoop whoop! Busy reworking Chapter 5 today and feeling rather NAFI but
this email from my editor just gave me a little boost. ..

"I am working on the chapters you sent me. Once again, this is by far (far by
far) the best thesis | have ever had the privilege of editing. The job of an editor
is to remove mistakes and errors and to make the text more readable fo
outsiders, and, if possible to add value to the text. Your text contains hardly any
errors, and you write clearly in excellent understandable English. It is difficult to
add value to it. This text has taken me from tedium to excellence. Thank you
for involving me in this task."

Yay! Feeling very proud that the hard work is paying off and starting to yield
tangible fruits. Let's hope the content is eventually as highly acclaimed as my
writing technique. Fingers crossed. Deep breaths and... keep going!

[[{_‘7 Like C] Comment &> Share

OO Yuta Raubenheimer, Tanja Vos and 66 others
Figure 8.5 Social Media Extract: Feeling Proud and Motivated

My editor facilitated an important part of my journey and became a great source of
encouragement in the final few months of writing up my thesis. | will be forever grateful to Oom
Jan for his expertise and kindness. | even managed to work through part of the festive season
and used December and early January to make significant progress and get Chapters 5 and 6
finished and off to Oom Jan as well as making good progress with Chapter 7. While finishing
Chapter 5, | was struck by just how often unskilled facilitators and coaches take on the role of
trying to support others when they are not capable and lack the correct clinical training and
background. The following is an extract from my journal entry | felt compelled to write:

22 December 2017

The literature | am reading on how damaging coaches with no clinical background

can be has given me the courage to speak out about something close to my heart

(!l 6ve always cringed at the numbejpltioén peopl e who
important argument that needs to be heard, and lately | 6 ve been reminded of
again because someone | know quite well (and who has some narcissistic

tendencies) recently did a few-week coaching course and is advertising herself as a

qualified life coach and spiritual healer. | can only imagine the damage waiting to

happen! It is so scary and so sad. We need more regulation of our industry!! Even

being an experienced coach (with 18-months intensive initial training), having a

clinical backgroundand 20 yearsé experi enéecoasganthian OD practi i
overwhelmed that others places their trust in me. It is an enormous responsibil ity

and one | know | would not feel comfortable taking on without regular supervision .

210



And we still have people out there doing what they like with no real qualifications
and damaging others i while being paid for it! Makes me sick to my stomach.

| also took to social media again (see Figure 8.6) and it caused a lot of interest and comments
from experienced practitioners agreeing and others saying they had never thought about the
dangers, so | hope this prevented even one person from being damaged by an unskilled coach.

‘ Sharon Anderson King Gabrielides is &* feeling concemed

22 December 2017 A w

As | rework tonight, | feel compelled to share an extract from my thesis, | title it...
BEWARE OF COACHES - THEY OFTEN DO MORE DAMAGE THAN GOOD!
(PS: 1 am a coach so | am not knocking coaching... keep reading...)

It is unfortunate that the impressive results achieved by individual and group
coaching “have attracted the attention of many unqualified consultants” (Kets de
Vries, 2005:71) and the industry is still largely unregulated, which might lead a
novice to attempt interventions that he or she is not equipped to handle. As Kets
de Vries (2005:72) wisely points out:

“Constructive leadership coaching, however, is built on a solid base of
psychological understanding and practice. Particularly in the case of group
interventions, it is essential that the leadership coach has had a modicum of
clinical training; otherwise he or she will not be able to decipher dysfunctional
group dynamics and individual pathology... A clinical orientation to leadership
analysis and intervention—used in conjunction with more traditional
organizational development methods—is therefore essential in the
organizational context. The clinical onentation is solidly grounded in concepts of
psychoanalylic psychology (specifically, object relations theory), short-term
dynamic psychotherapy, cognitive theory, human development, and family
systems theory. It can be extremely powerful in deciphering knotty leadership
and organizational issues. In the case of many incomprehensible organizational
situations, a clinical orientation to leadership coaching can go a long way toward
bringing clarity and providing solutions” (Kets de Vries, 2005:72).

In light of the above, Kets de Vries (2005) echoes the sentiments of Berglas
(2002:3), “coaches who lack in rigorous psychological training do more harm
than good”. Meyer and Dean (2002) and Korotov (2015) further support the
notion that coaching can be dangerous and damaging. Korotov found that this is
because there are “very low barriers to enter the coaching profession and
relatively high effort... required to explore one’s own needs, biases, and choices
on the part of the coach” (Korotov, 2015:2). As such, we need coaches that
have a sound clinical background and who engage in regular supervision
because “psychologically grounded approaches in organisational consultation
need trained consultants and an appropriate handiing of the analysis of clients,
non-systemic interventions, and collusion” (Martins, Martins & Viljoen,
2017:267). This is especially important because coaches wield a great deal of
power (Berglas, 2002) and "a lot of executive coaching is really an acceptable
form of psychotherapy. It's still tough to say, ‘I'm going to see my therapist'. It's
okay to say, ‘I'm getting counselling from my coach™ (Bennis cited in Berglas,
2002:3). In the absence of rigorous standards for coaches, the practice of
coaching “may keep producing situations in which coaching really

hurts™ (Korotov, 2015:2).

Figure 8.6  Social Media Extract: The Dangers of Coaching

211



| felt like | had made enormous progress with my work during this period and it was an exciting,
albeit tiring, period. | justhadno6t r e athé salendefdreta majar storm. On 23 January
2018, a day neither my husband nor | will ever forget, | went for a foetal scan and they picked up

a potential indicator of down syndrome during the scan. While | was in for my scan, my mother -
in-law (Agnes) was in a different hospital having some tests and we heard she needed to have a
biopsy because the doctor had picked up tumours in her liver. The following week, | had an
amniocentesis and Agnes had a battery of tests. Thankfully, our daughter turned out to be 100%

healthy but Agnes was diagnosed with stage 4 metastatic cancer. We are an extremely close
family (she is my second mom and calls me the daughter she never had) so saying this was
devastating news does not begin to describe it and trying to manage the excitement an d wonder
of the growing life inside me (and take care of our precious daughter) while dealing with the news
ofa serious threat on Agnesdé | i fe wasMythess seenfied
totally insignificant and | took some time out to be a wife, daughter and mother and grieve the
news. Again, Rica was instrumental in this and extremely supportive. Then just when we thought
things couldndédt get worse, a close member of
put aside to wrap up my thesis disintegrated in a series of oncology visits and psychiatric
discussions and the next few weeks went by in a blur. | write this to hopefully inspire other

researchers who are going through significant personal crises not to give up, because eventually |

was able to refocus on my studies and remind myself that this thesis still neededto befibi rt hedd

before the birth of our daughter. | began to work again.

Constructing my framework for holistic and sustainable leadership development had already begun
before the family crises. The designer (who is thankfully also my sister) had a few draft
representations | thought | liked and had patiently started working on some preliminary designs
while | was running between hospitals. This thesis taught me to ask for support, to hand some
things over and to trust that something so complicated, complex and challenging would eventually
come together, even when | had no idea how and had moments of feeling completely out of my
depth. | also learnt that what | expected to be easy was often hard and what | expect ed to be
hard was often easy i there is just no predicting the PhD journey. | had to go with the flow and
take one step at a time. For example, | thought data analysis would take me a month or so and it
took me eight! But | thought that writing up my framework would take at least two weeks and
was pleasantly surprised when it took just a couple of days. By 17 February 2018, Rica had my
first draft of Chapter 7 and by 24 February my last chapter was drafted too.

What | did notice toward the end, is that the nagging voice in my head, that had kept asking
whether my work was good enough, got louder. It had been there through out my journey and
intensified at various stages but this was definitely when it was its loudest and | kept doubting if |

was making a significant contribution to my field. | felt very vulnerable putting my final framework

onto paper. | felt like everyone already knew what | want ed to say. The truth is that they did not
and although literat ure supports various aspects of my framework, no one has conceptualised that
these elements would come together to facilitate holistic and sustainable personal leadership
development. | also had to acknowledge that when studying holistic development it was
impossible to know if | had captured the whole, because what is the whole? It took a great deal of
effort to silence my inner critic and trust that the final product of my labour was enough, that |
am e n o ungré than enough and | did it € | birthed my th esis on 13 March 2018, less than
three months before our daughter was born and | had the joy of being called fdoctord and
fimommyo in the same year. By far the two most significant achievements and milestones of my
life, even though | can say for sure that the latter is by far the sweet er sound.
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8.10 A Reflection on My Story behind the Research Story

As | wrote my story behind the story, i t was profoundly interesting for me to notice that | could

see the framework for holistic and sustainable personal leadership development (detailed in
Chapter 7) was reflected in my story and journey that happened during my studies. Firstly, the
Importance of the Facilitator was reflected by the fact that |1 almost did no t get off the
starting block with my PhD because the facilitator did not have adequate skills or levels of
personal mastery to facilitate the intervention and made the learning environment hostile and
unsafe. When Da Vinci University stepped in and removed the facilitator, it restored my feelings of
trust and re-established safety. Da Vinci also introduced a facilitator who had the necessary
qualities to facilitate this journey. Furthermore, my academic supervisor would be considered a
facilitator. Although there were times that | felt abandoned by her (and it nearly derailed my
journey, which again reinforces the importance of the facilitator ), her extremely high levels of
technical skills and expertise, her high levels of self-mastery, her role of steward during most of
my journey and her flexibility created a supportive and safe enough space for me to eventually
complete the journey and obtain my degree.| coul dndét have done it

The Importance of C ohort Learning was also vitally important for the success of my journey.
The way my cohort supported me and stood up for me (right at the start of the programme and
throughout) fostered a deep sense of belonging and trust. | also formed close relationships with
Carin and Simon (whom | considered to be part of my cohort) and | know |
completed this journey without them . Andre (part of my class at Da Vinci) was another key
member of my cohort. We supported and encouraged each other throughout the journey and ,
when we felt like giving up, we kept each other going. Andre was busy with his Masters and
although he graduated a year before me, we spoke right up to my graduation.

Without the enormous Challenges , Intense Vulnerability and Shift s in my Paradigm s this
journey brought with it, | would no t have stretched and grown the way | did. My holistic
development journey, one that could never be reversed because it was so complete and intrinsic,
was dependant on these challenges and vulnerability. This thesis could only be birthed and the
doctor could only be born through the challenges, pain, struggle and vulnerability this journey
evoked. This journey was by far the most difficult and challenging thing | had ever undertaken. |
am sure that the only journey that will compare and likely present more challenges and feelings of
vulnerability is the one of mot herhood.

The Application of the Learning in the Real World was also essential for me to develop
holistically and sustainably. If | werenotr esearching my | ifeds wor
would never have even embarked on this journey and | definit ely would not have stuck it out or
gained the richness | have from it. Every aspect of my studies contributed to my personal
leadership development because it was experiential and personally meaningful and useful. The
reflective journaling also forced me to actively learn through reflection each step of the way.

Lastly, a PhD is definitely a Journey and there is No AQuick Fix 0. Therefore, it mirrors the final
prerequisite of the holistic and sustainable personal leadership development framework
constructed during my research journey. Until | started writing my story behind the story , | had no
sense of these parallels. | will always be grateful for the profound way that sharing this personal
story has closed the loop on my own holistic personal leadership development journey, which is
one that has definitely been sustainable and will live with me forever .
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8.11 Conclusion

Chapter 8 concludes this thesis and the rich experience the researcher gained in telling the stories
of the lived experience of the research participants and her personal story. This chapter highlights
how the research aim was achieved by shedding light on ways an individual can be developed
holistically and sustainably and by providing South African organisations with a local study that
conceptualises a framework for holistic and sustainable personal leadership development, showing
the underpinning principles thereof and describing the impact of this development on the

individual and the organisation.

This study is concluded with the acknowledgement that in setting out to understand holistic
personal leadership development there will always be a part of reality that exists that cannot be
seen and, therefore, it cannot be given a full answer. The framework presented is based on the
reality that was p ossible to see through the eyes of the research participants, the eyes of the
literatureand t h e r e s eepes at theetimé af the research and within the given context of the
research. The vastness of the study of holistic and sustainable personal leadership development is
also acknowledged and readers of this thesis are invited to draw on their experiences within the
field of learning and development and to remain sceptical and curious about making the learning,
gained through reading this thesis and framework, relevant to their practice.

The researcher hopes that in some way her work will contribute to the validity of the field of OD
and | eadership devel op mentfly-laymightop e riceesmpsag-omenthtesl
and more academically sound and trusted because it achieves the ROI clients deserve
Furthermore, if the reader is an OD or learning and development practitioner or professional
coach, the researcher hopes this thesis will have touched you as it touched her concerning the
overwhelming responsibility you have for achieving high-levels of self-mastery and significant
expertise because of profound role you play in holding a sacred space for another to journey
alongside you in the quest for personal leadership development. This is truly an honour and
privilege and the researcher was humbled and overwhelmed by the part she played in the
development of the research participants and the trust the participants placed in her. She is
eternally grateful for them and this journey, and will always strive be better for the people whose
lives she has the privilege of touching and whose lives she is deeply touched by.

Namaste.
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Appendix A : EQ-i%°

EQ-i*

o assess. predict. perform,

N

Become the authority in

Emotional Intelligence

What is Emotional
Intelligence?

A set of emotional and social skills that influence the
way we perceiva and express ourselves, develop and
maintain social relationships. cope with challenges,
and use emotional information in an effective and
meaningful way.

Why the EQ-i 2.0%?

The ECG-i 2.0 measures emotional intelligence (EI)
and how it can impact people and the workplace.

Applications of emotional intelligence include:

* Leadership Development

» Selection

* Organizational Development
* Executive Coaching

* Team Building

* Student Davelopmeant

While emotional intelligence isn't the sole predictor
of human performance and development potential,
it is proven to be a key indicator in these areas. Emo-
tional intelligence is not a static factor — to the con-
trary, one’s emotional intelligence changes over time
and can be developed in targeted arcas.

Apge Range 18 years and clder
Administration Time 20-30 minutes
Number of ltems 122
Format
Online EG-i 20 Portal for quick and easy administration,
scoring and more
Report Options
« Workplace « I60
‘Coming Soon
= Group = Higher Education - Lifestyle - Leadership
Morms
General Population, n=4000
Age and gender specific
Qualification Level
B (Morth America Onby)
| EQ-i* certified

The EQ-i 2.0 Experience:

MNew Model, New Reports, and New Platform.
The EQ-i 2.0 builds on EG-i. It introducas some differ-
ences that stem from changes (based on extensive
feedback) to assessment iterns, updated norms, and
rigorous reliability and validity studies.

SO0 o 3

e Adinights e
“nony,  socwL A" .

The 1-5-15 factor structure the EQ-i 2.0 features cne
overarching El score (Total El), broken down into
five composite scores which, in tum, are broken
down into a total of 15 subscales.

by Flacuvar ies-Dn

REPORTS

Customization - Create your reports to fit the way
you work and prefer to work with your clients by
choosing sections that matter the most. For exam-
ple. you can brand the report and turn on/off labels,
scores, and report sections!

Business Centric - Professional new color coding
format, clear layout and language that speaks to
you and your client.

Unparalleled Support - Designed with clear instruc-
tions, interpretation guidelines and results-driven
content for both you and the client throughout the
reports.

The reports for the EG-i 2.0 are available online at
www_mhs.comyei.

Multi-Health Systems (2011). The EQ/4° Model and The Science Behind It [online] Available at:
<https://ei.mhs.com/EQi20TheScience.aspx> [11 October 2014]
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How the

20
EQ-i
assess. predict. perform,

EQ-i 2.0 Works

It's an easy 3-step process

INVITE
Email participants directly from
your secure account. Invitation
templates and ursque URLs to
take the EQ-i 2.0 ensure your

clients are protected

MANAGE

PLATFORM

Cur naw onling site, “The EQ-i 20 Portal” provides
administrators access to invaluable resources, infor-
mation and people. This information-rich site will be
continuously updated to provide the latest resourc-
es and information as well as the newast tools to
connect with other emotional intelligence experts.

LOGIN TO THE EG-i 2.0 PORTAL TO GROW
YOUR BUSINESS WITH ALL ACCESS TO
THESE AREAS

Dashboard - Manage participants, create reports
and more

Certification - Learn about upcoming certifications
and training partners

US: PO Boe 550, Morth Torew anda, MY, W00-00E0 « Tak 1BDL455.500F « Fac | EBR 540 4484

CAN: 5770 Victona Park Avs, Toroma, OH, H2H 5ME » Tat 1200268600 » Far LS8R 5A0442
E MH S UK B Elakar Sireat, Lonoon, Wil BAGT = Tat + 44(D0E4SE0TE03 » Fai: + 44(D084SE0T7R04

Wi b wwew I Com,fed « Emalle GrmyourtusnessEmhs nom

Your account dashboard
shows you who has com-
pleted the EG-1 20 soyou
can track your projects and

quickly access reports.

REPORT

A new line of professional,
customizable reports gives you
a competitive edge. Purchase
report tokens in advance and
spend them however you wish.

Usar Community - Network and exchange insights
with fellow emotional intelligence experts and ad-
vocates: coaches and trainers

Resource Center - Receive free, full-access admis-
sion to new one-stop area for EQ-i 2.0 resources like
white papers and presentations

Normative Data

With the rigorous process in building a large and
highly representative normative sample, we sot the
basis for precise performance prediction. The ECG-i
2.0 normative sample includes 4,000 self-report rat-
ings from adults residing in the LS. (90% of the sam-
pled and Canada (10% of the sampla).

Follow us Eﬂ D

The Emoticnal Intsiliganes: Connaction
Balconnection

Multi-Health Systems (2011). The EQ/ 4% Model and The Science Behind It [online] Available at:
<https://ei.mhs.com/EQi20TheScience.aspx> [11 October 2014]
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Appendi x B: BeQE

The model that measures engagement

Within the context of the country:

Respect
Assumptions Regard
About Resilience
Me Personal Responsibility

Review

_ O Support
Assumptions 0 Leadership
About O Flexibilit
The W Loy
e O Valuing Diversity
Team O Accountability
. O Trust
Assumptions 0 Competitiveness
The About 0 Adaptf':lt?llltyto change
o i i They O Inclusivity
rganisation & Ethics
The BeQ - dimensions
National Cultural Perspective
Assumptions
About
Me
_ Level of _
Assumptions Assumptions
About Engagement About
We The The They
Team \/ Organisation

and Society Context

Viljoen, R. (2017). The BeQ@dimensions. [online] Available at:
http://www.mandalaconsulting.co.za/Products -BeQ.htm [19 December 2017]
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Appendix C: Intervention Overview

YySe {GSLW& G2 G4KS .9{¢ _ h'! (GK2dAK 9vunu

Holistic and SustainabRersonal.eadershipevelopmenProgramme

This programme is rooted in many cognitive behavioural methodologies, scientific practices and

structured theories and frameworks. These include Nedurguistic Programming (NLP), coaching,

dialogue education principles, agéd swcess tools and various psychological and philosophical
principles. Key Steps Corporate Trainimdends research, training techniques, tools, stories, theories,

businesscase studies, practical exercises (including much peer interaction and team butiditegies),

experiential assignments and homework tasks to create an experience that inspires individuals and teams

to take both personal and professidrsteps tX W6 S G KS RATFTFSNEBYVDBSNEBYOSYI 1S4 (K

Intervention Outline: 13Day Experientialourney

Each module is conductedronth apart to allow for sufficient time between modules for learners to
practise what they have learnt, complete homework tasks and integrate learning in the personal and
professional lives.

Module 1: Develop Your Aareness: The Role of Hotion (1 day)

Module 2: (Part 1L onstructive Communication and Teamwork: Expand Your Circle of Influence (2 days)
Module 2: (Part 2) Emotionally Intelligent and Professional Business Writing (2 days)

Module 3: What is Your BEatus (Belief, Empowerment and Esteem)? (1 day)

Module 4: Set and Achieve Personal and Organisational Goals (1 day)

Module 5: Coaching Starts at Hom#anage Performance and Inspire Excellence (1 day)

Module 6: Creative SolutiomsHarness the Powerfahe Mastermind (1 day)

Module 7: Manage Conflict and Negotiate for a WA (1 day)

Module 8: Powerful Presentations (2 days)

Module 9: Key Step to Greatness: Champion Change (1 day)

Programme Delivery Options and CustomisatioWe recommend spacinthis programme overo-
months to guarantee optimal assimilation, application and return on investment. But, if necessary, we
can deliver it over a period best suited to your neeflse content will also be tailored to align with your
core learning outcomesand corporate values.

WARNINGThis programme is not for everyongit is designed for people and organisations that are
AaSNA2dza | o62dz2i RS@GSt2LISyid FyR RSGSN¥AYSR (2 06S SEOS
differenceQ|t will challenge youd it NB G OK &2dzx SEOAGS e&2dzx SYLR26SNI &2 dzX
again.
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Appendix D: Informed Consent Form

Title of Study:  Personal Leadership through a Framework of Holistic and Sustainable
Development: The Impact on the Individual and the Organisat ion

Researcher: Sharon Anderson King (082 330 1558 or sharon@keysteps.co.za)
Student No.: 7883

Supervisor: Dr Rica Viljoen

Dear Participant

You are asked to participate in a research study conducted by Sharon Anderson King, a registered
student at Da Vinci University, conducting a doctorate research project under the supervision of
Dr Rica Viljoen. Your participation in this study is voluntary. Please read the information below and
ask questions about anything you do not understand, before deciding whethe r to participate.

Purpose of the Study

The researcher aims to integrate various expert opinion and various organisational development
methodologies to conceptualise a framework for holistic personal leadership development that
suits the 21%t century challenges facing individuals and organisations. These challenges include
issues such as, dealing with different generations in the workplace, integrating diverse cultures,

managing stress and economic insecurity, to name but a few. The researcher intends to analyse
and report on the impact of a holistic development intervention (refer to Appendix G on the

individual, the team and the organisation and to determine the sustainability thereof.

Procedures
If you volunteer to participate in this study, you will b e asked to do the following:

1. Give permission to be pre- and post-assessed usingthe EQ?°and BeQE, over a perio
12-months. The EQi*°measures |l evels of emotional intelligenc
benchmark of employee engagement by measuring the interplay between assumptions and
perceptions in organisations around constructs that contribute to the unleashing of individual
voices, contributions and gifts.

2. Complete the EQi*°a nd B e Qdssegsmants before the intervention (Appendix C)
commences. The assessments will take approximately 1 hour each to complete.

Complete the post-assessment within 1-month of completing the intervention.

4. Be committed to attending all modules of the intervention and have your manager grant
permission (in writing) for you to be excused from the office to attend all modules.

5. Be committed to completing the homework assigned during the intervention as well as keep a
journal throughout the intervention.

6. Complete a final presentation assessment of your personal journey that will be recorded.

~

Participate in focus groups or individual interviews during the intervention.
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8. Allow the researcher to have access to your balance scorecard information and other
measures the organisation uses to track performance. Each participant will be assigned a
number so that any reference to these measures is by anonymous numbers.

9. Sign the written consent form on page 3.

Please note: Points 4, 5 and 6 above are required for the intervention regardless of whether they
choose to participate in this research or not. In effect, the only additional requirements are 1, 2,
3, 7,8 and 9, where items 1, 2 and 3 will be funded by Key Steps.

Potential Risks and Discomforts

When filling out questionnaires, you may come across a question or answer choice that you find
unpleasant. For instance, a few of the questions may cause you to think about negative emotional
states; for example, how do you feel when you are angry or stressed.

On occasion, you may feel that you have performed poorly on a test or be uns ure of your results.
It is important to keep in mind that for many of the assessments or interview questions, there is
no right or wrong answers. However, for some activities, it is to be expected that some people will
do better than others will. We encour age you to discuss any concerns you have with the test
administrator or researcher during the debriefing period. This intervention is focused on
development of personal leadership so it is to be expected that, at times, you will feel challenged
and stretched 1 this is part of the process of growth.

Potential Benefits to Subjects and/or to Society

You will have an opportunity to improve your emotional intelligence and develop your personal
leadership capacity in a holistic way and to document the process of your journey.

When the research is complete, you will be given an opportunity to learn about this research,
which may be useful to you in understanding yourself and others and the nature of development.

You will also have an opportunity to contribute to psychological science and organisational
development by participating in this research.

Confidentiality

The content of the assessments, focus groups, homework, journaling and videos will be used for
research purposes only with the sole objective to meet t he aims and objectives of the study. The
information gained from the interview will be confidential and anonymous. Certain comments from

interviews and journals might be used to support research findings, but they will not be linked to

an individual.
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Participation and Withdrawal

Your participation is completely voluntary, and you may withdraw at any time without penalty.
Please give serious consideration as to your decision to participate as the researcher will be
investing in your development. The cost of the assessments is R 2,500.00 per person but it will be
sponsored; i.e. there is NO COST to the individual or the company.

Thank you for your consideration. Your help is greatly appreciated. Please complete the consent
form below if you elect to be par t of this research.

Please Initial Box

1. | confirm that | have read and understand the information sheet
for the above study and have had the opportunity to ask questions.

2. lunderstand that my participation is voluntary and that | am free
to withdraw at any time, without giving reason.

3. |l agree to take part in the above study.

4. | agree to the interview / focus group / consultation being
audio recorded.

5. 1 agree to the interview / focus group / consultation being
video recorded.

6. | agree to the use of anonymised quotes in publications.

Name of Participant Date Signature

Name of Researcher Date Signature
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Appendix E: Questions to Enhance Ethical Conduct in Qualitative

Research

The following questions (adapted from Becvar & Becvar, 2006) are questions the researcher
currently uses in her coaching and facilitation practice and will apply to this research:

1. 1 wonder what impact | have on the stories participants are telling me.

2. 1 wonder what | might see and underst and differently if | told myself a different story.

w

Do my pre-existing ideas about emotional intelligence, holistic development, sustainability and
leadership allow me to truly get to know this participant from an anthropological stance?

| wonder what infl uences | am having on the patterns | am observing.
How can | include myself in the observations | am making?

| wonder how this participant might behave differently if working with another researcher.

R

| wonder what knowledge on the part of the participants, about themselves and their system
is going unacknowledged as | assess patterns.

®

| wonder what reality | am participating in creating with this research approach.
9. 1 wonder how the participant would define progress.

10. Can | expand my view to consider larger issues and factors that may be influencing what is
going on with the participant?

11. Am | responding to what the participant just said or to what the comment meant to me?

12. If I allow the conversation to go where the participant directs it, am | servingthepart i ci pant 6s
best interest?

13. I wonder if | can remain cognisant of the power that accrues to me by virtue of my claim not
to be an expert on the participantds worl d.
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Appendix F: Focus Group Questions
The following questions were asked to each of the three gro ups who participated:

1. Cast your mind back to the beginning of this programme, what were your first thoughts?

n

What have you experienced (or noticed) regarding your development since this programme
began?

Is your personal life different since you started thi s program? How so?
Is your business life different since you started this program? How so?
What has been the most valuable part of this experience?

What has been the least valuable part of this process?

N oo g~ w

If you were giving advice about this program to (me), what would it be?
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Appendix G: Letters from Participants

2 November 2015
Hi Sharon

| wanted to send you an email the other day but got pressed with work. | hope you are doing well do and
the wedding plans are going well.

I am doing very well. Recently | was checking my body composition report with a biokineticist, got 8% body

fat, 2% shy of the goal | have set for myself. There is still a bit of work to be done. On the work front, my

bosses have been giving me a lot of responsibility on some projectsand have been | earning a | ot
waiting on a possible promotion. Holidays are al most wupon

Hope to see you sometime in the near future.

Kind regards, PJ

2 November 2015
Hi Sharon

Thank you so much for believing in me, | am young and every day is a new day for EQ getting there. It is not

an easy task to trust in people but | have learned to rather accept people will disappoint you and that it is

not my fault rather taking the time and building on relations hips. | feel | can grow with people, | feel break

my guards down. | have an update for you from when | wrot ¢
include here and Paul asked that it not be shared].

Paubs aunt and mysel f hludtheargumans leditornee gang therevemdneeting them
for the first time, | stood by her and made her feel loved | made sure she was calm and doing ok. With that
she said | could take Paul with me for the weekend and talk about things and get him ready for the exams
that started today. When | let my walls down she let hers down and we trust each other now. With
everything that has happened | can tell you EQ has been moulded into my core and | take what you have
taught me with me every day and use it to t he best of my abilities. So Sharon thank you for who and what

you areé Your wings that you hide every day because you ar
Stay blessed and continue doing what you are doing you are a remarkable person.

Regards, Stefan

7 December 2015

Dear Shamon

| was thinking of you so much this weekend and thought | must drop you a quick note.
When is your wedding date? And how are the plans all unfolding?

| also want to thank you again for the enormous impact you have had on my life. | find myself quoting y ou
often to those around me.

Take care!

Kind Regards, Laura
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20 January 2016
Dear Sharon

Goodness me, but 2016 has started off at a screaming pace and the wonderful holiday is but a distant
memory! | have found such a good space in my head and my heart a nd am really going to try to not let
anything derail that this year.

| have my performance appraisal with Petra next weeké. F c
year is stildl freshl y -)rirgesestingariovesidévelopin g onithe jobwftord again (afteri s . ;
a year!) and more should be revealed in a meeting tomorrow i | will keep you posted.

Take care! | miss our contact sessions.

Kind regards, Laura

10 February 2016

Wanted to let you know, | completely owned the performance appr ai sal éé. I was SO anxio
where everything went pear-shaped with Petra last year. But it was awesome i because | only now need to
be valued by those that | value.

Chat soon!

Kind regards, Laura

10 February 2016
Hi Sharon

Thank you for everything. | will share my EQ feedback with my new manager. She believes that staff is only
as good as the manager who guides them:) | would like to hear what you think of this statement.

Otherwise Muhammad and Myself are constantly reminding each other of what we have learned so | use it
every day. There might be some exciting new changes on this side i still too soon to share.

Good luck with the wedding planning. Please take lots of photos. We would love share in all your
excitement. :)

Kind regards, Katie

6 April 2016
Good morning Mrs,

I'm so happy for you and know that the coming years will be blessed and fruitful #Can'tWaitForBabyNews.
You deserve all the love in the world you are such an inspiration and strong woman that anything you do and
touch turns to gold. Thank you for being so supportive and guiding me to be who | am today truly thankful

for everything you have done for me and the team.

Stefan Venter

5 October 2016

Missing you soooo much today. You are missed by us all, you have changed somany peoplebs | ives i
office and have been there for us all, so thank you for that.

(Stefan)
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Appendi x H: Participantdés Questionnai

Instructions:

Firstly, | want to say THANK YOU! | really appreciate you opening this document and sitting down
to take some quiet time to reflect on your journey, since you completed the EQ programme with
me, and answer the questions below.

Please know that there are no right and wrong answers because | am not doing research that is
statistical in nature. What | am terested in is your story, your journey, your experience. So,
please just answer the questions below as honestly and as completely as you can. There is no
correct length of answer either (some might be a sentence or two, while others could be a few
pages)ut the more you share, the more | have to work with so write away. | have only left a line
under each question so just enter down and type as much as you like or even handwrite if you
prefer.

Namaste.

Questions:

1. Areyou still in the same position at wosince completing the programme? If not, please
provide your current position and elaborate on your change in job/position/company.

2. | am wondering what stands out for you and what you remember about/from the
LINEINF YYSK ¢KAA OFYy 0SS lyedaKAy3IX

3. What impact ha this programme had on you? Please write as much as you can about your
journey since completing the programme.

4. What has been different for you since the programme?
5. What has stayed the same?
6. Do you feel this programme has developed you as a leader?Hbaa,

7. What other information do you think is important to add or share about your journey that
might not fit into any of the above questions? | am open to hearing anything you would like
to share.
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Appendix |: Manager s Questionnaire

Questionnaire for Managrs or Supervisors of Participants of the EQ Programme

Instructions:

Firstly, | want to say THANK YOU! | really appreciate you opening this document and taking time to reflect

2y @2dzNJ aGlFFTF YSYOSNDHAOLQ RSOSE2LISyimaaityiedsddai KSe O2Y
2015. | would really appreciate your honest answers to the questions below. A reminder that this is strictly
confidential and will only be shared in a way that protects your anonymity while contributing to the

research.

Please know that thre are no right and wrong answers. What | am interested in is your experience and
your insight. So, please just answer the questions below as honestly and as completely as you can. There is
also no correct length of answer (some might be a sentence or tile others could be a number of
paragraphs) but the more you share, the more | have to work. | have only left a line under each question so
just enter down and type as much as you like or even handwrite if you prefer.

Namaste.

Questions:

6. Inyouropih 2y X RAR GKS LINRIANIYYS &2dz2NJ adFFF FGGdSYyRSR o
their personal leadership capacity?

7. Rate their development on a scale of 1 to 10, where 1 indicates that the programme had a low impact
and 10 indicates a high impact.

8. Regardless of your score above, please elaborate on why you answered the way you did. What have
you noticed bout your staff member(s) development? Any insights you have, real life examples,
balance scorecard information, stories, etc. would be valuable.here

9. If you answered yes to question 1, would you say the development has been sustainable? Please
motivate your answer.

10. What impact would you say this programme has had on the team and/or organisation?
11. In light of this study that focuses on how individuads de developed holistically and sustainably, is

there anything you would like to add or share that might not fit into any of the above questions? | am
open to hearing anything you would like to contribute.
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Appendix J: In -depth Interviews with Experts

Pro posed Interview Questions

1.

2.

10.

11.

12.

How many years have you been involved in leadership development?

What is your current role in the learning and development space?

2 KSy @2dz KSIFNJ WK2f AadGA0 RSOSEt2LI¥Syd 2F +y
In your experiene, how can an individual be developed in a holistic way?

What works for you in your programmes? (Design principles, methods, tools, practices, etc.)
What would you onsider to be the essential prequisites or design principles?

How do you know developmeihtas taken place?

How do you ensure that the learning or development will be sustainable?

How do you track the success of an intervention?

What pitfalls should practitioners avoid when designing interventions?

What additional tips or advice would you gifige developing individuals in a holistic and
sustainable way?

What other information would you like to add or share?
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Appendi x K: Parti ci pyearttasss-inRmeentlioect i ons 1

Jaco
Jaco had a tough year since the end of the intervention and shared -

Since about June last year the CIO got directly involved in, IT projects. | had to deliver two big
projects in October and run five others. Two of the projects are massive and will go live this year
July. The resources in IT went down drastically over the last 18 months and when this is raised as
a constraint you are crucified. Of our eight people in the project office, we are three left. | went
into survival mode and EQ helped me to get through last year. Surviving the CIO victimisation
would have been a lot more difficult without the knowledge, tools and experience picked up on

this programme. |l 6ve managed to keep positive while
Nolu

Nolu was pleased to share that she was still increasing her selffa war eness a endingf | am sp
quality time with my family and not working at home every night. Thanks to this course as being

an assisting tool in slowly progressing in me being
the same since she compl et egtown ds a lequer.dg boasmhasevema n d A | h

commented on it and my balanced score card has improved so much so thank you so much for
everything Sharon. o

Ayanda

Ayanda still remembers and uses the anchoring techniques and shifting of limiting beliefs tools

andover al | the programme, Afhas really taught me how t
mist of disagreements and conflicting situation facing managements in all levels and colleagues.

Al t hough | am stild/]l expressive, t hmantded &nd asseftive c hanged
with who I am in a way that doesné6t aggrieve others.

Especially now that in my current position | am closer to interacting with directors in the company.
| am able to present my contributions w ith the level of required confidence and self-awareness.

PJ

The programme mainly helped me to look intrinsically and evaluate my behaviour, the things that

made me react in whatever way in different situations that | found myself in. Where, previously, |

used to turn around and say fAthatdéds just who | am, o
such behaviour and am learning how it impacts others. Before going through EQ, | used to be

quick to react when provoked in whatever way; | would come up with a quick witted snotty

response. However, since completion of the programme, | always give myself time to calm down

and then evaluate the best possible response that d
lessons that | picked up that | am putting into good use. A big example is how | used to have my

plans etched somewhere in my head but | have since changed that and put my goals on paper

where | can see them and work towards them.
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The way | interact with colleagues and other stakeholders alike has also seen a marked difference.
Being promoted and in a highly stressful environment where | often deal with irate individuals,
having gone through EQ training helps me to navigate out of potentially heated situations. It is
amazing to be able to see and recognise other individuals who need to go through this same
programme. | will admit that some of the old behaviours have stuck with me and from time to
time | have to remind myself (after the fact) that I am working towards changing them. An
example being that | have never been one to share, even with those close to me. However, | have
identified the cause for this and it is work in progress.

| think this programme is a great leadership tool. Holistically the lessons that emanate from this
course make for a well-rounded individual who is able to tackle almost any problem within the
workspace. The tools provided in this course ranged from emotional behaviours right across to
office etiquette and it made for a fantastic course. Personally, | think this program me just diffused
a whole lot of myths and opened my mind up to teach me just how to be a better human being
and that is the biggest plus. | thought the interactive nature of the course and having an open
mind helped me to unravel sides of myself that | had never once spoken about.

Ella

Wit hout realising | apply a bit of each modul e on
management although | do try. As | sit here, looking at my file, | realise that | use the business

writing skills a lot and what 16 ve | earned in coaching comes in handy.
| 6m more confident in myself. | 6ve moved jobs in th
environment at a completely different pacealyand I ca
and that make life interesting. It was never a goal of mine to move away from Barloworld but

when the opportunity came my way | grabbed it with

really think of herself as being a leader yet she does find herself in that position quite a lot
because of patience and listening skills.

Khaya

That file is my future; I al ways refer Dback into it
that | will find the answer on how to tackle the issue. What stood out for me w as my

assertiveness as it was highlighted a number of times that | needed to improve on that and not

shy away from things. | thought that meant that | have to change my personality, which | always

got frustrated when | think about it. This changed onthed ay when we di scussed t hat
mean that you have to change who you are and there is nothing wrong with that and you can still

advance in your career. | felt relieved and all this time | was limiting my abilities because of this

and judged myself because of me being an introvert. Until that day | realised | really do not have

to put so much pressure for me to change. This course has made me a better leader; | am now

able to talk at meetings and come up with suggestions and express my views if | do not agree

with something. | also feel more confident to mentor the junior ladies that | am working with and

feel good about it. | recommend your expertise whenever | see there is a need, in fact | always

tell people at PG about how EQ changed the way | think about myself. | recommend your

expertise whenever | see there is a need, in fact | always tell people at PG about how EQ changed

the way | think about myself.

230



Viloshni

From a Omummyd point of Vi ew, 2016 has been a gre
beauti fully and we certainly have far |l ess power str.l
from my side but it is also because the boys are f al

having great conversations these days and for the first time in a ges, | am truly in a good space
with them, and enjoying the little moments. The aspects of goal setting and coaching will hold me
in good stead throughout the parenting journey, and | often think back to these tips from EQ

when engaging the boys.

And lastly, the one work relationship that was a constant source of stress for me last year has also

ironed itself out . I't was the strangest thing that
started to O6readd her quite welwbrking styledvithshertwhéne down i
changes were made to the executive structure. | now no longer have a reporting line to her, and

interact with her far less than | used to but | think things have worked out really well in that we

have finally achieved mutual respect for each other, and over time she has actually done a few

key things in my favour to support me. The journey has taught me that EQ is indispensable to

being a great leader. | have seen that experience, skill-set and academic intelligence alone does

not garner respect from colleagues, and that what people do remember is the way that they are

treated by their leaders, managers and colleagues, and that this has a major influence on the

productivity of employees. It has helped me embrace the fact that every person that | engage

with is going through a unique journey and that this diversity should be embraced and people

should not be made to change who they are to fit in, but rather to know how to deal with each

person based on who they are.

Katie

fll ook back at where | was and where | am today, it
I am stil!/l me , but yet, I ifeel o differently. I 6 m
For a change, |l 6m actually happy, really happy.

| know |l havegrown because 1 6m no | onger afraid of office &
up for myself, especially now, since my promotion, that | have a whole team [she now has 10

people reporting to her] that | need to take care of and how can | take care of th em i f | dm not
strong enough to care of fi meo. No one should ever h
least | can say it taught me something very important i it taught me what kind of

person/manager | never want to be. This programme has developed me as a leader and | can say

that confidently not based just on how | feel but on the positive feedback | continuously receive

since stepping into the manageri al rol e. My staff o]
colleagues are surprised that my staff will go above and beyond with no resistance at all. Empathy

is one of my strengths and | have decided to use this strength to assist with my managerial role

and in some strange way, itds working quite wel/l
unique and the best way to reach them is by communicating with them in their unique way. |
know | still have a |l ot to | earn. That I owi || cont |

learning things from oth ers regardless of who they are.
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Laura

When has remained with me after the programme is the empowering sense of achievement of
taking ownership of what is mine to own, and letting go of what is not mine to own. For me this
means actively disengaging from the negative influences (mostly people and thoughts),

surrounding myself with people who come from a spaceé

what it isd, realising that | 7 anlg mynown, and leanntng how
to recognise patterns in my responses, be they positive or negative. In being more conscious of

the res

the 6inner medé | am more aware of who I am, why | re

aspect of the programme for me was practising how to have difficult conversations.

A further powerful mome nt was creating the visual board of my life. Now that | am fulfilling some
of those things, | can actually see the visual implanted in my brain and can be proud of having
achieved at least some of the goals | have set T and know that | will achieve more.

The EQ Programme has quite literally been life changing for me. | have moved from being a
6victimé to taking own e risirhmyphounlits, invimyowords) ahd iw mya t
responses. | was in a dark and angry place when | joined the programme, a nd while the stress of
life and work is probably higher right now, | feel empowered that | am applying what | have
learned to respond appropriately. | have had to have a number of difficult conversations with a
variety of people in my life T something | would have previously shied away from at all costs T
and | now dondét dread them and actually | ook
appropriately and from a meaningful place.

Developing platforms to create structure in my previously swirlin g thought processes has had a
significant impact on my overall well-being. By writing | am forced to create structure and that, in
turn, gives context and allows for rational planning i rather than panicked over-reaction. When |
think of what has stayed t he same since the programme, it would be Not much at all (I am
delighted to say!) For me, it has been about practise. As with anything new, it is your own choice
whether to embrace change or to just accept the status quo. Everything becomes easier the m ore
you do it, and the brain seems to have muscle memory too!

Not a day goes by that | do not pause and be thankful that this training (and the trainer!) was
exactly what | needed at exactly the right time in my life. | find myself sharing experiences and
offering suggestions to people who are close to me based on what | have learned and how | have
applied it. | have an overwhelming sense of inner peace and of being grounded i | know that |
am equipped to handle anything that comes my way, and am also abl e to be a better person to be
valuable (and valued) by those that | value. In my 30 year working career, this is the most
valuable training journey | have been on. As a leader, | am better equipped to make better
judgement calls and to tackle difficult to pics. Having released myself of the need to be liked by
everyone around me, it has been liberating to make judgement calls and decisions based on fact,

forwar

in the best interest of the Dbusi nessi bacawde | Fustmet i me s

myself more and no longer have the need to be liked by everyone around me.

Sarafina

Apart from personal growth, | also enjoyed the interaction with BASF colleagues on a different
emotional level. Sharon made it a safe and open environment. | feel like a diffe rent, emotionally
mature person. | was always aware of my emotions but very impulsive. | am a lot more in control
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now. | take more time to react and make decisions. Also more aware and considerate of others

feelings 1 less judgemental. | now feel okay with bac ki ng off and |l etting

not always about winning T compromising is also acceptable at times. This has improved how |
relate with family, friends and colleagues. My general view/outlook of life is so different. | am
open to different viewpoints/perspectives i it was previously about my way, my values, beliefs
etc. In terms of what has stayed the same, | must admit that my business writing is still formal,

battling to get rid of this old way tilstruggie wiaht i | |

empathy - baby steps. Overall, | would most definitely say that | am a better leader. | concentrate
on strengths rather than weaknesses, commonal
less selfish and really looking forward to more fulfilling relationships. | tell everyone in my circle
about the importance of EQ and the benefits of it. One of the best and most beneficial courses

| 6ve done in a |l ong ti me. I al so appreciateit

professional and personal. Thank you!

Vusi

| would say that a couple of things stand out and | have kept them in the back of my mind all the
time. The first one was that while we deal with a lot of people at work and outside of work, we
should remember that we have a choice and responsibility about how we respond. | have used
this in my work to adjust to uncomfortable situations/decisions that affected my life. One other
topic that changed my life was the one of how to be assertive when communicating. Th is really
helped me to use effective ways of expressing my ideas and opinions. | think this is very
important especially in the corporate world where we need to constantly communicate with
various stakeholders.

| think the that the programme had greatest impact in my personal life. It has taught me to make
time to reflect on daily on the things that | have done, and how they align with my goals and my
values. Most of the times | was just living my life from one deadline to the next, and | was more
reactive to the things that were of importance to me. | have also been more deliberate when it
comes to spending time with people who are close to me and who add more value to my life. |

have also been able to connect better with for instance my parents, whichwasn 6t t he case

In the past, | had more of transactional relationship with them, but lately | have been able to
connect with them and share ideas with them.

The most important difference for me is that | am now goal oriented. | have been able to wri te
my long and short-term goals, and constantly review them to ensure that | am still on track. |
think that has really transformed my career and | have a better realistic approach when it comes
to goals. When | look 12 months back, | see a positive progre ssion in my personal and
professional life. If | assess the outcome based on the expectations, | cannot say that there is
anything that has remained the same. EQ has transformed my thinking and my outlook in life.
Some information | may not be actively using at this point, but | will apply in the near future. So
nothing has remained the same.

| think this programme has laid a foundation of leadership principles, which is a very important
aspect for my career. It has challenged some of the ideas | had and was a platform where
different ideas were presented. | definitely think that it has opened a curtain to understanding

how effective leaders should be. | would also like to add and share that it has assisted me a lot
when we had homework or things that we had to do after the EQ class. It forced me to reflect on
the things we had talked about and active ly engage with the information.
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Anke

When Anke first entered the programme, she seemed very negative and did not enjoy her working
environment. She was quite judgemental of people and blamed a lot, making herself the victim. It
was hard to know how much of this was based on the external working environment (and if it was
that toxic) versus how much of it was internal or a combination of both, which seemed more lik ely
from a systems perspective. After the programme, Anke moved to a new company and it seems
the pattern is continuing. She shares.:

Although | was very happy at first having finally found something a little different with a
succession plan in place and the new company seemed quite nice at the beginning, it didn't take
me too long to start seeing things how they really are. What | initially thought was a relaxed
environment where people don't have to work overtime all the time, is actually an environment
where people are disengaged and don't take responsibility or accountability. So | have had to
muster up all my energy to cope with a boss who doesn't want to give up even an inch of control
despite the fact that he is supposed to hand over to me and someone who likes to bully and
blame others for everything. Call it my experience from BASF or the EQ journey which have
helped me because | don't think | would have coped without either of them.

She does share that she feels she has grown and is spending better quality time with her daughter

and often tries to bring EQ lessons into her i fe
change what is within my control and not getting too upset about the things | can't change,
although somet i mes varall, she Eeescshedas gdinad adyteat de@l from EQ and

| will be putting in some additional energy and effort to start searching for a new job as this is not

sustainable and has certainly not helped improve my overall happiness score in an EQ assessment

Zollie

|l 6ve | earnt to control my temper and most i mportant
coming across as arrogant. It has helped me improve relationships that were previously strained. |
understand people a | ot b dh, she mdmits chat. she sfildagks iint e t hi s
empat hy and #Aalthough this was an incredible journe
are and we can never let go of who we really are. | can only try to be tolerant of oth ers but not

change me for them.

Prees ha

When | think back to this programme, what stands out is | remember the calmness and peace

that | felt as soon as | entered the training room. Sharon always had us focus on our breathing

and reflect on how we were feeling in the morning. During the break s, she used to have these
lovely quotes and words of wisdom from authors and writers, which | absolutely loved. She played
music in the background, which also added an element of peace and serenity. | thoroughly
enjoyed that.

The course has really changed my life. It is unexplainable, it is like what you think and what you
write down becomes reality. The course has taught me to be a better person inside and out, a
better employee, a better daughter and has had a positive impact on my general wellbeing as an
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individual. | have learnt a lot about myself my strengths and how to work on my weaknesses. |

have learnt what emotional intelligence is really about and has also made me more aware of

people and my surroundings. What has stayed the same is my complicatedp er s on a | i fe . .
well, complicated. But | do feel developed as a leader. | have gained more self -confidence, self-

awareness and radiate this positive happy disposition every day of my life. It has been a

phenomenal course i has changed me as a person and driven me to succeed in most aspects of

my life. | often reflect back on my journey on the course and the memories made with Sharon and

the work colleagues.

Mandy

What stands out for me most was my personal growth during that time, facing my ch allenges

head on and making decisions on how my emotions are affecting not only myself but also my

colleagues. The programme assisted me in having the right tools to face, deal and support my

husband during his diagnosed illness. | have certainly grown from being overly emotional to being

better equipped to share my feelings and emotions at the right time, in the right place and with

the right people. | can still be overly emotional when | want to be, but in my own safe space

where no other person will be affected. As a leader, it certainly assisted me to see how to deal

better with myself but also to provide meaningful value to those reporting to me, without
Adressingd their probl ems. I have also made some f
support we provide each other are invaluable to me.
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Appendix L: Manual Open Coding Examples

The following manual open coding examples are extracted from 152 pages of data where the
open coding was done manually (by hand). These documents can be made available for viewing if
necessary Bot h exampl es are extracts of participantés | ou

Manual Open Coding Examplel : Partici pantés Journal Extract

A\ A
L'( f‘D Jely nice Mo
ALle i

'2‘("‘«4»'9) o e/
able to say no to them in a nice way. Nowadays | 10 xm Ao e

4. People tend to ask me for money and 1 have been N

/

g y )| > » » .f ~5 ¢ xl
will firstly ask why they need the money and if 1 sl b lead o { ]

’ i toh s person get AV
can’t help, I will find a way to help the person g P slve Has '
what he/she needs, This has made me more aware of p: bULw w et
the needs of others, but also I can cateh out people prov Pkl @ o\ k { 4

® . $ " ,‘
that just want money for nonsense. By helping . (AAL I T3 rf-"~! nee
people I feel good and this strategy has had a Vi ,.)r Wy 43
positive impact on myself as well as the people that o bong e A o) '"L\

: o) f A\ ,&‘ ), Y
want things from me. & dMapna naRLE Jﬂr,rua‘f u\J u\r/ M

o by
& b s e
LAY ke

I have tried to listen to understand, rather than to

L A3
‘ 1t . . " o oo ¥ ML A
listen to respond. This was my biggest issue when it ()uen conn s

do Lk

= \\u*c.\« ‘\D //4” v'\c/[
:} Lo fv ° J‘p/n 7,

came to disoussions and arguments. When people

spoke to me, I always tried to outwit them because 1

A

felt the need to win at all times,

By doing this I come across as more understanding ‘a"(l"’ N ddemed o L}
8 .'l Lol
as [ don’t interrupt people when they speak and 1 o't O
leave with the knowledge that both parties could give  pyu . wore */Ae nr,U}j ‘
# fnkenr ]o'i oHmer® 17

= ougetand
- r'f W) ey

I i iy raavis
Oj ¢

their input and understand each other. b g
(4}
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Manual Coding Example2 : Parti ci pantds Journal Extract
don’t want (o be ¢onfirontational anymore and that I am giving PP

this EQ thing a go. ~ "‘\: JU,
The funny thing is that she knows that one of my colleagues .,,u'f' .4/,
tends to work on my nerves and is able to push all my buttons, ;')\*‘IU L s
i i
nnd nllhough n tnkesdr lot not to:aot oul, 1 scem to handle > £ /‘/’/
these situations really. well these days. },/ A
o il Jf) ceble
/ ’ /\ f‘\i-oq'(i’(] M \A((‘*vlﬂ (1
fo: 171\‘Iovcmbcr2014 PDE) Gl ﬂNT 1 c“ o osesvad by ¥ f
\"l\"‘ 3 2&‘ (ogm\u owin grov Li
O W
gz EQ thing is workim}{ad to stand in o long ass line in AP

s p [ Lok
> k)ct pefin Ee V‘L‘ﬂj)."l'v&l.b i
e 7

today and somcone eut in right at the front, Normally I would

a v ad o M L] it
freak out, walk up to the person and give them a picce of Y dilee Ui j 4 > et
mind. Today someone else went up to the culprit and told her (‘see ‘clol & Uj

, e Sk
 off. It was amazing standing there and seoing what anger can = p ¢ (o0 feg a0 oA hef

doloapmon They weren’t physioal, but the shouting mateh _ 1ror< o L““'e on ofha
(1 (K—‘ \_‘v(’ At"b, e

lhnt ensued, made everyone cringe. This would have been me [ o i 15y \
(er | { a {t
a couple oi weeks ago, but I stood there smiling. v

a .:-/ t"'D

&xe,;( (e ne

a e

v}

Gym was heotic Lloday, took oul my anger on the machines

\ AL
and although I felt a bit sore, it was a good sore, washad

Q/DIDLCAM pANeE) P N

Date:19 Novembor 2014 (el @ nnn ch (ga b self- f“'/""“"'

I had a problem coming to work this morning. I don’t have a = alaley J 8 Lot
oar 50 I rely on public transport and today the train was very recagn: rze SNV
late, 1 live down the road from the tmin station and work is ok be of ewn
two stations away. The station is awkward beeause there’s \ ¢ and

\

|\ % |*'bf.‘lr: (C( f" ()Fliﬁ”l{

only two trains every hour and the other trains pass without

stopping. Normally I would freak out, start panicking and

/\Fcbo.) 1)

In'&’“‘" bt MV}(U( '

walk to another station. I don’t like being late for work.

bebore + sheasfprd s e b o !

Mand- g cone S cJ('\L of P! plem
\) e PdJ ,')(]\,.( ‘P{AP c, L?(." J
r}@/“lc OWl‘ P M"“"“"’('” o
¥ el i l,ij Julv )‘,,.(r )
-Vt Y AL i

a VLR V:P UJ{"' [}
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Appendix M: Selective Coding: ATLAS.ti and Manual Analysis

The example below is just one extract from a series. The other can be made available on request.

238









