
	
	
	




BA Leadership and Management Skill for the Workplace
Module - Developing Emotional Intelligence Skills for the Workplace BMSW6101 Lecturer – Ashikul Khan
[image: ]

Task 2 - Individual Report
By Amina Begum
2118505


CONTENTS
Introduction	3
INVESTIGATING THE ROLE EMOTIONAL INTELLIGENCE IN THE WORKPLACE	3
1.Emotional Intelligence	4
1.1Critical Analysis of Emotional Intelligence Theories	4
1.2Analysing the Role of Emotional Intelligence in the Workplace	5
1.3How FAYE.Inc Can Incorporate EI	6
1.4Barriers to EI in the Workplace	7
EMOTIONAL INTELLIGENCE MODELS APPLIED IN THE WORKPLACE	8
2.Discussing the Goleman Model	9
2.1Applying the Goleman Model to Enhance Workplace Abilities	9
2.2 Limitations to the Goleman Model	11
2.3Application of the BAR-ON Model in the Organisation	11
THE ROLE OF CULTURE AND UNDERSTANDING EMOTIONAL INTELLIGENCE AND MINDFULNESS OF EMPLOYEES	12
3.Perspectives of Culture	13
3.1The Influence of Culture on Emotional Intelligence in Employees	13
4.Emotinal Intelligence and the Mindfulness of Employees	14
4.1Recommendations for FAYE.Inc to Further Harness the Benefits of Emotional Intelligence and Mindfulness in Employees	15
CONCLUSION	16
REFERENCES	17



[bookmark: _Toc489002035]Introduction
Emotion Intelligence (E.I) is a concept that comprises both emotional and intellectual processes and according to Mayer and Salovey (1993), who define emotional intelligence as the ability to accurately perceive, express and regulate emotions within oneself and others. Some of the most crucial skills in the workplace for a leader are communication and conflict management amongst others and research suggests strong interpersonal skills as these overlap with high E.I (Goleman, 2021).  Furthermore, understanding the people in our organisations enables social sustainability especially where the leadership style promotes high trust and goodwill which are some of the benefits of having EI.  Instilling mindfulness in employees can further harness the benefits of EI, according to Glomb et al (2011), mindfulness' beneficial impacts on the self-regulation of emotional, cognitive, behavioral, and physiological phenomena lead to improved employee connections, resilience, and task performance.
This report investigates the role of emotional intelligence in the workplace and its role in the company, ‘FAYE.inc’ and the abilities of the newly recruited supervisor – Clarke, who has recently moved from Texas United States and has unfortunately received complaints about his greeting style towards female staff.  The company is to be visited by its Chinese division, whose culture is family oriented, friendship before work and like to be called by their Chinese names.  Clarke is worried about issues raised during an E.I session in which it was raised that leaders can intentionally or even unconsciously hurt the feelings of others.  This report discusses EI models that will aim to potentially enhance Clarkes’ abilities in the workplace and discuss the role of culture in understanding mindfulness of employees with a recommendation for FAYE.inc to further harness the benefits of EI and employee mindfulness.  In the appendix there is a 10-slide presentation for task 1 emotional intelligence.


[bookmark: _Toc512265937]INVESTIGATING THE ROLE EMOTIONAL INTELLIGENCE IN THE WORKPLACE
[bookmark: _Toc1675744504]1.	Emotional Intelligence
Emotions can be viewed as occurrences or responses to significant internal or external events.  These emotions can be inspirational, connecting individuals to each other or dispositional, such as a such-lived angry response towards a thought or behavior.  Intelligence is the overall capacity for learning linked to consciousness and reason (Dutta and Banerjee, 2017).  The concept of emotional intelligence can be defined as the ability to manage and identify one's own emotions, and the emotions of others.  According to many theorists in the field, a fundamental aspect of emotional intelligence is to recognise, understand, regulate and use emotions which when connecting the link between leadership in the workplace and emotional intelligence, the emotionally intelligent leader is likely to contribute to the success of the organisation through their inter-personal skills (Hauer, Quan and Liang, 2021).   According to Kellot (2024), 90% of strong performers in organisations had high emotional intelligence scores, indicating a correlation between EQ and professional success.
Steve Jobs, the leader of Apple was initially fired from the company in 1985, however by the time he had returned in the late 90’s, Miller (2022) reported that Jobs developed into an empathic leader as a result of this all-time low.  He went on to build a successful organisation and career.  This is evidence of how important it is for leaders to have high EI and the impact it can have for organisational growth.  


[bookmark: _Toc1723400460]1.1	Critical Analysis of Emotional Intelligence Theories
Accurate emotion management fosters team cohesion and trust, which have long-term advantages (Dutta & Banerjee, 2017).  The ability model by Salovey and Mayer (1989-1990) suggests that intelligence that is innate gives rise to the capacity to acquire emotional quotient (EQ) (also known as EI) skills. In the same way that IQ indicates a person's capacity to learn cognitive content, they contend that EQ predicts a person's capacity to acquire emotional intelligence.  However, according to Bar-on (1997), Ei is a set of non-cognitive abilities, competencies, and skills that influence a person's ability to effectively manage the demands and pressures of their situation. (Ackley, 2016).    
Each theory has similarities in the sense that EQ is the ability to use and integrate emotions wisely which can lead to success at work.  It should be noted that there is uncertainty concerning the construct of Ability EI, if, aside from highly emotional labor roles, it offers significant added validity for forecasting organisational outcomes (Joseph and Newman, 2010).  However, O’Boyle et al (2011) concluded that a variation of cognitive, EI and personality traits speculate job performance and supports the validity of EI in these successes.


[bookmark: _Toc816568269]1.2	Analysing the Role of Emotional Intelligence in the Workplace
According to Muchinsky (2000), there exists a wide range of emotions, from the most unpleasant bad experiences to the enjoyable experiments of our lives that are good. A person's behaviour connected to their employment is mirrored from affective or emotional experiments in the workplace that produce cognition.  Kargeti (2021) found that when workers possess emotional intelligence, they are better able to handle stress, adjust to change, and collaborate with others. It also provides individuals with the chance to demonstrate empathy, forge closer ties with superiors and colleagues, and foster a welcoming and inclusive work environment. Executives with high EI also report better levels of employee engagement as they motivate and inspire their staff. Prioritising the development of emotional intelligence enhances organisational communication, staff retention, and productivity. Therefore, encouraging emotional intelligence at work helps everyone, and boosts output and performance.
However, in terms of job satisfaction, there is little evidence of a strong relationship between EI, job and family satisfaction (Pirvu, 2020), it was concluded that this should not be disregarded but rather seen as a useful and necessary factor to gain more understanding in emotional intelligence.  Further analysis of the study suggested that emotional intelligence alone would not have significance in employee satisfaction but without it could lead to other complications.  Other research has indicated that important precursors to successful leadership are self-awareness and authenticity (Goleman, Boyatzis & McKee, 2001; Snowden, 2002).  These studies harness and emphasise the importance and requirement of emotional intelligence in the workplace.
Some potential signs of high EI in the workplace include individuals possessing the ability to handle criticism without denial, blame and excuses, being open minded and a good listener and apologising when wrong.  Low EI signs in individuals would be the opposite of those things with little or no self-awareness.  Millennials are more capable of understanding and managing emotions and capable of fostering in their peers and subordinates a sense of trust, cooperation, motivation, optimism, self-confidence, happiness, and dedication (Clark, 2023).   

[bookmark: _Toc168263288]1.3	How FAYE.Inc Can Incorporate EI
According to Channell (2023), to get the most out of your team, a leader must inspire, support, mediate, and unite them.    A supportive leader is likely to matter more to their employees, and employees are likely to be engaged and stay for a longer period of time within the organisation.
TRAINING - FAYE.Inc can help create a more upbeat and effective work atmosphere by developing employee interpersonal skills and emotional awareness through training exercises. According to a 2011 study, participants' emotional intelligence improved over time after receiving training in important emotional competences. Additionally, social relationships improved, physical and mental health improved, and their levels of the stress hormone cortisol decreased (Kotsou et al, 2011).    
MENTORING - Incorporating empathy into routine discussions, rewarding empathic behaviour, and automating certain non-human-centric tasks to free up managers' time for mentoring are some strategies to increase leaders' empathy in the workplace (Ramaswami, 2024).  Focusing on individuals' skills and abilities, mentoring programs can help to identify areas of weakness for employees and help find solutions for improvement.  Successful connections are more likely to be formed and maintained by emotionally intelligent people, and mentored professionals report higher levels of job satisfaction, compensation, and status (Opengart and Bierema,2015).  The company can allocate an experienced leader as a mentor for supervisors that will enable individuals to gain insight and wisdom in their specific roles and how to utilise their own EI to achieve effectiveness.
TEAM MEETINGS - A more cooperative environment results from promoting open communication and teamwork.  Making better decisions and seeing more opportunities might come from trusting your gut instincts, however gaining insight from others and feedback allows individuals to understand the impact of one’s behaviors.  FAYE.Inc can create open discussions on regular occasions with all teams to discuss ideas which will enable employees to take on other perspectives, not only does this improve productivity but can reduce stress.  Team meetings provide workers with a greater understanding of one another and what other teams are dealing with, which enhances social awareness and relationship management inside the company.
[bookmark: _Toc912209558]1.4	Barriers to EI in the Workplace
Gaining the abilities required to properly utilise emotional intelligence takes time. Our ability to acquire and use this talent is influenced by a variety of factors, including our personal history, habits, fears, self-esteem, and beliefs (Olatoye and Aderogba, 2012).   EI is not always taken seriously in the workplace as some people believe in logic over emotions, it is a concept that is open to opinion.  According to Rode et al (2007), emotional intelligence has more indirect than direct effects on performance. People need to be driven to use their emotional intelligence in addition to possessing it.  FAYE.Inc would need to build a culture of incorporating positive emotional intelligent practices so that employees may adapt accordingly.
Leaders who are adept at interpreting social dynamics and emotions can take advantage of these skills to seize control, quell criticism, and influence results (Laker, 2024).  It is important that FAYE.Inc adapt to more ethical deployment of EI and ensure it is being used for encouraging positive behavior for team collaboration and increasing morale within the team.   


[bookmark: _Toc150125491]EMOTIONAL INTELLIGENCE MODELS APPLIED IN THE WORKPLACE
[bookmark: _Toc670911714]2.	Discussing the Goleman Model
Daniel Goleman, a psychologist and journalist, took the concept of emotional intelligence from Mayer and Salovey’s four branch system and incorporated a 5 emotional competence framework into 4 emotional intelligence domains (see image 1) which includes; Self-awareness and self-management as personal competencies and social-awareness and relationship management as social competencies, arguing that existing definitions of emotional intelligence needed rework (Goleman, 1996).  According to Goleman’s model, you cannot simply achieve one awareness but all to be considered as emotionally and socially intelligent.
The 5 components that collectively contribute to emotional intelligence are:
· Self-awareness
· Self-regulation
· Motivation
· Empathy
· Social skills
Image 1. Goleman’s EQ Model
[image: ]
Source: Hauer, Quan and Liang (2021)

[bookmark: _Toc1345825102]2.1	Applying the Goleman Model to Enhance Workplace Abilities
Self-awareness
People can better understand how their emotions affect their behavior and decision-making by being more self-aware. They can control their emotions and react suitably in a variety of circumstances thanks to this awareness.  Good leaders can discern how other people see them and comprehend how their actions affect other members of the organisation (Crook, Alakavuklar and Bathurst, 2021).  According to Showry and Manasa (2014), successful leaders are prepared to learn about themselves from a variety of sources. Clarke can learn more about himself and what others think of him by asking his team what they believe his qualities are and what things he can improve.  Finding out what his weaknesses are will enable him to find ways to deal with them. Clarke should take the feedback he has received regarding how female staff perceive his greeting style and reflect how he can better adapt his style to suit his new company and the people that work there.  This will enable him to gain trust and respect from workers and the workers will start to feel comfortable in his presence.  The Johari Window can help us to learn more about ourselves, this could be a practice that can be useful for gaining self-awareness.
Social awareness
In the workplace, social skills are very highly regarded since they promote improved communication and a more favorable corporate culture. To be emotionally intelligent according to Goleman’s model, Clarke can acquire self and social awareness via active social contact and being receptive to the clues that others provide.  Having awareness of another’s perspectives will enable Clarke to cater his own responses towards staff and build greater understanding within the team.
Self-management
Key characteristics of self-management competencies are self-control, trustworthiness, adaptability, conscientiousness and innovation, which are suggestions by Ikpesu (2017).  In the heat of the moment, emotions might take over, allowing yourself time to weigh all the options can help you make more composed and logical decisions.  Individuals with strong self-control can adjust to shifting circumstances with ease. Instead of reacting rashly, they wait for suitable ways to express their feelings rather than stifling them. Clarke can improve his self-management skills by looking for helpful ways to respond and being more adaptable to situations such as the Chinese counterparts coming over, he can adapt to what best accommodates them best.  Being patient will enable him to approach situations with a healthy attitude.  Taking care of his own well-being will be effective in maintaining a healthy attitude and productive relationships.  He should set time aside to do things that make him happy, ensure he is getting breaks and taking annual leave to help him refresh and reset.
Relationship management
Clarke's role as a leader should be to effectively influence and energize others, to provide this kind of motivation Clarke should share his vision for the team and set clear goals, when the team knows of what they are working towards it encourages everyone to work together.  Having regular communication and updates will enable Clarke to manage his own emotions and impact his motivation to succeed in tasks.  Being honest and communicating regularly with team members will enable Clarke to get to know his team members and will reflect positively on his relationship management skills.  Regardless of how he feels about getting the job done, to be able to get a desirable outcome from his Chinese counterparts he must put his feelings aside and try and manage his feelings, behaviors, and emotions to ensure it does not affect their visit.  This will lead to stronger relationships at work and increase overall work performance.  
[bookmark: _Toc1245021134]2.2	 Limitations to the Goleman Model
In the review of Golman’s ‘emotional Intelligence’, Perloff (1997) considered the lack of instruction on how to measure EQ unlike IQ, and the diversity of qualities and abilities that make up EQ does not seem to be integrated. However, Golman makes a strong argument against the narrow-minded notion that successful or efficient behaviors are solely cognitive.  Testing for emotional intelligence is difficult. One of the most contentious topics with testing methodology is whether emotional intelligence is a taught response acquired through interpersonal skills and experiences or if it is determined by a person's temperament and personality. To fully comprehend that Clarke lacks SI and EI is debatable and therefore the organisation should take into account its work culture and ethics rules into consideration.

[bookmark: _Toc683677258]2.3	Application of the BAR-ON Model in the Organisation
Emotional intelligence, according to Bar-On, is a system of interrelated behavior that results from social and emotional competences. It argues that these skills influence behaviour and performance (Faltas, 2018). Decision-making, interpersonal relationships, self-expression, self-perception, and stress management are the five components in Bar-On's model of emotional intelligence.  The Bar-On Model outlines critical social and emotional competencies that promote connection, which helps to establish good working partnerships. Studies have indicated a connection between job success and emotional intelligence, as outlined by the Bar-On Model, especially in positions requiring cooperation and teamwork (Natalia, 2016).  High emotional intelligence allows leaders to motivate their people, establish a collaborative and trustworthy environment, and connect with them more effectively. These leaders adjust their approach to suit the demands of their team by being aware of both their own and others' emotions, which increases overall performance (Madden, 2024).  Clarke can comprehend and relate to coworkers more effectively by concentrating on interpersonal skills like empathy and efficient communication.  Becoming an empathic executive allows you to build trusting connections with your staff, expand your company, and leave a legacy (Miller, 2022).  As a result, there is less conflict, increased collaboration, and a positive work atmosphere where everyone is respected and understood.


[bookmark: _Toc1291356992]THE ROLE OF CULTURE AND UNDERSTANDING EMOTIONAL INTELLIGENCE AND MINDFULNESS OF EMPLOYEES
[bookmark: _Toc986448981]3.	Perspectives of Culture
One of the two perspectives on culture for business managers is the role of cultural sensitivity. An organization's human resource management is interested in knowing what factors affect emotional intelligence to improve employee job satisfaction and performance.   This is understanding the cultural diversity of its employees and selecting a management team that is emotionally intelligent in various cultural settings (Reilly, 2023).  It was suggested by Pathak and Muralidharan (2020) that it is important for cross-cultural organisations to evaluate EI when recruiting and selecting managers as lack of emotional awareness of the variations in behavioral standards might lead to conflicts.  They proposed that cultural competences for managing cross-cultural operations could include knowledge and comprehension of Culture-Specific Emotional Intelligence (CSEI).   High cultural sensitivity managers are more likely to consider how management techniques may be applied in different cultural contexts, for foreign managers of multinational companies overseeing employees in their host nations, this ability is especially crucial (French, 2015).  
The second perspective on culture is the role of organisational culture, like the general public, organisations have established practices that have been refined over time. In organisations, shared attitudes, conventions, and behavioral patterns are developed (Neong et al, 2022).  Literature has demonstrated that businesses with higher levels of emotional intelligence can improve their workers' emotional intelligence behaviors and teamwork.  Deeper relationship management is necessary to control organisational culture and encourage excellent employee behavior (Ugoani 2015).  In their organisations, leaders are essential to the development of emotional intelligence they may foster a culture that values self-awareness, empathy, and effective communication by setting an example and emphasizing emotional intelligence (Issah, 2018).


[bookmark: _Toc643520875]3.1	The Influence of Culture on Emotional Intelligence in Employees
A variety of factors, including beliefs, past experiences, fears and others, can impact the development of EI skills. Individuals' customs and values are shaped by their culture; thus, culture has a key role in determining what is deemed significant in a society. Therefore, the definition of emotions and how they are controlled are also determined by societal norms (Gunkel et al, 2014). South-Asian and East-Asian cultures display their emotions very differently to Western cultures, as a result when people from different cultures interact, the display of each other's emotions may produce a mixed reaction.  The basic function of culture in evaluating, identifying and controlling emotions is not reflected in emotional intelligence.  The significance of considering and comprehending cultural variations increases dramatically as our society becomes more multicultural (Huynh et al, 2018).  People's reports of feeling kinds of emotions are influenced by these culturally disparate conceptions of emotional experiences.  Emotional experience and comprehension can differ throughout cultures; Japanese people tend to interpret their feelings and experiences in relation to others, whereas Americans tend to understand emotion and experiences more in terms of the self (Kitayama et al, 2006).  
[bookmark: _Int_ys6sLcfT]Multinational company managers must acknowledge that workers from diverse cultural origins are likely to have varying EI profiles.  Clarke’s work approach is parochialistic, it refers to individuals or groups within an organisation that priorities' their own interests, viewpoints, or aims over those of the organisation as a whole, frequently at the expense of more general organisational goals. Clarke expects that the Chinese coworkers will automatically fall into patterns of behavior common in the UK.  His working with them can be affected by his own level of EI, misunderstanding or being misunderstood can have detrimental impacts on working relationships. To succeed in his position, Clarke must make decisions based on his comprehension of other employees' cultures and should prepare to comprehend rather than expect to be understood.   


[bookmark: _Toc2050803665]4.	Emotinal Intelligence and the Mindfulness of Employees
Mindfulness is awareness that results from paying attention in a specific way, intentionally, in the present, and without passing judgement.  It is a prominent subject that has many positive effects on an organization's performance, health, and well-being and can improve performance for those who frequently interact with high-stress situations (Stanley, 2014).  Choi et al (2021), imply that having suitable leadership is a prerequisite for the extent to which mindfulness benefits organisations, it can help individuals to focus and be productive.  Mindfulness is also a construct’ part of Golman’s EI Model of self-awareness and is strongly related, it assists people in identifying their feelings and thoughts, which is the first step towards properly controlling them.  Mindfulness promotes the development of a collection of critical skills or competences that make up EI which may be a mediating factor between mindfulness and favorable results (Schutte and Malouff, 2011).
People who practice mindfulness can become more emotionally intelligent by improving their capacity to remain composed under pressure, adjust to changing conditions, and comprehend the feelings of others. Because of this, practicing mindfulness can help you become more emotionally intelligent in both personal and professional settings.  Numerous cognitive advantages, including increased working memory capacity and a decrease in distracted thoughts, have been linked to mindfulness which is of great relevance in organisations.   
There is early evidence that mindfulness can occasionally result in negative cognitive effects, according to Donald et al. (2020), attentive people may become less driven and more disengaged in controlled circumstances.  Other studies have found that participants in mindfulness exercises were more prone to false recollections than control participants, and it was suggested that this is because mindfulness impairs people's ability to accurately monitor reality (Wilson et al, 2015). According to Cameron and Hafenbrack (2022), managers should carefully assess which kind of practices will be most beneficial (and which may actually be harmful) for employees in different roles in order to get the most out of workplace meditation programs.  

[bookmark: _Toc262617801]4.1	Recommendations for FAYE.Inc to Further Harness the Benefits of Emotional Intelligence and Mindfulness in Employees
Meditation - Kindness meditation before entering a potentially tense interaction with a student or coworker can be a helpful reminder to listen intently and respond with kindness.  Training courses tailored to encourage how employees can use breathing techniques in stressful situations can be held as part of well-being training.  Guided meditation during work hours can help enforce what employees learn during the training course.  Mindfulness-based therapy or exercises may enhance well-being, reduce clinical and nonclinical issues (such as anxiety, stress, depression, negative emotions, pain, and burnout, among others), and produce favorable work outcomes (such as enhanced social relations, job satisfaction, and work performance) (Mesmer-Magnus et al, 2017).
Empower or teach the team to practice mindfulness - Leading by example, looking at your response from another's point of view and noticing the little things around you can help improve mindfulness within the team (Forbes Coaches Council, 2018).  They suggested that you should first become what you expect from others, to allow others to value and practice.  Nothing is worse than reacting negatively and later suffering from anxiety or self-doubt. Consider other people's perspectives and always behave with their point of view in mind.
Leading with emotion - Emotionally connected leaders foster killer achievement by connecting individuals with shared objectives, allowing them to concentrate on their abilities, and enhancing their ability to master the most important tasks—not by fostering a ruthless or competitive work atmosphere (Carter, 2020).
Critical observation - It necessitates the capacity to collect information about circumstances objectively while eliminating unimportant aspects so that attention may be directed towards what is valuable and significant (Soliemanifar et al, 2022).
Ask challenging questions - A leader should challenge their team's thinking by posing questions to encourage them to think more broadly. People are prompted to act and ponder by questions.
[bookmark: _Toc404015185]CONCLUSION
Having a diverse organisation requires a substantial amount of understanding of individuals and their emotional needs and perception.  Employees may not share similar views and values; however, the leaders, managers or supervisors must have awareness of how their actions can impact others which can ultimately lead to failure of organisational goals, disconnect in inter-relationships of employees and a breakdown in trust and respect.
Understanding and practicing emotional intelligence is a necessary requirement for leaders in the workplace. It offers a path to both professional and personal development and would help support FAYE.Inc with their business and employee relations.  EI would enable organisations to build stronger relationships between employees, make informed decisions and have better communication. Employees would become more adaptive if a culture of emotional intelligence was established.
The Goleman Model focusses on abilities that can help individuals identify both their and other’s feelings.  It was concluded that to achieve self-awareness the organisation can encourage supervisors like Clarke to learn more about themselves through self-evaluation using the Johari window framework.  Emotional control and self-motivation are abilities for self-management, this can be attained through patience, which can assist Clark in adopting a positive outlook on life and making sure he is taking care of his health by taking regular breaks from his work schedule and indulging in enjoyable activities.    FAYE.Inc can develop employee interpersonal skills and emotional awareness through training exercises, mentorship programs and team meetings.    Meditation and teaching the team to practice mindfulness can enhance well-being and reduce stress and anxiety which can help employees to better utilise EI.  A happy workplace that practices mindfulness and unlocks the employees potential EI abilities is likely to succeed and produce high performing individuals.
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APPENDIX
1. Task 1 Poster: Emotional Intelligence.
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