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1.0 [bookmark: _Toc456901515][bookmark: _Toc130744326]
Introduction 
This report will critically evaluate emotional intelligence (EI) theories and their significance concerning workforce development and business performance. It will also review mindfulness and how it relates to emotions and business performance. 
This report will also provide examples from the workplace, enabling the understanding of EI, mindfulness and performance in context and the reflections on how EI and mindfulness impact employee performance in the aforementioned workplace. 
Firstly, this report defines EI along with a critical evaluation of two EI theories; it will then look at the relevance of EI in workforce development and business performance. Secondly, this report will define mindfulness before reviewing the theories of EI and mindfulness and their effect on business performance in the workplace. 
While substantial research provides insight into EI, leadership and performance, there is a distinct lack of empirical evidence arguing the effect and correlation between EI, mindfulness and workplace performance. Section 9.0 will explore this area, and finally, this report will conclude its findings.
[bookmark: _Toc129312807][bookmark: _Toc130744327]2.0 Critically Evaluate Theories Of Emotional Intelligence And Their Relevance To Workforce Development And Business Performance.
[bookmark: _Toc130744328]2.1 Definitions Of Emotional Intelligence
Several theorists have defined emotional intelligence (EI). However, the most influential, according to Clarke (2010), is Goleman (1995), who asserts that EI is the most significant predictor of business success, also claiming EI to be more important than IQ (Goleman, 1996, as cited in Varshney & Varshney, 2020). Goleman (1995) defines EI as a person's capacity to control and express emotions in acceptable and productive ways. 
EI is a crucial factor of personal and professional success, as it enables individuals to identify and control their emotions, as well as the feelings of others. According to Joseph & Newman (2010), individuals with high emotional intelligence are more likely to experience favourable outcomes in their personal and professional lives. This view is supported by Daus and Ashkanasy (2005 as cited in Clarke 2010), who write that emotional intelligence research attributes EI to substantial affirmative relationships.
Furthermore, EI consists of several skills: self-awareness, self-control, ambition, empathy, and social skills. Self-control is the ability to regulate and control one's emotions, whereas self-awareness is the skill to recognise and understand one's emotions. Ambitions are achieved by setting and accomplishing goals; overcoming challenges and failures is crucial to this growth. Social skills are the ability to interact with others effectively and resolve disputes, while empathy is the understanding and sharing of emotions within these interactions. (Goleman, 1995).
However, Mayer, 2004 recognises the impact of Goleman's book (1995) but refutes Goleman's claim that EI is unrelated to intelligence quotient (IQ). As a result, Mayer & Salovey (2000) defined the term' mixed models', which refer to EI but include several unrelated personality traits unrelated to emotion or intelligence.
According to research (Goleman, 1995); (Downey et al., 2006); (Bar-On et al., 2006, pp. 3–19); (Mayer et al., 2016), individuals with well-developed emotional intelligence are more likely to achieve personal and professional success. Developing deeper connections enables effective communication within team environments, promoting coherence and efficiency within the workplace.
An example of EI can be seen within the Office for National Statistics (2021); the organisation is focused on well-being, encouraging progression through personal and professional growth and providing opportunities to thrive. Recognition from Glassdoor (2022; 2023a) supports their achievements.

[bookmark: _Toc130744329]3.0 Theories Of Emotional Intelligence

[bookmark: _Toc129312808][bookmark: _Toc130744330]3.1 Theory 1 - The Four Branch Model Of Emotional Intelligence
According to Mayer, Caruso & Salovey (1999), EI is the capability to identify and interpret emotions and to use this understanding to effectively manage one's own emotions and the emotions of others. Furthermore, Mayer (2009, as cited in Craig, 2019) asserts that individuals with high EI can identify facial expressions correctly and are more likely to demonstrate creative thinking. According to Mayer's (2004) theory, 'The Four Branch Model of Emotional Intelligence' (Appendix 1), four main areas are attributed to EI, briefly discussed next.
[bookmark: _Toc129312809][bookmark: _Toc130744331]3.2 Non-Verbal
According to Mayer (2004), the first branch relates to non-verbal emotions, the ability to perceive facial expressions, and how others perceive these. Psychologists and evolutionary biologists have observed how emotional expression evolved in animal species as a vital method of social communication; neurochemical reactions are triggered by emotions (Zych & Gogolla, 2021). Humans' expressions of joy, sorrow, hostility, and panic might all be recognised by looking at their faces. Roter et al. (2006) assert that nonverbal behaviour studies have significantly progressed in understanding how people identify and communicate emotions. 
During human evolution, non-verbal communication was critical to survival (Šimić et al., 2021). However, in recent times non-verbal communication is considered a crucial basis for developing a deeper awareness of emotions is the ability to recognise emotions in others' faces or voices.
[bookmark: _Toc129312810][bookmark: _Toc130744332]3.3 Using Emotions To Prioritise Thinking
The second branch refers to using emotions to elicit a particular state of mind; for instance, Brackett et al., 2011) suggest that the thought process is more detail-oriented, significant and determined when in a state of sadness. Mayer (2004) asserts that emotions can be harnessed to encourage mental processes, including judgement, problem-solving, and social communication.
Newton (2013) asserts that emotions are necessary for creative thinking. However, Damasio, 2000; Oatley and Jenkins, 1996 (cited in Newton 2013) warn that emotions elicited from fear trigger a survival response and produce irrational actions.   
[bookmark: _Toc129312811][bookmark: _Toc130744333]3.4 Understanding And Interpreting Emotions
Emotions contain information and lead to social cohesion when correctly interpreted by others; a positive emotion encourages others to come together, whereas a negative emotion has the opposite effect. The ability to comprehend the information conveyed by emotions is essential, but correctly interpreting this information allows for reasoning and judgement (Salovey et al. (2004).
[bookmark: _Toc129312812][bookmark: _Toc130744334]3.5 Management Of Emotions 
According to Mayer (2004), the final branch refers to emotional regulation, which is the ability to identify and calculate one's physiological reaction to adverse events while employing effective regulation techniques to control the emotional reaction. 
Price & Hooven (2018) support this theory, asserting that strong evidence proves the link between poor or disordered interoceptive awareness, or the awareness of sensory information, resulting in problems regulating one's emotions. 
This view is supported by neuroscience (Craig, 2015 as cited in Price & Hooven, 2018), who report that the intricate interactions between the body and mind affect how emotion is experienced and understood.
[bookmark: _Toc129312813][bookmark: _Toc130744335]3.6 The Four Branch Model Of Emotional Intelligence – Summary 
These studies indicate a relationship between emotional intelligence and the ability to manipulate and regulate emotions. Where there is a disconnect between the interpretation of emotions and the inability to respond correctly, this can damage one's health and well-being and those around them.
[bookmark: _Toc129312814][bookmark: _Toc130744336]4.0 Limitations of Emotional Intelligence Measurements
Mayer and Salovey (1997; Salovey & Mayer,1990, as cited in Salovey and Grewal (2005), identified the need for an analytical framework within psychology to research and measure EI from which (The Institute for Health and Human Potential, 2022)was created. 
However, Brackett & Mayer (2003, as cited in Salovey and Grewal (2005) argue that EI self-report tests are subject to the honest and correct identification of one's emotional abilities. For example, narcissistic participants may highly rate their abilities, and conversely, those with neurotic personalities may rate their abilities lower, suggesting these types of tests are highly subjective. 
In the interest of this report, an online EI test (The Institute for Health and Human Potential, 2022) has been completed, further supporting the above assertion. The results indicated an 'Excellent EQ' (Appendix 2); however, the results are caveated, suggesting that based on the answers, the respondents' EI is either extremely high or extremely low, stating the users' self-awareness' as a 'foundational competency' of an accurate assessment.
The Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) (Mayer, Salovey, & Caruso, 2002), as cited in Salovey and Grewal (2005), is central to The Four Branch Model of Emotional Intelligence, thus addressing concerns of accuracy. They are supported by O'Connor et al. (2019), who assert that The MSCEIT is "the most researched and supported measure of EI ability", stating that "it has been cited in more than 1,500 academic studies". 
More recent attention has focused on the Situational Test of Emotion Management (STEM) and the Situational Test of Emotional Understanding (the STEU) (MacCann & Roberts, 2008); their studies of over 300 participants assist in validating the connective evidence between EI (emotions and personality) and clinical conditions such as anxiety and depression. 
Overall, the research indicates that currently, there is no overarching method of measurement; each empiric test faces challenges in collecting accurate data from participants for the reasons stated previously. For this reason, the theorists mentioned above recommend utilising several measures and cross-referencing the findings for validity.



[bookmark: _Toc129312815][bookmark: _Toc130744337]5.0 Theory 2 – The Theory Of Multiple Intelligences
Gardner (1983/2011) developed The Theory Of Multiple Intelligences (MI), proposing there are several ways to be intelligent, at several ways to measure intelligence, not just intelligence quotient (IQ). Gardner asserts that each person has nine different intelligences, which can be fostered and strengthened or ignored and weakened, and that intelligence is individually unique and varies widely.
However, McGreal (2013) argues, there is no empirical evidence to scientifically validate Gardner's theory, referring to Visser, et al. (2006 as cited in McGreal, 2013) who researched and tested the Multiple Intelligences Theory some 20 years after Gardner's (1983/2011) first publication. Moesgaard (2013) agrees, with these findings, Although Chen (2004, as cited in Moesgaard, 2013) points out that the theory is validated by its application, while recognising that MI lacks conclusive data distinguishing MI from IQ.
However, Sternberg et al. (2001) agree with Gardner, stating that attributing an IQ figure to a person may limit one's prospects; for instance, if one is told they are not intelligent (according to the IQ score), this may become a self-limiting belief, this finding is also reported by Albergaria-Almeida (2011). Moreover, Sternberg et al. (2001) have identified in research that IQ varies throughout culture and is not a definitive measure of intelligence.
Furthermore, Gardner challenges previous assertions from Charles Spearman (1927) and Lewis Terman (1975, as cited in Gardner 1983/2011), arguing they rely upon intelligence tests attributed to problem-solving; Gardner (1983/2011) asserts there are nine intelligences (Appendix 3) and these are skills developed and honed directly influenced by one's cultural setting.
In the same vein, Deary et al. (2021) challenge assertions that people believe that we are born with a fixed level of intelligence; a growing number of researchers (Corley J et al., 2020 and Shin J et al., 2018, as cited Deary et al. 2021) report that there are multiple unique forms of intelligence, each of which has its advantages and limits. Thus, supporting Gardner's (1999) theory of MI.
[bookmark: _Toc130744338]6.0 How Is Emotional Intelligence Relevant To The Workforce Development

[bookmark: _Toc129312839][bookmark: _Toc129367687][bookmark: _Toc130744339]6.1 Workforce Development Defined
Jacob's (2002) research defines workforce development as 'technical training'; simply put, additional training and learning take place after formal education to improve one's business acumen. A view supported by Grubb (1999, as cited in Jacobs, 2002), workforce development equips people with the technical, fundamental, and intellectual competencies needed for employment and occupational preparation. 
Schoenwald et al. (2010) also refers to workforce development as identifying deficiencies in employees' knowledge, skills and competencies and the associated training to rectify the situation.
Similarly, to EI, there is no one definition of workforce development. However, empirical research (Barney & Wright, 1998; Ployhart, Nyberg, Reilly, & Maltarich, 2014, as cited in Dachner et al., 2019) concludes that workforce development is required to advance one's career and to provide their workplace with a competitive advantage. They also agree that workforce development will enable employees to reach their full potential whilst benefiting the organisation. 
[bookmark: _Toc129312841][bookmark: _Toc129367689][bookmark: _Toc130744340]6.2 Relevance Of EI Theories To Workforce Development
Dachner et al. (2019) recommend that employees be responsible for initiating development conversations with employers and taking ownership of their needs with an entrepreneurial approach. There is a large amount of research into the importance of EI and workplace development; however, there is little empirical evidence to conclusively determine its impact and validity (Ashkanasy, Hartel, & Daus 2002; Zeidner, Matthews, & Roberts 2004, as cited in Idowu Dayo et al., 2012)
However, several studies have revealed a correlation between EI and business performance (Hagmaier & Abele, 2015); (Agarwal, 2020); (Sharma & Pawan Kumar Chand, 2022). One characteristic thought to be a good indicator of a leader's performance is emotional intelligence (Akafo & Ayitey, 2019). 
Additionally, research conducted by Wolfe (2016), Wagner (2013), and Trehan and Shrivastav (2012, as cited in Akafo and Ayitey, 2019) supports this with findings that suggest all employees, regardless of position, benefit from EI training and that in becoming more aware of their own EI and the EI of their colleagues they are better placed to collaboratively create a positive work environment, resulting in effective decision making and greater empathy.
For example, ONS employees must participate in several mandatory learning modules when joining the organisation. One of these is a psychometric evaluation to assess an employee's behaviours and personality type; the Insights Discovery Tool (2021) is a psychometric test that uses Carl Jung's (Jung & Baynes, 1946) psychology to help people better understand themselves and others, and the relationships that have an impact on them in the workplace. 
Furthermore, Bin Sayeed and Shanker (2009, as cited in Akafo and Ayitey, 2019) assert that when a leader understands the emotional needs of an employee, they possess a greater ability to communicate and motivate them, enhancing interpersonal relationships; these are considered desirable qualities within leadership (Issah, 2018), (Mayer et al., 2000).
In addition, a case study published by Insights (2015) reports on the impact of organisations' increased emotional awareness (Appendix 4), stating substantial improvements in workforce development due to a 'cultural shift' within the organisation, resulting in a significant increase to the organisations learning and development budget, and increasing on-site training facilitators from three to thirty-five. 
In the same vein, Rice (1999) found that customer satisfaction was higher with claims adjustments made by teams whose average emotional intelligence was higher, as cited in (Daus & Ashkanasy, 2005)
[bookmark: _Toc130744341]6.3 In The Workplace
To illustrate the benefits of the above, the ONS suggests that the profile produced from the Insights Discovery Tool (2021) is shared with colleagues to enable effective communication. The profile contains proposed ways to communicate with one another, being mindful of different personality types and learning styles. Additionally, the profile explains how to and how not to interact with a colleague considered the exact opposite of one's personality type.
[bookmark: _Toc130744342]6.4 Summary
Based on the previous research, we must infer that since EI is directly related to organisational success and business performance, there must be benefits of EI and workforce development, and EI will inevitably nurture and develop workers. This research agrees with The Four Branch Model (Mayer et al., 2000), supporting their argument that EI awareness is crucial in the workplace; and beneficial to personal and organisational success.
[bookmark: _Toc129312820][bookmark: _Toc130744343]7.0 How Is Emotional Intelligence Relevant To Business Performance

[bookmark: _Toc129312842][bookmark: _Toc129367690][bookmark: _Toc130744344]7.1 The Four Branch Model Of Emotional Intelligence And Business Performance
The Four Branch Model of Emotional Intelligence (Mayer et al., 2016) offers a framework for understanding the emotional skills essential for workplace success, making it relevant to business performance.
Being able to control one's emotions and those of others is crucial in various professional settings, including managing conflict, providing feedback, and implementing change. According to a study by Jordan et al. (2002), managers with greater levels of emotional intelligence were better able to control their and their employees' emotions, increasing organisational commitment and work satisfaction.
In addition, a meta-analysis by Joseph and Newman (2010) revealed a connection between EI and job performance across various job types and industries. EI is a reliable predictor of job success, and its impacts on job performance are comparable to cognitive ability, claim the study's conclusions. 
Furthermore, in Wong and Law's (2002) study, people rate leaders with high emotional intelligence as more successful, transformative, and supportive. The study also found a positive correlation between EI, organisational commitment, and employee job satisfaction. Likewise, Côté and Miners (2006) found teams with higher average levels of EI to be more successful in task performance, communication and collaboration; another key finding is that employees reported greater team satisfaction.
[bookmark: _Toc130744345]7.2 The Theory Of Multiple Intelligences Business Performance
Although, research (Gardner, 1993; Denig, 2004; Smith, 2013) shows MI is typically applied in an academic environment, much of the available literature refers to the success of students when applying EI, it can be easily applied to the workplace when considering the different learning styles of employees. 
Research indicates similarities between MI and Fleming's (1995) VARK model (Appendix 5), Fleming, asserts there are different learning preferences and that these preferences do not make anyone less intelligent, just different. 
For instance, the ONS recognises that employees have preferred learning styles and communicate through various channels, the organisation actively encourages employees to consider their colleagues and the accessibility of the materials presented. Additional training is available to ensure employees are inclusive and consider neurodiverse and disabled colleagues needs. 
Despite the criticisms of McGreal (2013) and Moesgaard (2013), Virtanen (2021) argues MI is relevant to workplace performance, in that it recognises the different abilities and learning styles of individuals, and that applying MI to organisational learning and development is critical to employee and business success.
Furthermore, Reza Noruzi and Rahimi (2010) assert that MI is vital for organisations to be effective, additionally, Mendis & Dharmasiri's (2019) survey analysed approximately 300 managers, using Structural Equation Modelling (SEM), their findings confirm a direct correlation between MI and business performance.  
This brief overview indicates further research into the applicability and validity of MI is needed, however, it also presents an undeniable link between the role of MI and increasing workplace performance. Further studies could investigate and compare the efficacy of MI and VARK and the impact to business performance.

[bookmark: _Toc130744346]7.3 Measuring EI And Business Performance 
Asmus et al. (2015) report a 12 to 15% increase in performance when employees work toward goals, demonstrating an undeniable connection between EI and improved business performance. A benefit of this, reported by Goleman (2001) in his study, found that customer service representatives with higher levels of EI were better at handling client complaints and settling disputes. The study states that EI competencies are crucial for excellent customer service.
Further substantiated by case studies published by Insights (2015); one such case study claims that increasing the EI awareness of the organisation improved an organisation's ROI by 484%.
Additionally, empirical research (Asmus et al., 2015; Goleman, 2001; Agarwal, 2020; Bar-On et al., 2006, pp. 3–19; Sharma & Pawan Kumar Chand, 2022) suggests there is an agreement that EI is an essential factor in business performance; however, agreement as to how to assess EI and the reliability of the assessment remains in question (MacCann & Roberts, 2008). 
Furthermore, Srivastava (2013) suggests that the qualities of EI align with organisational goal-setting structures asserting that awareness of one's own emotions and those of employees enables better performance and morale. Similarly, Medlin and Green's (2009) research identifies that higher engagement with employees leads to higher morale, resulting in higher performance.
[bookmark: _Toc130744347]7.4 In The Workplace
An example of this can be seen in the ONS, where all employees, regardless of position, are encouraged to challenge ideas and business processes; employees are also encouraged to put forward ideas for change, with the organisation recognising that not one person has all the answers and that there are many different ways to approach the complex problems faced. Encouraging this behaviour demonstrates high emotional intelligence and allows employees to participate in organisational discussions and decisions. Which, as previously mentioned, enhances morale and business performance.
[bookmark: _Toc130744348]7.5 Summary
Overall, this research indicates that EI has a significant role in predicting several business success variables. Organisations can enhance employee job performance, leadership effectiveness, teamwork, and customer happiness by helping them develop their EI skills. These results add to the rapidly expanding field of emotional intelligence, providing undeniable evidence of the encouraging link between EI and business performance.


[bookmark: _Toc130744349]8.0 Use Theories Of Emotional Intelligence And Mindfulness To Review The Effect Of Emotions On Your Own Workplace Performance.    

[bookmark: _Toc130744350]8.1 Mindfulness Defined

"The 'effortless' sustaining of an awareness without explicit selection" (Lutz et al., 2008, p. 164), as cited in Bærentsen et al. (2009)

Before looking at mindfulness, it is essential to recognise that meditation is often used synonymously with mindfulness; despite its common usage and similarity, they are distinguished as follows; "Mindfulness is a quality; meditation is a practice" Schultz (2020). Moreover, Walsh and Shapiro (2006, as cited in Schultz 2020) assert that meditation is a practice which uses a skill such as mindfulness to assist the brain in focusing for an extended period.

Turning now to mindfulness, mindfulness stems from Buddhist and Hindu traditions, although Trousselard et al. (2014, as cited in Selva, 2017) assert connections to Judaism, Islam and Christianity. Although Clarke and Draper (2019) propose that mindfulness is relatively new to western civilisations, citing Jon Kabat-Zinn and his Mindfulness-Based Stress Reduction (MBSR) (1979, as cited in Clarke and Draper (2019) as the most influential and recent.  

According to Kabat-Zinn (1994/2009), mindfulness is the awareness of the conscious and unconscious states and the ability to examine oneself in either; Kabat-Zinn (1994/2009) asserts that observing within oneself and questioning one's nature leads to fulfilment, peace and knowledge, stating "Mindfulness means paying attention in a particular way: on purpose, in the present moment, and nonjudgmentally" Kabat-Zinn (1994/2009).

However, Bishop et al. (2004) contest Kabat-Zinn's (1994/2009) definition and the definitions of other mindfulness researchers (Shapiro & Swartz, 1999, 2000; Teasdale, 1999b; Segal, Williams, & Teasdale, 2002, as cited in Bishop et al., 2004) arguing it is unsubstantiated, and proposes an 'operational definition' as a 'two-component model of mindfulness'. 

Firstly, the ability to regulate one's attention and focus, achieving a sustained level of awareness in the present moment. Secondly, to remain curious about one's thoughts and to notice and accept each one. Bishop et al. (2004) assert that mindfulness is not intended to manage one's emotional state but instead to re-train one's brain to reduce and prevent psychological distress.

Regardless of the above assertions, research into the benefits and practice of mindfulness is exponentially growing, with neuroscientists (Weder, 2022) (Tang & Leve, 2016) (Raffone & Srinivasan, 2009) in agreement that mindfulness is a beneficial tool to regulate and understand one's emotions. However, they concur that not enough is understood regarding the mechanisms and integrations of mindfulness as a regular practice, nor the clinical and psychological implications.

[bookmark: _Toc130744351]8.2 Mindfulness And Emotional Intelligence

According to research from Alzheimer's Disease Research (2015), emotions are processed in the Limbic System of the brain (Appendix 6), which includes; the Amygdala, Hippocampus and Thalamus, to name a few. This structure facilitates emotions, learning and memory. 

Furthermore, research conducted by psychologists and behavioural scientists Bærentsen et al. (2009) propose that the thalamocortical loop (Girard et al., 2006), as seen in Appendix 7, is the primary system utilised when meditating (Edelman & Tononi, 2000; Tononi and Edelman 1998, as cited in Bærentsen et al., 2009), and since it has previously been agreed (Walsh and Shapiro, 2006, as cited in Schultz, 2020), meditation is closely linked with mindfulness. Bærentsen et al. (2009) suggest that the limbic, more primitive system (Freeman, 2000; as cited in Bærentsen et al., 2009) may also be involved in this process.

Results from Bærentsen et al.’s. (2009) research supports the hypothesis of Travis and Wallace (1999; as cited in Bærentsen et al., 2009) that there is an explicit difference measured in brain engagement (Appendix 8 & 9) between the consciousness focusing externally and internally, as is the goal with mindfulness; thus supporting the argument of Bishop et al. (2004) that mindfulness can assist in re-training the brain and prevent psychological distress. 

Additionally, Jiménez-Picón et al. (2021) assert that EI can be trained and improved with mindfulness meditation, a view also supported by research from Vásquez-Dextre (2016; as cited in Jiménez-Picón et al., 2021).
In conclusion, regular mindful practice will enhance EI by strengthening the neuro pathways in the brain that are directly connected to learning and emotion. As discussed, this is still a relatively new concept. Nevertheless, as there is a rapidly growing interest in understanding this area of social and neuro-science, further research studies will undoubtedly investigate these connections and implications.

[bookmark: _Toc130744352]8.3 Mindfulness In The Workplace
Negative emotions, unrecognised or untreated, can lead to depression and anxiety (Muskin, 2023). Poor mindset influences behavioural changes; being unable to recognise the emotions of others or misinterpreting them (Cane et al., 2012); (Yeager et al., 2019) leads to isolation or being ostracised by colleagues, exacerbating the situation (Jung et al., 2022). 
More recently, mindfulness has been prescribed to people experiencing low moods (NHS Choices, 2023); studies from News In Health (2017) suggest that being mindful and practising mindfulness could reduce anxiety and depression. 
Furthermore, NICE (2022) published guidelines for employers, with several specialists providing expert evidence supporting mindfulness in the workplace. Concluding that managers should be trained to facilitate well-being conversations and that some form of mindfulness should be available to employees as it is proven to result in happier employees who are more effective in their work and more cooperative with colleagues, thus benefiting workplace performance.
Moreover, mindfulness is shown to positively affect the brain's memory area, which is needed for memory, learning and emotion (Good et al., 2016); (Matters, 2017), thus supporting the correlation between mindfulness and workplace performance. Further endorsed by Allen et al. (2012), whose research conclusively shows how mindfulness physically and positively improves brain function in these areas. 

[bookmark: _Toc130744353]8.4 Benefits Of Mindfulness In The Workplace
Dane (2010) asserts that mindfulness increases the quality of social relationships and behaviour management; Dane's research identifies that mindfulness encourages one to concentrate on the past or present, which is crucial for workplace performance. For example, Levitt & March (1988, as cited in Dane, 2010) claim that organisations and employees who learn from past experiences exhibit greater performance in the workplace. 
Furthermore, maintaining a mindful presence in the here and now has significant benefits (cf. Kahn, 1992, as cited in Dane, 2010). Especially while working in a dynamic setting and with a high level of task competence, deliberately concentrating on the present can be effective. 
However, Dane (2010) notes that mindfulness may be problematic when tasks are stagnant, or people lack task competence. Similarly, Ashforth and Fried (1988) suggest that organisations that create mundane, repetitive environments with little room for creativity and innovation are detrimental to an employee's mental health.
In conclusion, several scholars (Moore & Malinowski, 2009; Zeidan et al., 2010; Atkins & Parker, 2012; Glomb et al., 2011, as cited in Dane and Brummel, 2013) agree that mindfulness is beneficial to workplace performance and reduces staff turnover. However, the research also notes that further investigation is required as this remains a relatively recent concept, with studies predominantly measuring mindfulness against specific task performance rather than mindfulness as a state of consciousness.
[bookmark: _Toc130744354]9.0 Workplace Performance, Mindfulness And Emotional Intelligence Within An Organisation

This section will report how mindfulness and emotional intelligence affect an employee's workplace performance within the ONS. 
Upon joining the ONS, the employee had experienced previously toxic work environments, leading to emotional fatigue and a lack of self-confidence. The employee entered the organisation with trepidation, and previous experience had taught them that they should remain withdrawn and subservient in fear of being ostracised or intimidated.
However, the culture of the ONS encourages all employees to participate in decisions and to challenge undesirable behaviour. The employee found this concept initially uncomfortable, unsure of how to participate effectively, and unable to move away from previous negative experiences. 
Although during previous employment, the employee was an exemplary employee, but lacking in their performance, they were chronically depressed and anxious, having medical professionals frequently recommend several weeks away from the workplace. There are several impacting factors, the foremost being that learning and development were not standard practice and were not offered for personal or professional enhancement, and leadership was autocratic. It is thought that the leadership style and the lack of EI demonstrated in management led to an undesirable workplace, creating a hostile environment and low employee morale.
The ONS has carefully curated its culture, ensuring that employees feel represented and valued, thus demonstrating a higher level of EI; they regularly encourage learning and development, which is budgeted for each financial year. The organisation provide a plethora of information, signposting and resources for meditation, mindfulness and mental health support. Regular meetings are available where employees require additional support and training where employees may be struggling with effective communication, further developing EI.
The effect of well-developed EI within the ONS is evidenced in how colleagues interact with each other, enabling and supporting each other to achieve their potential. Performance is difficult to measure in this capacity, but the organisation is known as a well-respected establishment (Glassdoor, 2023b); additionally, they participate in the Disability Confident employer scheme (GOV.UK, 2014) and are awarded Gold and Silver awards by Mind.Org (2019/2021) these are presented to organisations that incorporate mental health into their procedures and policies, displaying a unified and sustained commitment.
[bookmark: _Toc130744355][bookmark: _Toc456901523]10.0 Conclusion
Considering the evidence above, it can be determined that organisations with well-developed EI skills encourage employees to develop personally and professionally, driving overall performance. 
It is also established that there is a strong correlation between mindfulness and its benefit in enhancing EI, which increases performance in the workplace. However, there is a clear requirement for further research into how emotions are processed in the brain and how mindfulness increases emotional capacity. 
Furthermore, it is suggested that research is needed to determine a universally valid method to measure the effect of mindfulness on performance. However, this report has only considered two theories of EI, as the benefits of mindfulness are realised, and with the growing interest from psychologists and social scientists, new comprehensive evidence is to be expected.
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Table 1. The four-branch model of emotional inteligence, with added areas of reasoning’.

The Four Branches

Types of Reasoning

4. Managing emations

3. Understanding emotions.

2. Facilitating thought using
emotiont

1. Perceiving emotion

Effuctvely manage others’emotions to acheve a desird outcome®
Effactvely manage one's own emotions to achieve a desired outcome®

Evaluate strategis to maintan, reduce, or intensiy an emotional response?
Nonitoremotiona ractions to determine ther rezsanablanass

Engage with emations i they ae helpfl disengage if not

tay open to pleasant and unplaasant felings, 25 needed, and to th information they convey

Recognize cultural ifferences i the evaluation of emotions
Understand how a person might feel in the future or under certain conditions (affctive forecasting)©
Recognize ikely transitions among emotions such as from anger to satsfaction

Understand complex and mixed emotians

Differentiate between moods and emotions:

‘Appraise the situations that are kel to elicit emtions*

Determine the antecedents, meanings, and consequences of emotions

Label emtions and recognize relations among them

Selact problems based on how one's ongoing emational state might facltate cogrition
Leverage mood swings to generate different cognitve perspectives

Priritze thinking by directing attention accorting to present feeling

Generate emtions as a means to ralate to experiencs of another persar

Generate emtians as an aid to judgment and memory

Identiy deceptive o dshonest emational expressions?
Discrminate accurate v, naccurate emotional exressions®

Understand how emations ar displayed depending on context and cuture:

Express emotions accurately when desired

Parceive emotional conent n theenvironment,visual ats, and music”

Parceive emotions i athe paopl through thir vocal cues, facial expresion, Language, and behavios
Irtify emations in one's own physcal tates,feelings, and thaughts
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‘Excellent EQ”

We are impressed!
Congratulations on your
exceptional EQ! If you
scored in this range, there is
a slight caveat however.

You are either extremely
high in emotional intelligence
or extremely low. How is this
possible?

These results may reflect
your high level of self-
knowledge or a lack of it
since you must be self-aware to assess yourself accurately. For this reason, self-
awareness is the foundational competency of emotional intelligence. You may want to
seek clarification from a peer, co-worker or family member to validate how they feel
you respond emotionally when you are under pressure. You've either made it to the
top or have a long way to go.
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The 9 Intelligences of MI Theory

Tntelligence

Skills and Career Preferences

Verbal-Linguistic Intelligence
Well-developed verbal skills and sensitivity to
the sounds, meanings and rhythms of words

Skills - Listening. speaking. writing, teaching.
Careers - Poet, journalist, writer, teacher, lawyer,
politician, translator

Mathematical-Logical Intelligence Ability to
think conceptually and abstractly, and capacity
to discern logical or numerical patterns

Skills - Problem solving (logical & math).
performing experiments

Careers - Scientists, engineers, accountants,
mathematicians

Musical Intelligence
Ability to produce and appreciate rhythm, pitch
and timber

Skills - Singing, playing instruments, composing
music
Careers - Musician, disc jockey, singer, composer

Visual-Spatial Intelligence
Capacity to think in images and pictures, to
visualize accurately and abstractly

Skills - puzzle building, painting, constructing,
fixing, designing objects

Careers - Sculptor, artist, inventor, architect,
mechanic, engineer

Bodily-Kinesthetic Intelligence
Ability to control one's body movements and to
handle objects skillfully

Skills - Dancing, sports, hands on experiments,
acting

Careers - Athlete, PE teacher, dancer, actor,
firefighter

Tnterpersonal Intelligence
Capacity to detect and respond appropriately to
the moods, motivations and desires of others

Skills - Seeing from other perspectives, empathy,
counseling, co-operating

Careers - Counselor. salesperson, politician,
business person, minister

Tntrapersonal Intelligence
Capacity to be self-aware and in tune with inner
feelings, values, beliefs and thinking processes

Skills - Recognize one’s S/W, reflective, aware of
inner feelings
Careers - Researchers, theorists, philosophers

Naturalist Intelligence
Ability to recognize and categorize plants,
animals and other objects in nature

Skills - Recognize one’s connection to nature, apply
science theory to life
Careers — Scientist, naturalist, landscape architect

Existential Intelligence
Sensitivity and capacity to tackle deep questions
about human existence, such as the meaning of
life. why do we die, and how did we get here

Skills — Reflective and deep thinking, design
abstract theories
Careers — Scientist, philosopher, theologian
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Results

Measurement and evaluation* took place throughout the
programme and incorporated a variety of methods, including:

~ GOLD Software: a cloud-based learning transfer and evaluation
tool

~ Telephone conversations and email correspondence with
delegates
*Measurement and evaluation were conducted by a third party,
Odissy.
As a result of the Leading Yourself programme, Wolseley
recognised the following returns on investment*:

v

Service
Improved customer service and customer retention leading to a
£60,000 increase in branch revenue over a 12-month period

Profits
Increased NPS score by 2%, with revenue increasing by £1,000 per
month (£12,000 over a 12-month period)

Performance
Status change of ‘at risk’ branch to a ‘top performing’ branch

Savings
Decrease in branch expenditures, equating to £30,000 in branch
savings over a 12-month period

Processes
Increased branch efficiencies, leading to an increase in profit margin
by 2%, equating to £50,000 over a 12-month period

Bottom-line
Increased branch annual revenue by £20,000 (one- time figure)
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Visual

Visual learners are those
who prefer learning by

observing things. These

students can easily

visualize information,
have a good sense of
direction, and usually

likes to draw and doodle.

Learn by
seeing

Charts, Graphs
Graphic organizers
Lesson outlines
Picture aids
PowerPoints

Aural

Sound and music are a
strong suit for these
types of learners who
typically have a good
sense of rhythm. Aural
learners normally learn
best through verbal
presentations like
lectures and speeches.

Learn by
hearing

Read-aloud
Listening centers
Verbal instructions
Discussions
Repeat to a friend

Read/Write

Students who work best
in the reading/writing
modality demonstrate a
strong learning
preference for the written
word. They have a vast
vocabulary can easily
express themselves and
usually love to read and
write.

Learn by
reading& writing
* Book & texts

« Dictionaries
« Note-taking

Kinesthetic

Whether it's by using
their body or hands,
these learners are all
about the sense of touch.
Physical activities and
sports play a big partin
these student’s lives.

Learn by
doing
« Incorporate body
movement

* Tactile- touch, feel
= Hands-on
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Figure 1: Cortico-baso-thalamo-cortical loops. The basal
ganglia receive inputs from the whole cortex, but estab-
lish loops with the frontal arcas only. Shaded arrows: in-
hibitory projections.
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