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1. Introduction
In today’s dynamic and competitive workplaces, possessing emotional intelligence (EI) can provide a competitive advantage. The prominence of EI is evident from its widespread coverage on various platforms and literature in the last two decades. This is because it has become imperative for business leaders to not only possess EI but also demonstrate it effectively. Therefore, the importance of emotional intelligence in the workplace cannot be overstated. 
This report delves into the case study of Anita, Daniel, and Patrick at Sapphire Enterprises (SE) to explore the role of emotional intelligence in a corporate setting. By applying theoretical models and concepts related to emotional intelligence, including mindfulness, this report aims to offer compelling recommendations for enhancing emotional intelligence in the workplace. 
2. Role of Emotional Intelligence in the Workplace
The literature demonstrates many definitions of EI depending on its perspectives and context. To understand what EI is and its correlation to the workplace, this paper focuses on the most accepted concepts. 
According to Salovey and Mayer, emotional intelligence (EI) is defined as "the ability to monitor one’s own and other’s emotions, to discriminate among them, and to use the information to guide one’s thinking and actions" (Salovey & Mayer, 1990, p. 189). The researchers developed the Emotional Intelligence Test—MSCEIT, which has positive results in performance prediction.
Conversely, Bar-On (1997) characterizes EI as “an array of non-cognitive capabilities, competencies, and skills that inﬂuence one’s ability to succeed in coping with environmental demands and pressures” (Bar-on, 1997, p. 16).
Daniel Goleman's (1999) influential book, "Emotional Intelligence," redefined intelligence by popularizing the concept of EI, which includes the ability to comprehend and manage our emotions and those of others. This groundbreaking work gave rise to the personal development industry, emphasizing that unlike innate intelligence quotient (IQ), the five core EI skills – self-awareness, self-regulation, motivation, empathy, and social skills – can be cultivated through learning.
Although the significance of emotional literacy was initially less noticeable in the professional sphere, businesses have recently acknowledged its value (Goleman, 1999). According to Forbes, a 2019 survey showed that 71% of employers prioritize EI over IQ in employees, recognizing their crucial role in achieving favourable outcomes in most roles (Melnichuk, 2021). Therefore, EI is pivotal in shaping individual and organizational performance within the workplace. It entails the adeptness to recognize, comprehend, and manage one's emotions and those of others, leading to improved communication, conflict resolution, and decision-making. By cultivating their emotional intelligence, individuals can enhance their productivity and success, as well as contribute to the productivity and success of others. Developing emotional intelligence includes elements recognized to alleviate stress for individuals and organizations by mitigating conflicts, fostering understanding and relationships, and promoting stability and harmony.
Emotional intelligence significantly impacts various work behaviors, including employee commitment, teamwork, talent development, innovation, service quality, job satisfaction, well-being, self-motivation, and loyalty. Individuals with elevated levels of emotional intelligence experience heightened career success, foster stronger personal relationships, demonstrate more effective leadership, and are healthier than those with low EQ, as confirmed by extensive research conducted by Cooper (1997).
Individuals with high emotional intelligence can communicate their goals and ideas effectively, creating a conducive work environment (Goleman, 1999). Additionally, they are adept at integrating emotions into project development (Sjoberg, 2001). Organizational leaders with high emotional intelligence influence workplace relationships, impacting group and individual emotional intelligence (Cherniss, 2001). The Picture 1 below shows in short, the effect of high EI in the workplace.
Picture 1 design by E. Kander (2024).
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Emotional intelligence also plays a pivotal role in understanding and leveraging team members' strengths and weaknesses for successful teamwork (Bar-On, 1997). Finally, emotional intelligence significantly influences an individual's ability to cope with environmental demands and pressures, which are crucial for managing stressful work conditions (Bar-On, 1997).
The EI concept is a new subject of study and has some opposition in the research literature. However, none of the critics argues that future analyses are needed, and the definition, context, traits, or occupation variables should be clarified. One of many examples is Janovics and Christiansen's (2001) study. They assert, that despite initial scepticism about the usefulness of EI measurement as portrayed by popular authors, empirical evidence using advanced measures suggests that EI indeed, offers added value beyond existing constructs (Janovics and Christiansen, 2001, p. 6).
In the context of Anita, Daniel, and Patrick, the strategic application of emotional intelligence can profoundly influence their interactions, decision-making, and overall work dynamics within SE. 
3. Emotional Intelligence Models for Workplace Enhancement
3.1. Ability Model: The Ability Model of emotional intelligence focuses on the cognitive aptitude to accurately perceive and express emotions. This model has been developed by Peter Salovey and John Mayer, suggests that emotional intelligence can be broken down into four key skills: Perceiving emotions: The ability to accurately perceive emotions in oneself and others as well as in objects, art, stories, music, and other stimuli. Using emotions: The ability to harness emotions to facilitate various cognitive activities, such as thinking and problem solving. Understanding emotions: The ability to comprehend emotional information and to understand how emotions combine and progress through various stages. Managing emotions: The ability to regulate emotions in both us and in others (Salovey and Mayer, 1990, p.189). 
This model emphasizes the importance of emotional abilities in daily life and suggests that these skills can be developed and improved over time. Picture 1 below demonstrates the four branches of ability model.
Picture 2. E. Kander design based on the Ability Model by Salovey and Mayer (1997).
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Daniel's behavior during the meeting indicates a lack of emotional perception and understanding in the context of the Ability Model. His focus on pushing through his ideas without considering the input or emotional reactions of the team members suggests a deficit in perceiving and understanding emotions in others. The way forward for Daniel would involve developing his ability to recognize and appreciate his team members' emotions and perspectives. Empathy and social skills are crucial components of emotional intelligence that can be nurtured through training and coaching. By enhancing his ability to perceive the emotions of others and respond to them empathetically, Daniel can create a more inclusive and collaborative work environment.
3.2. Mixed Models: The Mixed Models of emotional intelligence align cognitive and emotional competencies to assess an individual's social and emotional skills. There are two distinguished concepts: Goleman’s model and the Bar-on Model. 
The mixed model approach, introduced by Goleman, consisted of four key components: self-awareness, self-regulation, self-motivation, and social skills. (Goleman et al., 2006).
Goleman’s model highlights emotional intelligence competencies, including self-awareness, self-regulation (self-motivation), social skills, and social awareness, which are critical in addressing employee engagement and team dynamics (Goleman, 1998, pg. 318). 
Applying the Mixed Model of emotional intelligence, it appears that Daniel may have strengths in some aspects of emotional intelligence but lacks them in others. For instance, he may possess strong emotional self-regulation and motivation, as indicated by his dedication to achieving the company’s financial objectives. 
Thus, this model could be selectively useful for Daniel in this scenario because its comprehensive framework provides key emotional intelligence competencies essential for fostering a positive work environment. It addresses not only the critical skills required for effective leadership such as self-awareness and social skills which are essential in managing teams but also incorporates elements of change management, conflict management, better communication, and collaboration. 
Additionally, in practical application, the Goleman’s model offers guidelines for self-improvement and leadership development, making it a valuable and applicable framework for the organization to address their management team’s emotional intelligence skills and behaviors (Goleman, 1999). 
By enhancing these competencies, Daniel could improve his leadership qualities and the working environment that fosters a culture of trust and support. This will lead to improved employee job satisfaction, collaboration, and performance.
Bar-on Model: In 1996, Bar-On built upon Goleman's research and redefined emotional intelligence as a fusion of social and emotional competencies. According to his perspective, emotional intelligence comprises a network of interconnected skills that dictate individuals' ability to understand and articulate their own emotions, empathize with others, and effectively manage daily challenges (Bar-on, 1996). On an individual level, emotional intelligence entails recognizing one's own emotions, strengths, and weaknesses, and expressing them appropriately. At the interpersonal level, it involves understanding and responding to others' emotions to foster positive and rewarding relationships. Consequently, being socially and emotionally competent necessitates adeptly navigating personal, social, and environmental changes (Bar-On, 2006).
Applying this model could empower Anita and Patrick to analyze their adaptability, inter- and intrapersonal relationship skills, and stress management techniques. Delving deeper into these competencies enables her to navigate the challenging dynamics presented by Daniel effectively. Additionally, Anita and Patrick adaptability to the new direction of culture can be increased. However, this could happen only under one condition. Daniel’s behavior needs to be adequately changed to create a safe environment for his team to adapt. Otherwise, Anita and Daniel's motivation will decrease, leading to low job satisfaction and burnout. 
3.3. Traits Model: Introduced by Petrides and Furnham (2001), the Traits Model emphasizes the personality traits that contribute to emotional intelligence, such as self-awareness, self-regulation, motivation, empathy, and social skills. 
Regarding the Trait Model of emotional intelligence, Daniel’s behavior in the meeting reflects a lack of emotional self-regulation and social skills. His unwillingness to consider alternative ideas and his dismissive response to input from his team members indicate a deficit in managing his emotions and effectively interacting with others. Daniel could benefit from self-awareness exercises and training in emotional self-regulation techniques. Additionally, coaching in social skills, including active listening and constructive feedback, would help him create a more open and inclusive dialogue with his team. By developing these traits, Daniel can improve his ability to lead and interact with his colleagues more emotionally and intelligently. In conclusion, by incorporating emotional intelligence training and development into his leadership approach, Daniel can foster a more collaborative and inclusive work environment, improving team dynamics and overall performance.
4. Importance of Self-awareness, Self-management, Social Awareness, and Relationship Management in Emotional Intelligence
Self-awareness facilitates the recognition of emotions, strengths, and weaknesses, fostering a profound understanding of their impact on others. It encouraged individuals to comprehend their feelings, thoughts and behaviors and their impact on others while recognizing and understanding one's values and motivations. For instance, an elevated level of self-awareness could help someone understand the root cause of their emotions and manage them effectively, leading to increased confidence and resilience (Luthans, 2002). These positive emotional attributes can be developed through self-awareness and self-management.
Goleman (2009) states that self-awareness is the key to the foundational component of EI. It enables individuals to recognize their emotional reactions and adjust their behavior, accordingly, fostering an understanding of one's emotional triggers, strengths, and limitations.
Self-management allows for the regulation of emotions, stress, and impulses, leading to improved decision-making and conflict resolution. Individuals with effective self-management skills can handle stress and adapt to changing situations, demonstrating resilience and emotional stability (Goleman, 2009). For example, excessive stress can affect rational thinking and thoughtful actions. When overwhelmed by stress, the ability to think clearly and accurately understand emotions is compromised. Emotions offer valuable insights about oneself and others, but when stress takes over, it can lead to a loss of self-control. By effectively managing stress and staying emotionally present, one can learn to process upsetting information without letting it overpower thoughts and self-control. This allows for choices that enable control of impulsive feelings and behaviors, healthy emotional management, commitment follow-through, and adaptation to changing environment.
Self-management skills allow individuals to channel their emotions positively leading to self-motivation, high performance, and the capability to handle challenging situations in a composed manner, especially at work.
Social awareness cultivates empathy, organizational awareness, and service orientation, enhancing interpersonal relationships within the workplace. It compasses the ability to understand and empathize with others' emotions, perspectives, and situations. It enables individuals to recognize and interpret social cues, cultivate empathy, and adapt communication styles to comprehend diverse viewpoints and needs. Goleman (2009) highlighted that social awareness enables individuals to develop and maintain meaningful relationships, navigate social complexities, and collaborate effectively, especially within groups.
Relationship management encompasses communication, conflict management, teamwork, and inspirational leadership, contributing to effective collaboration and cohesive team dynamics. It involves the ability to establish and maintain healthy and productive relationships with others. This component emphasizes effective conflict resolution, communication, influence, and the ability to guide others toward shared goals and favorable outcomes (Goleman, 2009). Relationship management facilitates collaboration, teamwork, and leadership by enabling individuals to foster trust, manage interpersonal dynamics, and leverage their social capital.
Relationship management techniques, including active listening, clear communication, and conflict resolution strategies, can further develop individuals' emotional intelligence by fostering positive interactions and building a strong culture
The four components of EI, self-awareness, self-management, social awareness, and relationship management are important. This is because they all play a transformative role in shaping individuals' emotional and social competencies. Each component contributes to individuals’ ability to understand themselves, manage their emotions and behaviors, empathize with others, and build and maintain healthy relationships. Additionally, all four elements influence personal well-being and professional success. 
Table 1. Summary of EI components created by E. Kander, based on Goleman (2009).
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5. Developing Emotional Intelligence using Mindfulness and Relationship Management 
It is worth noting that EI development is strongly associated with love and spirituality. Here comes mindfulness, as a helping tool to develop in individuals a better version of themselves. Some critics discredited mindfulness because they perceived it as a religion. Mindfulness is not a religion; According to recent literature debate, it is viewed as a state, or a trait in some cases, or the way of living (Dhiman, 2020).
Thus, mindfulness has been widely recognized as important in personal and professional life. Research shows it improves health, reduces stress, and affects our brains (Creswell et al., 2016; Pascoe et al., 2017; Congleton et al., 2015). Additionally, mindfulness sharpens skills critical for leadership and productivity (Seppala, 2015). ‘Mindfulness is the awareness that emerges through paying attention on purpose, in the present moment, and non-judgmentally to things as they are’ (Williams, Teasdale, Segal, and Jon Kabat-Zinn, 2007, p. 47). According to Kabat-Zinn (2012), mindfulness means being in the present as it is, with body and mind together. Embracing mindfulness means cultivating moment-by-moment awareness, allowing individuals to be fully present with both body and mind. This practice connects people to the world around them and fosters their inner self-awareness.  
By practising mindfulness, individuals develop self-awareness and gain a better understanding of their emotions, triggers, strengths, and weaknesses. This self-awareness is the cornerstone of EI. According to Killingsworth (2010), without mindfulness, individuals act automatically without much thinking based on habits and assumptions (‘autopilot’). The difference between mindfulness and ‘autopilot’ is presented in appendix A. 
Dhiman (2020) suggested that to start developing emotional intelligence using mindfulness, one can begin with simple mindfulness practices such as meditation, deep breathing exercises, or mindful walking. These exercises can help in increasing self-awareness and understanding of emotional responses. 
In addition to mindfulness practices, relationship management plays a crucial role in developing EI. Relationship management involves effectively managing interactions with others, which requires empathy, effective communication, and the ability to resolve conflicts. 
Empathy is an indispensable skill for leaders to foster meaningful connections with others. Studies confirm that mindfulness practice is vital to developing self-awareness and empathy. By honing self-understanding through mindfulness, individuals can more effectively grasp others' emotions and empathize with them. The first step could be observing body language and facial expressions in interactions and witnessing how the relationships flourish as empathy expands.
Difficult conversations require understanding and empathy, which individuals cultivate through mindfulness. By pausing, staying present, and empathizing, people can navigate challenging discussions more effectively.
Leading with compassion is crucial in the professional setting. It entails supporting team members facing emotional triggers and mentoring those encountering task difficulties. Mindfulness practices, such as meditation and deep breathing, are valuable for cultivating emotional intelligence, essential for effective leadership and fostering solid relationships.
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One approach to developing relationship management skills is to practice active listening. By being fully present and engaged in conversations with others, leaders can demonstrate empathy and understand their perspectives, which is essential for building and maintaining healthy relationships. Furthermore, practicing mindfulness can help regulate emotions and prevent impulsive reactions, allowing for more thoughtful and deliberate responses in interpersonal interactions. Employees by being mindful and present in interactions with others, for example, during meetings, can also cultivate a greater understanding of their emotions and effectively manage these relationships.
6. Recommendations
Incorporating mindfulness practices into SE's corporate culture is critical to fostering EI among employees. Implementing mindfulness training sessions, providing access to mindfulness resources, and promoting a supportive environment for self-reflection can contribute to increasing EI within the organization. 
Furthermore, especially for Daniel, integrating mindfulness into leadership training programs and performance evaluations can further emphasize its importance in cultivating a harmonious and productive work environment. Developing emotional intelligence using mindfulness and relationship management involves cultivating self-awareness through mindfulness practices and applying this awareness to improve interactions with others. Individuals, (including Daniel, Anita and Patrick), can enhance their EI by integrating mindfulness and relationship management, leading to more meaningful and fulfilling personal and professional relationships.
Overall, mindfulness practices, such as meditation and self-reflection, can promote self-awareness, emotional regulation, and stress reduction, thus enhancing EI in the workplace. Relationship management techniques, including active listening, clear communication, and conflict resolution strategies, can further develop individuals' emotional intelligence by fostering positive interactions and building a strong culture.
7. Conclusion: 
Enhancing emotional intelligence in the workplace is essential for fostering an environment of empathy, collaboration, and productivity. By embracing emotional intelligence models, promoting self-awareness and relationship management, and integrating mindfulness practices, organizations can empower their employees to thrive in a diverse and dynamic work setting. Thus, the author agrees with Goleman (2009) and Salovey and Mayer (1997) that self-motivation, empathy, awareness of others, relationship management, and social interaction are critical skills necessary to achieve successful outcomes in most jobs.
Regarding the SE case study, EI models and concepts offer invaluable insights into addressing the challenges faced by individuals like Anita, Daniel, and Patrick within the workplace. By emphasizing the development of EI through self-awareness, self-management, social awareness, and relationship management, organizations including SE can foster a culture of empathy, resilience, and effective leadership. 
Furthermore, integrating mindfulness practices can amplify the impact of emotional intelligence, contributing to enhanced employee well-being and organizational success. In today's distracted culture, mindfulness enhances clarity, sharpens concentration, and elevates task performance and fulfillment. Developing emotional intelligence (EI) using mindfulness and relationship management is a powerful combination that can lead to self-awareness, improved interactions with others, and overall personal growth.
It is fascinating how mindfulness can support the development of better relationships and enhance leadership effectiveness. Combining mindfulness and EI is a powerful personal and professional growth tool. Considering the benefits, the author agrees with Dhiman (2020) that it is worth exploring mindfulness further in organizational settings.
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9. Appendixes
Appendix A. The difference between ‘autopilot’ and mindfulness traits.
Design by E. Kander based on Killingsworth, (2010).
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“...self-compassion may increase self-improvement
motivation given that it encourages people to confront
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and Chen, 2012)
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