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1.0. [bookmark: _Toc129642135]Introduction

This module's objective is to critically assess emotional intelligence theories and their applicability to workforce development. The first half of the presentation will begin with an explanation of what emotional intelligence is, how it was popularised, and who was responsible, followed by an analysis of the theories' applicability to workforce development and corporate success. The second portion of the talk will discuss how emotions affect your personal performance at work using theories of emotional intelligence and mindfulness.	
[bookmark: _Toc129642136]2.0. Critically evaluate theories of emotional intelligence and their relevance to workforce development and business performance. 

[bookmark: _Toc129642137]2.1. An Introduction to Emotional Intelligence 

The term emotional intelligence was first used in 1990 by Peter Salovey and John Mayer in their article Emotional Intelligence, which was published in the journal Imagination, Cognition, and Personality.  In an academic journal in 1990, Peter Salovey and John D. Mayer provided the first formal definition of the term Emotional Intelligence (EI). They defined it as "the ability to monitor one's own and others' feelings and emotions, to discriminate among them, and to use this information to guide one's thinking and actions," and they provided an empirical model demonstration of how EI could be tested as a mental ability. A hypothesis of emotional intelligence was developed by Mayer and Salovey and then expanded upon by Daniel Goleman. This thesis addressed the importance of emotional intelligence, how having it can have a significant good or harmful impact on people's behaviour—both your own and others'. According to the belief, emotional intelligence enables people to control both, their own and other people's emotions. According to this hypothesis, Goleman states a person needs four qualities to have strong emotional intelligence, these include Perception of emotion, Emotional Facilitation, Understanding emotions and management of emotion (Salovey & Sluyter, 1997). Daniel Goleman is a scientific journalist, author, and psychologist who popularised the idea (Wallbridge, 2021). Since then, the phrase has drawn attention from the public, the media, and academics in the sectors of business, psychology, and education (Salovey et al, 2004). Daniel Goleman was not the first to introduce the idea of emotional intelligence. Nonetheless, Goleman made the components of emotional intelligence approachable to large swaths of society in his dual capacity as psychologist and journalist. His best-selling books, starting with Emotional Intelligence (1995), have already altered how some managers hire new employees and how some firms engage with customers. Perhaps more significantly, he has had an impact on education. In addition to this, Thanks to Goleman, educators now recognise that emotional intelligence is every bit as important to learning as intellectual prowess or IQ. As a result, tens of thousands of schools throughout the world currently incorporate social and emotional learning in their curricula. In some schools, courses geared toward developing emotional intelligence are mandatory (Resilient Educator, 2013). Evidently, this proves that Goleman’s Emotional Intelligence theory helps with the characteristics of children by it enhancing social, academic, and professional development. Social emotional learning improves children's academic achievement while reducing issues like aggression and mental health illnesses. Children who possess social-emotional skills are better able to control unpleasant emotions and impulses, develop self-awareness and confidence, and exhibit empathy, all of which contribute to better conduct and academic performance (Your Therapy Source, 2020).
[bookmark: _Toc129642138]2.2. Daniel Goleman’s Theory

Boyatzis et al (1999) states that there are five elements in Daniel Goleman's model (1998), which emphasises emotional intelligence as a broad range of competences and talents that influence leadership effectiveness, which consist of Self-awareness, Self-regulation, Empathy, Motivation, and social skills.
[bookmark: _Toc129642139]2.3. Self-Awareness

According to Eurich (2018) being self-aware is having the capacity to recognise and comprehend thoughts, feelings, behaviours, and actions. For instance, a leader who lacks self-awareness may have difficulties to recognise and name their own feelings and thoughts, which can make it difficult for them to control their behaviour and make wise judgements. A survey completed by 467 working adults in the U.S across various industries reported working with at least four of these individuals, and 99% said they worked with at least one. With 73% of respondents reporting at least one clueless peer, peers were the most common violators, followed by direct reports (33%), supervisors (32%), and clients (16%). Co-workers who lack self-awareness are not only annoying, but they may also drastically reduce a team's chances of success. Research shows that working with uninformed co-workers results increased stress, less motivation, and a higher risk of quitting one's job in which ultimately affects the workforce from developing and expanding by having poor staff retention and becoming a bigger and stable workforce. In contrast, Gallo (2019) suggests that a leader with increased self-awareness will be able to recognise and comprehend their own feelings and thoughts as well as how they affect their behaviour and decision-making. Therefore, according to The Importance of Self-Awareness in Leadership, (n.d.) leaders build their credibility and trust of their team members by developing a greater awareness of their own talents, shortcomings, and hidden biases. In my workplace, for instance, my managers have a higher level of self-awareness because they always give us workers their time when we have concerns that need to be addressed, along with offering support. They will always look to provide constructive feedback rather than being critical and finding faults regarding everything we do.

[bookmark: _Toc129642140]2.4. Self-Regulation

Riggio et al (2001) claims that self-regulation is the capacity to monitor, control, and modify one's feelings and actions in accordance with the circumstances. Self-regulation is a collection of abilities that includes learned behaviours like emotional intelligence, stress management, impulse control, self-awareness, and successful social skills. These abilities enable people to react to challenging circumstances in ways that are consistent with their values. In the same way, Goleman (1998) states our emotions are driven by biological impulses, which we cannot eliminate but which we may control to a great extent. Goleman is passionate about self-regulation, an aspect of emotional intelligence that he views as liberating us from being prisoners of our emotions. People engaged in such a conversation experience bad moods and emotional impulses just like everyone else, but they find ways to control them and even to channel them in productive ways. 
In a local Financial Underwriters, a trainee presented inaccurate information to his team - due to inexperience. The manager took a calm and measured approach to discussing the errors with the trainee, which resulted in a learning experience rather than a telling off.

[bookmark: _Toc129642141]2.5. Motivation

Taylor (2018) states that coming together with optimism and resilience, emotional intelligence also includes motivation, which is the personal will to advance and succeed, dedication to our objectives, initiative, or readiness to act on possibilities. The drive to accomplish objectives, feel more content, and enhance our overall quality of life is what drives individuals. These components of motivation were recognised by Daniel Goleman. The job is not as high-quality as it might be without the right drive. Individuals known to be more productive and produce greater outcomes when we like our work. Loving what we do is what motivates us, and motivation is what pushes us to work harder and produce high-quality work. Likewise, the practise of encouraging and guiding someone towards accomplishing their goals is known as motivation. 
However, someone with poor motivation may get easily demotivated by any challenge and quit. Whereas a person who is highly motivated understands that, despite challenges, the reward of achieving their personal goals is worthwhile (Medical News Today, 2022). In contrast to motivation for money or a promotion, Goleman's third component speaks about motivation for enjoyment. Therefore, as some team members currently only work as hard as they do to seek an annual pay rise or a bonus as money drives them rather than appraisal and job satisfaction, the employees across my own department at work would have mixed opinions on Goleman's motivation for enjoyment rather than promotion or bonuses. Sansone & Harackiewicz (2007) claims that there two types of motivation in which consist of Intrinsic and extrinsic motivation, intrinsic motivation is when employees would be genuinely driven, whereby they are energised and nurtured, which is beneficial to their welfare and improves their performance. Whereas extrinsic motivation only comes from outside sources. An employee is motivated in this way when they are thinking about the benefit, they will receive from finishing a task or the potential negative consequences. In this instance, the penalty entails staying out of trouble or avoiding management criticism. For instance, money is an external motivator at work. For example, a bonus would be given to an employee to stimulate them. Within my workforce, intrinsic motivation would be found in the operational departments where tasks are completed by a person for enjoyment, involvement, and the pleasure it brings. The outward reward, pressure, or punishment that accompanies it is unimportant to them. Simply said, intrinsic motivation is a waypoint for learning and exploring new things based on enthusiasm in an activity. Extrinsic motivation, on the other hand, would be found in the sales departments of my company because of the financial incentives the company pays for employees meeting their weekly and monthly goals, regardless of whether the employer may enjoy or dislike their job as their main motivator for them would be the bonus.
Therefore, although being extrinsic motivated is great due to gaining financial rewards at the end of the work you complete. Legault (2016) argues that creativity, enthusiasm, and involvement for a task are all killed by extrinsic motivation. This form of motivation makes obtaining the reward the primary objective, which is detrimental to both you and your company. Pressure is created, and working under pressure leads to stress. It psychologically reduces serotonin levels in the brain, which eventually makes a worker sad. Equally, Council (n.d.) claims employee motivation studies have constantly concluded that financial incentives are not the main source of employee motivation. The ability to accomplish meaningful and difficult work, enjoying connections with colleagues, respecting management, and having possibilities for personal improvement are frequently more important than money. I can connect to this since, in a prior job, I was a sales adviser with little interest in pleasing clients; rather, I just wanted to make sure the numbers were on the board so I would collect my bonus. Over time, the goals, and expectations I and my team had of ourselves overloaded my emotions, causing stress and exhaustion that ultimately led to my resignation from my position.
[bookmark: _Toc129642142]2.6. Empathy

Supporting Goleman’s theory, Empathy requires understanding others' ideas and feelings. People are really interested in their problems. It makes it possible for people to notice cues about what is being thought and felt. Kellett et al (2002 states that empathy is the capacity to understand others' points of view and the language they use to explain what is occurring to completely realise their unspoken sentiments (Kellett et al., 2002). In a Key Step Media (2011) video, Daniel Goleman claims that empathy is one of the key elements of social intelligence and leadership skills. He recognises that there are three types of empathy, the first of which is cognitive empathy, which is the capacity to comprehend how others may think about things and to see things from their point of view. This capacity can be useful when providing performance feedback to a fellow colleague or in communicating because it allows one to see things from their perspective. The drawback to this type of empathy is that, as Goleman noted, it can be used by those with only cognitive empathy and twisted motivation to manipulate others by showing them that you only care about yourself and not the person you are giving feedback to. This is especially true of narcistic leaders. Since they lack the second type of empathy, emotional empathy, which sociopaths lack, they utilise their comprehension of the other person to manipulate them. The downside to this would be if there was a colleague working in HR and they had to inform people that they were losing their jobs, or another could be if it's a nurse who works with sick people all day and they know the end is near. 
Emotional empathy is critical for leadership or with any job that involves dealing with people, client management, or sales management as it's the emotional empathy that creates the chemistry and creates that warmer connection with people. However, emotional self-management skills, one of the four core components of emotional intelligence, which are self-awareness, self-regulation, motivation, empathy, and relationship skills, are necessary to use emotional empathy correctly and most effectively. As a result, the various elements work closely together.  Therefore, it has been found by that effective leaders of today, however, must be more person-focused and able to get along with individuals from different teams, departments, nations, cultures, and backgrounds, according to our research. We examined data from 6,731 mid-to upper-level managers across 38 nations to ascertain whether empathy affects a manager's ability to accomplish their duties. Our Benchmarks® 360-degree feedback evaluation was used to evaluate the leaders in our research on their degree of empathetic behaviour. As mentioned in our white paper, we discovered a favourable relationship between job performance and empathy in the workplace. In other words, our research showed that managers were seen as superior performers by their employers when they demonstrated compassionate leadership towards direct reports (Thompkins, 2020). 
The third type of empathy is empathetic concern, which is the felt sense that when leaders see their people in trouble, they naturally want to help them out. These are the leaders who truly invest their time in people, go above and beyond to provide feedback, take the time to help people develop new strengths, and truly demonstrate their genuine concern for helping people get better and learn to do better, which, of course, strengthens the capacity of the entire organisation. Equally, a statement made by (Tait, n.d.) In my experience, a business that lacks empathy between the top management and the lower and middle management will never be successful, and this is not an exaggeration. Researchers found that when the top management doesn't show empathy, the lower and middle management exhibit less loyalty to the company and are less interested in their work. In turn, high turnover and less engaged employees can heavily affect the profitability of the business. On the other hand, empathetic managers can improve employees' sense of well-being, leading to increased productivity, innovation and a competitive edge within the marketplace. Put another way, when leaders are empathetic toward their employees, the employees are empathetic toward the business.


[bookmark: _Toc129642143]2.7. Social Skills

Another critical component of Goleman’s emotional intelligence framework is interpersonal competence. Those with strong social skills can form deep connections with others and get a deeper awareness of both the self and others. Understanding emotions properly entails more than merely being aware of one's own and other people's feelings. Moreover, one must be able to apply this knowledge to their everyday discussions and relationships. Being able to establish a great connection with managers and other employees’ benefits employees. Active listening, verbal and nonverbal communication abilities, leadership, and persuasiveness are all crucial social skills.


[bookmark: _Toc129642144]3.0. Goleman’s Theory Relevance to Workforce Development

According to Goleman, the growth of the workforce is significantly impacted by emotional intelligence. Emotionally intelligent people outperform others who are less emotionally intelligent, according to Law et al., (2004) The topic recognises that emotional intelligence has a significant positive impact on an individual's, a team's, and an organisation's performance.
Employees can benefit from having emotional intelligence on a personal level in the following ways: being aware of their emotions; being able to control their emotions while still being able to relate to others; understanding the impact their own emotions have on others; and being able to forge strong, lasting working relationships. Also, it improves and helps individuals operate better as a team. According to Goleman (2006), emotional intelligence has a role in a person's ability to manage stress at work and operate in teams. However, according to Seligman (2013) regarding self-motivation, people with high emotional intelligence also tend to be quite optimistic.
According to Baker (2021), UC Berkeley research found that assessing emotional intelligence was four times more accurate in predicting a person's success than IQ testing.
· Those with strong emotional intelligence make £29,000 more annually than individuals with poor emotional intelligence.
· Ninety percent of top achievers in organisations had higher emotional intelligence scores.
· According to a PepsiCo internal research, managers who demonstrated higher levels of emotional intelligence at work beat their yearly sales objectives by up to 20%.
Supporting this further internal research by PepsiCo found that managers with highly developed EQ abilities exceeded annual sales objectives by 15-20%, whereas managers with low EQ underperformed at the same rate. Leaders that are emotionally intelligent have traits that inspire their staff to consistently go above and beyond expectations. On the other side, leaders who lack emotional intelligence frequently perform below par (Emotional Intelligence — What Do the Numbers Mean? n.d.).
As a result, emotional intelligence may have a big influence on a team's performance since it makes teams feel more cohesive and supported. According to Cherniss (2010) The best employers are those who can detect how their staff members are feeling about their work environment and take appropriate action when they start to feel discouraged or unsatisfied. Employees trust effective leaders because they can control their own emotions, which makes them feel good about leading them. In addition, Ash (2021) states, it is easier to develop a more complete image of each employee when leaders are aware of how and why they respond to various workplace scenarios. Furthermore, according to Vollmer (2004), Workers who think that management cares about them as a full person—not just an employee—are more productive, more contented, and more fulfilled, says Anne M. Mulcahy, a former CEO of Xerox. As a result, Employee happiness leads to client satisfaction, which results in profitability.
In contrast, Emotional intelligence, according to some, is not only about being kind. Instead, it's about having the capacity to employ the proper emotion at the appropriate time to achieve the desired outcome. It calls for the capacity to read people, an understanding of how far you can push people's buttons, and the skill to know when to back off and when to go on. Although while it may be painful in the moment, if done with noble intentions, the outcome might be beneficial (Stein, 2017, p. 49). 
Steven Paul Jobs, a very successful American businessman who is also the co-founder, chairman, and CEO of Apple, had a very imbalanced emotional intelligence, according to PhD (2020), to the extent that his total EQ score was relatively low to moderate. Isaacson (2013) states that Jobs' impulsive temper outbursts and tendency to tell everyone precisely what he thought—often not in a good way—left many Apple employees "fearful of him. Moreover, Jobs never apologised for mistreating people, especially those close to him and those who worked for him. Because "I know what I'm talking about, and I typically turn out to be correct, he believed it was his duty to be honest.

In terms of levels of emotional intelligence, evidence has clearly shown that he has not followed Goleman's thesis, with evidence claiming him to be arrogant, wilful, brash, belittling, volatile, vengeful, and manipulative. Although, he may be fortunate enough to have the ideal life financially with being so successful, its clear here that he seems to be leader with inappropriate and unprofessional traits. As a result of this, according to Eadicicco (2014) In an interview with the Milwaukee Business Journal, American computer scientist, inventor, and programmer Steve Wozniak. The Apple I computer was created by Wozniak and his buddy Steve Jobs.

stated that "some of my very closest friends at Apple, the most creative individuals in Apple who worked on the Macintosh, virtually all of them declared they would never, ever work for Steve Jobs again.

Although it has been noted that Steven Jobs lacks emotional intelligence and was nevertheless successful, this does not mean that Goleman's theory should be disregarded as it has been demonstrated that despite his success, he had many unhappy employees who have declared that they would not work for him again. Therefore Goleman (2017) is correct when he states by managers lacking trust, empathy, and the capacity to inspire their staff, managers with low EI risks being harmful to both their organisation and their workforce. This can undermine productive workplace behaviour.

Another known emotional intelligence theory used is the bar on model. 

Emotional intelligence (EI), according to Reuven Bar-On (2004), is a system of interrelated behaviour that results from social and emotional skills. He contends that these abilities have an impact on behaviour and performance. The self-perception, self-expression, interpersonal, decision-making, and stress management scales make up Bar-model On's of EI.

Furthermore, there is a highly significant correlation between the EQ-I and subjective well-being. The Bar-On model shows that emotional self-awareness, self-regard, self-actualisation, and reality testing are the five most effective EI predictors of wellbeing. In contrast to these results, the MSCEIT and wellbeing have a connection that varies from 27 to 36 (Salovey et al., 2004).

The research findings in this section imply that the Bar-On model outperforms the other emotional intelligence models mentioned in the current text as a predictor of human performance. In comparison to the other two models, this one also predicts a greater range of human performance. Based on the findings in this section, it makes sense to assume that a critical mass of employees who are physically and emotionally healthy, have well-developed social skills, are good learners, perform well, give their best effort, incline towards giftedness, and have a positive sense of well-being will increase an organisation's chances of being more productive.
The empirical data presented here suggests that the Bar-On conceptual and psychometric model of emotional-social intelligence can be used to increase organisational productivity by selecting, promoting, and training people who have higher than average emotional intelligence (EI) in general and in the aforementioned areas, respectively.
It is critical to emphasise that the competencies and skills associated with this model can be improved to improve individual occupational performance and organisational productivity after demonstrating that the Bar-On EI model significantly impacts a variety of aspects of human performance which will naturally then have a good output within the workforce. According to How to Improve Your Emotional Intelligence (2019), it is suggested that a group of abilities and conduct known as emotional intelligence may be cultivated and learnt and change the way in which people can behave. Stahl (2018) contends that controlling negative thoughts is one method of developing emotional intelligence because doing so will lead to fewer conflicts and confrontations because doing so will allow you to consider the situation objectively and prevent you from becoming overly sensitive or frustrated with the issue. Another, concentrating on verbal and nonverbal signs might provide you with priceless insight into your co-workers’ or clients' emotions. Try focusing on others and putting yourself in their position, even for a brief period. The ability to empathise with your employees will show them that you care about them and are considering all the options rather than having a narrow focus and being uncaring of other people's feelings and opinions. This will inevitably lead to stronger working relationships, which will raise morale among employees and improve output due to employees feeling involved, valued, understood and happier. 

[bookmark: _Toc129642145]4.0. Conclusion

To conclude part 1 of this report, An Introduction to Emotional Intelligence The term emotional intelligence was first used in 1990 by Peter Salovey and John Mayer in their article Emotional Intelligence, which was published in the journal Imagination, Cognition, and Personality. They defined it as "the ability to monitor one's own and others' feelings and emotions, to discriminate among them, and to use this information to guide one's thinking and actions," and they provided an empirical model demonstration of how EI could be tested as a mental ability. Since then, the phrase has drawn attention from the public, the media, and academics in the sectors of business, psychology, and education. Therefore, according to The Importance of Self-Awareness in Leadership. Leaders build their credibility and trust of their team members by developing a greater awareness of their own talents, shortcomings, and hidden biases. Self-Regulation Riggio et al claims that self-regulation is the capacity to monitor, control, and modify one's feelings and actions in accordance with the circumstances. In a Key Step Media video, Daniel Goleman claims that empathy is one of the key elements of social intelligence and leadership skills. Furthermore, these are the leaders who truly invest their time in people, go above and beyond to provide feedback, take the time to help people develop new strengths, and truly demonstrate their genuine concern for helping people get better and learn to do better, which, of course, strengthens the capacity of the entire organisation. Emotional intelligence, according to Reuven Bar-On, is a system of interrelated behaviour that results from social and emotional skills. According to How to Improve Your Emotional Intelligence, it is suggested that a group of abilities and conduct known as emotional intelligence may be cultivated and learnt and change the way in which people can behave.

[bookmark: _Toc129642146]5.0. Use theories of emotional intelligence and mindfulness to review the effect of emotions on your own workplace performance.

As stated in section 2.1 of this report, emotional intelligence is the capacity to keep track of one's own as well as other people's moods and emotions. There are several models of emotional intelligence that have been discussed in this report, but the one that has received the most attention is the Daniel Goleman’s model, which claims that to develop high emotional intelligence, a person must adopt five different traits. These traits are self-awareness, self-regulation, motivation, empathy, and social skills. However, taking emotional intelligence further, RYT-200, (2019) claims Mindfulness/meditation and EI are strongly connected, and EI is favourably correlated with mental health, work performance, and leadership abilities.
“Many of us go through our daily lives on autopilot, not fully aware of our conscious experiences. In a discussion moderated by Steve Paulson, executive producer, and host of To the Best of Our Knowledge, neuroscientists Richard Davidson and Amishi Jha and clinical mindfulness expert Jon Kabat-Zinn explore the role of consciousness in mental and physical health, how we can train our minds to be more flexible and adaptable, and cutting-edge neuroscience findings about the transformation of consciousness through mindfulness and contemplative practice.” (Paulson et al., 2013)
An example of an employee being in an auto pilot mode would be that an employee arrives at the office with a clear plan for the day and then, in what feels like just a moment, they find themselves on their way back home. Nine or ten hours have passed but they only accomplished a small proportion of their priorities, also they struggle to even remember exactly what they did all day. Research shows that people spend almost 47 percent of their waking hours thinking about something other than what they are doing. In other words, many of us operate on autopilot (Carter et al., 2017). 
The Stress Reduction Clinic and the Center for Mindfulness in Medicine, Health Care, and Society were founded by Jon Kabat-Zinn, an American professor emeritus of medicine and founder of the University of Massachusetts Medical School. According to Kabat Zinn's (2003), mindfulness is the act of focusing on something with purpose, in the moment, and without bias. Williams (2010), on the other hand, argues that mindfulness is a simplified translation of awareness. It is a present-moment knowledge of what you are doing that is instantaneous and intuitive. It is conscious of both what is going on inside your body and mind as well as what is going on in the outside world. Therefore, according to (Palmer et al., 2009) Both mindfulness and emotional intelligence (EI) are ways of viewing how we work that help us achieve greater fulfilment, find new ways to manage our communications, and develop focused attention, awareness, communication, non-judgement, acceptance, and equanimity. They also teach us how to enjoy relationships and find innovative ways to work.
Employees' levels of mindfulness fluctuate during the workday; at any one moment, they might be paying careful attention at a meeting, impartially focusing on what the presenter is saying, also they lose focus later in the day and are sitting in front of the internet thinking what to make for tea. 
Businesses and organisations may benefit from mindfulness. In general, certain mindfulness-based procedures are believed to have an impact on worker performance and wellness. Glomb et al (2011) claims that these include greater self-determination and perseverance, less rumination, response flexibility, empathy, affect management, better working memory, and more precise emotional forecasting. In addition to these, Hyland et al (2015) also adds that mindfulness in the workplace increases in task dedication and enjoyment. 
In my experience, mindfulness training may help you engage with people more thoughtfully and deliberately than you could otherwise. Yet in certain ways, and more crucially, mindfulness can help you improve your relationships, which are essential for both personal and professional success. In a nutshell, emotional intelligence may make you a better leader. My experience as a leadership coach within my line of work and the lessons I have learned from the mindfulness programme that I have taken part in with my organisation have shown me how mindfulness assists forming healthier connections.  These healthier connections have grown by me using the relevant tools mentioned with emotional intelligence and mindfulness such as being empathetic, compassionate and being able to overcome difficult conversations. This was accomplished by recognising and eliminating barriers to listening, not interjecting when the team member was speaking, refraining from passing judgement on their circumstance, pausing to consider how I would feel in their shoes, and, most importantly, using the right body language to show that I was paying attention. This involved making good eye contact, using appropriate hand gestures, and providing feedback.
Empathy is a potent tool for creating relationships with individuals, according to Thakrar (2019), for leaders. Statistics and research in the field of neuroscience now show that mindfulness promotes the development of both self-awareness and empathy. I can agree with this since, as my organisation's mindfulness practise courses helped me become more self-aware, I was able to begin to understand other people's feelings as well, which made it simpler for me to empathise with them. In my most recent conversation with a team member, I tried to be kind and attempt to understand how they were feeling about a certain task that they find challenging. I took the time to focus on that specific person without passing judgement on their circumstances and tried to put myself in their shoes as if I were struggling as I tried to read their body language and facial expressions to try to determine how they felt about this particular job. We were both able to produce a strategy so that the next time they were given the same assignment, they would have more help and assistance to make sure they would not feel overwhelmed. Going above and above for the team member and genuinely understanding their worries ultimately showed strong empathy towards one of my team members and coincides with one of the Goleman emotional intelligence components.
The following are some additional advantages and disadvantages of leaders and employees having emotional intelligence and mindfulness and how it might affect workplace performance:
Sy et al (2006) claims that workers with high Emotional Intelligence (EI) are better at evaluating and controlling their own emotions than are those with low EI, which makes them more likely to have greater levels of job satisfaction. Employees with high EI may, for instance, be better at recognising feelings of irritation and tension and then controlling those emotions to lessen stress. Workers with high EI are more resilient because they can identify the root causes of stress and create coping mechanisms and tenacity to deal with its negative effects. Employees with low EI, on the other hand, are more likely to be unaware of their emotions and have fewer coping mechanisms when confronted with challenging circumstances, increasing stress levels, and lowering productivity in which affects the business performance. According to (Low Emotional Intelligence: The Silent Killer of Employee Engagement (n.d.) In actuality, emotions and emotional needs either have a detrimental influence on performance or are controlled and directed to produce better results. Leaders cannot possibly realise the influence they are having on their conduct and on how others see them if they lack emotional self-awareness, even how hard they may try to pretend that their emotions don't affect them. While many people are skilled at ignoring or disengaging from their emotions, suppressing them can result in irrational, reactive decision-making. Emotions are the drivers of our actions. Therefore, employees lose faith in their ability to contribute to the company without suffering repercussions or to disagree with management without having their opinions hurt (Clark & Saxberg, 2019). Landry (2019) states that This dysfunction occurs when leaders and leadership teams exhibit insufficient emotional intelligence. This prevents success in a variety of domains, such as:
Those in positions of authority get impatient with underwhelming staff. Leaders increasingly struggle to control their anger, impatience, and other negative emotions, which leads to behavioural issues like uncontrolled outbursts and hasty split-second reactions; As a result of their ongoing frustrations despite attempts to engage their workforce, leaders increasingly fail to maintain a positive attitude. An example of this within my workplace, there has recently been a change in the shift patterns within my department, and before these changes the staff was not asked how they would feel about these new shift patterns, which led to some conflict between leaders and the staff because the staff felt unconsidered and that the company was only thinking about themselves. A few staff employees recently challenged their team leaders to ask whether there was any flexibility in changing some of the timings of their shifts that were comparable to their prior shift pattern since they had obligations outside of work, such the absence of childcare. One team leader replied and said that these are the new shifts and that they should look for employment elsewhere if they are unable to fulfil these deadlines. Even though they have children themselves and should understand how difficult it may be to find day-care or even must alter childcare arrangements, this plainly shows that this leader lacks empathy and was not mindful of how these new shifts could be challenging. A different team leader, however, took the time to carefully listen and offered to switch around some of the shifts to accommodate their childcare arrangements. Explanations took place and they were mindful of the situation by childcare being difficult and that their specific role could be carried out by another employee when they had to leave. This revealed how this specific leader exhibited empathy and was mindful of the situation and devised a fresh strategy to guarantee that both sides were content and fulfilled.
Whereas Hülsheger et al. (2013) states mindfulness in the workplace that employees who take part in mindfulness trainings report feeling less emotionally exhausted at work. Thus, it's critical for businesses to promote mindfulness in the workplace to help workers enhance productivity, reduce stress, and reduce costs associated with employee turnover connected to mental health.
Employee breaks are one of the most crucial mindfulness practises that need to be emphasised in my workplace. My department is very fast-paced, and because it is operational and customer-facing, the main objective is to approve customer finance applications so that the car dealerships can get their customers into new vehicles as soon as possible. Regarding breaks, during busy times of the day when staff members are allotted a break time, if, for instance, we have a backlog of applications to process, some managers will expect staff to forgo their break in order to stay on and bring the lines down, which makes staff members feel less refreshed, burned out, and exhausted, which then has an impact on the organisation. There was a time when an employee’s emotions got the better of them, causing them to act without thinking or using emotional intelligence. Daniel Goleman proposed the term "amygdala hijack" to describe the moment when our emotional response took control of our thoughts and feelings. The employee acknowledges that, on occasion, their emotional response might hijack them before they have an opportunity to consider their answer and exercise emotional intelligence.  The incident began when the management informed the worker that owing to a lack of employees, they would have to work through their break but would get it back on another day. The employee immediately reacted to this and informed the management that this was unacceptable behaviour. The employee also instructed the manager to find another employee to take over the employee's slave labour-like task of working through breaks. The employee realised that they were acting very aggressively by allowing their emotions to overwhelm them, resulting in Goleman's definition of amygdala hijack, and producing conflict, after having some time to calm 
Although the author of this report has already discussed how they have handled situations using some of the components mentioned in the Goleman's emotional intelligence theory, they felt that it would be useful to reflect on their current emotional intelligence skills to identify how well they currently do this and whether there are any areas that need improving.  The test focuses on the Daniel Goleman’s model with asking questions around self-awareness, self-regulation, empathy, motivation, and social skills. The test revealed (See Appendix A) that the author had an average emotional intelligence with room for improvement. It also revealed that while under stress, people are more susceptible to the emotional environment around them. Also, it has been demonstrated that they are conscious of the impact that their actions have on others. In contrast, although they may be adept at appreciating the needs of others, it has been asserted that they must also consider and freely express their own wants, without holding back.


[bookmark: _Toc129642147]6.0. Conclusion

To conclude part of 2 of this report, there are several models of emotional intelligence that have been discussed in this report, but the one that has received the most attention is the Daniel Goleman's model, which claims that to develop high emotional intelligence, a person must adopt five different traits. In a discussion moderated by Steve Paulson, executive producer, and host of To the Best of Our Knowledge, neuroscientists Richard Davidson and Amishi Jha and clinical mindfulness expert Jon Kabat-Zinn explore the role of consciousness in mental and physical health, how we can train our minds to be more flexible and adaptable, and cutting-edge neuroscience findings about the transformation of consciousness through mindfulness and contemplative practice”. An example of an employee being in an auto pilot mode would be that an employee arrives at the office with a clear plan for the day and then, in what feels like just a moment, they find themselves on their way back home. The Stress Reduction Clinic and the Centre for Mindfulness in Medicine, Health Care, and Society were founded by Jon Kabat-Zinn, an American professor emeritus of medicine and founder of the University of Massachusetts Medical School. Employees' levels of mindfulness fluctuate during the workday; at any one moment, they might be paying careful attention at a meeting, impartially focusing on what the presenter is saying, also they lose focus later in the day and are sitting in front of the internet thinking what to make for tea. The following are some additional advantages and disadvantages of leaders and employees having emotional intelligence and mindfulness and how it might affect workplace performance: Sy et al claims that workers with high Emotional Intelligence are better at evaluating and controlling their own emotions than are those with low EI, which makes them more likely to have greater levels of job satisfaction. The employee acknowledges that, on occasion, their emotional response might hijack them before they have an opportunity to consider their answer and exercise emotional intelligence.
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According to Khan  and Minbashian (2017),  Goleman in popularizing  EI indicated that  an individual’s EI is  not inherently permanent  or developed 
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