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[bookmark: _Toc1357174364]Introduction
Emotional intelligence (EI) and mindfulness (M) have become increasingly important concepts in understanding behaviour and performance in modern workplaces, particularly in high‑pressure, customer facing environments such as restaurants. EI refers to the ability to recognise, understand, and manage emotions in oneself and others, and is widely linked to improved communication, teamwork, and decision‑making (Fernández‑Berrocal & Extremera, 2020). Mindfulness, defined as purposeful and non‑judgmental awareness of the present moment, has also gained attention for its role in reducing stress and enhancing emotional regulation at work (Lomas et al., 2021). Together, these concepts offer valuable frameworks for understanding how emotions influence individual performance, interpersonal relationships, and overall workplace climate.
The aim of this assessment is to explore the key theories of emotional intelligence, evaluate the contributions of major EI and mindfulness theorists, and critically examine how these ideas apply to workplace behaviour. By reviewing both EI and mindfulness models, the assessment will highlight how these approaches complement one another and how they can be used to understand the emotional demands of restaurant work. Finally, the assessment will reflect on my own workplace performance, showing how emotions shape my behaviour and how EI and mindfulness can support more effective, resilient, and professional practice.
Critically evaluate theories of emotional intelligence and their relevance to workforce development and business performance
[bookmark: _Toc1748817896]Definition and Theories of Emotional Intelligence (EI)
Emotional intelligence (EI) has become an important concept for understanding behaviour at work, several major theories help explain how emotions influence performance. One of the most influential is Mayer, Salovey, and Caruso’s ability model, which defines EI as a set of emotional abilities such as recognising, understanding, and managing emotions (Mayer, Caruso, & Salovey, 2016). This model is strongly supported by scientific research and treats EI as a measurable cognitive skill. In contrast, Goleman’s competency-based model focuses on emotional and social competencies such as empathy, self‑management and relationship skills, which he argues are essential for workplace success (Goleman, 2020). A third major approach is Petrides’ trait EI model, which views EI as part of personality and emotional self‑perception rather than cognitive ability (Petrides et al., 2016). These theories share a common belief that emotions shape behaviour, but they differ in how EI should be defined and measured. Ability EI is more scientifically rigorous, while mixed and trait EI are more practical for training and leadership development. Based on current evidence, ability EI appears the most theoretically sound, while competency‑based EI is the most widely used in organisations because it translates easily into workplace behaviours. EI is important because it improves communication, reduces conflict, supports wellbeing, and enhances service quality which are key factors in any workplace, Emotional intelligence and mindfulness provide valuable ways to understand how emotions influence workplace behaviour. 
[bookmark: _Toc456386634]Definition of Workforce Development (WD)
Workforce development (WD) refers to the strategies and practices that help employees build the skills, behaviours, and capabilities needed to perform effectively and grow within an organisation. According to Wilson (2015), workforce development involves improving both individual competence and organisational capacity so that employees can meet current and future job demands. Similarly, Conway and Giloth (2014) argue that WD focuses on developing a skilled, adaptable workforce that can support long‑term organisational success. More recent research emphasises that WD is no longer limited to technical training; it now includes developing employees’ emotional, social, and interpersonal capabilities, which are essential in modern service-based workplaces (Hutchinson & Purcell, 2022).
This broader view of WD aligns closely with emotional intelligence (EI) theories, which highlight the importance of understanding and managing emotions at work. As workplaces become more customer focused and team oriented, EI skills such as empathy, emotional regulation, and effective communication are increasingly recognised as core components of employee development (Clarke, 2020). Mindfulness is also being integrated into WD programmes because it enhances emotional awareness, reduces stress, and supports reflective practice (Good et al., 2021). Together, EI and mindfulness contribute to a more holistic approach to workforce development—one that prepares employees not only to perform tasks but also to navigate the emotional demands of their roles.
In customer facing environments like restaurants, this approach is especially important. Employees must manage their own emotions while responding sensitively to customers and collaborating with colleagues under pressure. WD that incorporates EI and mindfulness helps staff build resilience, improve communication, and maintain professionalism during busy or stressful periods. This demonstrates that modern workforce development is not just about improving skills—it is about developing emotionally capable employees who can contribute to a positive and productive workplace culture.

[bookmark: _Toc997053430]Emotional Intelligence - Workforce Development
These EI theories are closely linked to workforce development because they explain how emotional skills influence learning, teamwork and performance and highlight the emotional skills employees need to work effectively. Workforce development focuses on improving employee’s skills, adaptability and long‑term employability. EI contributes to this by strengthening communication, teamwork and leadership (McGuire & Garavan, 2011). Research shows that employees with higher EI cope better with stress, collaborate more effectively and show stronger interpersonal performance (Miao, et al., 2017). In a restaurant environment, these skills are essential because staff must manage pressure, communicate quickly and respond to customer emotions. For example, when a new server becomes overwhelmed during a busy shift, an emotionally intelligent supervisor who recognises their stress and offers support is applying emotional perception and empathy. This improves team morale and reduces mistakes. However, EI can also inhibit workforce development if organisations expect employees to manage emotions without providing proper support. Academics warn that EI training must be paired with fair working conditions, otherwise emotional expectations can become a burden (Ashkanasy & Dorris, 2017).
[bookmark: _Toc717168453]Definition of Mindfulness and Workplace Examples
Mindfulness is commonly defined as paying attention to the present moment with openness, curiosity and without judgement. It involves noticing thoughts, emotions and physical sensations as they arise, rather than reacting automatically. One of the main theorists of mindfulness is Jon Kabat‑Zinn, who introduced mindfulness into Western workplaces and healthcare through his Mindfulness‑Based Stress Reduction (MBSR) programme (Kabat‑Zinn, 2015). Other key theorists include Shapiro et al. (2004), who developed a two‑component model of mindfulness: self‑regulation of attention and an attitude of acceptance. These theories are widely supported by organisational psychology researchers who argue that mindfulness improves emotional regulation, reduces stress and enhances job performance (Good et al., 2016). The consistency across these theories suggests that mindfulness is both a mental skill and a workplace resource that can be developed through practice. Both mindfulness and emotional intelligence (EI) strongly influence workplace performance because they shape how employees understand and manage emotions. EI theories, such as Mayer, Caruso, and Salovey’s (2016) ability model, explain that employees who can recognise and regulate emotions are better able to handle pressure, communicate effectively and maintain positive relationships. Mindfulness supports these EI abilities by helping employees stay calm and aware during stressful situations. Mindfulness also enhances the clarity needed for EI. Garland et al. (2022) argue that mindfulness improves meta‑awareness which is the ability to observe one’s thoughts and emotions from a distance. This makes it easier to identify what one is feeling and why, which supports EI skills such as emotional understanding and emotional reasoning. In my restaurant workplace, mindfulness is especially useful during busy service periods. For example, when the kitchen becomes overwhelmed and orders are delayed, mindful servers are more likely to pause, breathe and respond calmly to customers rather than reacting with frustration. This reduces conflict and helps maintain a professional atmosphere. EI also plays a role when staff must read customers’ emotions, for instance, noticing when a guest is unhappy with their meal and responding with empathy and problem solving rather than defensiveness.
Performance issues related to emotions are common in restaurant environments because the work is fast paced, customer facing and often stressful. Without EI or mindfulness, emotional reactions can escalate quickly. For example, a server who feels stressed may snap at a colleague, leading to tension on the floor and slower service. A customer complaint handled poorly can result in negative reviews, reduced tips, or even staff burnout. Research shows that mindfulness reduces emotional exhaustion and improves job satisfaction, which helps prevent these issues (Lomas et al., 2017). Similarly, employees with higher EI are better at managing emotional demands and maintaining positive interactions with customers and colleagues (Schutte et al., 2013). In my workplace, staff who practise mindfulness or show strong EI are more resilient during peak hours, make fewer mistakes, and contribute to a more supportive team environment. This demonstrates how both EI and mindfulness directly influence performance, customer experience, and overall workplace wellbeing.
[bookmark: _Toc533447267]Emotional Intelligence & Mindfulness – Business Performance
EI and mindfulness have a strong impact on business performance. Studies show that EI is linked to improved job performance, stronger leadership, and reduced counter-productive behaviour (Miao et al., 2017). Mindfulness, paying attention to the present moment with openness, helps employees regulate emotions, reduce stress and maintain focus (Good et al., 2016). In a restaurant, these skills directly influence customer satisfaction, service speed, complaint rates and online reviews. For example, a server who notices a customer’s frustration early and responds with empathy may prevent a negative review and encourage repeat business. Mindful staff are also less likely to make errors during peak hours, improving service consistency. Research in hospitality shows that emotionally intelligent employees deliver higher quality customer experiences and build stronger customer relationships (Prentice, 2016). However, EI should not be seen as an easy fix. If staff are underpaid, understaffed, or poorly supported, expecting them to remain endlessly calm can become emotional labour that harms well-being. When EI and mindfulness are integrated into a broader workforce development strategy, one that includes training, fair policies and supportive leadership, they can significantly improve both individual performance and overall business outcomes.
In my own restaurant workplace, EI and mindfulness are visible in everyday operations. During busy dinner services, emotionally intelligent supervisors help manage tension between the kitchen and front of house teams by staying calm and communicating clearly. Servers who practise mindfulness, such as taking a brief breath before responding to a difficult customer, tend to handle pressure better and maintain professionalism. When a customer complained about a long wait time, one of my colleagues used empathy and active listening to de‑escalate the situation, which prevented the issue from escalating to management. These examples show how EI and mindfulness support teamwork, reduce conflict and improve customer satisfaction. Other organisations, such as hotels and healthcare settings, report similar benefits, with EI linked to better service quality, stronger teamwork and improved client outcomes (Kotsou et al., 2019). Overall, EI and mindfulness provide a valuable framework for understanding how emotions shape workplace behaviour and performance, especially in high pressure service environments like restaurants.
Use theories of emotional intelligence and mindfulness to review the effect of emotions on your own workplace performance
[bookmark: _Toc1639365265]Main Emotional Intelligence Theorists and Their Theories
Emotional intelligence (EI) has been shaped by several influential theorists. Mayer, Salovey, and Caruso propose the ability model, which defines EI as the capacity to accurately perceive, understand and regulate emotions (Mayer et al., 2021). Their model treats EI as a measurable cognitive skill. Goleman (2021) offers a competency model, which focuses on emotional and social skills, such as empathy, adaptability, and relationship management, that support effective workplace behaviour. A third major theorist, Petrides (2023), developed the trait EI model, which views EI as a stable personality characteristic that influences how individuals interpret and respond to emotional situations. These theories strongly agree that emotions have a significant impact on workplace performance, even if they disagree in how emotional intelligence is defined in terms of ability, behaviour or personality. When combined, these perspectives show that EI is essential for understanding how people manage emotions at work, and they highlight that developing emotional awareness and regulation is a key factor in improving individual performance, teamwork, and overall workplace effectiveness.
[bookmark: _Toc829979762]Main Mindfulness Theorists and Their Theories
Mindfulness theory provides a strong foundation for understanding emotional processes at work, especially in high‑ pressure environments such as restaurants. Jon Kabat‑Zinn is widely recognised as the key figure who introduced mindfulness into Western psychology. He defines mindfulness as paying attention in a particular way, on purpose, in the present moment, and non-judgmentally, emphasising awareness and acceptance of internal experiences (Kabat‑Zinn, 2013). His Mindfulness Based Stress Reduction (MBSR) programme has been influential in workplace wellbeing research. Another major contribution comes from Brown and Ryan (2003), who argue that mindfulness enhances self‑awareness and reduces automatic emotional reactions, allowing individuals to respond more thoughtfully rather than impulsively. Their work highlights mindfulness as a psychological trait that supports emotional clarity and behavioural regulation. 
Creswell (2017) extends mindfulness theory by explaining how mindfulness influences the brains stress response systems. He argues that mindfulness reduces emotional reactivity by strengthening attention control and reducing activity in brain regions linked to threat and stress. This neuroscientific perspective supports the idea that mindfulness can improve emotional stability in demanding workplaces.
Astin, et al., (2005), propose the I‑AA model: Intention, Attention and Attitude which explains how mindfulness works in practice. According to this model, mindfulness involves intentionally focusing attention while adopting an attitude of openness and curiosity. This combination helps individuals recognise emotions early and respond with greater emotional intelligence.
Organisational research strongly supports these theories. For example, Hülsheger et al. (2014) found that mindfulness reduces emotional exhaustion and improves job performance in service roles. Similarly, Mesmer Magnus et al. (2022) show that mindfulness enhances emotional regulation, reduces stress, and improves interpersonal behaviour at work. These findings demonstrate that mindfulness is not only a personal wellbeing tool but also a practical workplace skill that supports emotional stability, teamwork, and performance. Together, these theorists show that mindfulness is a multi‑layered concept involving attention, awareness, acceptance and emotional regulation. Their work provides a strong foundation for understanding how mindfulness can support emotional intelligence and improve workplace performance.
[bookmark: _Toc265989540]How Mindfulness Complements Emotional Intelligence
Mindfulness and emotional intelligence (EI) are widely recognised as complementary psychological capacities that work together to improve emotional functioning in the workplace. Mindfulness enhances moment to moment awareness, allowing individuals to notice emotions as they arise, while EI provides the interpretive and regulatory skills needed to manage those emotions effectively. Kabat‑Zinn (2013) explains that mindfulness cultivates non‑judgmental awareness, which helps individuals recognise early signs of stress or frustration before these emotions escalate. This awareness forms the foundation for EI skills such as emotional regulation and empathy.
Research shows that mindfulness strengthens the emotional regulation component of EI by improving attention control and reducing automatic emotional reactions. For example, Brown and Creswell (2015) argue that mindfulness increases clarity of emotional experience, making it easier for individuals to identify what they are feeling and why. This supports Mayer, Salovey, and Caruso’s (2021) ability model of EI, which emphasises accurate emotional perception as the first step in effective emotional management. When mindfulness enhances emotional clarity, EI skills, such as interpreting emotional cues and choosing appropriate responses, become more effective. Neuroscientific research also supports the connection between mindfulness and EI. Creswell (2017) found that mindfulness reduces activity in brain regions associated with stress and emotional reactivity, which helps individuals remain calm in challenging situations. This biological calming effect enhances EI competencies such as impulse control and empathy.
Organisational studies further demonstrate how mindfulness and EI work together to improve workplace behaviour. Hülsheger et al. (2014) found that mindfulness reduces emotional exhaustion and improves interpersonal behaviour in service roles, while Wong and Law (2002) show that EI enhances communication and teamwork. When combined, these skills help employees manage emotional demands more effectively, make better decisions under pressure and maintain positive relationships with colleagues and customers. This research further demonstrates how mindfulness and EI work together to improve workplace behaviour. Sutcliffe et al., (2022) found that mindfulness enhances resilience and reduces emotional overload, making EI based behaviours, such as conflict management and customer empathy, more effective. Similarly, Li and Zhang (2023) show that employees who practise mindfulness demonstrate higher emotional regulation and better interpersonal communication, both core EI competencies. Overall, mindfulness acts as the foundation for EI by enhancing attention, emotional clarity and self‑awareness. EI then builds on this foundation by providing the skills needed to interpret emotions, regulate reactions and respond constructively. All the mindfulness theories combined create a powerful framework for managing emotions in demanding workplaces such as restaurants.
[bookmark: _Toc849050874]Impact of EI and Mindfulness on Restaurant Workplace Performance
In my restaurant workplace, emotional intelligence and mindfulness significantly shape how staff manage pressure, interact with customers, and work together as a team. Restaurant environments are emotionally demanding, fast paced service, unpredictable customer behaviour and high workloads can quickly trigger stress, frustration or conflict. Mindfulness helps staff stay calm and grounded by increasing awareness of their emotional state, which prevents automatic reactions such as snapping at colleagues, rushing orders, or becoming overwhelmed (Donald, 2020). Recent research shows that mindfulness reduces emotional reactivity and improves attentional control, helping employees maintain composure in high demand environments (Lindsay et al., 2022).
EI then supports effective communication, empathy and problem solving. When a customer becomes upset about a delay, a mindful server can pause and stay composed, while EI enables them to read the customer’s emotions, show empathy and offer an appropriate solution. This combination reduces conflict, protects the restaurants reputation and improves customer satisfaction. Newer studies confirm that employees with higher EI demonstrate better conflict management, stronger customer relationships and improved service quality (Miao et al., 2023). In a restaurant setting, this can be seen when staff recognise when a colleague is stressed and step in to help, preventing mistakes and maintaining team cohesion.
Mindfulness also supports performance by reducing emotional exhaustion and improving resilience. A recent review found that mindfulness training enhances employee’s ability to recover from stress and maintain emotional balance during demanding shifts (Zhang & Chen, 2023). This is particularly relevant in restaurants, where long hours and constant customer interaction can lead to burnout. 
[bookmark: _Toc1207827910]What This Review Exposes About My Own Emotions and Performance
Reflecting on my own performance through the combined lenses of emotional intelligence (EI) and mindfulness reveals how strongly emotions shape my behaviour in the restaurant environment. When I experience stress—especially during peak service times—I tend to rush tasks, speak more abruptly, and lose focus. This aligns with recent research showing that stress reduces cognitive clarity and increases the likelihood of emotional “spillover,” where internal pressure affects communication and decision making (Kotsou et al., 2021). In my case, this sometimes leads to misunderstandings with colleagues or mistakes in orders, which can escalate tension further.
Mindfulness helps interrupt this cycle. Simple techniques such as pausing, taking a breath, or grounding myself before responding allow me to regain composure and avoid reacting impulsively. Studies show that mindfulness enhances emotional awareness and reduces automatic reactions, helping employees stay calm under pressure (Lindsay et al., 2022). In practice, this means that when I feel overwhelmed, such as when multiple tables need attention at once, I can recognise the emotion early and prevent it from controlling my behaviour.
EI complements this by helping me understand why I feel stressed and how my emotions affect others. High EI individuals are better at recognising emotional triggers and adjusting their behaviour to maintain positive interactions (Schlegel & Mortillaro, 2022). For example, when I notice frustration building, EI helps me identify whether it comes from workload, customer behaviour, or internal pressure. This awareness allows me to communicate more clearly, ask for help when needed, and avoid taking stress out on colleagues. Research shows that this kind of emotional regulation improves teamwork and reduces conflict in service environments (Miao et al., 2023).
This review also exposes that emotional awareness is not only beneficial for performance, but also essential for wellbeing. Restaurant work is emotionally demanding, and without EI and mindfulness, stress can accumulate quickly. Recent studies highlight that employees who lack emotional regulation skills are more vulnerable to burnout, fatigue, and interpersonal conflict (Zhang & Chen, 2023). By contrast, those who practise mindfulness and EI experience greater resilience, better relationships with coworkers, and more consistent service quality.
Overall, reflecting on my own behaviour shows that EI and mindfulness help me recognise emotional patterns, regulate my responses and maintain professionalism even during stressful shifts. This emotional awareness contributes to smoother teamwork, fewer mistakes and a calmer working environment, ultimately improving both my performance and the customer experience. Inserted in appendices is an emotional intelligence questionnaire completed to show strengths and what needs improving on when it comes to self-awareness, managing emotions, motivating oneself, empathy and social skills. The highest areas are self‑awareness, empathy, and motivating oneself which shows a strong internal foundation. Understanding what I feel, why I feel it and how to use those emotions to keep moving forward. The lower areas, managing emotions and social skill aren’t weaknesses but growth zones. The tables categories strength, needs attention, development priority makes it easier to see where my emotional patterns support me and where they sometimes get in the way. The table organises emotional abilities into clear categories stating which parts I excel in and which parts need attention. It shows how internal and external emotional skills differ. Scoring high on internal skills (self‑awareness, motivation), means I understand myself well. The areas needing attention relate more to interaction, regulating emotions in the moment and navigating social situations. It highlights patterns I might not notice day to day. Strong empathy paired with lower social skill can mean I feel others deeply but don’t always know how to respond or communicate effectively. It gives direction for growth. Emotional intelligence isn’t fixed. Seeing my scores laid out helps me to focus on the areas that will make the biggest difference.
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[bookmark: _Toc437347101]Appendix
Emotional Intelligence Questionnaire



	1 
	I realise immediately when I lose my temper 
	1 
	2 
	3 
	
	5

	2 
	I can 'reframe' bad situations quickly 
	1 
	2 
	
	4 
	5

	3 
	I am able to always motive myself to do difficult tasks 
	1 
	2 
	
	4 
	5

	4 
	I am always able to see things from the other person's viewpoint 
	1 
	2 
	3 
	
	5

	5 
	I am an excellent listener 
	1 
	2 
	3 
	4 
	

	6 
	I know when I am happy 
	1 
	2 
	3 
	4 
	

	7 
	I do not wear my 'heart on my sleeve' 
	1 
	
	3 
	4 
	5

	8 
	I am usually able to prioritise important activities at work and get on with them 
	1 
	2 
	3 
	
	5

	9 
	I am excellent at empathising with someone else's problem 
	1 
	2 
	3 
	
	5

	10 
	I never interrupt other people's conversations 
	1 
	2 
	
	4 
	5

	11 
	I usually recognise when I am stressed 
	1 
	2 
	3 
	4 
	

	12 
	Others can rarely tell what kind of mood I am in 
	1 
	2 
	3 
	
	5

	13 
	I always meet deadlines 
	1 
	2 
	3 
	 
	5

	14 
	I can tell if someone is not happy with me 
	1 
	2 
	
	4 
	5

	15 
	I am good at adapting and mixing with a variety of people 
	1 
	2 
	 
	4 
	5

	16 
	When I am being 'emotional' I am aware of this 
	1 
	2 
	3 
	4 
	

	17 
	I rarely 'fly off the handle' at other people 
	1 
	
	3 
	4 
	5

	18 
	I never waste time 
	1 
	
	3 
	4 
	5

	19 
	I can tell if a team of people are not getting along with each other 
	1 
	2 
	3 
	
	5

	20 
	People are the most interesting thing in life for me 
	1 
	 
	3 
	4 
	5

	21 
	When I feel anxious I usually can account for the reason(s) 
	1 
	2 
	
	4 
	5

	22 
	Difficult people do not annoy me 
	1 
	2 
	
	4 
	5

	23 
	I do not prevaricate 
	1 
	2 
	
	4 
	5

	24 
	I can usually understand why people are being difficult towards me 
	1 
	2 
	3 
	
	5

	25 
	I love to meet new people and get to know what makes them 'tick' 
	1 
	2 
	
	4 
	5







	26 
	I always know when I'm being unreasonable 
	1 
	2 
	3 
	
	5

	27 
	I can consciously alter my frame of mind or mood 
	1 
	2 
	 
	4 
	5

	28 
	I believe you should do the difficult things first 
	1 
	2 
	3 
	
	5

	29 
	Other individuals are not 'difficult' just 'different' 
	1 
	 
	3 
	4 
	5

	30 
	I need a variety of work colleagues to make my job interesting 
	1 
	
	3 
	4 
	5

	31 
	Awareness of my own emotions is very important to me at all times 
	1 
	2 
	3 
	4 
	

	32 
	I do not let stressful situations or people affect me once I have left work 
	1 
	2 
	3 
	 
	5

	33 
	Delayed gratification is a virtue that I hold to 
	1 
	2 
	
	4 
	5

	34 
	I can understand if I am being unreasonable 
	1 
	2 
	3 
	 
	5

	35 
	I like to ask questions to find out what it is important to people 
	1 
	2 
	
	4 
	5

	36 
	I can tell if someone has upset or annoyed me 
	1 
	2 
	3 
	
	5

	37 
	I rarely worry about work or life in general 
	1 
	2 
	 
	4 
	5

	38 
	I believe in 'Action this Day' 
	1 
	2 
	
	4 
	5

	39 
	I can understand why my actions sometimes offend others 
	1 
	2 
	
	4 
	5

	40 
	I see working with difficult people as simply a challenge to win them over 
	1 
	 
	3 
	4 
	5

	41 
	I can let anger 'go' quickly so that it no longer affects me 
	1 
	2 
	
	4 
	5

	42 
	I can suppress my emotions when I need to 
	1 
	2 
	3 
	 
	5

	43 
	I can always motivate myself even when I feel low 
	1 
	2 
	 
	4 
	5

	44 
	I can sometimes see things from others' point of view 
	1 
	2 
	3 
	 
	5

	45 
	I am good at reconciling differences with other people 
	1 
	2 
	
	4 
	5

	46 
	I know what makes me happy 
	1 
	2 
	
	4 
	5

	47 
	Others often do not know how I am feeling about things 
	1 
	
	3 
	4 
	5

	48 
	Motivation has been the key to my success 
	1 
	2 
	
	4 
	5

	49 
	Reasons for disagreements are always clear to me 
	1 
	2 
	3 
	
	5

	50 
	I generally build solid relationships with those I work with 
	1 
	2 
	3 
	
	5




	Self-awareness 
	Managing emotions
	Motivating oneself
	Empathy
	Social Skill



	1 
	4
	2 
	3
	3 
	3
	4 
	4
	5
	5

	6 
	5
	7 
	2
	8 
	4
	9 
	4
	10
	3

	11 
	5
	12 
	4
	13 
	4
	14 
	3
	15
	3

	16 
	5
	17 
	2
	18 
	2
	19 
	4
	20
	2

	21 
	3
	22 
	3
	23 
	3
	24 
	4
	25
	3

	26 
	4
	27 
	3
	28 
	4
	29 
	2
	30
	2

	31 
	5
	32 
	4
	33 
	3
	34 
	4
	35
	3

	36 
	4
	37 
	3
	38 
	3
	39 
	3
	40
	2

	41 
	3
	42 
	4
	43 
	3
	44 
	4
	45
	3

	46 
	3
	47 
	2
	48 
	3
	49 
	4
	50
	4




	Total = 
(SA)
	41
	Total = 
(ME)
	30
	Total = 
(MO)
	32
	Total = 
(E)
	36
	Total = 
(SS)
	25




	35-50 
	This area is a strength for you.

	18-34 
	Giving attention to where you feel you are weakest will pay dividends.

	10-17 
	Make this area a development priority.



	
	Strength 
	Needs attention 
	Development priority

	Self-awareness
	yes
	
	

	Managing emotions
	
	yes
	

	Motivating oneself
	
	yes
	

	Empathy
	yes
	
	

	Social Skill
	
	yes
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