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“If you are tuned out of your emotions, you will be poor at reading them in other people.” -Daniel Goleman.
Based on the above statement by Daniel Goleman the following report has been prepared to elaborate on how emotional intelligence (EI) and mindfulness contribute to workplace performance. Emotional Intelligence is the ability to understand, manage and express your own emotions, as well as to respond to others in a positive manner. Emotional intelligence involves the ability to perceive, control and evaluate emotions. (Salovey, 2025). 
Emotional intelligence and mindfulness are linked together, where mindfulness strengthens the skills that make up emotional intelligence. Mindfulness is the attention of being aware of your thoughts, feelings, and surroundings at that present moment in a calm, open and accepting way. Mindfulness is the process that makes you more sensitive to context and perspective with the essence of engagement, allowing positive performance. (Langer, 2014).
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Emotional intelligence in the workplace may well come naturally to some, however others may need training on it which is not therapy, but rather learning simple, practical skills that individuals can apply to feel more confident, handle situations positively and improve their personal and professional performance. The ability to conduct tasks or functions within the workplace is to achieve accuracy and quality to gain the organizations objectives. Organizations are beginning to require their leaders to demonstrate these skills to hire and promote. (Bradberry, 2013). As suggested, employers want to hire those who can communicate well, understand others, stay calm under pressures, and build positive relationships. Organizations employ leaders who can bring out the best in their teams, and managing demanding situations, enhancing a healthier work environment. Individuals with higher emotional intelligence display prosocial behaviours, indirectly acquiring the traits to behave appropriately in interpersonally challenging situations. (Raugh, 2016). Emotional Intelligence focuses on practical, applicable skills that strengthen communication, decision making and place increasing value on leaders who can demonstrate how to manage stress effectively, lead with self-awareness and show empathy. These great skills are vital in leadership, as organizational cultures evolve, emotional intelligence is progressing as a long-term potential, sustaining success and growth for that individual and the company or organization with which they are employed. Effective leaders are good communicators, have an optimistic attitude, are flexible in their thoughts and are emotionally balanced. (Sindhu, 2012).
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Performance Management and Outcomes
Performance management within the workplace is a continuous process between the employee and supervisor, which takes place yearly, with consistent guidance. Its purpose it to ensure employees understand what is expected of them. it supports goals, achievements, feedback, and expectations to reach outcomes of customer satisfaction, constructive improvement methods, further training and skills, fair decisions, strengthening individual capability and organization success. 
The images below demonstrate this:

Performance Management Cycle
[image: ]






[image: ]









[bookmark: _Toc215132767]Part 2.1
[bookmark: _Toc215132768]Daniel Goleman’s Model:
Daniel Goleman’s Model of emotional intelligence is one of the most popular frameworks for understanding the ability to recognize and manage our own emotions, and those of others. The concept popularized from his book in 1995 “Emotional Intelligence: Why it can matter more than IQ”. When an individual is recognising their emotions, it allows them to manage them more effectively. This means they are experiencing emotional awareness which is one of the key components of emotional intelligence, as mentioned in Daniel Goleman’s model below: 
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(Image: Daniel Goleman’s Model).
These skills strengthen the foundation of self-regulation which leads to building healthy and positive work relationships. For decades, social scientists have flocked to the study of self and identity. As this report continues to discuss how emotional intelligence is influenced in the workplace, the connection between all five components emphasizes their significance. The following summarise what these components are tailored for: 
1. Self-awareness influences your thoughts and behaviour, leading to better decision making and personal growth. Self-awareness is the capacity of becoming the object of ones own attention, actively identifying, processing, and storing information about yourself. (Morin, 2011).
2. Self-regulation is crucial for effective leadership, where the team leader can stay calm under pressure, adapting to change and maintain control over their emotions. Self-regulation is the ability to pause, reflect on what you are feeling and choose how to respond, instead of reacting straight away. (Carnegie, 2025).
3. Self-motivation shows great leadership and commitment to achieve the goals set by an individual, inspiring others through their resilience, passion, and perseverance. People more motivated to understand the emotions of others tend to make better emotional inferences (Galinsky, 2005).
4. Empathy is the ability to share and understand other feelings, building strong interpersonal relationships. Empathy is seeing with the eyes, listening with the ears, and feeling with the heart (Adler, 1994). 
5. Social skills, encompass on the ability to manage relationships and build strong network in the workplace and beyond, inspiring others to connect and making room for great leadership. You can make more friends by becoming interested in other people than by trying to get people interested in you. (Hemingway, 2022).

[bookmark: _Toc215132769]The Johary Window
 As mentioned above about self-awareness, the Johary Window is a great model used to express this definition. The Johary Window is a psychological and communication model created by Joseph Luft and Harrington Ingham in 1995. Below is what it consists of: 
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Above is a widely practiced model created by a psychologist named Reuven Bar-On. He was one of the first people to develop the theory that being emotionally smart is just as important as being academically smart. Emotional-social intelligence isa cross-section of interrelated emotional and social competencies, which determine how effectively we understand others. (Bar-On, R. 2004). The way in which an individual uses their skills in a real-life situation, is influenced by emotional intelligence. Interpersonal skills reflect what is between you and other people, for example talking, listening, communication, understanding and building relationships. Again, linked into working well in a team. Whereas intrapersonal is within you. It is about understanding yourself and being sensitive to your own feelings and thoughts. This shows you have self-awareness and can manage your mood which then reflects on your behaviour around others in a working environment. Whilst this model has its strengths and weaknesses it also comes with criticisms. Bar-on’ model is trait based, where emotional competencies clash with personality characteristics. This model is useful for self-reflection and development, while ability-based models, such as Mayer and Salovey’s model is more academically productive in testing emotional intelligence as a cognitive skill. 

The four main emotional intelligence models used are:
1. Daniel Goleman’s concept model- Self-awareness, Self-regulation, Self-motivation, social awareness, and Relationship management
2. Mayer and Salovey’s Four Branch Model – Perceiving Emotion, using emotion to facilitate thought, understanding emotions, and Managing emotion.
3. Bar-On Model - Intrapersonal skills, Interpersonal skills, Adaptability, Stress management, and General mood.
4. Orioli and Coopers EQ Map – this is another model that promotes a framework for accessing emotional intelligence.
Below is an image of the Four Branches that have been illustrate by Mayer and Salovey. In 1990 Mayer and Salovey’s Emotional Intelligence Test, (MSCEIT) to pioneer the concept of emotional intelligence. This framework uses problem solving tasks with correct or incorrect answers. The results reflect actual skill rather than how people may think they behave. Emotions typically arise in response to an even, either internal or external, that has a positively or negatively valanced meaning to an individual. (Salovey, P. 2004).
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(Image: Salovey and Mayer Model of Emotional Intelligence)
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Emotional intelligence is the ability to understand and manage your emotions effectively. It is increasingly recognized as a key factor in the workplace. Emotional intelligence is often considered more important than intelligence quotient. It impacts the success in work, relationships, and overall wellbeing, which intelligence quotient alone does not fully account for. (Goleman, D. 2020). It helps employers and leaders make better decisions. As discussed in this report both trait-based model (Bar-On) and ability-based model (Mayer and Salovey) are applied in relevant situations within the workplace. There are many examples that can be given, however below are the two that can be linked into other factors of focusing on workplace applications.                           
· Self-awareness can be shown when a manager notices frustration rising when a deadline needs to be met. By being aware of this feeling, it gives them time to calmly communicate about priorities and address the importance of the work being done. This will avoid the manager getting stressed and snapping at the team members.
· Social awareness is being empathetic when an employer understands and can relate to the emotions of others. When an employer notices that a team member is not taking care of their appearance anymore and then checks in on them offering support, which strengthens trust and relationships.
Leadership with high emotional intelligence can guide, motivate, and inspire their teams more effectively. They allow employees to communicate and be outspoken about personal and work issues that may affect their performance. This reflects on the employees’ positive relationships that allows them to take constructive criticism in a positive manner, where they can grow and aspire. Again, this shows that emotionally intelligent employees manage disagreements well rather than letting their emotions emphasise that moment.

[bookmark: _Toc215132774]Mindfulness
Mindfulness, evolved from the Buddhist tradition of mediation, the word used to know what you are feeling in that present moment, noticing the feeling, or sensing the emotion without judging yourself. This intentional skill is intricately linked with emotional intelligence models as it supports and strengthens the core belief of emotional abilities. Mindfulness is frequently used in leadership development, it helps reduce stress, gives clearer decision making and helps individuals notice their internal responses before reacting. 
[bookmark: _Int_YePyXgZL]Well-being programmes and resilience training bring awareness to the present moment. Paying attention in a particular way: on purpose, in the present moment and nonjudgemental. (“Mindfulness means paying attention in a particular way: on purpose, in ...”) (Zinn, J K. 2004). Jon Kabat Zinn developed MBSR, Mindfulness Based Stress Reduction. An eight-week course that encourages approach mode rather than avoidance. Oxford University developed MBCT, Mindfulness Based Cognitive Therapy, which tackles chronic depression and anxiety. Many organizations and places of education offer mindfulness courses for staff and students. As research has shown the improvement in psychological health and reduction in stress, sickness absence, and errors at work. 
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(Image: UK Parliament supports mindfulness at work. GOV.UK).
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One of the major companies that practice mindfulness is The UK Cabinet Office. They have promoted mindfulness by posting advice for civil servants on its public platforms. They are currently using mindfulness-based stress reduction training in the workplace. A PDF is readily available at the GOV.UK website. Mindfulness training for staff can improve an organizations productivity and give them an advantage over their competitors. (Chaskalson, M. 2011). Mindfulness helps to improve our self-awareness ad the awareness of others. These traits among managers are positively associated with employee job satisfaction and performance. (Reb et al, 2014). This research enhances the understanding that supervisor’s attentions and awareness form a fundamental basis of their performance. It explores its interpersonal impact in a particularly important domain of human life: the workplace. (Reb, J. 2014). The effect on an individual’s metal health is shown in the graph below. 
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 (Image: Mental Health survey. GOV.UK).
To support the mental and physical health of its employees, the Cabinet Office is aiming to develop a digital wellness platform. Katy Owen is an inspiring member of The Cabinet office; she received a Cabinet Office award from John Manzoni for her work on mindfulness. The emphasis on how these five steps have changed her life both physically and mentally. Making Katy a much happier person doing a better job within her workplace. I realised that my job could always be stressful and that I needed to change my perspective towards it to overcome that. (Owen, K. 2016). These five simple benefits can transform the well-being of an individual:
· Dealing with ambiguity
· Decision making
· Managing stress
· Leadership
· Work life balance.
In 2024 a recent study was conducted amongst university students, on the impact emotional intelligence has on academic achievement and psychological wellbeing. This study supported the concept that the higher emotional intelligence was associated with greater wellbeing, impacting positively on academic performance. (Shengyao, Y. 2024). Therefore, the conclusion to this arises that those who monitor progress, practice mindfulness, demonstrate stronger emotional intelligence, leading to greater achievements in their career.
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(Image: Four Generation groups, Google).
[bookmark: _Toc215132778]Part 3.1 Definition of Generation X, Y and Z.
Generation differences are clear when it relies on how we think and behave. Especially in today’s dynamic work environment. Generational diversity has become crucial aspect of organizational culture and management. Understanding different unique characterises is essential for fostering a harmonious and productive work atmosphere. (Askarov, R. 2024). Looking at the generation X, Y and Z the clear time periods differ, with adaptation to technology, values, social experiences all shaping how they think, work, and interact with the world. Here are the key traits and workplace values of each generation:
· Generation X (1965-1980)
Grew up before the digital age, becoming resilient, flexible, independent, and practical thinkers, they grew up to rely in themselves and adapt to change. They prefer having freedom in how they work and appreciate honest communication, and place importance on healthy balance of work and personal life.

· Generation Y Millennials (1981-1996)
This is the time when major technology changed, tech-savvy, focusing on growth flexibility and meaningful work with regular feedback and chances to grow. They prefer teamwork, development opportunities, and recognition of their efforts.

· Generation Z (1997-2012)
Raised with smart technology and social media, expert inclusivity, entrepreneurial goals with authenticity and modern fast changing era. They expect diversity, flexibility, and support for mental well-being in the workplace.

[bookmark: _Toc215132779]Part 3.2 Generational cohorts
Generational cohorts, is a group of people who share common characteristics, based on the year they were born into. Life experiences also have an immense effect on how an individual may display their behaviour. 
· Generation X value anatomy and work-life balance
·  Generation Y seek purpose, feedback, and growth.
·  Generation Z, the diverse value holders, modern and flexibility with wellbeing.

[bookmark: _Toc215132780]Part 3.3 Generation expression of emotions
Each generation express and generate their emotions in diverse ways, usually based on upbringing, technology, and social context. 

· Generation X grew up being independent, so they tend to keep their emotions more private and controlled, they prefer not to show too much vulnerability, expressing their emotions in a calm measured manner after thinking it through clearly.
· Generation Y are more open about how they feel, communication and connection is key for them, they prefer to talk about and share their feelings, expressing their emotions in a direct but thoughtful way seeking support and understanding.
· Generation Z is the most emotionally expressive of the three generations being discussed here. This is due to the social availability if expressing themselves quickly, honestly, and creatively. They value authenticity so they prefer to be open rather than hide what they feel.

[bookmark: _Toc215132781]Part 3.4 Challenges faced. 
People in a team working towards the same goal can bring different experiences, perspectives, and ways of expressing themselves. These differences can enhance communication and cohesion by recounting creativity, generating current ideas, helping others and complement a team member who is more intuitive or people focused. However, challenges and misunderstandings can occur. Due to conflict of work styles, slow decision making or weak team members, lacking in trust and diversion. Overall strength is embraced when all team members are willing to be aware, patient and communicate with each other on all different levels, respecting an individual’s core beliefs and collaborating with their experiences. According to Singh, emotions are learned habits, so it is possible to develop levels of emotional intelligence, by equipping people with the competence to deal with negative manipulation. (Singh, D. 2006).
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In conclusion to this report, the following are practical recommendations that can be used for effective emotional intelligence in the workplace. Firstly, communication in all areas is a suitable place to start. Leading by example and practicing what is being taught is a way of the human mind. Leaders are in the top of hierarchy for a reason; they must allow their employees to follow in a manner that can bring success to the organisation as well as to mould an individual with elevated level of emotional intelligence.
It is evident that emotional intelligence is an asset in the workplace, there are many ways leaders can introduce this such as, training programmes, workshops, surveys, performance reviews, recruitment roles, customer service, ongoing coaching, refection meetings, mentoring days, structured tasks, coaching to name a few. Emotional intelligence contributes to better outcomes for individuals, teams, and the organisation, done through applying the models that are relevant to navigate the leaders to concepts of emotional intelligence being an important skill that can be a lifelong gain. Mindful decision makers can recognise their habitual reactions, so are more likely to perceive more choice and sense more freedom and self-determination in choosing their actions. (Brown and Ryan. 2003).
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