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[bookmark: _Toc172207666]Introduction 
Due to its impact in the workplace regarding leadership, teamwork and, consequently, the success of organisations at large, EI has lately become a report is to conduct a deep study on the meaning of emotional intelligence (EI) at work, using the included case study of Anita at Sapphire Enterprises. Firstly, it will analyse the impact of the emotional intelligence (EI) at work; and secondly, it will address relevant theory about EI. Finally, practical solutions about mindfulness and relationship management skills at work will be provided as a way to improve EI. While learning about EI and implementing it at work can transform the environment (relationships between staff and productivity, for instance) this is a concept that needs to be taken seriously (Matthews and Roberts, 2004). 
[bookmark: _Toc172207667]Main Body 
[bookmark: _Toc172207668]Role of Emotional Intelligence in the Workplace
Emotional intelligence is crucial to effective speaking and communicating, managing conflicts and being a good leader. Emotional intelligence (EI) is the ability to identify and label feelings in self and others, and to harness this knowledge to direct one’s thinking and behaviour (Rana,  Mahavidyalaya and Rathore, 2017). With EI, teams interact better, employees become more engaged, and executives make more effective decisions.  Leaders with high EI will cope better with conflict, manage pressure better and motivate staff better   and that could translate into a better working environment and better performance. They can also cope with the complexities of the professional landscape better it is a world of tangled interpersonal dynamics: they are more likely to be empathic, and to see things from the other’s point of view (Tevdovska, 2017). 
 As a result,  EI facilitates working effectively in teams. Employees with higher EI tend to create a more collaborative and efficient workplace. The effect of collaboration is so multiplier, not only it boosts employees’ productivity to work better, but also the company attain its goals more effectively (Carrillo, Freeman and Morand, 2018). However, organisations that prioritise EI may receive more employee satisfaction as staff members feel like they are not only valued but understood as well. It may also result in less employee turnover because employees feel connected to the company and are therefore more likely to stay. Trainers may wish to prioritise EI in their employees because doing so can result in better interactions with customers. Those with high EI may be able to provide a more empathetic and professional service as a result of their skills. (Rana,  Mahavidyalaya and Rathore, 2017).
 Therefore, emotional intelligence is an important factor that helps people have high productivity at work and have a good working team and atmosphere in the workplace. It helps people solve problems and be a good leader, and it also helps to have good teamwork, the employees will be happier and willing to work in the company.
[bookmark: _Toc172207669]Three Emotional Intelligence Models
[bookmark: _Toc172207670]Goleman’s Emotional Intelligence Model
The five factors he promotes: self-awareness, self-regulation, motivation, empathy and social skills, can help people to cultivate their working talents to make them emotionally and socially smarter.
· Greater self-awareness helps you to grow as a person, because it entails understanding how you feel. It is Anita’s self-awareness about her feelings that enables her to cope more effectively with the challenges posed by the meeting with Daniel (Cruz, 2004).
· Self-regulation might be adaptive for Daniel in that it involves the ability to control his reactions and responses  and be open to information from the team that might help make a more inclusive workplace for everyone. 
·  Motivation: Each of the three of them might possibly harness their innate motivation to persist in their goals, hence amplifying their total efficacy.
·  Empathy is the feeling of being able to understand and deal with the fears of other workers. Patrick was empathetic when he supported Anita’s idea (Gryn,  2010).
·  Social Skills: Ability to communicate and settle disputes. Daniel has developed skills at these and, if used effectively, will make for more efficient meetings and greater team cohesion.
[bookmark: _Toc172207671]Bar-On Model of Emotional-Social Intelligence
This approach, developed by psychologist Victor Bar-On, focuses on emotional and social competences intrapersonal skills (self-knowledge), interpersonal skills (social competence), flexibility (problem solving), stress management, and mood (Aljazi and Alrekebat, 2019).
· Anita may feel better about herself and be better able to access emotions and speak up for herself. 
·  Interpersonal Skills: Daniel’s ability to interact with and influence other people can be improved, enabling him to create stronger bonds with his team, and better understand their viewpoints (Aljazi and Alrekebat, 2019).
· Adaptation: Patrick is capable of adaptation. The way he responds positively to change, and innovation is best exhibited by his suggestion of new programmes during the conference. 
·  Stress Management: Higher stress threshold and better impulse control, meaning they can handle high-pressure situations. (R Bar-On, 2007). 
· Mood: An optimistic view of the world is likely to help to keep yourself motivated and happy at work, which is good for team morale.
[bookmark: _Toc172207672]Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT)
The four capacities of EI that are measured by the MSCEIT are emotion perception, utilising emotions to facilitate thought, understanding emotions, and using emotional information to manage oneself.
· It could be that Anita is becoming better at reading hers as well as others basic emotions (see the recent work of Lisa Feldman Barrett and Kevin Ochsner, psychologists at Harvard University), or increasing her sensitivity to very subtle emotional cues from her colleagues  and so becoming better able to respond appropriately to them (Mayer and Salovey, 2007). 
·  In the end, emotional data could help Patrick make better decisions and become more intelligent overall cognitive capacity might have a quantum leap, perhaps by coming up with new solutions. 
· Emotional Understanding: Daniel will become better able to understand the range of feelings that might arise, and therefore will be better able to predict and manage team dynamics. (Mayer and Salovey, 2007). 
For all three of them, emotion management is crucial in getting them to the place where they can resolve their dispute and be more supportive colleagues.
[bookmark: _Toc172207673]Significance of Self-Awareness, Self-Management, Social Awareness, and Relationship Management in Emotional Intelligence
[bookmark: _Toc172207674]Awareness of Oneself
 Self-awareness is the precursor to all other aspects of emotional intelligence. This means knowing your feelings, as well as knowing your values and strengths and weaknesses, and what drives you. By knowing their emotions more deeply, people such as Anita often become aware of the triggers and reactions that they experience (Hadiwijaya and Hutasoit, 2017). Thus, having a range of action options in any situation becomes possible, facilitating better relationships in both private and professional lives. If people become more self-aware, Goleman (2001) suggests that they’ll communicate more effectively, make better decisions, and resolve interpersonal conflict better, which in turn supports their personal growth and leadership.
[bookmark: _Toc172207675]Management of Oneself
 The ability to control one’s emotions and impulses is called self-management (or self-regulation), and individuals maintain their calm and focus, even when under pressure. For Daniel to have a cool, open head on his shoulders when he attends meetings, he should have excellent self-management. This leads to better decisions, and helps foster a polite, task-oriented work environment. The third element is flexibility (Bar-On, 2007), the ability to cope with change and problems at work.
[bookmark: _Toc172207676]Being Aware of Society
 This social awareness includes the ability to read and resonate with the feelings, needs and anxieties of other people. Some of its constituent talents are empathy and organisational awareness. To Patrick, these social talents mean he is better able to gauge and manage the emotional states and needs of his colleagues, which in turn helps to foster better relationships. Working more effectively collaboratively and resolving tensions better are another talent that help foster better co-operation. Mayer, Salovey and Caruso (2004) showed they also helped create a more open and positive work environment. 
[bookmark: _Toc172207677]Administration of Relationships
 To manage relationships well and to be able to motivate, influence and cultivate other people, handling disagreements is also important. A good relationship management ability, therefore, is a prerequisite for being a good leader and teamwork. These three individuals  Daniel, Anita and Patrick  may all benefit from a good relationship management ability to create trust, make people more willing to cooperate with one another and to lead their team members effectively. Everything from communication to how conflict is handled and how people work together as a team are the acts or measures that contribute to a place where people feel good to come to, leading to productivity and a good working environment. As Goleman (2001), discovered that a good relationship management contributes significantly to greater employee engagement and satisfaction, and therefore to organisational success. 
 However, there are components of emotional intelligence such as self-awareness, self-management, social awareness and relationship management that can make a person much better in her job-related work. Because, people can enhance their relationships, their choices and their capability of leadership, and at the result the job environment become healthier and more creative.
[bookmark: _Toc172207678]Cultivating emotional intelligence through mindful awareness of self and the other, and mindful awareness of relationships. 
[bookmark: _Toc172207679]The practice of mindfulness
 Mindfulness means paying attention, on purpose, in the present moment, and nonjudgmentally, to your feelings and your thoughts and what’s around you. Because it promotes both self-awareness and self-regulation, it is a good EI muscle to develop (Perry,  Creavey,  Arthur and Humer, 2020).
 Self-awareness could be built through the cultivation of mindfulness (ie, through mindfulness meditation and reflective writing, among other techniques) designed to encourage people to pay closer attention to what they are feeling, thinking and doing. This would, in turn, enable them to better track emotional triggers and patterns, with space opening up for considered responses (ie, behavioural, emotional and physiological) to occur, rather than the default of knee-jerk reactions (Tuleja, 2014).
 Beyond willpower (understood as the capacity to control our impulses and emotional reactions), mindfulness helps us become less reactive to our own emotions. Perhaps Daniel will become aware that he tends to grab without thinking about it, and that he can stop and think about it if he pays enough attention to the feeling of his fingers. In this way, mindfulness might help to lower the chances of him doing something without thinking (ie, uncontrollably) under stress (Baer, 2015).
 Mindfulness practise reduces stress and attention (as well as the most common problems in the workplace), while also enhancing emotional stability and decision-making (Davids et al, 2007). Mindfulness meditation allows you to focus.
 Empathy and compassion are developed because of the attention practice, then rippled outward from the self in the direction of others and back again. The more attention they pay to their own emotional states, the more socially attentive they are, the more adaptive they are in relationships. This leads the happy interviewee to feel more understanding of the feelings of their co-workers.
[bookmark: _Toc172207680]Administration of Relationships
 Relationships cannot flourish unless you can inspire, persuade and build others, and manage disagreements effectively. Emotional intelligence is arguably a critical component of intelligence generally. But each of these tools can be used to enhance your EQ substantially.
 Communication skills: The ability to communicate is needed to maintain a relationship. Skills such as listening to one another actively, articulating ideas, expressing criticism in a constructive manner, and so on, would be very useful for Anita and Patrick, an improvement of which would dramatically enhance their interpersonal relationships. Good communication skills are likely to make one more trustworthy and open (Goleman, 2001). 
 The ability to negotiate conflicts in a non-hostile, constructive manner, coupled with an awareness of different perspectives and an ability to find a solution that benefits everyone, are also key conflict-management skills (Bar-On, 2007). These are critical for leaders such as Daniel who deal with intra-team conflict on a daily basis.
 Emotion management also involves building and maintaining trust between people on teams  another necessary element of collaboration. Leaders can promote an atmosphere of trust by conducting themselves in ways that are open, consistent and fair in their relational behaviours across their teams on a regular basis. According to Tuleja  (2014) trust is the reinforce that binds healthy professional relationships together and that undergirds the effectiveness of successful teamwork or collaboration partnerships.
 Leadership also involves being able to influence and motivate others. A good leader utilises her emotional intelligence to do that. She understands what the members of the team are feeling, what their objectives are, what they need, and how to get them to work towards the objectives of the organisation. According to Goleman (2001) leaders can create a healthy, supportive and trusting work environment by displaying empathy and providing help.
 Improving Relationship Management: Emphasis on the emotional and social skills could be increased in professional development programmes for workers. Such programmes could be organised as workshops, coaching, and mentoring programmes to help workers build capabilities and strategies for dealing with interpersonal complexities, as Bar-On (2007) suggested.
 Better emotional intelligence which could conceivably stem from mindfulness and relationship management training can make you a better part of a team. Relationship management is about making communication clearer, thereby enhancing conflict management and teamwork, and mindfulness encompasses being more aware of your own emotional states and hence more able to control your own behaviour (Rodríguez-Carvajal and García-Rubio, 2016). In combination, these behaviours can make for a more emotionally intelligent workplace.
[bookmark: _Toc172207681]Recommendation to highlighting the importance of mindfulness in the workplace
[bookmark: _Toc172207682] Programmes on mindfulness training 
Training about mindfulness could be integrated into the staff development programmes that are now being developed by organisations. Workers can be educated about mindfulness practices such as meditation, deep breathing and awareness on observation through the implementation of workshops and seminars. This will help to lessen the stress, increase the attention and improve emotional regulation, which are all very great factors for a healthy working place (Eby, Allen, Conley and Williamson, 2019). He suggests that companies provide workers with dedicated space where they can relax and meditate regularly, and where they feel comfortable incorporating mindfulness into their daily routines. Employees can begin with short, dedicated mindfulness exercises daily, by doing it at the beginning and/or in the middle of the day. This may look like starting every meeting with a few minutes of mindful breathing or having a meditation break in the middle of the day. By doing so, workers will be better equipped to keep their balance and maintain focus (Davids et al., 2007).
 They set the tone for the organisation and should be trained in mindfulness As well as benefiting employees, training the organisation’s leaders in mindfulness might also reduce suffering. Trained leaders might then trickle-down mindfulness to staff, so the organisation can become more emotionally intelligent, and respondent once stressed. Goleman’s 2001 research found that mindful leaders were more emotionally resilient, made better decisions, and were more likely to create a supportive culture for their staff.
[bookmark: _Toc172207683] Wellbeing and Stress-Relieve Programmes
 Focusing on wellbeing and relieve stress can significantly enhance an employee’s wellbeing and reduce their stress level. This is why it can be beneficial for companies to implement wellbeing and stress-relieve programmes. Also, these programmes will instruct workers on how to reduce their stress and anxieties with the practice of mindfulness, and ultimately this can increase their productivity, satisfying the company and helping them achieve their goals. (Jha,  Denkova,  Zanesco and Witkin, 2019). Since these programmes are a bit complicated, companies may prefer working with mindfulness-based stress reduction (MBSR) trainers who have good experience with these types of programs. 
[bookmark: _Toc172207684] Promote the creation of a mindful culture 
In creating a culture that supports mindfulness, mindfulness practices must be embedded in the core values and routines of the organisation. Instilling a mindful culture can help create an environment that highlights the importance of mental health, promotes open communication, and provides tools for mindfulness exercises. According to Bar-On (2007), this strategy encourages a workforce that is better able to engage in compassion, concentration and productivity. 
 Gathering feedback from employees on a regular basis and monitoring key performance metrics is another ongoing element of programme evaluation and modification. Investment in mindfulness initiatives requires change and improvement based on the data we are gathering to ensure these efforts continue to meet the changing needs of the workforce and promote employees’ welfare and performance (Good, et.al., 2015).
However, among others, mindfulness practices at work can help to lower stress, strengthen attention, and refine emotional control techniques. Peace and productivity at work could be fostered by companies through mindfulness training, through encouraging practice, by training leaders, and through the development of a mindful culture.
[bookmark: _Toc172207685]Conclusion 
Because of the pivotal role it plays in workplace dynamics, emotional intelligence is considered one of the most important factors for successful leadership, overall collaboration, and the success of an organization. This research has looked closely at the case study of a company called Sapphire Enterprises to demonstrate the importance of emotional intelligence. By highlighting how abilities like self-awareness, self-management, social awareness and relationship management aide in professional success and the health of a working environment. Detailed frameworks for emotional intelligence and emotional intelligence training can be developed by combining models such as Goleman’s and Bar-On’s, and the MSCEIT and others. People like Daniel, Anita and Patrick can learn the skills they need to navigate interpersonal mazes and create a culture of co‑operation and productivity in the workplace, with the help of these models. 
 In addition, mindfulness activities such as meditation and stress-reduction programmes can make an important contribution to EI by enhancing self-regulation, reducing stress and increasing empathy, and so encouraging more regular mindfulness practices, and implementing these into leadership training programmes might foster more emotional intelligent leadership as well as a more supportive and productive workplace. 
 With a focus on emotional intelligence and mindfulness, companies can enhance the mental health of staff, improve communication and interpersonal conflict, and ultimately drive better outcomes in their business initiatives. Such investments enable a culture of emotional awareness and resilience for a better engaged, more motivated and producing a more successful staff.  On the contrary, it is imperative to enhance emotional intelligence through mindfulness practices and good interpersonal relationship management to establish a calm and productive workplace. Organisations that invest in EI training and mindfulness programmes get equipped to overcome the challenges presented by the modern workplace and achieve a long-term success.
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