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[bookmark: _Toc136857034]Executive Summary
This report presents the findings of a research study that investigated the impact of Emotional Intelligence (EI) on personal and organisational success. In the context of the post-COVID-19 era, it has become evident that organisations need to prioritise employee wellbeing, as the global pandemic has exposed individuals' psychological vulnerability, tested their emotional resilience, and revealed gaps in EI skills within the workplace (Hosseinzadeh et al., 2022).
The research highlights the essentiality of EI in today's workplace, particularly for leaders and managers, emphasizing the need to exhibit empathy, move away from a command and control approach, and adopt a compassionate management style that fosters a supportive atmosphere where employees feel valued and understood (Wilkinson, 2018).
Additionally, the investigation reveals the importance of mental health-supportive concepts such as Mindfulness, Stoicism, and related practices like Yoga, meditation, self-compassion, self-acceptance, and gratitude. Moreover, the connection between body and mind is crucial in finding inner balance and serenity to avoid emotional strain and burnout in private and work lives.
Furthermore, the examined correlation between employees' wellbeing and performance leaves no doubt that investments in a wellbeing culture benefit employers and employees, reducing sickness-absence rates and increasing productivity and engagement. Moreover, the curated guidance for organisations on the development of EI skills provides necessary steps for corporate leadership and human resources to ensure adequate and regular training for the workforce through collaboration with wellbeing professionals as part of holistic organisational strategy implementation.
The presented author's EI test results and analysis confirm an overall good level of EI skills, with strong results in Emotional Identification, Perception, Expression, self-regulation, and resilience. However, skills gaps were identified in the Emotional Integration area, which was addressed in the compiled Personal Development Plan (PDP).
In conclusion, the report highlights the unequivocal significance of EI and its competencies for personal and organisational success. However, it also acknowledges the importance of considering other critical success factors due to the complexity of today's business environment.
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[bookmark: _Toc136857036]1.0 Introduction
This report has been created as part of Pavlo Gladkyi's assignment to reflect the knowledge and skills obtained from the Developing Emotional Intelligence (BMSW6106_SWAN) module, kindly delivered by senior lecturer of the Institute of Management and Health Julie Thomas.
The research and critical analysis of the gathered information have revealed a strong correlation between organisational Emotional Intelligence (EI) strategies and employees' wellbeing, resilience, and performance. This report explores existing theories and practices related to EI skills development, mindfulness, and compassionate leadership and explains how their implementation can enhance individuals' mental and physical health, as well as contribute to organisational success.
A wide range of credible sources, including textbooks, scientific journals, articles, magazines, reviews, legal policies, governmental and public websites, videos, and presentations, were utilised to complete this report.
Moreover, the self-assessment of Pavlo's EI skills has revealed areas for improvement that have been addressed in the Personal Development Plan.
Ultimately, the research concludes that cultivating a culture of organisational wellbeing and developing EI skills among leadership, management, and employees require a holistic, consistent, and focused approach aligned with the relevant corporate strategy.
















[bookmark: _Toc136857037]2.0 Main Findings 
Humans are social creatures living in social structures (Morgan, 2015). The complexity of human social behaviour is an evolutionary advantage and crucial survival mechanism that allows people to adapt to changing circumstances and function in different social environments. The human brain is a fascinating tool that permits creativity and produces a wide range of emotional responses and various ways of their expression. Moreover, evolution provided humans with a fantastic behaviour learning mechanism – mirror neurons that make social aspects humans innate ability based on emotions and empathy (Keysers and Perrett, 2004).
Acharya and Shukla (2012) stated that various independent researchers pointed to the connection between empathy and the mirror neuron system. Moreover, mirror neurons are part of a neural circuit system whose functionality depends on a person's physiology and anatomy (Rizzolatti and Sinigaglia, 2010). Although the role of mirror neurons in human social cognition and interaction is still in the research stage, some scientists argue for their significant role in understanding emotions and interpreting intentions of oneself and others, behaviour imitation, social synchronisation, and action-replication learning ability, as well as facial expression recognition and non-verbal communication, especially in the empathetic interaction between individuals (Iacoboni, 2009).
The work environment is a social community where different people with diverse ethnic, cultural, and educational backgrounds and personalities are engaged with each other to achieve personal and organisational goals. Moreover, to make it happen, they must be socially active to communicate, collaborate, cooperate, coordinate, resolve conflicts, and work together happily and effectively (Grant and Parker, 2009).
Bakker and Demerouti (2017) confirm that a positive work dynamic is paramount for employee happiness and good mental health, as it creates relationships between employees that will enhance their mental and physical health by incentivising motivation, inspiration and optimism. Therefore, people's interpersonal interactions and emotions will determine whether they can work together without conflicts and complete their tasks less stressfully. In contrast, negative work dynamics will have a detrimental effect on employees' mental health and can cause anxiety, depression and reduced productivity, as mental health problems are complex and stem from different internal and external factors (Ounjian, 2020). Hence, mastering social skills today is essential, as they play a significant role in personal and organisational success.
As a response to the growing recognition of interpersonal skills in the workplace and people-centred management practices, Emotional Intelligence (EI) as a concept was created by two psychologists, Peter Salovey and John Mayer, in 1995 and subsequently propelled by psychologist and science journalist Daniel Goleman (Golis, 2017). 
According to Johnson (2021), EI is a set of social skills that endow a person with an aptitude to manage their own and others' emotions, behaviour, relationships and interactions through recognising and understanding feelings. Moreover, emotional stimuli can elicit from the immediate or inner-self environment and must be balanced to achieve long-term happiness (Tamir, 2015).
Goleman (2020) distinguishes personal and social competencies that are fundamental for the four core EI skills: self-awareness, self-management, social awareness and relationship management. Similarly, Singh (2015) explains another model of EI that consists of three psychological dimensions: emotional competence, maturity, and sensitivity. Although Singh's model provides a simple and understandable framework, Goleman’s model is more profound and considers EI complexity. However, both models offer a solid ground for the EI concept grasp.
Indeed, emotions are the primary drivers of people's behaviour. Hence, EI is a crucial skill that permits humans to understand emotions, reflect on them and respond adequately and effectively to produce the needed behaviour. 
On a biological level, EI combines the Limbic system, where emotions are generated as a reaction to the external context, and the Rational Brain area, where emotions are analysed to create a response (Bradberry, 2020). Therefore, EI is how people respond to their own and others' emotions and involves self-regulation and mental toughness, especially when dealing with stress.
As a critical success factor, academics and psychologists scrutinised and questioned traditional intelligence measures such as Intelligence Quotient (IQ) (Steinmayr et al., 2019).
For instance, Owen (2012) stated that for optimal performance, a manager has to incorporate three essential skills: Intelligence Quotient (IQ) for cognitive capabilities and learning, Emotional Quotient (EQ) for understanding emotions, and Practical Intelligence (PQ) for adaptability and navigating organisational dynamics.
On the contrary, Sternberg (2018) argues that a high IQ level itself cannot guarantee individual or organisational success. However, an amalgamation of soft skills renowned as EI are valuable contributors to personal and corporate prosperity, as while they have a considerable effect on the employees' happiness and motivation, they also help people to build resilience to cope with life or workplace challenges and contingencies (Côté, 2014). Similarly, Joseph and Newman (2010) affirm that EI is one of the most important human capacities in the workplace, as it influences the emotional climate and corporate culture. Moreover, Bradberry (2014) states that EI is distinct from the IQ level and personality type, as IQ and personality are fixed at an early age. On the other hand, EI is flexible and responsive to change due to the emotional and rational brain's adaptive plasticity, where increased information flow between the brain's rational and emotional parts could improve the EI level. Moreover, EI skills have a continuous development nature that could be improved through life experiences, focused learning, and practical application if needed organisational support is available (Cherniss and Adler (2000).
Greenwood and Anas (2021) stated that not long ago, the expression of emotions at the workplace was not welcomed and was perceived as inappropriate or threatening organisational order and discipline. Moreover, managers' skills in dealing with their own and employees' emotions could be classified today as poor or unprofessional. However, the Fourth Industrial Revolution and disruptive technological progress increased the velocity of the work environment transformation, facilitating organisational communication and people interaction and taking at-work and off-work socialisation to a different level, making people and organisations more efficient and productive (McKinsey & Company, 2022).
Additionally, the recent COVID-19 pandemic has also stimulated changes in organisational practices, as employers realised that the existing mental health support during this time was insufficient, and the need to prioritise employees' wellbeing on a strategic organisational level has become increasingly imperative (Stern, 2021). Therefore, Human Resources (HR) and Health and Safety (H&S) professionals must support corporate leaders and managers and drive all needed initiatives to expand their EI capabilities (CIPD, 2022).
Certainly, today’s work environment complexity and people's interconnection, as the other internal and external contexts, are crucial factors that must be considered by organisational leadership and management as employees' workplace expectations, motivation and needs are also changed (Lewis, 2011). For instance, employees seek flexible work arrangements, prioritise work-life balance, and look for remote work and flexible scheduling opportunities to manage their personal and professional lives. Moreover, employees seek meaningful work that provides a sense of fulfilment, career growth, an inclusive environment, a culture of appreciation and recognition, and wellness initiatives that positively impact their lives beyond financial rewards (Clifton and Harter, 2021).
[bookmark: _Toc135250973][bookmark: _Toc136857038]2.1 Correlation Between Wellbeing and Performance
Wellbeing is a complex and broad-ranging concept of a happy, content and curious way of living where the person's physical and psychological state, personal values and beliefs and social capability are the major contributing factors to a healthy and flourishing existence (WHO, 2021). Moreover, wellbeing encompasses the emotional state of individuals, the quality of their relationships, and their overall contentment with life. It pertains to how individuals perceive themselves, their relationships, and their lives, with mental health playing a crucial role in shaping their ability to manage stress, make decisions, and engage in interpersonal interactions (Achor, 2018). 
Moreover, according to Vinney (2020), the concept of wellbeing is multifaceted, incorporating both Hedonic and Eudaimonic happiness, where understanding and integrating these two dimensions is crucial for enhancing individuals' physical and psychological wellbeing. Furthermore, this integration positively transforms their professional and personal quality of life, enabling effective emotional regulation.
In contrast, stress and emotional dysregulation lead to false perceptions and create lapses in judgement, calling faulty decision-making and impeding healthy bodily functioning and adversely affecting behaviour and relationships (Hesketh and Cooper, 2019). Thus, to promote and sustain wellbeing at both the organisational and personal levels, it is imperative to attain a state of happiness, contentment, and emotional equilibrium, as individuals can stay proactive and productive in the workplace, flourish and experience a sufficient level of wellbeing.
Therefore, wellbeing is crucial for organisations, as there is a direct correlation between employees' destress at work, attendance, and performance. For instance, according to the Office for National Statistics (2023), in 2022, approximately 185.6 million working days were lost due to sickness or injury, marking a new record high with a 2.6% increase. However, the average number of days lost per worker remained unchanged at 5.7. Moreover, minor illnesses accounted for 29.3% of all sickness absence cases. 
Nevertheless, as depicted in Figure 1, the prevalence of absenteeism resulting from mental health conditions shifted from the third to the fourth position between 2021 and 2022 and still significantly affects the sickness absence rate, leading to a loss of hours and profit.
According to HSE (2009), the duty of care is a legal requirement under the Health and Safety at Work etc. Act 1974 (HASAWA). Moreover, this act regulates an employer’s responsibility to ensure the health and safety of their employees and everyone impacted by their work activities. Additionally, it is a legal responsibility to deploy adequate control measures to prevent work-related death, illnesses and injuries. 
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[bookmark: _Hlk136250614]Figure 1: Reasons for sickness absence from 2019 to 2022.
Source: (Office for National Statistics, 2023).

Moreover, mental health and wellbeing at work are regulated by section two of the HASAWA, where employers must take reasonably practical remedial actions to reduce or remove occupational stress factors to ensure employees’ mental wellness (UK Government, 1974).
Jordan (2019) states that at the workplace, line managers play a significant role in cultivating mental wellbeing among their employees, as they have close daily-based interactions where they perform supervisory activities and serve as a point of contact for any personal or work-related issues. Moreover, front-line management executes organisational wellbeing programs and monitors psychological environment fluctuations within their departments to prevent employees' occupational stress and burnout.
Although line managers are instrumental in driving performance and development, they must also have the capability, relevant EI skills, and training to support the wellbeing of their staff and themselves. Moreover, line managers must advocate diversity, equity and inclusion, be aware of neurodiversity and employees with disabilities and special needs, and make reasonable adjustments by following personal risk assessment findings and recommendations (CIPD, 2020).
Hughes, Bradford and Cline (2012) state that as a support activity, work engagement has been identified as the most reliable indicator of wellbeing in the workplace based on extensive research on burnout and wellbeing over several decades. Moreover, highly engaged individuals exhibit great energy, a strong sense of purpose, and deep immersion in their work. As a result, measuring work engagement is an effective way to assess psychological wellbeing in the workplace and prevent emotional exhaustion. 
Therefore, line managers must allocate sufficient time for employee engagement activities and foster a positive attitude, compassion, empathy and trustworthy relationship to establish interpersonal connections and make engagement meaningful.
It is hard to disagree with Cherniss and Goleman (2001) that a wellbeing culture is vital for any organisation, as it could reduce occupational stress, sickness, absenteeism, and presentism and considerably increase job satisfaction, sense of belonging, optimism, morale, assertiveness, motivation and employee productivity. In effect, wellbeing initiatives will help to retain key people and mitigate brain drain and expensive turnover. Hence, prioritising mental health and integrating a culture of wellbeing must be embedded in the core of organisational leadership and management to capitalise on its potential benefits.
[bookmark: _Toc135250974][bookmark: _Toc136857039]2.2 Compassionate Leadership
Compassion, as an ability, could be described as an honest, positive intention to care about others in a thoughtful and meaningful way that establishes boundaries and trust between people, fostering loyal connections and collaboration (Hougaard and Carter, 2021). However, Gopalan (2021) states that effective leaders and managers must be personable and combine compassion and wisdom to understand employees' motivation and apply necessary incentives to deliver results and maintain positive employee relationships, especially when dealing with difficult employees or providing constructive feedback.
According to Armstrong (2016), the essence of leadership resides in the mind, as it acts as the regulator of behaviour. Furthermore, in its reciprocal nature, this behaviour influences the followers who play a significant role in shaping the organisation's culture and, ultimately, defining its performance and overall success.
Compassionate leadership is a critical EI skill manager should master to boost employees' psychological wellness. It involves creating trust through an empathic relationship between employers and employees (Hopkinson, 2022). Moreover, leading with compassion is one of the most challenging aspects, involving a humane approach to developing trust and a balanced relationship, as it prioritises employees' wellbeing and professional growth while fostering a sense of belonging and commitment (Dutton, Workman, and Hardin, 2014). Consequently, compassionate leaders create positive emotional experiences for their employees, increasing their engagement and satisfaction. Therefore, employees who feel valued and supported are more likely to be motivated, innovative, and dedicated (West, Bailey, and Williams, 2020). 
For example, difficult work-related decisions that imply changes in the work process, contract finalisation, and occupational or personal health conditions could drastically impact employees' psychological health and the manager's compassionate capacity if made without a thoughtful and emphatical approach and wise compassion (Carroll, 2008). Therefore, leaders must use EI to establish trustworthy relationships, understand and address employees' emotional needs, provide them with the necessary resources, and remove barriers to fulfilling their duties and responsibilities. Moreover, leaders and managers must serve as role models for their employees, leading by example, promoting healthy habits and behaviours, discouraging presentism and leaveism, being self-aware and consistently reflecting on their management style (Kukk, 2017).
[bookmark: _Hlk136582988]The amalgamation of EI and compassionate leadership is a powerful way to support employee wellbeing, as EI helps managers understand and address their employees' emotional needs when the compassionate approach ensures those needs are met with appropriate actions and care (Cignacco, 2019). Moreover, leaders who excel in both areas can proactively recognise signs of stress or burnout and take prompt action to provide support and resources. Thus, through self-awareness and self-understanding, leaders can understand and lead other people, influence corporate culture, make employees happy, and valuably contribute to organisational profitability.
For instance, to deliver a valuable outcome, organisational leaders can foster a wellbeing culture by fulfilling three core emotional needs of the employees, such as autonomy, belonging and contribution (Bailey and West, 2022).
Schwartz, Roy and Hauptmann (2019) confirm that one of the biggest challenges for leaders today is how to do things humanely and the ability to combine hard and human approaches, driving performance while being caring. Ultimately, compassionate leadership allows leaders to manage employees’ performance while caring and providing needed support and empathy. 
Cherry (2023) explains that empathy occurs when an individual experiences and understands the pain or distress of another person. However, compassion arises when the person understands and intends to alleviate or ease that suffering (Nelson and Macey, 2022). Hence, leaders must supersede empathy with compassion, as compassion, unlike empathy, is not an emotion but is an intention to be helpful and take an action-orientated approach when dealing with employee underperformance to provide all needed support to change the situation. 
Indeed, empathy is comforting and allows people to feel the care of others. However, for leaders, from a psychological perspective, empathy has a glaring flaw, as due to the work environment specifics, continuous intake of suffering and pain of others on an emotional level will provoke leaders’ emotional attrition and burnout. Consequently, it will affect the leader’s objectivity, leading to narrow-minded, unethical and poor moral decisions. Therefore, leaders who want to manage with compassion must concentrate on self-management to master their emotions while delivering consistent behaviour and practising self-compassion to maintain mental wellness.
[bookmark: _Toc135250975][bookmark: _Toc136857040]2.3 Mindfulness in the Workplace
According to Yates, Immergut and Graves (2017), mindfulness is a state of mind that can be achieved through focused and meaningful immersion in the immediate present moment without judgement and ruminating about the past through mental serenity, controlled breathing, and meditation. The concept of mindfulness originates from Far Eastern contemplative traditions and practices. It is a fundamental component of Buddhism, Hinduism, Tibetan medicine, and various healing techniques and meditation practices in Yoga (Henepola Gunaratana, 2015).
Intrinsically, mindfulness is a psychological self-preservation technique, the pause between thought and action to increase self-awareness and self-conciseness through body and mind connection, optimistic mindset and positive psychology.
Nhất Hạnh, Thích and Mobi Ho (2016) stated that it is imperative to understand mindfulness and how to practice it, as mindfulness provides the capacity to hold awareness in the present moment with curiosity and compassion, connecting body and mind and all five senses in a mindful way of living. 
For instance, the creator of the mindfulness-based stress reduction program, John Kabat-Zinn, believes that meditation is key to the practical application of mindfulness, as it will provide an unjudgmental mind-focus point on the present moment that will cultivate gratitude, self-appreciation and self-compassion while targets stress reduction (Kabat-Zinn, 2013). Additionally, Vago (2017) confirms that mindfulness training improves people's mental habits of attention at the conscious and nonconscious levels and decreases an emphasis on ruminative types of processing in the context of high cognitive demand.
In the workplace, mindfulness plays a significant role for employees, as effective emotional management will tangibly improve decision-making and problem-solving abilities, especially while dealing with ambiguity and navigating through changes (Gelles, 2016). As a result, the practical application of mindfulness can enhance emotional regulation, social interaction, attentivity, work ethic, and morale. 
However, the mindfulness concept at the workplace could be a daunting task to implement, as it implies additional resource allocation and holistic organisational commitment, where time, dedication, training, inconsistency and cultural diversity might create considerable berries (Chapman-Clarke, 2016). Therefore, organisations must take a strategic approach to mitigate potential risks to monitor, identify and address all aforementioned barriers during the mindfulness implementation process.
It is worth mentioning that the ancient Greek philosophy of Stoicism has seen a resurgence in recent years and aligns with the concept of emotional intelligence, thereby contributing to the traits of highly successful leaders (Inwood, 2018).
Pigliucci (2018) concedes that Stoicism emphasises the cultivation of mindfulness, self-reflection, self-discipline, rationality and mental toughness, helping people persevere through adversity and change, maintain concentration in the face of distractions and remain resilient despite setbacks. Moreover, Irvine (2019) declares that people should adopt a stoic mindset to develop a rational approach to withstand life challenges, find inner peace, and stay calm under pressure while pushing forward towards their goals.
For instance, the fundamental principles of Stoicism are adversity embracement as a learning opportunity, focus on what can be controlled and acceptance of what cannot, concentrate on goals commitment through discipline and self-control, emotional resilience development as an emotions management tool, gratitude cultivation, acceptance practice and perspectives maintaining by taking practical actions through the rational decisions making process (Robertson, 2018).
Thus, by developing mental toughness and cultivating a sense of detachment from external circumstances, people can maintain a rational and objective mindset to make effective decisions and take appropriate actions while managing emotions. Hence, at the workplace, as a part of the EI skillset, it will help to recognise, interpret and handle the dynamics of people's behaviour. 
[bookmark: _Toc135250976][bookmark: _Toc136857041]2.4 Guidance for Organisation on the Development of Emotional Intelligence Skills 
Organisations must take a comprehensive approach when developing managers' EI skills. Moreover, Human Resources (HR) should cooperate with external professionals such as workplace wellbeing consultants and coaches to provide adequate training, guidance, and coaching to organisational management. These wellbeing training activities must be consistent and ongoing so managers can develop a commitment and understanding of personal and employee wellbeing. For instance, these activities with wellbeing coaches can incorporate but are not limited to developing self-awareness, self-regulation, empathy, social skills, emotional awareness, practising mindfulness in the workplace context, continuous learning and 360-degree assessments of their EI competencies.
Moreover, HR must conduct wellbeing audits to monitor corporate policies and procedures and align them with the best safe and healthy practices to improve employees' work experience and support and emphasise their physical and mental health.
[bookmark: _Toc136857042]2.4.1 Reflection on the Personal Level of EI
Based on the conducted EI test, illustrated in Figure 2, I have a good overall level of emotional intelligence. I excel in Emotional Identification, Perception, and Expression, demonstrating promising results in these areas. I am self-aware, comfortable with emotions, and possess a positive mindset without the tendency to excessive rumination. 
[image: ]















Figure 2: Emotional Intelligence Test Results.
Source: (Psychology Today, 2019).

My problem-solving approach is conducive to resolutions, and I strive to align my actions with my values. Additionally, I demonstrate proficiency in Emotional Understanding and Management, showing empathy, self-control, resilience, and a healthy level of self-esteem. Moreover, according to the test, I am driven by self-motivation, possess a growth mindset, and demonstrate social adaptability.
However, there are areas for further improvement, as my test identified skills gaps with emotional integration, indicating the need to enhance my ability to manage and integrate emotions effectively. Subsequently, I have created a personal development plan, displayed in Figure 3, to improve the identified gaps in my EI skills.
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[bookmark: _Hlk136724372]Figure 3: Personal Development Plan.











[bookmark: _Toc135250977][bookmark: _Toc136857043]3.0 Conclusions
To recapitulate, the comprehensive examination of EI within the context of today's complex and volatile business environment highlights its undeniable significance in shaping the success of individuals and organisations. Furthermore, the research confirms the continuous nature of EI skills development, emphasising the need for corporate leadership and HR engagement and a holistic and strategic approach to ensure long-term effectiveness and valuable outcome.
Moreover, despite the tangible allocation of corporate resources and efforts towards establishing and sustaining a culture of wellbeing, organisations can benefit from these activities by improving employee engagement, productivity, and overall job satisfaction. The research proves that investing in EI and employee wellbeing creates a positive work atmosphere, fosters stronger interpersonal connections, and enhances individual and organisational success. 
Therefore, by prioritising emotional intelligence and integrating it into leadership and HR practices, organisations can maintain their relevance, achieve a sustainable competitive advantage, and meet the wellbeing needs of their employees, ensuring long-term viability and prosperity.
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Personal Development Plan

Goal: Emotional Integration Skills Improvement

Self-awareness: Developing a deeper
understanding of my emotions, triggers,
and reactions. Increase my self-
awareness through regular self-
reflection and introspection.

Emotional Regulation: Focusing on
effective techniques to cope with stress,
handle challenging situations, and
maintain emotional balance.

Emotional Integration: Working towards
integrating emotions into my overall
wellbeing, creating harmony between
my thoughts, feelings, and actions.

Continuous learning and growth:
Conducting additional research about
emotional integration and the related El
skills.

*Practicing mindfulness techniques such as
meditation to cultivate self-awareness.

*Seeking feedback from trusted individuals to gain

an outside perspective on my emotional
behaviour.

sLearning and practising Gratitude, Stoicism and
Yoga (breathing exercises, progressive muscle

relaxation, or mindfulness-based stress reduction)

to reframe negative thoughts.

*Spending time in nature.

*Seeking support from a therapist to address any
underlying emotional challenges and unresolved
issues.

*Practicing self-compassion and self-acceptance.

*Attending workshops, seminars, or webinars on
emotional intelligence and mindfulness.
*Reflecting on my progress regularly and adjust
my personal development plan as needed.

3 month (August 2023 — October 2023)

After the date - Re-evaluation and PDP
adjustments.

Continuous process.

3 month (August 2023 — October 2023)

After the date - Re-evaluation and PDP
adjustments.

Continuous process.
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