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[bookmark: _Toc456901515][bookmark: _Toc130074585]Introduction 

In today’s fast paced world, businesses are constantly seeking ways to improve their performance and their productivity. One way to achieve this is through the development of Emotional Intelligence, the ability to understand and manages ones’ own emotions and those of others. There are several emotional intelligence theories, but Part One will critically evaluate two: Goleman’s mixed model and Bar-on model. The report will also discuss the relevance of these theories to workplace development and business performance. In other organisations as well as giving examples of ‘COTY’ a large global beauty brand which sell in over 150 countries around the world.
Part two will focus on Mindfulness and Emotional Intelligence in the workplace and seek to evaluate MBSR techniques to determine whether they help or hinder an organisations performance and job satisfaction, whilst also enhancing a more stable and empathetic individual in support of mental health and wellbeing. Additionally, giving examples of ‘COTY’ and their experience of EI and mindfulness and how it supports emotional wellbeing and job satisfaction. 












1. [bookmark: _Toc130074586]Critically evaluate theories of EI and their relevance to workplace development and business performance.

1.1. [bookmark: _Toc130074587] Concept of Emotional Intelligence

“If your emotional abilities aren’t in hand, if you don’t have self-awareness, if you are not able to manage your distressing emotions, if you can’t have empathy and have effective relationships, then no matter how smart you are, you are not going to get very far”.
Goleman (1995)
[bookmark: _Hlk127291863]The concept of Emotional intelligence (EI) has been popularised since the early 1990s, and since then, it has become an increasingly popular topic of discussion and research.  In essence, EI refers to the human ability to recognise, regulate and evaluate emotions to effectively interact with the environment. (Goleman, 1995). The ability of individuals to recognise and manage their own emotions, as well as understand the emotions of others includes skills such as empathy as it involves connecting to personal experiences with those of others to create bonds of trust. (Salovey Et al, 1999) Together with self-awareness, self-regulation, and relationship management and utilising the information to guide thinking and behaviour.( Appendix 1) (Serrat,2017). The vast majority of studies have shown that individuals with high EI have greater mental health, job performance and leadership skills. Furthermore, indications in literature also state that EI signifies 67% of abilities required for performing as leaders.       (Dhanak,2017)
However, conflicting evidence suggests, that whilst EI is considered an important skill to possess, it may be exploited by some Individuals as it can be used to manipulate and exploit others. Individuals with high EI can read others’ emotions and use that information to their advantage rather than to create positive relationships. (Goleman, 2006). A recent study reported that high levels of narcissistic behaviour can lead to mistrust as they often struggle to take responsibility for their failures instead blaming others and may react defensively or aggressively when their actions are questioned. This can create a toxic work environment and can hinder effective communication and problem solving (Czarna et al, 2016)             
For example, as a brand ambassador leading a team, the actions of EI in the workplace includes constructive feedback, instead of personal criticism and challenging behaviours, not people. Whilst supporting colleagues in recognising their emotions and working to reduce stress while keeping calm and productive under pressure. (Segal, 2008)
Therefore, whilst EI is a valuable skill that ultimately allows the opportunity to realise your own goals. , it is imperative that this is balanced against the goals of the organisation , if this is not the case it will be noticed quickly that the individual is a self-seeking opportunists , and their primary goal is to further  personal objectives at the expense of the workplace . Overall, it is important to be aware of potential narcissism on EI and take steps to mitigate these issues through training coaching and leadership development programs.
















1.2. [bookmark: _Toc130074588] Role of EI Relevant to workplace development.

Workplace development refers to the ongoing process of improving skills, knowledge, and abilities of employees in an organisation to enhance performance, productivity, and job satisfaction. This may include a variety of actions such as training, coaching, mentoring and professional development. It also refers to the improvement on retention rates by creating a more fulfilling and rewarding work environment. (Cote, 2014) Overall workplace development is an essential component as it helps to ensure that employees have the skills and knowledge they need to succeed.
The relevance of EI theories to workplace development (WD) is essential for success as it enables individuals to effectively interact with the ability to recognise and manage their own emotions as well as influence the emotions of others. These includes skills such as empathy, self-awareness, self-regulation, and relationship management. employing these skills help to effectively communicate, collaborate, and resolve conflicts in the workplace. EI is seen as a key factor in leadership effectiveness, team dynamics and overall organisation success (Goleman et al,2001). 
Historically, EI was considered a ‘soft skill’ meaning that it was viewed as a secondary factor in the workplace. However, current research seems to indicate that EI is a key factor in success in the workplace, for example, a study conducted by Brackett et al (2004) found that EI had a positive effect on job performance and job satisfaction and negative effect on job stress . in addition to its positive effects on job performance.
In concurrence to my workplace, owing to a recent study , revised their hiring process and  chose candidates based on their EI which resulted in a higher percentage of sales than candidates who showed high levels of intelligence, additionally, a significant lower turnover in staff who were chosen by EI capabilities (Coty.inc,2019)
However, current research seems to indicate that EI can have some potential disadvantages. for example, whilst EI is an important skill for building emotions it can sometimes lead to a focus on feelings over facts leading to lack of objectivity. This can be problematic, when making decisions that require objective analysis and critical thinking. (Waterhouse, 2006) A Recent study illustrates an over involvement in interpersonal issues may be attuned to interpersonal dynamics which may distract from important tasks and responsibilities.(Serrat, 2017)
Overall, the role of EI in WD is complex and multifaceted. Whilst EI can play an important role in building strong relationships and enhancing communication, it is important to recognise the potential limitations and challenges when relying too heavily on EI. A balanced approach that incorporates other skills and traits such as objectivity , critical thinking is essential for creating a successful workplace development program . In general as Thorndike (1920) suggests the term “social intelligence” is to act purposefully, think rationally and deal with one’s own environment, and is considered more than intellective abilities and that this alone is not enough to be successful as EI is relevant to important work outcomes, (Wechsler, 1943). This supports theories of how our brains are wired for altruism, compassion, and concern so without good relationships to support our health, toxic relationships can undermine our happiness. (Goleman et al, 2006)















1.3. [bookmark: _Toc130074589]  Cognitive Relevance to EI

Taylor (1975) suggests that emotions are interrelated to the reasons that give rise to them, thus viewed as influencing decisions by cognitive activity. Cognitive function can have a significant impact on EI. Cognitive functions such as attention. Memory and reasoning can all make an impact. For example, an individual with strong attention skills may be better equipped to pick up on nonverbal cues and subtle emotion expression which can help in understanding the emotional states of others. A neurobiological theory suggests that emotions are directly related to brain activities that direct our attention, motivate our behaviour, and determine how we perceive the world around us. (Jorgenson & Givens,2014). Similar studies adopt the approach of the left prefrontal cortex of the brain respond automatically and involuntarily releases signals which are utilized for positive stimuli, whereas the opposite can be said for the Amygdala as this releases hormone through triggers which are elaborated through our own cognitive and conscious processes. (Brown et al, 2007) thus cognitive biases can negatively impact EI, for example an individual who tends to make quick judgements and jump to conclusions may have difficulty understanding the emotional experiences of others and may not be able to see another perspective.
 However, childhood development can have a significant impact on the development of EI. During childhood, children learn through interactions with caregivers, peers, and the world around them. Children who have a secure nurturing relationships are more likely to develop a stronger EI, whereas children who have experienced adversity or trauma, such as abuse or neglect may struggle  comprehending EI.
 In addition, research has shown it may be influenced by genetics and gender, Numerous academics have openly questioned a distinction between gender and cognitive abilities,  and literature suggests, that gender together with societal and culture norms can influence the expression of emotions and the development of EI. (Jorgenson & Givens, 2014) Current studies seem to support this notion that women are more disposed to achieve high levels of EI than men, and it implies its owing to the empathy and intuition a women possesses, together with friendships and close family interactions( Mandell & Pherwani, 2004)  However, Goleman, (1998) states there are no gender differences between male and female and their levels of EI,  coupled with supporting evidence that EI is not gender specific and can be found in both men and women.(Sutarso, 1999) . Recent researchers have turned their attention to this fact and led to a hypothesis that women outperform men as it is related to cognitive processing in the brain. (MCIntyre,2010)
 Overall, despite considerable research on gender differences within the context of EI ,it has been less than satisfactory and more research needs to be undertaken with inclusion of individuals who are non-binary and don’t fit  in the normal scope of gender. Therefore, stereo typing and biases are assumed to limit the potential for EI. In addition to evidence suggesting that EI is just as important as intellectual ability in developing stronger relationships, succeeding at work, and achieving professional and personal goals. (Jensen,2005)



1.4. [bookmark: _Toc130074590] Models of Emotional Intelligence relevant to Workplace Development.

The concept of EI has become increasingly popular in the modern workplace and the theories that support it have been extensively studied by numerous psychologists and Academics. As such these theories of EI can be used to inform workplace developments in several ways. For example, employers can use the information provided by these theories to better understand their employees’ emotional needs and to create a more positive and productive work environment. (Covey,2004) Additionally leaders can use the insights provided by these theories to train their employees in the skills needed to effectively interact with others and manage their emotions to make better decisions. finally, these theories can help employees better understand their own emotions and those of their co-workers, which leads to improved communication and collaboration. (McKee et al, 2008)
 However, whilst EI models may bring about benefits to a workplace they can be influenced by human biases and perpetuate existing equalities. For example, algorithms may be trained on data that reflects biases in cultural norms and neuro diversity. In some instances, EI may not be fully comprehended by individuals who are neurodiverse. Neurodiversity is a concept that recognises a natural variation in human neurocognitive functioning, including conditions such as autism, ADHD, and dyslexia amongst others. Research suggests whilst there is no inherent contradiction between neurodiversity, some neurodiverse individuals will struggle with some aspects. (Aldao et al,2010) For example individuals with autism may have difficulties in recognising and interpreting nonverbal cues such as facial expressions and body language which are critical to understanding emotions in a social context, similarly individuals with ADHD may struggle with impulse control and regulating their emotions. Therefore, it is important to acknowledge that while they may be inherently deficient or lacking EI and experience the world in a different way they may require different approaches to learning and socialisation. By recognising and accommodating differences we can promote a greater understanding and inclusion for all individuals regardless of their neurocognitive profile. Evidence suggests that 15% of the population are neurodiverse, therefore it is essential that these individuals are given the right support. (Neurodiversity support, 2020)   Therefore, it is important to critically evaluate the theories of EI and their relevance to workplace development.

















1.4.1. [bookmark: _Toc130074591] Mixed Model Approach - Goleman (1995)

The ability to recognise and understand and manage owns own emotions as well as others. 
Goleman (1995)
Goleman (1995) developed a mixed model of EI which has been influential in the field of psychology and been credited with popularising the concept of EI and recognising that individuals with high level of EI are better equipped to manage their emotions in difficult or stressful situations and to develop better relationships with co-workers. He further suggests it comparable to a set of ‘traits’ that can be referred as one’s personality. 
Goleman (1995) model (Appendix 2) explains Emotional intelligence in terms of five key components he describes as self-awareness, where one is able to track their emotions and determine how they may affect the equilibrium of the workplace. Self-regulation, the ability to regulate emotions in challenging situations. Social awareness the requirement to being attentive to other feelings and making sense of social cues. Motivation, fuelling yourself and others to act. Relationship management, managing and optimising interactions with others to support the organisation. Research has shown that this model is highly relevant to workplace development and business performance, for example, these skills translate to better performance increased job satisfaction and higher levels of organisational commitment. Employees with high intelligence are better to adapt to changing work environment, work effectively in teams and handle conflicts and difficult situations. A significant advantage of Goleman (1995) model is its clear and concise structure and has been substantiated by several years of empirical studies supporting its efficiency in predicting job performance and leadership qualities.
However, Mayer, et al (2000) criticises this model and argues it places too much importance on individual ability and doesn’t consider the broader social environment and psychological implications, and has limited focus on emotional regulation, as it does not place emphasis on the crucial aspect of EI that it is essential to manage emotions effectively. Additionally, some researchers argue that there is not enough scientific evidence to back its reliability and validity. (Callaghan & McColluim,2002)
Overall, whilst this model has been in influential in shaping our understanding, there are still debates and unanswered questions, further research is needed on whether it contains social constructs, as the model was developed in the western culture  and could  be considered irrelevant in other cultures.
1.4.2. [bookmark: _Toc130074592] Bar-On Model (2000)

In contrast to the above model of EI, Bar- on Model, (2000) takes a more holistic approach (. Appendix 3)   taking into consideration the combination of intrapersonal and interpersonal skills, and the ability to acclimatise quickly whilst emphasising the more important factors such as empathy, social skills, and the tolerance to stressful surroundings.  Bar-on, model suggests that EI is composed of 15 factors making it more comprehensive as it incorporates a broader range of emotional and personality traits with  one significant advantage that it accounts for personality in emotional behaviour and recognises an individual’s differences when influenced by cultural and situational differences .
[bookmark: _Hlk129625009] For example, as a leader these theories of EI can be used to inform workplace developments in several ways with the use of information provided by these theories to better understand employees’ emotional needs and to create a more positive and productive work environment. Additionally, as a leader, the insights provided by these theories offer the opportunities to train employees in the skills needed.( Bar-on, 2005) Thus to effectively interact with others, and manage their emotions to make better decisions and can help employees better understand their own emotions and those of their co-workers, which lead to improved communication and collaboration.  Research shows that strong relationships between co-workers and leaders can have beneficial effects on both job satisfaction and job performance. (Segal, 2008) Studies have found that EI is associated with high levels of trust and rapport between both parties. For example, a study by Lopez et al. (2022) found that EI was positively associated with trust and rapport in the workplace.
In conclusion, the theories of emotional Intelligence are important to consider when evaluating workplace development. These theories can provide valuable insight into the emotional needs of employees and can be used to create a more productive and positive work environment. Additionally, these theories can help to create an emotionally intelligent workplace which can lead to greater success and satisfaction for all involved. Furthermore, there is a high priority for continuous improvement in EI models to constantly evolve for workplaces to remain competitive. 
     


1.5. [bookmark: _Toc130074593] Behavioural Performance Models 
[bookmark: _Toc130074594]1.5.1 The Emotional and Social Competency Inventory Model (ESCI)

The Emotional and Social Competency Inventory (ESCI) behavioural model was developed to reflect interpersonal recognition and management of one’s own emotions and how they influence reactions with others. (Cherniss,2001) This tool is an important development in how to train and coach others how to act and engage with effective success. Evidence indicates these changes are possible with detailed interventions such as training and coaching, which are some ways to help individuals change the way they act. Measuring these outcomes can be useful as it provides feedback and guidance to be more effective, innovative, and engaged with others. Evidence suggests changes are possible with specific interventions (Bagshaw,2000)
For example, as a leader, EI can be seen in the workplace by including constructive feedback, and challenging behaviours not the individual, By supporting individuals through the identification of their emotional state enables them with the ability to reduce stress and keep calm and productive in stressful situations. Leaders with high EI can manage and motivate their team whist handling changes to minimise conflict. (Barrett, 2013)
[bookmark: _Hlk129634623] However, research states that while it may be possible to change ones ‘traits’, this may take a considerable amount of time to do so, this may be due to character and age. (Kopp,1982) A recent study supports the view that EI generally rises throughout our working lives peaking at the age of 60, (Stillman, 2018). Whilst conflicting research states that while it may be possible to change one’s traits it is suggested it’s easier to change behaviour. (Bagshaw, 2000) Therefore, as the domains of cognitive intelligence are evolving its imperative that emotional and social intelligence continue along the same path. (CREIO.2010)




1.6. [bookmark: _Toc130074595]Example of own workplace and relevance of EI on workplace development 

Equating oneself with being Emotionally Intelligent refers to the capacity to view one’s emotions objectively or somehow more logically, by reflecting on one’s own processes, (Appendix 4) this process is referred as metacognition, a higher order thinking skill, and a critical learning tool.(Thory, 2013) However, for metacognition to enhance EI, the reliance on cognitive and emotional factors are essential to involve monitoring and self-regulation, hence it may be argued if individuals are not equipped with these cognitive abilities, deliberate metacognition practices need to be optimised as a learning tool to gain an understanding of EI. (Wheaton,2012). 
Emotional Intelligence is a particularly valuable skill as a leader in a beauty brand sales environment, where building strong relationships with customers is crucial to success.  Empathy is a big contributor as this helps to understand customer needs and preferences and be able to confidently suggest recommendations that are tailored to the individual .By cultivating self-awareness one is able to understand their emotions and how they may be influencing the interactions with customers .Emotions are crucial as these skills are non-negotiable to build customer loyalty to create strong relationships between customers and services offered .(Goleman et al 2004))  
 Additionally, Social skills are highly effective in communication, active listening skills and most importantly conflict management which is a highly sought out attribute in a sales environment.                   (Covey, 2004). For example, a study (pink report, 2021) focused on a direct link and impact on how women react to a cosmetic product.  According to findings, consumer gratification is greatest when the cosmetic brand helps to reinforce positive emotions through the awareness of caring for oneself and the exclusion of guilt, however, it raises concerns as it infers in order for the brand to provide the emotional experience, they must first have negative views about themselves and their wellbeing. Massoudi, 2021)
 In concurrence to the role as a brand ambassador, marketing campaigns are all about understanding and connecting with individuals in the most influential ways possible. Emotional marketing is a strategy where brands use human emotions to persuade their customers to invest in the company’s services. (Goleman et al, 2001) However, studies show that there is an inherent trade-off within large global brands, implying that  the bigger the organisation, and larger audience the more difficult to retain loyalty will be .As a global marketing brand, the juggle between scale and intimacy can become an issue, Therefore. By using Emotionally Intelligent marketing is now more important than ever to emotionally connect with customers in a more personal level.  Emotionally intelligent marketing campaigns set out to establish a delicate balancing act to simultaneously deliver services that customers are able to relate to . with shrinking attention spans and sponsored content flooding social media it is crucial to stand out. Studies have shown that making an emotional bond with your customer, increases engagement and loyalty result in higher conversions, sales, and staff retention. (Saitarli,2019)
Brand Ambassadors who can communicate clearly and build strong relationships with their customers are more likely to be successful.  Recent studies agree that by possessing a high degree of EI and being adaptable and responding to a customer unique needs and preferences retains customers. (Indeed,2022)















2. [bookmark: _Toc130074596]Use Theories of Emotional Intelligence and Mindfulness to review the effect of emotions on your own workplace ‘

[bookmark: _Toc130074597]2.1.  Concept of mindfulness. 

 Mindfulness practice means that we commit fully in each moment to be present: inviting ourselves to interface with this moment in full awareness.
[bookmark: _Toc129797651][bookmark: _Toc129798408][bookmark: _Toc130068067][bookmark: _Toc130074598]Kabat-Zinn,2005
[bookmark: _Toc129797652]Mindfulness equates to being in the present moment in an accepting and non-judgemental way. (Kabat-Zinn, 2019) According to theory, Emotional Intelligence (EI) and mindfulness should be positively associated with each other. (Schutte & Malouff,2011).  Brown & Ryan (2003) suggest mindfulness is commonly defined as “the state of being attentive to and aware of what is taking place in the present”. This can be defined as not being distracted from the moment by intrusive thoughts and anxieties.  Mindfulness has been shown to have numerous benefits for mental and physical health, (Wright & Schutte,2014)
[bookmark: _Toc129797653][bookmark: _Toc129798409][bookmark: _Toc130068068][bookmark: _Toc130074599][bookmark: _Hlk129712462]However, whilst the theory suggests these two components are sufficient to practice mindfulness, conflicting research has voiced concerns over their validity, as it is argued that certain individuals are not capable of mindfulness. The issues raised, are relatable to an individual with trauma and emotional baggage (EB) such as guilt, shame, and unresolved conflicts. Evidence suggest if you are carrying  negativity from the past this will manifest as difficulties in forming healthy relationships with co-workers, and complications handling conflict and stress which can take a toll on an individual’s mental health.(Davis & Hayes, 2011) A number of recent studies have investigated to determine whether  developing  EI  would allow the individual the ability to process these emotions and address and manage them in a positive and constructive manner (Dhanak,2017 )For example, an individual struggling with trauma may find it difficult to regulate their emotions successfully and this can cause complications in social skills and maintaining healthy relationships . Research addresses the issue  that EI and mindfulness practices are helpful in preventing EB from accumulating in the first place by promoting healthy coping mechanisms, ( Schutte & Malouff,2011 )  Nevertheless, it is important to note that mindfulness is not a cure for all and not effective for everyone, therefore it is extremely important to be aware of one’s own failings and seek professional help if interfering greatly with ones quality of life.
    

[bookmark: _Toc130074600]2.2. developing mindfulness Techniques 

Throughout the past, research on the psychological and mental health advantage of meditation techniques has developed tremendously, affecting both academic literature and popular press. There are three different elements at the centre for mind training , focused awareness , social consciousness and kind intention The continuous practice of these can strengthen resilience and resolve.(Monroe et al, 2017) According to one study , those who practise mindfulness seem to master the skill of self-observation which inhibits automatic neural connections made by prior learning and allows present moment input to be incorporated in a fresh way (Siegel,2007).  Therefore, future studies have a great opportunity to expose neurophysiological working of mindfulness practices and the cognitive advantages of regular practice. Academics have suggested that the next phase of mindfulness research should focus on four areas: performance-based mindfulness measures, as opposed to self-reports; scientific analysis of Buddhists traditions and beliefs, Neuroimaging technology to verify and support self-report data and changes in gene mutation as a result. (Nisbet, 2017)
Within the role of leader, setting aside time for mindfulness practice is important, to help establish a routine, dedicating a specific time of the day will help make mindfulness a habit. One of the simplest ways is to focus on breathing while paying attention as you inhale and exhale, keeping your mind focused on each breath, whilst being present in the moment, rather than dwelling on the past or about the future as this helps to reduce stress. Additionally, practising gratitude and taking time in your workday to appreciate the good whilst having a community of likeminded individuals who share your interest can help  one stay motivated and accountable.(Tang et al,2015) For example a kind gesture from  a colleague can help cultivate a positive mindset, whilst  also taking  regular breaks to be able to recharge and refresh your mind to return to work with a sense of purpose and intention. However, developing mindfulness techniques takes time and practice, patience is needed to experience the benefits.  

[bookmark: _Toc130074601]2.2.1.   Mindfulness-Based-Stress-Reduction model. (MBSR)

Mindfulness-Based-Stress-Reduction (MBSR) is a mindful based program, developed to initially help individuals with chronic pain (Kabat-Zinn, 1979) Over several years it has since been applied in a variety of settings including the workplace.
MBSR is an eight-week program that involves various mindfulness practices such as meditation, body scanning and gentle yoga to help individuals learn to manage their stress and reduce symptoms of anxiety and depression. Through these practises individuals learn how to cultivate a non-judgemental awareness of their thoughts and emotions and physical sensations in the present moment, which can help develop greater resilience and better cope with life’s challenges. (Kabat-Zinn, 2004) Recent studies show that MBSR has been found to be effective in reducing stress, improving mood, increasing self-awareness and enhancing overall well-being. (Tang, et al,2015)  
However, whilst MBSR can be a helpful tool for many individuals to manage stress there are some limitations that have to be considered. Firstly, these practises are not a quick fix and requires ongoing practice and commitment, individuals, can get impatient as it takes time to see the benefits, and some may not experience significant progress at all.  Secondly, according to recent research, MBSR may not be suitable for all, it showed a significant nuance, with the involvement of certain individuals with certain mental health conditions, such as severe depression or Psychosis or experienced considerable trauma. Thirdly, it may not be culturally appropriate as MBSR is deeply rooted in Buddhist Mindfulness Practices and may not be suitable for individuals or communities, whilst there is some research supporting the effectiveness , there is still limited research on its long term effectiveness for specific individuals , such as older adults or from a diverse background.( Wilson,2014) Overall,  whilst MBSR may have some limitations , it may still be a helpful tool for many individuals to manage their stress and improve their wellbeing . it seems that if one struggles with mental health or trauma, mindfulness practises are not enough, seeking help from a professional may be a more suitable option.




[bookmark: _Toc130074602]2.3.  Impact of Mindfulness and EI on own workplace performance. 
 
Mindfulness and emotional intelligence are highly relevant, personally, and professionally as a leader within a global beauty Brand. It helps with managing one’s own emotions and reactions, whilst improving communication skills and enhance the ability to connect with individuals. Moreover It has become increasingly important due to globalisation of the organisation, as it enables one to gain a deeper understanding of diverse cultures and work effectively in multi-cultural teams.
By using Meditation techniques it allows the potential to improve sales targets by helping to become more focused, calm and present during customer interactions, this results in better communication, increased empathy and a greater ability to connect .it also improves focus and concentration that assists staying present in the situation. Additionally, these practises assist with the feelings of empathy and a better understanding for others this has resulted in gaining better listening skills and a greater ability to connect with others. The most important aspect is the ability to use these practices such as taking a moment to pause and collect one’s thoughts while encountering difficult customer’s, staff in challenging situations this helps to manage one’s emotions in a more constructive way to reach a compromise, which helps to calm down a situation. (Stillman et al, 2014)
As a fast paced, retail consortium it’s imperative that all employees are equipped with emotional intelligence with the ability to self-regulate using mindfulness techniques . one of the main advantages of these lessons or ‘time out sessions’ that are implemented daily and staff are motivated to attend. By implementing a workshop to instil these techniques, employees are taught and coached when it suits the individual rather than the organisation. This gives employees a sense of purpose and value and a confidence to interact with customers. A recent survey reported that 80% of participants believed the practice of mindfulness has improved their decision-making skills it is estimated that organisations lose over 300 million per year in productivity due to stressed employees who call in sick or disengage during the workday. (WHO, 2022) Therefore by utilising these techniques there are lower levels of burnout due to stress related issues this can be observed in numerous studies across several organisations who saw a 93% improvement in employee relationships after mindfulness techniques. (Head for Work study, 2019)
However, without the construction to deliver a brand promise without the implementation EI and mindfulness is overwhelming and yet some organisations consistently send their employees to the front line to interface with customers without a clear understanding of the brand promise or the EI to deliver it. Whether coincidentally or not every brand experience is rated on expectation of a constructed promise for the customer, rating the person who they interact with. Personally, you are literally two brands, your own and the organisations, technically when your employed as a brand ambassador, you are a living embodiment of the brand they represent. By utilising these techniques there are lower levels of burnout due to stress related issues. (Davis & Hayes,2011)
In conclusion, the relevance of mindfulness to a beauty brand depends largely on the individual values and beliefs compared to the organisational culture, this can measure the effectiveness of mindfulness as a leadership tool. When these factors align, mindfulness can be a valuable tool for promoting overall well-being an improving leadership effectiveness.

















[bookmark: _Toc130074603] Bibliography
[bookmark: _Hlk130065885]Adams, J. (2010) Mindfulness- a brief introduction. https://www.aheadforwork.com/mindfullness.
Bradberry, T. & Greaves, J. (2009) Emotional Intelligence 2.0.	
Chaskalson, M. (2011) The Mindful Workplace: Developing Resilient Individuals and Resonant Organisations with MBSR. Chichester. Wiley-Blackwell.
Greene, R. (2018) The Laws of Human Nature .profile Books.
Crane, A.G. (2021) Coaching with the MIPI. Peterborough Ontario: Adaptimist Insights.
Davies, a. (2022). Marketing and customer service experience keynote speaker and author. https://www.akaadrewdavis.com
Dix, T. (1991) The affective organisation of parenting: Adaptive and maladaptive processes. https://doi.org/10.1037/0033-2909.1110.1.3.
Drucker, P. (1968) The Age of Discontinuity. 
Feldman, J., Mulle, K. (2008) Put Emotional Intelligence to work: Equip Yourself for Success 
Graham, B. (1991) In the Dukkha magnet Zone: An interview with Jon Kabat-Zinn. Retrieved at: https://www.tricycle.com/interview/dukkha-magnet-zone.
Hughes, M., Terrell Bradford, J. (2007). The Emotional Intelligent Team. John Wiley & sons,
[bookmark: _Toc456901523]Murray P. (2013) How Emotions influence what we buy: the emotional core of consumer decision- making. Psychology Today. https://www.psychologytoday.com/us/blog/inside-the-consumer-mind/201302/how-emottions-influence-what=we =buy
Rutherford, H.J., Wallace, N.S., Laurent, H.K., Mayes. L.C. (2015) Emotion Regulation in Parenthood Developmental Review. https://doi.org/10.1016/j.dr.2014.12.008. 
Tischler, L., Biberman, J. and McKeage, R. (2002), "Linking emotional intelligence, spirituality and workplace performance: Definitions, models and ideas for research", Journal of Managerial Psychology. https://doi.org/10.1108/02683940210423114
Zeidner, M., Mathews, G.R., Roberts, D. (2004) Emotional Intelligence in the workplace: A critical Review. https://doi.org/10.1111/j.1464-0597.2004.001.76x





















[bookmark: _Toc130074604]References

Adams, J. (2010) Mindfulness- a brief introduction. https://www.aheadforwork.com/mindfullness
Aldao, A., Nolen-Hoeksema, S., Schweizer, S. (2010) Emotion-Regulation Strategies across psychopathology: A Meta-analytic Review. Retrieved At: https://doi.org/10.1016/j.cpr.2009.11.004. 
Bagshaw, M. (2000) “Emotional intelligence- training people to be affective so they can be effective”, Industrial and Commercial Training.https://doi.org/10.1108/00197850010320699.
Barrett, L.F. (2013) Psychological construction: The Darwin approach to the science of emotion Review.
Bar-on R. (1997). Bar-On Emotional Quotient Inventory (EQ-I): Technical Manual. Toronto: Multi-Health Systems.
Bar-On, R, Parker, J.D.A., et al. (2000) The Handbook of Emotional Intelligence, The Theory and Practice of Development, Evaluation, Education, and Implementation- at Home, School and in the Workplace. San Francisco. Jossey Bass.
Bar-on, R. (2005) Bar-On model of emotional intelligence (ESI). Consortium for Research on Emotional Intelligence in Organisations. Retrieved From: https://www.eiconsortium.org/pdf/baron-model-social-intelligence.pdf.
Brown, K.W., R.M. Ryan, & J.D. Creswell (2007). Mindfulness: Theoretical Foundations and Evidence for its salutary effects. Psychological Enquiry.
Bracket< M.A., Reyes, M.R., Rivers, S.E., Elbertson, N.A., Salovey, P. Assessing teachers’ Beliefs About social Learning. Journal of Psychoeducational Assessment. https://DOI:10.1177/07342911424879
Cherniss, C. & Goleman, D. (2001) The Emotional intelligent workplace. San Francisco. Jossey Bass.
Cote s. (2014) Emotional Intelligence in organisations. https://Doi:10.1146/ANNUREV-ORGPSYCH.
Coty. com (2022). https:/www.coty.com/our-brands.
Covey, S. (2004) The & Habits of Highly Effective People: Powerful Lesson in Personal Change. New York. Free Press.
 Crane, A.G. (2021) Coaching with the MIPI. Peterborough Ontario: Adaptimist Insights.
Callahan, J.L., McCollum, E.E. (2002) Conceptualizations of Emotion Research in Organizational Contexts. https://doi.org/10.1177/1523422302004001002  
Czarna, A.Z., Leifield, P. & Salovey, P. (2016) Do Narcissism and Emotional Intelligence win us friends? Modelling Dynamics of Peer Popularity Using Inferential Network Analysis. https://doi.org/10.1177/0146167216666265.
Davis, D.M., & Hayes, J.A. (2011). What are the benefits of mindfulness? A practice review of Psychotherapy-related research. Journal of Psychotherapy, https://doi.org/10.1037/a0022062
Dhanak, U.  (2017). 7 Great Examples of Emotional Intelligence in the Workplace. https://www.linkedin.com/pulse/7greatexamplesofemotionalintelligenceintheworkplace-ush-dhanak.
Goleman, D. (1995). Emotional intelligence: why it can matter, more than IQ. Bantam Books.
Goleman, D. (1998) Working with emotional intelligence. Bantam Books 
Goleman, D. (2006) Social intelligence: The new science of social relationships. Bantam Books.
Goleman, D., Boyatzis, R., McKee A. (2004) A. Primal Leadership: Learning to Lend with Emotional Intelligence. Boston. Harvard Business School Press. 
Goleman, D., Boyatzis, R., McKee, A. (2001) Primal Leadership: Unleashing the Power of Emotional Intelligence. Boston. Harvard Business School Press. 
Jensen, R, (2006) Behaviourism,latentlearning, and cognitive maps: needed revisiopns in introductory psycholgy textbooks. Behavioural Analysis https://doi.10.1007/BF03392130. PMID:22478463
Jorgenson, A.K., Givens, J.E. (2013) Economic Globalisation and Environmental Concern: A Multilevel Analysis of Individuals Within 37 Nations. Environment of behaviour. https://doi.org/10.1177/0013916513479796
Kabat-Zinn (2019) Mindfulness for all: The Wisdom to Transform the World. Piatkus
Kabat-Zinn (2004) Wherever you go, there you are. London. Piatkus.
Kabat-Zinn, J. (2005) Coming to our senses: Healing ourselves and the World through Mindfulness. United Kingdom. Hachette.
Kopp, C.B. (1982) Antecedents of self-regulation: a Developmental Perspective. Developmental Psychology. https://doi.org/10.1037/00121649. 18,2. 199.
Massoudi, A.H. (2021) The Vital Role of Pink Marketing in the creation of Women Loyalty. International journal of social sciences and Economic Review. https://doi.org/10.369/jusstor.v213.74
Mayer, J.D., Salovey, P., Caruso., Sternberg,  R.J. (2000) models of emotional intelligence. New York Cambridge University Press.  
McKee, A., Boyatzis, R., Johnston, R. (2008) Becoming a Resonant Leader: Develop Your Emotional Intelligence. Renew your Relationships, sustain your effectiveness. Boston. Harvard school Press.
Merida-Lopez, M., Quintanan-Orts, S. Rey, L., Exremera, N. (2022) Teachers’ Subjective Happiness: Testing the Importance of Emotional Intelligence Facets Beyond Perceived Stress. Psychological research and behaviour management. https://doi.org/10.2147/PRBM.35019.
Monroe, N.E., Moore, C.G., Greco, C.M. (2017) Characteristics of adults who used mindfulness meditation: United States. The Journal of alternative and complementary medicine. Retrieved at: https://doi:10.1089/acm.2016.0099.
Nisbet, M.C. (2017). The mindfulness movement: How a Buddhist Practice Evolved into a Scientific Approach to Life.  
Nguyen, N.N., Takahashi, Y., Nham, T.P. (2022) “Relationship between emotional intelligence and narcissism: a Meta-analysis” Management Research Review.                          https://doi.org/10.1108/MRR-07-2021-0515
Saitarli, V. (2019) Emotion: the super weapon of marketing and advertising. https://www.forbes.com/sitesforbesagencycouncil/2019/11/04emotion-the-super-weapon-of- marketing-and-advertising/?sh=226cbcfd4dfo.
Segal, J. (2008) The Language of Emotional Intelligence: The Five Essentials Tools for Building Powerful and Effective Relationships. London. McGraw.
Salovey P., Mayer, J., Caruso, D. (2000) The Emotionally Intelligent Manager: How to Develop and Use the Four Key Emotional Skills of Leadership.
Serrat, O. (2017) Understanding and Developing Emotional Intelligence, in: Knowledge Solutions. Springer, Singapore.  https://doi.org/10.1007/978-981-10-0983-9_37.
Shutte, S.N., Malouff, J.M. (2011) Emotional intelligence mediates the relationship between mindfulness and subjective wellbeing. https://doi.org/10.1016/j.paid.2011.01.037.
Sternberg, R.J., Kaufman, S.B. (Eds. (2021) The Cambridge handbook of intelligence. Cambridge University Press. https://doi.org/10.1017/CBO9780511977
Stillman, MC.M., Feldman, H., Wambach, Howard, J.H., Howard, D.V. (2014) Dispositional mindfulness is associated with reduced implicit learning. https://doi.org/10.1016/j.concog.2014.07.002.
Thory, K. (2013) Teaching managers to regulate their emotions better: insights from emotional intelligence training and work-based application. https://doi.org/10.1080/13678868.2012.738473 
Thorndike, E.L. (1920). A constant error in psychological ratings. Journal of Applied Psychology. https://doi.org/10.1037/h0071663.
Tang, Y.Y., B.K. Holzel, B. & Posner. M. (2015) The Neuroscience of mindfulness meditation. Nature Reviews, Neuroscience. https://doi.org/10.1038/nrn3916
Taylor, F. (1967) The Principles of scientific management. New York: Harper.
Waterhouse, L. (2006) Inadequate Evidence for Multiple Intelligences, Mozart Effect, and Emotional Intelligence Theories. Educational Psychologist.                                     https://Doi.10.1207/s15326985ep4104_5.
Wheaton, A. (2012). Metacognition and emotional intelligence. Australian Educational leader; https://search.informit.org/doi/10.3316/aeipt.192369.
Wilson, J. (2014) Mindful America: Meditation and the Mutual Transformation of Buddhism and American Culture. Oxford University Press.


[bookmark: _Toc130074605] Appendix 1



 [image: Table

Description automatically generated]








[bookmark: _Toc130074606]Appendix 2.
Goleman’s emotional intelligence model (1995)
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