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[bookmark: _heading=h.p3rmpvsxeylh]Introduction    
Emotional intelligence has become an important concept in discussions of workplace effectiveness, leadership and employee development. It is often linked to communication, self awareness, emotional regulation and relationship management, all of this can influence how individuals perform at work and how organisations function more broadly. At the same time, emotional intelligence remains a debated concept because theorists do not agree fully on how it should be defined, measured or applied. This makes critical evaluation especially important when considering its relevance to workforce development and business performance.
This assignment critically evaluates theories of emotional intelligence, Mayer, Salovey and Caruso’s ability model and Goleman’s mixed model. It considers the strengths and limitations of each approach and assesses their relevance to workforce development and business performance. The assignment then uses theories of emotional intelligence and mindfulness to review the effect of emotions on my own workplace performance within a property management business. In doing so, it draws on Gibbs Reflective Cycle to structure the analysis of emotionally demanding workplace situations. This assignment argues that emotional intelligence and mindfulness can offer valuable insight into workplace behaviour and performance, but that their usefulness depends on how critically and realistically they are applied.
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Emotional intelligence has become an important concept in management, leadership and organisational development, yet it remains theoretically contested. In broad terms, it refers to the ability to recognise, understand and manage emotions in oneself and others. However, there is no single agreed definition, and this creates a problem for both theory and practice. If emotional intelligence is defined too narrowly, it may fail to capture the interpersonal demands of work. If it is defined too broadly, it risks becoming little more than a collection of desirable personal qualities. Its relevance to workforce development and business performance therefore depends largely on how the concept is understood and measured.
One of the most influential approaches is Mayer, Salovey and Caruso’s ability model, which defines emotional intelligence as a form of mental ability concerned with processing emotional information. Their model includes four branches: perceiving emotions accurately, using emotions to facilitate thinking, understanding emotional meanings and changes, and managing emotions effectively in oneself and others (Mayer et al, 2016). Earlier work also argued that emotional intelligence should meet standards normally associated with intelligence, including the existence of a definable ability and the possibility of ability based measurement (Mayer et al, 1999). This is a major strength because it gives emotional intelligence clearer conceptual boundaries and distinguishes it from broader personality based approaches.
A further strength of the ability model is that it separates emotional intelligence more carefully from general social competence and personality. This gives it greater academic credibility and makes it less vulnerable to the criticism that emotional intelligence is simply a fashionable management phrase. I agree with this approach to a large extent because it protects the concept from becoming too vague. However, the model is not without limitations. The measurement of emotional intelligence as an ability remains problematic because emotional situations are often subjective, culturally shaped and context dependent. Matthews (2012) is particularly sceptical about the extent to which emotional intelligence has fulfilled its early promise, arguing that conceptual and psychometric problems still weaken the field. Even so, defenders of the ability based approach argue that it remains more theoretically robust than broader mixed models because it attempts to define what emotional intelligence actually is rather than simply listing effective behaviours (Daus & Ashkanasy, 2005). In a similar defence of the field more broadly, Ashkanasy and Daus (2005) argue that criticism of emotional intelligence should not be mistaken for proof that the concept is without value. This is important because it suggests that the problem may lie less in emotional intelligence itself and more in how different models define and measure it.
Despite these limitations, the ability model remains relevant to workforce development. Development at work involves more than technical knowledge. It also requires judgement, adaptability and effective working relationships. In this context, the model is useful because it highlights emotional abilities that support communication, self control and interpersonal understanding. Employees who can identify emotional tension and respond constructively may be better able to manage conflict, build trust and remain effective under pressure. This is especially relevant in service based sectors such as property management, where handling complaints, negotiation and relationship management all require emotional control and awareness. The model is also useful because it suggests that emotional competence can be treated as part of professional development rather than as a purely fixed personal quality.
Its relevance to business performance is also significant, although it should not be overstated. Emotional intelligence may influence performance through decision making, teamwork, service quality and conflict management. O’Boyle et al, (2011) found a positive relationship between emotional intelligence and job performance, while Miao et al, (2017) found links with work attitudes such as job satisfaction and organisational commitment. Joseph and Newman (2010) also suggest that the relationship between emotional intelligence and performance is stronger in jobs involving emotional labour, which implies that its practical value depends partly on context rather than operating in the same way across all forms of work. This is a useful point because it prevents emotional intelligence from being treated as a universal solution to performance problems. Similarly, Pirsoul et al, (2023) link emotional intelligence to career related outcomes such as adaptability and commitment, which suggests that its value may extend beyond immediate performance into longer term workforce development. These findings support the view that emotional intelligence can benefit organisations, but they do not show that it alone determines success. Business performance is also shaped by technical competence, leadership quality, workload, systems and market conditions. Emotional intelligence is therefore better understood as one influence on performance rather than a complete explanation for it.
A contrasting approach is Goleman’s mixed model, which presents emotional intelligence as a broader combination of emotional and social competencies. Goleman (1998) identifies self awareness, self regulation, motivation, empathy and social skill as central elements of emotionally intelligent performance. Later versions group these into wider domains such as self awareness, self management, social awareness and relationship management. The appeal of this model lies in its practical accessibility. Unlike the ability model, which can appear abstract, Goleman’s framework connects emotional intelligence directly to leadership, teamwork, communication and interpersonal effectiveness. This has made it highly influential in organisational development.
The main strength of Goleman’s model is therefore its usefulness in applied settings. It translates emotional intelligence into visible workplace behaviours such as listening well, handling conflict calmly, building rapport and responding appropriately under pressure. For workforce development, this is valuable because such behaviours can be discussed, reflected upon and developed more easily than abstract emotional abilities. The model is particularly relevant in workplaces where relationship management is central, since it helps explain why people with similar technical ability may perform differently when pressure or conflict arises. More recent review evidence also suggests that emotional intelligence continues to matter in relation to leadership and team functioning, especially where collaboration and communication are central to performance (Coronado-Maldonado & Benitez-Marquez, 2023). This strengthens the practical case for Goleman’s model, even if the theory remains less precise than the ability approach.
However, the main weakness of Goleman’s model is its breadth. Because it includes such a wide range of competencies, it becomes difficult to determine what emotional intelligence actually is. Locke (2005) argues that broad formulations of emotional intelligence blur the distinction between intelligence, personality and general effectiveness. I partly agree with this criticism. If emotional intelligence includes almost every positive behavioural quality, the concept loses theoretical precision and becomes harder to defend as a distinct form of intelligence. In this sense, Goleman’s model is less convincing as theory than the ability model. Even so, it would be unfair to dismiss it entirely. Its value lies less in conceptual rigour and more in interpretive usefulness, particularly in helping organisations think about behaviour, relationships and leadership in practical terms.
Goleman’s model is also relevant to business performance for similar reasons. Leadership effectiveness, team climate, customer relationships and conflict management all have emotional dimensions. A manager may be technically capable, but if they lack empathy or self regulation, relationships may deteriorate and performance may suffer. Dogru (2022) reports positive associations between emotional intelligence and outcomes such as commitment and organisational citizenship behaviour. This supports the idea that emotionally related competencies matter in organisational life. However, much of the evidence relies on self report measures and broad mixed models, which means it may reflect established personality traits or self perceptions as much as emotional intelligence itself. The evidence therefore supports the usefulness of emotionally related competencies at work, but not always the claim that Goleman’s model represents a distinct intelligence.
The two theories differ in both purpose and strength. Mayer, Salovey and Caruso offer a model that is conceptually tighter and more defensible as theory. Goleman offers a model that is broader, more applied and more influential in organisational practice. The ability model is stronger when the question is what emotional intelligence is, while the mixed model is stronger when the question is how emotional functioning appears in everyday workplace behaviour. On balance, I find the ability model more convincing because it gives emotional intelligence clearer boundaries and greater academic credibility. However, Goleman’s model remains useful because organisations often need frameworks that are practical and visible rather than theoretically neat. Emotional intelligence is therefore relevant to workforce development and business performance, but its value depends on how carefully it is defined and applied. It can help explain communication, leadership, conflict handling and relationship management, yet it should be treated as one lens among many rather than as a complete explanation for organisational success.
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Reviewing the effect of emotions on workplace performance requires more than recognising that emotions are present at work. It involves examining how emotions shape judgement, communication, behaviour and relationships in real situations. This is particularly relevant in my role because I work in a small property management business with my business partner. The business involves managing several properties, dealing with tenants and contractors, responding to maintenance issues and handling financial and operational pressures. A further feature of this setting is the difference in age and working style between us. I am 27 and my business partner is 60, and there are times when we disagree strongly about how issues should be handled. As a result, emotions influence not only how I feel at work, but also how effectively I communicate, make decisions and maintain productive working relationships. Emotional intelligence and mindfulness therefore provide useful frameworks for reviewing my workplace performance, although neither offers a complete explanation on its own.
Emotional intelligence is useful because it helps explain how emotions are recognised, interpreted and managed. Mayer, Salovey and Caruso’s ability model suggests that emotional intelligence involves perceiving emotions accurately, using emotions to support thinking, understanding emotional change and managing emotions effectively (Mayer et al, 2016). Goleman’s model places more emphasis on self awareness, self regulation, motivation, empathy and social skill (Goleman, 1998). Both approaches are valuable in reflection, but in different ways. The ability model is more useful for considering whether I identify and understand emotions accurately, while Goleman’s model is more helpful when examining how those emotions shape visible workplace behaviour. In my own working environment, both theories help explain why disagreement, stress and frustration can affect my communication, patience and judgement.
Mindfulness offers a related perspective. Kabat-Zinn (2003) describes mindfulness as paying deliberate attention to present experience without immediate judgement. By contrast, Langer (1989) presents mindfulness as active noticing, openness to new information and sensitivity to context, rather than relying on automatic assumptions. This distinction is useful because workplace problems are often intensified not simply by emotion itself, but also by habitual ways of thinking. In my own workplace, Kabat-Zinn’s approach helps explain the value of pausing before reacting, while Langer’s model helps explain why disagreement may worsen when situations are approached through fixed expectations rather than openness. Together, these perspectives suggest that mindfulness may improve performance by reducing both emotional reactivity and automatic thinking. Glomb et al, (2011) suggest that mindfulness has implications for attention, emotion regulation and interpersonal functioning at work, which makes it relevant to reviewing performance in emotionally demanding situations. This wider relevance is also supported by Good et al. (2016), who argue that mindfulness can influence attention, emotion and behaviour at work, although its effects depend on how it is understood and applied.
To structure this review, Gibbs’ Reflective Cycle provides a useful framework. Gibbs (1988) proposes that reflection should move through description, feelings, evaluation, analysis, conclusion and action planning. This is helpful because it encourages more than simple description and creates space to consider what happened, how I felt, how those feelings affected my behaviour and what I could do differently in future. In a reflective assignment, this is useful because it helps connect emotional intelligence and mindfulness to actual experiences rather than leaving them at a purely theoretical level.
One recurring issue in my workplace is disagreement with my business partner about how particular property matters should be handled. These disagreements may involve how quickly a repair should be arranged, how a tenant complaint should be addressed or how firmly a message should be communicated. In these situations, the practical issue often becomes emotionally charged because both of us are invested in the business. My emotional response is usually frustration, particularly if I feel a more effective or modern approach is being resisted. From Goleman’s perspective, this suggests that self awareness is present to some extent because I can recognise that I am irritated, but self regulation is not always strong enough to prevent that irritation affecting my behaviour. At times, frustration changes my tone and makes me more focused on defending my position than resolving the issue collaboratively. From the perspective of Mayer et al, (2016), the issue is not only whether I manage the emotion effectively, but also whether I understand it fully. The frustration may reflect more than a disagreement over one task. It may also involve a feeling that my judgement is not being fully recognised or that the difference in age and working style is shaping how seriously my views are taken.
The effect of this emotional response on my performance is significant. When I react too quickly, communication often becomes less productive. In a small business, this matters because communication directly affects decision making and daily operations. A defensive or impatient response can slow agreement, weaken discussion and shift attention away from the practical problem. It also affects concentration, as part of my attention becomes taken up by the tension itself. Over time, repeated disagreements can influence the wider working relationship, making future conversations more guarded or easier to escalate. Emotional intelligence and mindfulness are useful in analysing why this happens. Mayer et al, (2016) argue that emotions can support thinking when they are understood and managed effectively. I agree with this to an extent. In my own workplace, frustration can sometimes be informative because it may highlight genuine concerns such as inefficiency, poor communication or resistance to change. However, that benefit only exists when the emotion is reflected upon rather than acted out. If frustration remains unexamined, it is more likely to reduce the quality of my performance than improve it.
This is where mindfulness becomes important. A more mindful response, in Kabat-Zinn’s sense, would involve noticing the early rise of irritation, recognising the urge to react quickly and creating a pause before speaking. Langer’s model is also relevant here because it highlights the risks of automatic thinking. If I assume that disagreement means my views are being dismissed, I may respond too quickly and overlook other explanations. A more mindful response in Langer’s terms would involve greater openness to context and a willingness to consider that disagreement may reflect a different working style rather than simple resistance. This argument is supported by Reb et al. (2015), who suggest that mindfulness at work can shape both attention and interpersonal functioning. Toniolo-Barrios and Pitt (2023) add that mindfulness may reduce workplace stress partly by changing how demands are appraised and responded to rather than by removing the demands themselves. This is useful because it fits my experience more closely. The issue is not that mindfulness makes difficult situations disappear, but that it may improve how I respond to them.
A second emotionally significant aspect of my work is the pressure created by competing demands. Property management involves more than administrative tasks. There may be tenant concerns, maintenance issues, deadlines, contractor problems and financial pressures happening at the same time. In these situations, the dominant emotions are usually stress and mental overload. My performance during these periods is mixed. I can still complete tasks and deal with immediate demands, but the quality of my performance is not always as strong as it could be. Stress can make me less patient, more reactive and less clear in my thinking. Goleman’s emphasis on self awareness is particularly relevant here because it suggests that effective performance depends partly on recognising internal emotional states before they influence outward behaviour (Goleman, 1998). Reflecting on my own work, I can see that some weaker moments in my performance are not caused by a lack of technical understanding, but by reduced emotional control when pressure builds.
Mindfulness extends this analysis in a useful way. Kabat-Zinn’s perspective is helpful because it suggests the value of observing stress without immediately becoming driven by it. Langer’s model also helps because it highlights the importance of remaining open and context sensitive rather than slipping into automatic, urgency based thinking. In practice, when stress rises in my work, my attention can become too narrowly focused on immediate pressure. This can make me less thoughtful in communication and less effective in prioritising. A mindful approach would not remove the workload, but it could improve how I respond to it. By paying greater attention to what is happening internally and remaining more open to the wider context, I may be more able to recognise when stress is affecting my tone, concentration or interactions with others. Hülsheger et al. (2013) found that mindfulness can support emotional exhaustion recovery and job satisfaction, which suggests that mindful awareness may have practical value in demanding working environments. More recently, Huang et al. (2024) found links between mindfulness and job performance, although the relationship appeared to operate through factors such as burnout and communication rather than mindfulness acting in isolation. This is important because it supports the value of mindfulness without presenting it as a simple cure.
A critical review also needs to recognise the limits of mindfulness and reflection. Mindfulness may improve awareness and regulation, but it does not remove structural pressures. A difficult tenant, an urgent repair or a serious disagreement with a business partner does not disappear simply because I become more mindful. In reality, my performance is shaped not only by my emotional responses but also by workload, business pressures and the realities of working closely with another person whose style differs from my own. This caution is supported by Badham and King (2021), who argue that mindfulness at work should not be treated as an uncomplicated organisational good. Their critique is useful because it prevents mindfulness from being presented as a universal answer to workplace conflict or stress. Stuart-Edwards et al, (2023) make a similar point in their review of mindfulness at work, showing that the research base has expanded considerably but remains mixed in quality and interpretation. The most realistic conclusion is therefore not that all difficulties arise from my emotions, but that my performance is better when those emotions are recognised earlier and handled more carefully.
A further issue concerns empathy and perspective taking. Goleman’s model gives significant importance to empathy, and this is relevant to my performance both with clients and with my business partner. In theory, empathy should improve relationships by helping me understand another person’s perspective more fully. In practice, this becomes difficult when I feel that my own perspective is not being recognised. For example, when my business partner prefers a more traditional approach and I see the issue differently, I may focus so strongly on being understood that I make less effort to understand why he is responding as he is. This narrows the discussion and makes collaboration harder. Looking at this critically, I can see that emotional intelligence requires more than recognising my own frustration. It also requires the discipline to interpret another person’s behaviour without immediately reducing it to stubbornness or resistance.
Mindfulness and emotional intelligence appear complementary here. Mindfulness may help me notice the early rise of defensiveness or irritation, while emotional intelligence provides a framework for responding more effectively once that emotion has been recognised. Urrila et al, (2022) suggest that mindfulness practices may influence not only personal wellbeing but also relationships and social awareness in leadership contexts. Langer’s emphasis on openness and sensitivity to context is particularly useful in this area because it suggests that better workplace performance may depend not only on emotional control, but also on resisting fixed assumptions about why another person is behaving in a particular way. This is relevant because the quality of my performance does not depend solely on staying calm as an individual. It also depends on whether I can maintain a constructive working relationship when views differ. When I react immediately from frustration, I tend to communicate more narrowly and defensively. When I take more time to notice the feeling and consider the interaction more carefully, I am more likely to listen properly, speak clearly and focus on what will move the discussion forward.
This reflective process also reveals something important about the relationship between emotions and professional identity. Because I work in a small business and share responsibility for outcomes, disagreements often feel more personal than they might in a larger organisation. If I am not conscious of how much my sense of competence is tied up in a conversation, I may respond in ways that protect pride rather than improve the business decision. This exposes a weakness in my own performance, namely that emotions linked to identity and recognition can sometimes interfere with calm analysis. It also suggests that workplace performance is shaped not only by emotional capability, but by the meaning attached to particular interactions.
Reviewing my workplace performance through emotional intelligence, mindfulness and Gibbs’ Reflective Cycle suggests that emotions have a substantial effect on how well I work. They influence communication, concentration, patience, judgement and the ability to maintain constructive working relationships. Mayer, Salovey and Caruso’s model is useful because it shows that effective performance depends partly on perceiving, understanding and managing emotional information. Goleman’s model is especially helpful in interpreting self awareness, self regulation and empathy in everyday workplace behaviour. Kabat-Zinn’s model helps explain the value of pausing and observing emotional reactions without immediate judgement, while Langer’s model highlights the importance of openness, active noticing and resisting automatic assumptions. Together, these frameworks suggest that performance improves when emotional reactions are recognised early, interpreted more carefully and managed with greater control.
After completing the emotional intelligence questionnaire included in the appendix , I became more aware of the areas in which my emotional intelligence appears stronger and where personal development is needed. My scores stated that empathy was my highest area at 33 out of 50, followed by self awareness at 32 out of 50, which indicates some ability to recognise emotions in myself and understand the feelings of others. However, my lower scores in managing emotions at 27 out of 50 and social skill at 25 out of 50 suggest that recognising emotions does not always translate into responding to them effectively in practice. This is consistent with my reflection on disagreements and pressure at work, where frustration and stress can affect my communication and judgement. My score for motivating myself, at 29 out of 50 it shows room for improvement when demands build. To strengthen these areas, I need to focus on pausing before reacting, listening more carefully during disagreement and developing more controlled responses under pressure, particularly when working closely with my business partner.
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This assignment has critically examined emotional intelligence and its relevance to workforce development and business performance, before applying emotional intelligence and mindfulness to a review of my own workplace performance. The discussion showed that emotional intelligence is a useful but contested concept. Mayer, Salovey and Caruso’s ability model offers greater conceptual clarity and stronger theoretical boundaries, while Goleman’s mixed model is broader and more practical for understanding workplace behaviour, but less precise as theory.
The reflective section showed that emotions have a meaningful effect on my performance within a small property management business. Disagreement, stress and frustration influence communication, concentration, judgement and working relationships. Emotional intelligence helps explain these effects by drawing attention to self awareness, self regulation and empathy, while mindfulness adds value by encouraging earlier recognition of emotional reactions and reducing automatic responses. Gibbs Reflective Cycle strengthened the discussion by moving reflection beyond description and towards analysis and action.
Overall, emotional intelligence and mindfulness offer useful insight into workplace behaviour and performance, but their value depends on realistic and critical application. They can support better judgement, communication and self management, yet they do not replace the importance of organisational structure, workload, technical skill and professional experience. In my own workplace, the most important learning is that better performance depends not on removing emotion, but on understanding it more clearly and responding to it more effectively.
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