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[bookmark: _Toc230514656]Introduction
The main theories of emotional intelligence are critically assessed in this report along with their applicability to workforce development and organisational business performance. Daniel Goleman's Mixed Model of Emotional Intelligence and John D. Mayer and Peter Salovey's Ability Model are the main subjects of this report. In topics like leadership, communication, teamwork, employee health, and organisational performance, the discussion examines the advantages, disadvantages, and real-world applications of both views. To examine how emotions, emotional intelligence, and mindfulness affect workplace performance, decision-making, professional relationships, and stress management, the report also considers individual workplace experiences. It also looks at how mindfulness might help with emotional awareness, emotional control, and resilience in difficult work environments. The research illustrates the significance of emotional and social competences in upholding professionalism, fostering cooperation, and enhancing both individual and organisational performance by applying emotional intelligence and mindfulness theories to actual workplace situations.
[bookmark: _Toc230514657]Critically evaluate theories of emotional intelligence and their relevance to workforce development and business performance.
[bookmark: _Toc230514658]Emotional Intelligence
The ability to identify, comprehend, control, and impact one's own emotions as well as those of others is known as emotional intelligence (EI). (Salovey & Mayer, 1990) presented the idea explicitly, defining EI as a type of social intelligence that involves emotional monitoring and the use of emotional information to direct behaviour and thought. After Daniel Goleman’s work, which extended EI beyond cognitive skills to encompass qualities like self-awareness, motivation, empathy, and relationship management, was published in 1995, the theory became widely accepted (Goleman, 1995a).  Historically, psychological research on social intelligence and multiple intelligences, particularly the work of (Gardner, 2011), who argued that intelligence goes beyond conventional academic measures led to the establishment on EI. Since its creation, EI has grown in significance in organisational settings due to its strong correlation with decision-making, communication, teamwork, employee well-being, and leadership efficacy. According to studies by (Côté, 2014a) and (Ashkanasy & Daus, 2005a), emotionally intelligent workers are better at handling stress at work, settling disputes, and forming fruitful professional relationships—all of which have a positive impact on workforce development and organisational performance. Additionally, because managers with high EI are frequently better able to inspire teams, adjust to organisational change, and foster positive workplace cultures, organisations are beginning to embrace EI as a crucial part of leadership development and employee engagement efforts. As a result, emotional intelligence is now widely recognised as a crucial ability that supports both long-term economic success and individual professional performance. Additionally, companies that place a high priority on EI may see an improvement in employee retention because positive workplace connections and supportive leadership are linked to lower inclinations to leave and higher levels of organisational commitment (Carmeli, 2003). As a result, the Ability Model shows great promise for assisting businesses in enhancing long-term company performance and employee well-being.

[bookmark: _Toc230514659]Theory One: Ability Model of Emotional Intelligence – Mayer and Salovey
[bookmark: _Toc230514660]Overview of the Theory
According to John D. Mayer and Peter Salovey's Ability Model of Emotional Intelligence, EI is the capacity to recognise, comprehend, utilise, and effectively regulate emotions in oneself and others. (Mayer et al., 2004a) theory sees EI as a cognitive skill that can affect reasoning, decision-making, and interpersonal behaviour, in contrast to mixed conceptions of EI. A four-branch framework serves as the model's structural foundation. The capacity to correctly recognise emotions through body language, tone of voice, and facial expressions is referred to as the first branch, perceiving emotions. The second branch, "using emotions," focuses on using emotions to help with problem-solving, creativity, and thought. Understanding emotions, which is the third branch, focuses on understanding emotional language, emotional shifts, and the reasons behind feelings in various contexts. The ability to effectively control emotions to foster personal development, uphold relationships, and react appropriately in professional settings is the subject of the last branch, managing emotions. Research on emotional intelligence in leadership, communication, and organisational performance has benefited greatly from this paradigm, which is well known for its scientific methodology.
[bookmark: _Toc230514661]Strengths of the Theory
The Ability Model of Emotional Intelligence's strong scientific basis is one of its key advantages since it views EI as a quantifiable cognitive skill rather than a personality characteristic. This method has made it possible for researchers to create objective evaluation instruments like the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT), which uses performance-based tasks rather than self-report assessments to assess how people perceive, comprehend, and regulate emotions (Mayer et al., 2004b). The model's empirical backing in psychology and organisational research, where studies have connected increased EI to better interpersonal communication, leadership efficacy, and decision-making skills, is another reason it is highly regarded. Strong EI can improve teamwork and organisational success because it enables people to better understand emotional cues, handle conflict, and react properly in difficult work settings (Côté, 2014b).
[bookmark: _Toc230514662]Criticisms and Limitations
The Ability Model of Emotional Intelligence has been criticised and found to have limits in academic research, despite its solid theoretical background. A significant critique concerns measuring challenges, specifically regarding the validity and impartiality of the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT). Determining universally "correct" emotional responses is difficult, according to critics, because emotional responses can be subjective and culturally affected (Matthews et al., 2004a). Furthermore, studies have questioned the model's predictive validity, arguing that EI may not reliably predict leadership efficacy or success in the workplace beyond more conventional metrics like personality traits and cognitive intelligence (Landy, 2005a). Additionally, some research contends that there is frequently a moderate rather than significant correlation between EI and work performance. In addition, the model has practical limits in the workplace because it can be challenging to directly monitor emotional abilities in organisational settings, and it may take a lot of time and money to establish EI evaluations and training programs. Detractors also claim that managers looking for useful tools for staff development and organisational progress may find the theory to be unduly scholarly and difficult to understand.
[bookmark: _Toc230514663]Relevance to Workforce Development
Because it highlights emotional qualities that may be enhanced through training, reflective learning, and professional development programs, the Ability Model of Emotional Intelligence is extremely pertinent to workforce development (Cary Cherniss &Daniel Goleman (Editors), 2001a). Employers are increasingly using EI training to enhance workers' emotional intelligence, communication skills, and capacity to handle stress and interpersonal difficulties at work (Mayor et al., 2008). According to research by (Goleman, 1998b), emotionally intelligent leaders have a favourable impact on employee engagement and workplace culture. Additionally, the approach promotes conflict management by assisting people in controlling their emotions and comprehending the viewpoints of others, which results in more positive problem-solving and less stress at work. Additionally, the approach promotes conflict management by assisting people in controlling their emotions and comprehending the viewpoints of others, which results in more positive problem-solving and less stress at work. (Wong & Law, 2002) also discovered that workplace performance and attitudes are positively impacted by leaders' and employees' emotional intelligence. The Ability Model is therefore largely acknowledged as a crucial paradigm for enhancing organisational and individual success.
[bookmark: _Toc230514664]Relevance to Business Performance
Given that EI can have a positive impact on productivity, employee engagement, and organisational culture, the Ability Model of Emotional Intelligence is also closely associated with business performance. High EI workers are frequently better at handling stress, adjusting to demands at work, and upholding constructive working relationships, all of which can enhance general output and job performance (Côté, 2014c). Additionally, leaders that possess emotional intelligence are more likely to foster collaborative, motivated, and supportive work cultures. According to research by (Goleman, 1995b), emotional abilities are crucial for successful leadership and organisational performance, especially in team-based settings. By encouraging empathy, communication, and conflict resolution—all of which can boost employee morale and job satisfaction—the approach also helps to create a healthy organisational culture (Ashkanasy & Daus, 2005b).

[bookmark: _Toc230514665]Applying to own workplace
The Ability Model of Emotional Intelligence can be viewed as being extremely pertinent to relationship management and business performance in the position of Business Development Officer at Alpha Safety Training. Because the position necessitates frequent connection with customers, training providers, and outside organisations, the capacity to recognise and comprehend emotions is crucial for determining client needs, addressing objections, and establishing enduring professional relationships. The business development officer recognises that employing emotional intelligence in sales talks and client negotiations can enhance customer happiness, communication, and trust—all of which may eventually lead to higher client retention and organisational expansion. It is thought to be crucial for upholding professionalism and fostering strong working relationships to properly manage emotions in high-pressure situations, such as handling complaints or sales objectives. The officer does, however, think that some elements of the model would be challenging to implement consistently in a fast-paced corporate setting, where operational requirements and financial goals frequently take precedence over emotional factors when making business decisions. Over-reliance on emotional awareness alone may not always result in quantifiable commercial benefits, even while emotionally intelligent leadership and cooperation are likely to perform well inside Alpha by enhancing collaboration and employee morale. The Business Development Officer agrees that while the model offers useful interpersonal skills, elements like industry knowledge, sales prowess, and real-world experience are still crucial for attaining success within the company, despite varying scholarly perspectives on EI.

[bookmark: _Toc230514666]Theory Two: Goleman’s Mixed Model of Emotional Intelligence
[bookmark: _Toc230514667]Overview of the Theory
According to Daniel Goleman's Mixed Model of Emotional Intelligence, EI is a combination of social skills, behavioural abilities, and emotional competencies that affect leadership effectiveness and workplace performance (Goleman, 1995c). In contrast to Mayer and Salovey's Ability Model, Goleman's theory emphasises personal competences and practical professional actions rather than only cognitive emotional abilities (Goleman, 1998a). There are five main parts to the model. The capacity to identify and comprehend one's own feelings and how they affect other people is known as self-awareness. Controlling one's emotions, remaining professional, and responding correctly to difficult circumstances are all components of self-regulation. Internal drive, dedication, and the pursuit of objectives beyond material gain are all aspects of motivation. The capacity to comprehend and consider the feelings and viewpoints of others is known as empathy, and it is crucial for leadership and relationship management. Lastly, social skills include the capacity for excellent professional relationships, teamwork, dispute resolution, and effective communication (Segon & Booth, 2014). The model has a significant impact on management and workforce development research since (Goleman, 1998c) contends that these emotional qualities are critical for leadership effectiveness, employee engagement, and organisational performance. 

[bookmark: _Toc230514668]Strengths of the Theory
Since Daniel Goleman's Mixed Model of Emotional Intelligence focuses on behaviours and competences that can be immediately applied to organisational settings, one of its main advantages is its significant practical relevance within workplace environments (Goleman, 1998c). Goleman's model, in contrast to more theoretical approaches, is very accessible for organisations since it offers distinct emotional and social competencies that can be cultivated through coaching, training, and leadership initiatives (Goleman & Cherniss, 2001). According to research by (Boyatzis et al., 1999), effective leadership performance is directly associated with competences including empathy, self-regulation, and social skills. Additionally, the model has been widely used in employee development and human resource management since it is simple for managers and staff to comprehend and implement in real-world situations. Studies by (Ashkanasy & Daus, 2005c) also argue that EI contributes positively to teamwork, communication, and employee engagement, making the model valuable for improving both individual and organisational performance. The theory also supports up the notion that emotional competences can be acquired and developed over time, making it more beneficial for companies looking to enhance their staff over the long run and achieve better business results.

[bookmark: _Toc230514669]Criticisms and Limitations
Daniel Goleman's Mixed Model of Emotional Intelligence, which integrates emotional skills with personality traits, social behaviours, and leadership competencies, has drawn criticism for its expansive conceptualisation of EI despite its widespread use in organisational research (Landy, 2005b). Critics contend that the theory's ambiguity makes it challenging to differentiate EI from well-known personality traits like conscientiousness, agreeableness, and emotional stability (Matthews et al., 2004b). Furthermore, scholars like (Locke, 2005) contend that the model is unduly expansive since it includes a variety of admirable personal traits that might not be directly related to intelligence. Since many evaluations associated with Goleman's paradigm rely on self-report surveys that could be skewed by bias, exaggeration, or social desirability, another major drawback is the absence of reliable measurement instruments (Conte, 2005). This has prompted questions about the validity and usefulness of EI assessments in professional contexts. Additionally, some scholars contend that despite the model's widespread application in leadership and organisational development initiatives, there is scant empirical data demonstrating that EI on its own reliably predicts business performance or workplace success beyond conventional cognitive intelligence and professional experience (Zeidner et al., 2004). Because of this, the model's theoretical and scientific validity is still up for question in psychology research, even though it continues to have an impact on managerial practice.
[bookmark: _Toc230514670]Relevance to Workforce Development
While it emphasises social and emotional skills that may be enhanced through professional development programs, coaching, and mentorship, Daniel Goleman's Mixed Model of Emotional Intelligence is extremely pertinent to workforce development. Employers regularly use EI training to help staff members become more self-aware, proficient communicators, and adept at managing relationships, all of which can improve productivity (Cary Cherniss &Daniel Goleman (Editors), 2001b). Because emotionally intelligent leaders are frequently better at inspiring teams, handling conflict, and fostering organisational change, the model is especially useful for leadership development (Goleman, 1998e). According to research by (Boyatzis & McKee, 2005), leaders who possess strong emotional competences are also better able to foster healthy relationships at work and promote employee engagement. Additionally, by highlighting empathy, emotional control, and encouraging workplace cultures—all of which can lower stress and raise job satisfaction, the model supports employee wellbeing programs (Ashkanasy & Daus, 2005d). Programs for coaching and mentoring based on EI can further promote introspective practice and ongoing personal growth, assisting staff members in better adjusting to problems at work. As a result, the model is widely acknowledged as a helpful framework for enhancing employee wellness and leadership efficacy in contemporary businesses.
[bookmark: _Toc230514671]Relevance to Business Performance
Given that emotional competencies can support organisational success, good customer interactions, and enhanced teamwork, Daniel Goleman's Mixed Model of Emotional Intelligence is closely related to business performance. According to (Goleman, 1998f), emotionally intelligent workers and executives are better able to handle relationships at work, communicate clearly, and react constructively to organisational challenges—all of which can enhance overall business performance. In customer-focused sectors, where empathy and social skills can improve communication, trust, and client pleasure, the model is especially pertinent. Additionally, businesses can foster collaborative and encouraging workplace cultures that promote teamwork and employee engagement with the aid of emotionally intelligent leadership. Higher EI is linked to favourable work attitudes and better organisational outcomes, according to research by (Carmeli, 2003b). Because workers with strong emotional and social competences are frequently more receptive to exchanging ideas, settling disputes amicably, and functioning well in varied teams, the model also encourages innovation and teamwork (Ashkanasy & Daus, 2005e). Additionally, Boyatzis and McKee (2005) contend that emotionally intelligent leadership can foster emotionally supportive workplace environments that promote innovation, flexibility, and sustained organisational success. Goleman's model is therefore widely acknowledged as a useful framework for enhancing employee performance as well as overall business effectiveness. Additionally, (Boyatzis & McKee, 2005b) contend that emotionally intelligent leadership can foster emotionally supportive workplace environments that promote innovation, flexibility, and sustained organisational success. Goleman's model is therefore widely acknowledged as a useful framework for enhancing employee performance as well as overall business effectiveness.
[bookmark: _Toc230514672]Applying to own workplace
Daniel Goleman's Mixed Model of EI can be successfully used in the company Development Officer position at Alpha Safety to assist customer interactions, leadership communication, and general company development initiatives. Competencies like self-awareness, empathy, and social skills are crucial when comprehending client needs, negotiating contracts, and upholding professional relationships because the work necessitates frequent involvement with organisations seeking health and safety training services. According to the business development officer, self-control and emotional control are especially important while dealing with customer complaints, hitting sales goals, or working under pressure since maintaining composure and professionalism can enhance client trust and the organisation's reputation. Additionally, the officer acknowledges that interpersonal skills and drive can foster teamwork among coworkers and contribute to a more encouraging work environment within the organisation. The officer does concede, though, that some elements of Goleman's theory might not always be applicable in a business-oriented setting like Alpha Safety Training, where operational effectiveness, profitability, and sales numbers are frequently used to gauge performance rather than just EI. The officer feels that industry knowledge, technical comprehension of health and safety regulations, and real-world sales experience are still crucial for business success, even though EI may enhance communication, teamwork, and customer relations. The Business Development Officer acknowledges criticisms that EI can overlap with personality traits and may be challenging to measure consistently in workplace settings, but she also concurs with scholarly opinions that suggest the model is very helpful for leadership and relationship management.

[bookmark: _Toc230514673]Comparative Critical Evaluation of Emotional Intelligence Theories
The significance of emotional awareness, empathy, communication, and emotional regulation in professional settings is emphasised by both the Ability Model and Goleman's Mixed Model of EI. According to these views, leaders and employees who possess EI are better at fostering professional connections, handling conflict, and enhancing organisational success. The models' approaches to EI, however, are different. The Ability Model makes EI more grounded in science and research by emphasising it as a cognitive skill involving the perception, comprehension, and control of emotions. Goleman's Mixed Model, on the other hand, offers a more comprehensive and useful approach by incorporating social behaviours, motivation, and leadership qualities. As a result, Goleman’s theory is often considered easier for organisations to apply through leadership training and workforce development programmes. All things considered, both theories offer insightful perspectives on corporate success and workplace behaviour. While Goleman's model is more approachable and useful for enhancing leadership efficacy, communication, and employee development inside businesses, the Ability Model gives greater academic credibility and objective evaluation.

[bookmark: _Toc230514674]Use Theories of Emotional Intelligence and Mindfulness to Review the Effect of Emotions on Your Own Workplace Performance
[bookmark: _Toc230514675]Emotions and Mindfulness in the Workplace
In the workplace, emotions are important because they affect behaviour, communication, decision-making, and general job performance (Hülsheger et al., 2013a). While negative emotions like stress, irritation, or worry can result in conflict, diminished focus, and poor performance, positive emotions can promote motivation, teamwork, and fruitful working relationships. Employee communication with coworkers and clients can also be impacted by emotional reactions, especially in times of stress or organisational transition. EI and self-control are therefore regarded as critical abilities for upholding professionalism and productive working relationships. In companies, mindfulness is becoming more widely acknowledged as a crucial strategy for enhancing emotional control and self-awareness. The capacity to stay in the present while monitoring thoughts and feelings objectively is known as mindfulness. (Kabat-Zinn, 2003) argues that mindfulness can help individuals manage stress, improve concentration, and respond more calmly to workplace challenges. The Mindfulness-Based Stress Reduction (MBSR) model, which emphasises awareness development through breathing exercises, introspection, and meditation practices, is one well-known mindfulness approach (Kabat-Zinn, 2003b). Ellen Langer's Mindfulness Theory, which promotes active awareness, receptivity to fresh viewpoints, and adaptable thinking in day-to-day circumstances, is another pertinent theory (Carson & Langer, 2006). According to these theories, mindfulness can enhance resilience, communication, emotional regulation, and workplace wellbeing, making it extremely beneficial for worker productivity and career advancement (Hülsheger et al., 2013b). The Periodic Table of Emotions demonstrates the wide range and complexity of human emotions that individuals may experience, and a copy of this model can be found in Appendix A.
[bookmark: _Toc230514676]Results of Emotional Intelligence and Mindfulness Self-Evaluation
The essential qualities of self-awareness, controlling emotions, self-motivation, empathy, and social skills were all emphasised in the EI self-assessment, along with a variety of areas for improvement. The results showed that the individual has a high degree of emotional awareness and can typically identify emotions in both oneself and other people in professional settings. This validates Goleman’s idea of EI, especially regarding self-awareness and relationship management, as the individual can consider their emotional reactions and comprehend how they may impact encounters at work.
Additionally, the evaluation revealed strengths in social skills and empathy. The individual seems to be able to establish productive working connections, interact with coworkers in an efficient manner, and react to others’ feelings with tact. This has encouraged cooperation and teamwork in the workplace, especially when dealing with stressed-out coworkers or working under pressure. These results are strongly related to Mayer and Salovey's EI paradigm, which emphasises the capacity to recognise, comprehend, and effectively regulate emotions.
The findings did, however, also point to areas where emotional regulation in difficult circumstances could be strengthened. The individual considered how pressure at work, heavy workloads, disagreement, and short deadlines might occasionally lead to feelings of stress, anxiety, or irritation. In certain circumstances, emotional reactions may first impair self-assurance, focus, or interpersonal communication. This illustrates how crucial it is to strengthen emotional management techniques to sustain steady performance at work in trying conditions.
Self-reflection and emotional regulation were found to be strengthened by mindfulness. The individual showed understanding of the need to take a moment to think things through and maintain composure before responding emotionally in professional settings. Stepping back from stressful situations, concentrating on breathing, and pausing before reacting are examples of mindfulness practices that have been shown to lessen emotional reactions and enhance decision-making. This has had a favourable impact on professional relationships and maintained a more composed and balanced attitude to work.
Despite these advantages, the reflection made clear that mindfulness may be improved with more regular practice. The individual acknowledged that there is occasionally a propensity to concentrate intensely on activities during hectic or stressful moments without fully realising the emotional impact stress may have on wellbeing and professional behaviour. Resilience, emotional control, and the capacity to handle working demands more skilfully could all be enhanced by increasing mindfulness.
Overall, the self-evaluation showed that the individual has a strong foundation of EI, especially in the areas of empathy, communication, and self-awareness. However, they would benefit from further training in stress management and emotional regulation. Using EI theories in conjunction with mindfulness techniques, the individual can enhance their professional connections, perform better at work, and react more favourably to emotionally taxing events.
Please see results for the assessment in Appendix B & C.

[bookmark: _Toc230514677]Reflection on Personal Workplace Experiences
The individual encountered a few circumstances at work that illustrated the value of EI and mindfulness in preserving productive performance and business connections. One noteworthy experience was working closely with coworkers who had trouble handling pressure and stress, which frequently led to hostile behaviour, negativity, and conflict in the workplace. These actions caused conflict among employees and had an impact on teamwork, communication, and general morale at work. The individual realised that frequent exposure to these circumstances resulted in elevated anxiety, emotional weariness, and trouble focusing during working hours. In certain instances, the emotional pressure became so severe that stress-related health issues necessitated time away from work. When the individual was promoted and had to train a coworker before taking on a new position, it was another difficult experience. The coworker seemed unreceptive to advice, reacted poorly to the individual's advancement within the company, and later tried to blame the individual for errors that happened after the role change. These encounters brought to light the difficulties in controlling emotions, handling disagreement, and remaining professional in trying situations at work. Despite feeling frustrated and emotionally impacted, the individual tried to use EI by maintaining composure, speaking professionally, and seeing how emotions affected both their own and other people's actions. The individual was able to better manage stress and prevent developing conflict at work by adopting mindfulness practices like pausing before responding, thinking back on emotional reactions, and concentrating on breathing exercises. When these experiences were considered, it became clear that EI and mindfulness are crucial for handling workplace stress, assisting with decision-making, preserving good working relationships, and safeguarding individual welfare in demanding organisational settings.
[bookmark: _Toc230514678]Applying Goleman, Mayer and Salovey’s Emotional Intelligence Theories
Both Daniel Goleman's Mixed Model and John D. Mayer and Peter Salovey's Ability Model are highly reflected in the job experiences. When handling conflict, job pressure, and challenging professional relationships, Goleman's theory is applicable through the significance of self-awareness, emotional control, empathy, and social skills. The ability to identify emotional strain, comprehend how emotions affect conduct at work, and try to effectively control emotional reactions in stressful situations are all indicators of Mayer and Salovey's model. The events also showed how coworkers' poor emotional control had a detrimental effect on morale, teamwork, communication, and workplace wellbeing. By promoting introspection, emotional awareness, and more composed decision-making during difficult situations, mindfulness enhanced EI. The individual was able to better manage stress and remain professional in challenging work settings by adopting strategies including pausing before responding and concentrating on emotional control.
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A Periodic Chart of Human Emotions
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Total and interpret your results

1. Record your 1, 2, 3, 4, 5 scores for the questionnaire statements in the grid below.
The grid organises the statements into emotional competency lists.

Self awareness Managing emotions | Motivating oneself Empathy Social Skill
4 | e 5 | S
|9 | s 0 | 4 |

| 14 | s 5 | <
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2. Calculate a total for each of the 5 emotional competencies.
[rom=] o [Tam=] o [g=] 30 [min|on || 3%

3. Interpret your totals for each area of competency using the following guide.

This area is a strength for you.
Giving attention to where you feel you are weakest will pay dividends.

Make this area a development priority.

4. Record your result for each of the emotional competencies: strength, needs attention or
development priority.

Needs attention ‘ Development priority

Strength

Self awareness

Managing emotions

\/
Iﬁvat goneﬁsrelfir \/

Empathy
Social Skill

ik v

and identify one or two actions you can take immediately to strengthen
ence. Put them into your Well-being@work plan.

5. Consider your results

your emotional intellig:

Self awareness and well-being
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Ppart Il. Scoring. Add your score for the varl
instructions below.

Item Numbers

Emotional Competency

Items 1+42+4

Emotional Awareness

ms:3+7+

Managing One’s Emotions Ite!

8+ 10+ 18+ 30

ous areas of emotiona| intelligence according to the

Your sco™®

+17+19 + 25 I~
F

Self-Motivation ltems: 5+ 6+ 1

Coaching Others’ Emotions

3+14+16+22 &\

R
Empathy foms. 0 + 11+20+21+23+28 2y
Hems.12+15+24+25+27+29 35

Part Ill. Interpreting Your Scores. Comparing your sCOres with the chart below will allow you to
tional competencies relative to a cross-industry

assess your current standing on the various emo
sampling of managers and other professionals.

Definite Strength

Emotional Competency

Needs Some Needs Substantial
Development Development

| Coaching Others’ Emotions

Emotional Awareness N ér above 25 or below
[ Managing One’s Emotions 32 or above 27-31
rSelf—Mmivatim; 31 or above 27-30

Empathy ) 26-30 25 or below

y 25-29 24 or below

Each of the above competencies are important for being

professional jobs and are important to leading a fulfilling
consider creating a plan of self-development for areas in
substantial development" or "needs some development”
available on each of the above emotiona
checking with your local bookstore or library

above.

able to perform well in most managerial and
life in general. Therefore, you should

which your scores fell into the "needs
range. Many books and seminars are

| competencies to aid you in your development. Begin by
for materials related to the emotional competencies listed

Source: httpj/road,uww,edu/mad/ionesd/COACHING*ZAO/Emotional%ZOlntelligence‘htm accessed

5 Dec 2010
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