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Introduction.
This assignment will focus on Emotional Intelligence within the Workplace. It will go into depth and fully understand how Employers and the Employees express behaviour, within the workplace environments. Due to Emotional intelligence becoming an essential aspect which is generally described as the ability to identify, understand, manage, and successfully use emotions in both self and others, it is described as a measure of interpersonal skill, leadership efficiency, and workplace performance. The assignment will explain how Emotional intelligence is particularly important in today's challenging and collaborative work situations. Mostly, more so comparing strategies based on the current workplace of an Engineering company. Since it mixes emotional awareness with ability to adapt, with that compared to traditional intelligence tests that focus on ability to think.
The assignment will also explain the increasing need for abilities like communication, teamwork, flexibility, and conflict resolution highlights the importance of emotional intelligence in the workplace and how higher emotional intelligence the workers are usually better able to handle social challenges, manage stress, and build successful workplace relationships. Hence, then resulting in the companies realising more on how important emotional intelligence is to standard practices for all employee well-being, leadership development, and professional growth and the change that indicates a greater understanding that knowledge of technology is not enough for long-term company success, especially in positions requiring a lot of social interactions. Also, the difference in private and public sectors when it comes to emotional intelligence.
Whilst Emotional intelligence has been developed and assessed based on several different theories, how and why does each offer different points of view.
Also, in addition, it will go further into depth how mindfulness has also been acknowledged as a related approach to emotional intelligence, especially in terms of improving self-awareness and emotional control. Mindfulness, which can be described as the practice of maintaining present-moment awareness with a nonjudgmental attitude, has been associated to increased cognitive efficiency, less stress, and greater emotional strength. With some evidence suggesting that introducing mindfulness practices into workplace wellness programs can improve both individual performance and company progress. Focusing on the relationship between emotional intelligence and mindfulness and emphasising how mindful practice and inner awareness can encourage the development of emotional skills. 

Critically evaluate theories of emotional intelligence and their relevance to workforce development and business
In the workplace, emotional intelligence is important because it affects how people cooperate, communicate, and deal with stress. These actions have an impact on both performance among employees and companies. The idea goes beyond simply "being nice" to include how emotional intelligence influences teamwork, leadership, and the standard of decisions that are made under pressure. However, because
emotional intelligence is measured in a variety of methods, results may differ depending on the model that is used, requiring a critical approach.
Since Emotional Intelligence deals with the way individuals perceive, interpret, control, and use emotion in ways that effect behaviour and performance at work, it has been recognised as a major factor within current workplace mental health. Emotional intelligence has been successfully provided as an acceptable reason for differences in leadership effectiveness, relationships, and flexibility in challenging workplaces since it developed popularity in the 1990s. (Mayer et al., 2004)
Its importance to both the company's employees/employer's development comes from the fact that today's companies and especially within the current workplace, of a popular Engineering company require that employees show self-awareness, strength, empathy, and creative ability in addition to technical knowledge. Emotional intelligence has become the lead role in discussions concerning company performance, leadership development, and employment.
Theoretical approaches
Emotional intelligence can be described by ability-based models, such as the ones presented by Mayer, Salovey, and Caruso, as a combination of intellectual and emotional skills that are measured. The ability model created by Mayer, Salovey, and Caruso, which summarises emotional intelligence as a collection of mental abilities involving -awareness, use, understanding, and control of emotions, is one of the most essential methods (see appendix A). This is because it sees emotional intelligence as a type of intelligence rather than a personality quality, this model is frequently recognised for its logical understanding. However, it can be argued that it is challenging to determine consistently and might not fully represent the motivational and social factors that are important in the actual workplace. (Mayer et al., 2004)
However, on a different side, some blended approach models—for example, as Goleman's framework (see appendix B), include a wider range of abilities, including motivation, empathy, and social skills, and often create a clear connection between emotional intelligence and performance in leadership and workplace success. Goleman's mixed model is a second key technique because it directly connects emotional intelligence to performance, teamwork, and leadership success, this theory has had an important effect on the company. Its intellectual level of scope, which mixes intelligence, personality, and developed abilities, can also be a disadvantage that makes it more difficult to explain clearly and assess consistency. Despite this, what it can do for employee development is shown in its popularity within management training courses. (Goleman, 1995)
Employer/Employee studies
The importance of emotional intelligence with employers is that of, since emotions at work have a direct impact on decision-making and productivity. The employees are more likely to remain involved and contribute successfully when they feel valued and understood. Performance frequently suffers when they feel ignored or misinterpreted. Additionally, emotional intelligence promotes improved stress management, which is crucial within the high-pressure or fast-paced roles. In this way, emotional intelligence is connected to company goals including productivity, morale, and retention in addition to kindness and interpersonal skills. (Channell, 2023)
By placing emotional intelligence within a framework of personality and self-perceptions of emotional ability, the meaning of emotional intelligence associated with Petrides and Furnham, offers an alternative viewpoint. Their technique is useful because it acknowledges that people's understandings of their own emotional functioning vary, and these opinions might influence social standards of behaviour, stress tolerance, and professional confidence. “The trait of emotional intelligence is important for employee well-being and long-term employment sustainability because it has been connected to job satisfaction, flexibility, and reduced burnout.” (Petrides & Furnham, 2001)
However, according to Channell, M. (2024, October 22) “characteristics such as emotional intelligence may reflect self-image rather than actual ability because it is usually assessed through self-report.”  (Channell, 2024) 
Meaning, a false self-perception might cloud judgement, which presents a conceptual issue, particularly in recruitment within the company or performance review. Instead of depending just on one test, identifying emotional intelligence issues often involves looking for patterns. For example: Regular disagreement, low level of responsibility, poor emotional control, and a lack of empathy are warning indicators. In fact, these issues can be resolved through training in emotional intelligence, coaching, reflective feedback, and supportive leadership development. 
In accordance with research, emotional intelligence can be improved, particularly when employers develop a setting based on mental health, open communication, and emotional awareness. However, rather than being viewed as short-term solutions, interventions function best when they are built into broader structural improvements. (Channell, 2024)
Company studies
Within overall company studies, it has been continually highlighting how important emotional intelligence is to the company efficiency. According to Cherniss (2010), “Employers with higher emotional intelligence usually communicate more effectively, control their frustration, and prevent from abrupt behaviours that harm coworkers.” (Cherniss, 2010)
This means, they tend to be more skilled at listening, accepting criticism, and handling conflict in a constructive way, all of which improve teamwork and reduce conflict. Because employees feel more appreciated and emotionally secure, emotionally intelligent leadership encourages interaction, retention, creativity, and performance at the level of the company. Low emotional intelligence, on the other hand, can appear as defensive behavioural patterns, poor listening, blame, passive
aggressive communication, or trouble adjusting to criticism. These actions may damage trust and disrupt teamwork. (Cherniss, 2010)
The best professional outcome, however, is that emotional intelligence continues to remain useful as it identifies parts of the workplace productivity that normal intelligence assessments overlook. Studies indicated connections between turnover intentions and workplace commitment, indicating that those employed with greater emotional intelligence are less inclined to quit and more likely to experience a sense of attachment to their company. 
According to Miao, C., Humphrey, R. H., & Qian, S. (2016) A meta-analysis of emotional intelligence and work attitudes.” Emotional intelligence explains for about 9% of variations in job performance and productivity, which is significant but also suggests a range of other factors that can be the cause.” (Miao et al., 2016).
This suggests that emotional intelligence should not be viewed as a full explanation for success rather, it is one factor among many, along with company culture, technical knowledge, task design, and leadership.
When properly understood, it provides a framework for developing dependable employees, more successful team leader and managers, and more positive workplace environments. This makes its adaptability to employee development and the company performance very practical rather than just research based.
Although the focus of various theories of emotional intelligence differs between individuals, they all imply that emotional competence is important for success in the job. The trait approach emphasises consistent emotional tendencies, the mixed model offers practical relevance, and the ability model provides conceptual precision. When taken as a whole, these viewpoints show the significance of emotional intelligence for company success and employee development, especially when the company decide to make considerable investments in training, leadership, and encouraging culture at work. Overall, emotional intelligence is important because it explains how individuals act in the workplace, why some departments perform better than others, and how the overall Engineering business can create environments that are more productive and healthier. 
According to Maldonado &Marquez (2023), “A careful examination reveals that emotional intelligence is a practical and clearly supported theory, but it should be used wisely and not overused as a stand-alone solution”. (Maldonado & Márquez, 2023).
However, despite overall studies within companies, employers and employees. Unfortunately, there is a difference between a private sector compared to that of a public sector when it comes to emotional intelligence and mindfulness. Especially when it comes to the employment of more “sick” people.
What is the difference between the private sector and public sector when it comes to Emotional intelligence and Mindfulness? and why the public sector employs more sick people?
The employees within the Engineering company deal with more physical tasks, stress, and challenging tasks, all of which can impair wellbeing when emotional intelligence and mindfulness are not supported. Fortunately, the company falls under a private sector and are fully supported by management towards their wellbeing, as public sector employees frequently report higher rates of sick leave due to lack of support. But what exactly does this mean in regards of the difference between both the sectors for the company as a private sector than if it was a public sector.
The private sector may have more reliable performance incentives and faster management responses when it comes to absences, whereas the public sector usually has more people-focused, demanding work responsibilities and more precise structural pressures. According to Haifa (2010), “Employees that show emotional intelligence are better able to manage stress, communicate under pressure, and resolve conflict those that develop mindfulness are better able to stay in the moment and act rather than react.” (Haifa, 2010) 
These abilities may be particularly important in public sector environments since they might reduce exhaustion while improving resilience in high-demand situations. While emotional intelligence and mindfulness may be closely linked with wellbeing, retention, and service quality in the public sector, they may be more closely aligned with productivity and customer outcomes in the private sector. 
According to the Labour Market Team. (2025, June 3), In the UK, there was a significant sector difference in the 2024 sick leave rate, which was 2.9% in the public sector and 1.8% in the private sector. In a particular survey, the public sector also reported worse mental health and fewer services at work, indicating that stress and inadequate emotional support structures may be factors in higher absences. (Labour Market Team, 2025)
Most importantly, this does not imply that those in the public sector are "worse." It is more likely a reflection of the company environment, workload, and structural pressures that affect the definition of emotional intelligence and the rate of sick leave. emotional intelligence and mindfulness are beneficial in both sectors, depending on a balanced approach, but to lower absence and improve the well-being of the public sector may need greater professional assistance, training, and emotionally stable management. One example is that of the, 70:20:10 learning model.
70:20:10 learning model
Most workplaces introduce techniques and learning “models” that can help and improve the progress and growth within the workplace environment. Offering, training and support for all levels of profession.
The 70:20:10 learning model is a structure suggested and put in place for most for workplace growth that is associated with Morgan McCall, Michael Lombardo, and Robert Eichinger, who stated that “Experience is the primary source of learning, followed by others, and formal training”. (Lombardo et all, 1996)
To put it in simple terms, it indicates that roughly 70% of learning occurs from work-related difficulties, 20% from coaching, mentoring, and feedback, and 10% from coursework. Because it promotes development through actual work rather than just classes, it is beneficial for companies. (see appendix C)
This technique enables the employers to strengthen their employees, by comparing training to satisfactory performance, which can improve stress, production and help employees in adjusting to shifting job requirements. In comparison to traditional education alone, it promotes learning for staff members through challenging stressful tasks, coaching, and feedback. However, research indicates that unplanned experiences do not always result in learning unless they are supported with reflection and instruction, therefore the model should not be seen as a rigid rule especially with situations of worry and concerns that arise within the workplace that are either in our control or out of control. Because of this, the 70:20:10 approach works best when formal education, social learning, and real-world experience are carefully combined.
Workplace development and business performance
The theory that putting resources into employee skills, learning, and competence enhances company results like productivity and effectiveness is known as workplace development and company performance. Hameed and Waheed's employee development framework, which links employee learning, skill development, self-direction, and attitude to performance and company effectiveness, is a commonly applied framework in this area. (see appendix D). Employers benefit from this model because it indicates that development is a driver of better outcomes rather than just an investment, while the employees benefit from increased skills, motivation, and career growth. Most importantly, rather than being viewed as a single training, the model functions best when development is ongoing and used in real-world situations. (Hameed, A. and Waheed, A. 2011)
Emotional Intelligence and Mindfulness-Worries that are out of control / in control within the workplace environment.
A straightforward but helpful method for understanding workplace stress is Stephen Covey's circle of influence, particularly the difference between concerns that are under our control and those that are not. (see appendix E). The theory encourages all workers of all levels and departments to tell the difference between uncontrollable factors like changes in the company, budgets, or other people's actions and controllable issues like their attitude, effort, communication, and responses. This is important because, while concentrating on influence and control will improve confidence, problem-solving skills, and efficacy, concentrating on things that are beyond control leading to worry. Quoted by Dr. Stephen Covey;
“I am not a product of my circumstances. I am a product of my decisions.” - Dr. Stephen R. Covey
This approach is crucial to workplace wellbeing since employee stress levels tend to rise when they focus too much on issues, they are unable to address. Employees can set limits, find helpful actions, and reduce emotional overload by applying the circle of influence. In one example, if an employee feels overwhelmed by their workload, they may not have control over the overall amount of work, but they do have control over their own planning, communicating with a management, and deciding on priorities. Because it changes focus to proactive coping, the model is particularly useful for handling "worries and concerns out of control."
Overall, the model is useful but fails short of a full solution. By suggesting that the employees may always choose how to react, it might exaggerate workplace stress when, in fact, company regulations, poor leadership, and an overwhelming workload may limit freedom of choice. Nevertheless, it continues to be helpful since it promotes flexibility within the work environment and encourages a more assertive approach. 
But unfortunately, in all companies it is very common to experience workplace drama that can affect employee's emotional intelligence and mindfulness, and it is often not about one incident, but about a pattern of communication and behaviour that keeps tension going.
Drama triangle
Stephen Karpman created the “Drama Triangle”, a model of destructive communication that describes the three reacting roles, the victim, rescuer, and persecutor, that individuals within the workplace may take on during a disagreement. It explains why some disputes in the workplace become emotionally exhausting and repeated instead of being resolved in an encouraging manner. The model is helpful because it explains how workplace drama frequently involves a pattern of action and communication that builds tension rather than a single occurrence.(see appendix F)
Stephen Karpman explains “Feeling helpless, lack of action, or avoiding accountability are common signs of the victim role. This can lead to reduced accountability, poor decision-making, and higher dependency on others in the workplace. While the rescuer's attempts to repair things may seem encouraging, they could interfere with the coworker's ability to become independent and lead to the helper's feeling exhausted. When someone is critical, controlling, or accusing, it can undermine team morale, destroy trust, and increase anxiety. While each position may provide temporary emotional support, such as feeling powerful or avoiding responsibility, the long-term impact is typically damaging to relationships as well as performance”. (Karpman, S.2014).
The Drama Triangle's potential to assist the managers and employees in identifying negative patterns early on is one of its main benefits. It can encourage reflective thinking, self-awareness, and more effective communication, particularly when conflict is starting to worsen. One drawback, though according to a counselling expert online, is that by focusing individual behaviours above structural factors like workload, poor leadership, or conflicting roles, the approach can complicate workplace issues. Additionally, it can be misused to unfairly label others rather than encourage change. Kelly, N. (2023). How to deal with drama: Understanding the drama triangle.
These roles may also be impacted by underlying personal issues. Victims may experience low self-esteem, worry, or a fear of failing, rescuers may struggle with boundaries or look for recognition and persecutors may use control or criticism to deal with insecurities. These roles can be replaced with more helpful ones, such as clear communication, coaching, and accountability. Employees can move away from the drama and toward successful working relationships with the support of training in emotional intelligence, assertive communication, conflict resolution, and mental well-being. But what if there is an alternative to the Drama triangle.
The Empowerment Dynamic
David Emerald created the Empowerment Dynamic model (see appendix G), as a productive workplace model to replace the Drama Triangle. It encourages people to concentrate on choices, solutions, and growth rather than blame and feeling powerless by replacing the roles of Creator, Challenger, and Coach for Victim, Persecutor, and Rescuer. In fact, this means that an employee changes from feeling helpless to being a creator, views pressure as a learning challenge and uses coaching to help others without going beyond. (David Emerald Womeldorff,2009)
Because the Empowerment Dynamic transfers its focus from conflict and emotional reactions to responsibility and action that is positive, it can be beneficial in situations including the Drama Triangle. For example, in the workplace rather than placing blame on a coworker, the employees could ask about their preferred outcome and the action they can take that will improve communication and reduce aggression. Because the Coach role encourages professional guidance without taking over, it also builds better relationships by reducing dependency and stress. Within the Company, pursuing higher levels of accountability, strength of character, and problem-solving skills might benefit from the Empowerment Dynamic model.
However, because empowerment is more difficult to maintain than the model indicates, the empowerment dynamic model can frequently fail in the workplace. Even when the employees are motivated to act like creators, they may be prevented by structures that are rigid, low trust, poor training, poor management, and a lack of basic resources. Also, there is little flexibility for choice in certain fields of work due to strict regulations, safety standards, or workload pressure. Most importantly, the empowerment dynamic model could emphasise too much personal accountability while overlooking the company factors that lead to conflict, like unfair practices or harmful management. Therefore, rather than just asking staff to "be empowered," the approach works best when the company promotes independence, mental health, and guidance.
Using 2 theories of emotional intelligence and mindfulness to review the effect of emotions on your own workplace performance. 
Goleman's emotional intelligence model and the mindfulness-based approach to emotional control are two helpful theories within the current workplace of the Engineering company. Goleman claims that social skills, self-awareness, self-management, and empathy determine behaviour and productivity at work. (Goleman, 1995). 
In contrast, mindfulness promotes nonjudgmental attention and present-moment awareness, which helps the identify stress before it worsens. (See appendix H). 
(Kabat-Zinn, J,1990)
[image: ] 
These theories help in explaining how emotions affect problem-solving, teamwork, and production within the engineering firm. While uncontrolled frustration or anxiety may damage performance, cause conflict, and reduce focus, positive emotional regulation can improve teamwork and creativity.









Appendices:
Appendix A-The Ability model.
(Mayer et al., 2004)
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Appendix B-Golemans Emotional Intelligence framework.
(Goleman, 1995)
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Appendix C- The 70:20:10 Learning Model.
(Lombardo et all, 1996)
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Appendix D- Hameed and Waheed's employee development framework.
(Hameed, A. and Waheed, A. 2011)
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Appendix E- Stephen Covey circle of influence diagram.
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Appendix F- The Drama Triangle.
(Karpman, S.2014).
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Appendix G-The Empowerment Dynamic.
(David Emerald Womeldorff,2009)
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Appendix H- Model of Attitude of Mindfulness.
(Kabat-Zinn, 1990)
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