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[bookmark: _Toc230466231]Introduction 
In contemporary organisational settings, emotional intelligence and mindfulness have grown in importance, especially in high-stress public-sector organisations like the UK Home Office. In these situations, employees must maintain professional standards while managing stress, interpersonal conflict, and public accountability. The purpose of this assignment is to critically assess how emotional intelligence and mindfulness might improve resilience, behavioural control, and workplace effectiveness.

The theory of transactional analysis, which includes ideas like Karpman's Drama Triangle, sheds more light on the detrimental effects that inappropriate communication styles can have on professional effectiveness and relationships at work. Self-awareness, emotional regulation, and cognitive control are highlighted as methods for enhancing workplace functioning in emotional intelligence frameworks and mindfulness-based approaches (Brown & Ryan, 2003; Hülsheger et al., 2013).
This assignment will contrast and evaluate these methods critically regarding their relevance to performance and workforce development in high-pressure organisational environments.
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Emotional intelligence (E.I.) has become increasingly important within modern organisations because of its influence on leadership, communication, decision-making and workplace relationships. When researchers discovered that intelligence alone was not enough to predict success in the job, the idea gained traction. Daniel Goleman's Mixed Model and Peter Salovey and John Mayer's Four-Branch Model are two of the most well-known theories of emotional intelligence. Despite having vastly different organisational applications, goals, and structures, both theories try to explain how people comprehend and control their emotions.

[bookmark: _Toc230466233]The Four-Branch Model of Emotional Intelligence (Salovey and Mayer)
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Mayer, J. D., & Salovey, P. (1997)
Emotional intelligence was described by Peter Salovey and John Mayer as the capacity to recognise, comprehend, control, and make effective use of emotions (Salovey & Mayer, 1990). Instead of viewing emotional intelligence as a personality trait, their Four-Branch Model views it as a cognitive capacity. The four components of the approach are emotional perception, emotional understanding, emotional management, and emotional facilitation of thought. Emotional facilitation is the use of emotions to aid in reasoning and problem-solving, whereas emotional perception is the recognition of emotions in oneself and others. While emotional management focuses on effectively controlling emotions, emotional understanding concentrates on deciphering emotional meaning.
Salovey and Mayer's model is notable for its academic credibility. Unlike larger theories, the Four-Branch Model focuses solely on emotional qualities and strives to objectively assess them. Mayer, Salovey, and Caruso (2008) claimed that emotional intelligence, which incorporates information processing and reasoning, should be considered similarly to other types of intelligence. This offers the model a better psychometric base than many other techniques and makes it more scientifically robust.
The model is useful as it offers a formal explanation for emotional processing. Employees who can accurately sense and comprehend emotions may communicate more effectively, settle conflicts more constructively, and display better decision-making under pressure. This is especially important in high-pressure environments, as emotional awareness has a direct impact on workplace relationships and operational effectiveness.
However, despite its advantages, the Four-Branch Model has limits. One drawback is that it can look overly theoretical and unsuitable for organisational use. Although the model accurately describes emotional processing, it provides limited direction on how to enhance emotional intelligence in the workplace. Managers may struggle to apply the theory directly to leadership or workforce development approaches. Furthermore, critics contend that an emotional ability assessment may not reliably predict actual workplace behaviour. An employee might display emotional comprehension skills during assessment yet struggle with interpersonal connections in practice (Zeidner et al., 2004).
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Goleman, D. (1995). 
In contrast, Daniel Goleman's Mixed Model approaches emotional intelligence more broadly and practically. Goleman then improved his model, adding four critical domains: self-awareness, self-management, social awareness, and relationship management (Goleman, 2001). Unlike Salovey and Mayer, Goleman combined emotional intelligence with behavioural and leadership skills. The model became highly influential within organisational leadership literature because it connected emotional intelligence directly to workplace performance and leadership effectiveness.
One advantage of Goleman's improved method is practical application. Self-awareness allows people to comprehend how emotions influence their behaviour, whereas self-management allows them to control their emotional reactions in demanding situations. Social awareness increases empathy and interpersonal comprehension, allowing employees to better perceive the feelings and needs of others. Relationship management helps teams communicate, collaborate, and resolve conflicts. These qualities are closely aligned with modern organisational leadership and management standards.
Goleman's hypothesis is particularly effective because it reflects workplace behaviour. Employees are frequently evaluated not only on their technical skills, but also on how they manage stress, connect with colleagues, and deal with conflict. Leaders with high emotional intelligence can therefore foster a more favourable workplace atmosphere and increase employee engagement.
Although both theories have advantages and disadvantages, there is extensive academic discussion about which model provides the most accurate explanation of emotional intelligence. Mayer et al. (2008) believe that emotional intelligence should be treated as a measurable cognitive skill because wider mixed models risk merging with personality theory and leadership behaviour. This argument is scientifically appealing since it promotes more precise measurement and academic validity. However, Goleman's Mixed Model appears to be more appropriate in organisational settings because it emphasises practical working practices rather than merely cognitive emotional capacities. In real-world organisational settings, particularly in the public sector, leadership effectiveness, communication, and emotional resilience are critical for workforce effectiveness.

[bookmark: _Toc230466235]Conclusion
As a result, Goleman's approach appears more convincing since businesses like the Home Office are more concerned with observable workplace practices and leadership skills than with psychological measuring accuracy. Nonetheless, Salovey and Mayer's model retains significant academic truths and explains the psychological processes that contribute to emotional behaviour. As a result, both theories complement each other and provide a comprehensive view of emotional intelligence.
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Workforce development is the process of increasing staff skills, capacities, knowledge, and behaviours to enhance organisational effectiveness and individual growth. Garavan (2007) defines workforce development as a strategic approach that combines learning, leadership development, and organisational capability enhancement. Similarly, Clarke (2010) contends that emotional and people skills, in addition to technical knowledge, are becoming increasingly important in modern workforce development.
Employees in the UK Home Office work in demanding and emotionally challenging environments, making workforce development especially crucial. Employees may work in immigration services, safeguarding, national security, policing partnerships, or policy creation, all of which necessitate resilience, communication, and professional judgement. As a result, emotional intelligence is extremely important for employee development within the organisation.

[bookmark: _Toc230466237]Relevance of Goleman’s Mixed Model to Workforce Development in the UK Home Office
Goleman's Mixed Model is particularly useful for workforce development because it focuses on workplace habits and leadership competencies. Employees with self-awareness may detect emotional triggers and understand how their emotions affect interactions with colleagues, stakeholders, and customers. Within the Home Office, this is especially vital when dealing with high-pressure operational situations or politically sensitive issues. Self-aware employees may be better able to retain professionalism and emotional control under duress.
Self-management is also crucial in workforce development because public sector personnel routinely face stressful or emotionally unpleasant situations. Managers, for example, who face difficult operational targets or public scrutiny must manage their displeasure and anxiety to communicate successfully with their staff. Employees who can regulate their emotions constructively are more likely to contribute positively to organisational culture and team dynamics.
Social awareness also plays an important part in workforce development. The Home Office is a diverse organisation whose employees interact with people from various ethnic, social, and professional backgrounds. Empathetic leaders can better comprehend employee issues, enhance well-being, and promote inclusivity. This is consistent with modern workforce development principles, which emphasise diversity, equality, and psychological safety.
Furthermore, Goleman's emphasis on relationship management encourages collaboration and leadership growth. The Home Office relies on collaboration between departments and other entities. Emotionally intelligent people who communicate well and form strong professional relationships may help to boost operational efficiency and employee engagement. Hur et al. (2011) argue that emotional intelligence has a favourable impact on team outcomes and leadership effectiveness.
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Some academics think that Goleman's approach is insufficiently scientifically precise to justify consistent workforce development initiatives. According to Mayer et al. (2008), mixed models incorporate behavioural competences that are difficult to differentiate from personality traits, which complicates objective evaluation. This issue is significant because conflicting emotional intelligence assessments may lead to subjectivity in leadership evaluations or promotion decisions. Despite this criticism, the model remains extremely relevant since organisational workforce development frequently prioritises behavioural effectiveness over academic measurement accuracy. This practical perspective appears more applicable within organisational contexts because personnel in the Home Office are evaluated primarily on communication, leadership, and collaborative performance rather than psychological testing. As a result, Goleman's behavioural approach is more intricately connected with workforce development goals in public sector organisations.
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Salovey and Mayer's Four-Branch Model also applies to workforce development at the Home Office. Employees with emotional perception may recognise emotional cues in colleagues, stakeholders, and members of the public. This can help to improve communication, prevent misunderstandings, and strengthen workplace relationships. Employees working in emotionally sensitive operational sectors may benefit most from great emotional awareness.
Emotional understanding also promotes reflective practice and professional judgement. Employees who understand emotional facilitation of thought may be able to make more balanced decisions in challenging situations. Furthermore, emotional management can boost resilience and adaptation during times of organisational change. The Home Office is frequently subjected to policy reform, restructuring, and operational challenges; emotionally resilient staff are critical for organisational stability.
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The Four-Branch Model may be less helpful for actual workforce development because its cognitive focus provides less explicit behavioural direction than Goleman's approach. Managers may find it more challenging to incorporate into leadership training or performance development initiatives. Zeidner et al. (2004) have questioned whether emotional intelligence ability models accurately predict workplace behaviour. This argument is valid because people may display emotional knowledge in theory, but struggle to apply these talents effectively in operational settings. The concept is still beneficial since it improves comprehension of emotional reasoning and evidence-based emotional assessment. As a result, the Four-Branch Model appears academically stronger, although Goleman's framework is more practical in terms of workplace development.

[bookmark: _Toc230466241]Conclusion
Overall, emotional intelligence has a major impact on workforce development in the Home Office by improving leadership capability, resilience, communication, and employee health. While Goleman's model has a more practical workplace application, Salovey and Mayer's framework gives academic structure and psychological insight.
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Business performance is the degree to which an organisation achieves its goals efficiently and effectively. Business performance in public-sector organisations such as the Home Office is judged not by profit, but by operational effectiveness, employee engagement, service quality, public trust, and organisational efficiency. Emotional intelligence has a substantial impact on these outcomes since workplace relationships, leadership quality, and employee conduct all have a direct impact on organisational performance (Joseph & Newman, 2010).
Leadership effectiveness is one of the most important ways that emotional intelligence influences corporate performance. Emotionally competent leaders foster favourable organisational climates, which boost motivation, teamwork, and production (Côté 2014). Leaders at the Home Office regularly manage challenging operational circumstances that include political scrutiny, public responsibility, and organisational transformation. Leaders with high emotional intelligence may consequently boost team morale, reduce conflict, and preserve productivity during challenging times.
For example, during times of restructuring or policy change, emotionally intelligent managers may communicate honestly and empathetically with staff, reducing uncertainty and resistance. This can boost employee engagement and reduce productivity losses caused by organisational change. In contrast, leaders who lack emotional awareness may contribute to low morale, disengagement, and higher worker turnover.
Emotional intelligence influences employee well-being, which is another crucial element of corporate performance. Work in the public sector can be emotionally demanding due to workload pressures, sensitive cases, and external scrutiny. Managers with empathy and emotional awareness may detect signs of stress or burnout earlier and provide appropriate assistance. This can reduce time off for illness and boost workforce resilience. A healthier and more engaged workforce is more likely to positively impact operational performance.

[bookmark: _Toc230466243]Relevance of Goleman’s Mixed Model to Business Performance in the UK Home Office
Goleman's Mixed Model is extremely useful in relation to business performance because it emphasises social awareness, self-awareness, and relationship management, which are intimately related to leadership effectiveness and organisational culture. Employees with high emotional intelligence may work more efficiently together, handle conflicts constructively, and communicate professionally with stakeholders. Effective collaboration is critical inside the Home Office since many operational areas necessitate collaboration among departments, law enforcement agencies, and other organisations.
Critics such as Landy (2005) suggest that the relationship between emotional intelligence and business performance is sometimes exaggerated. Multiple elements contribute to organisational performance, including finance, leadership structure, government policy, and external political influences. Emotional intelligence alone cannot ensure organisational effectiveness (Joseph & Newman, 2010). This observation is true because corporate performance encompasses numerous aspects and cannot be attributed solely to employees' emotional capabilities. However, Côté (2014) argues that emotionally aware leadership can improve organisational atmosphere, employee engagement, and team performance. This hypothesis is reinforced by data showing human behaviour has a considerable impact on workplace morale, communication, and productivity. In the context of the Home Office, emotionally intelligent leadership may play a critical role in encouraging resilience and collaboration during times of organisational transition and operational stress.
Emotional intelligence is a crucial factor since human behaviour has a substantial impact on workplace productivity, communication, and morale. Emotional intelligence has a significant impact on staff resilience, teamwork, and professional judgement in the Home Office.
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Salovey and Mayer's Four-Branch Model helps understand corporate performance. Emotional perception and comprehension can aid in stakeholder engagement, decision-making, and conflict resolution. Employees who understand emotional dynamics can communicate more effectively with colleagues and members of the public, improving service quality and organisational reputation.
Additionally, emotional management promotes adaptation throughout organisational change. The Home Office adapts frequently to changing legislation, migration concerns, and national security needs. Employees who can effectively regulate their emotions may respond more constructively to changing objectives and operational unpredictability. This helps to build organisational resilience and ensures service delivery continuity.
However, because the Four-Branch Model focuses mostly on emotional cognition, the immediate link to measurable business outcomes may be less obvious than Goleman's behavioural framework. While it adequately describes emotional reasoning, it lacks delving into leadership behaviour and company culture. As a result, its practical impact on business success can appear less prominent.

[bookmark: _Toc230466245]Conclusion
Both emotional intelligence theories are extremely relevant to workforce development and business performance at the Home Office. Goleman's Mixed Model has considerable practical relevance because it focuses on leadership, communication, and workplace relationships, whereas Salovey and Mayer's Four-Branch Model provides a more scientific explanation of emotional processing and reasoning. Academic dispute persists over whether emotional intelligence should be seen primarily as a behavioural skill or a quantitative cognitive capacity.
Mayer et al. (2008) favour a more scientific ability-based perspective, whereas Goleman focuses more on workplace leadership practices and organisational efficiency. After rigorously assessing both methods, I strongly support Goleman's model since its behavioural emphasis is more relevant to the reality of workforce development and corporate performance within the Home Office. Goleman's approach emphasises communication, resilience, leadership, and collaborative working in the public sector.
Salovey and Mayer's theory is still relevant since it provides the academic framework and psychological knowledge that underpins emotional intelligence research. Overall, emotional intelligence promotes employee well-being, leadership effectiveness, collaboration, and resilience, all of which improve workforce capabilities and operational effectiveness in demanding public sector situations.
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Emotional intelligence and mindfulness are widely acknowledged as crucial psychological frameworks for understanding workplace behaviour and performance, especially in high-pressure public-sector organisations like the Home Office. Employees are frequently subjected to emotionally challenging scenarios, which include operational pressure, organisational change, sensitive casework, and public accountability. These demands have a substantial impact on communication, decision-making, resilience, and professional relationships (Keng et al., 2011).
This section critically evaluates Goleman’s Mixed Model and Salovey and Mayer’s (Salovey & Mayer, 1990) Four-Branch Model to examine how emotions affect my own working performance in the Home Office.
To facilitate reflective analysis, two emotional intelligence self-assessment questionnaires were completed. The NHS Emotional Intelligence Questionnaire (Appendix B) identified strengths in self-awareness, motivation, empathy, and social skills, but emotional control was highlighted as an area for improvement. Similarly, the Emotional Intelligence Self-Evaluation (Appendix A) highlighted specific strengths in emotional awareness, empathy, and self-motivation, but concluded that managing emotions required significant development and that coaching others' performance may be improved. 
Mindfulness is investigated using Jon Kabat-Zinn's Mindfulness-Based Stress Reduction (MBSR) and Mark Williams' Mindfulness-Based Cognitive Therapy (MBCT) (Teasdale et al., 2000). These ideas contribute to emotional intelligence by enhancing emotional regulation, stress awareness, and reflective thinking.

[bookmark: _Toc230466247]The Mixed Model of Emotional Intelligence (Goleman)
Daniel Goleman's Mixed Model emphasises four essential elements of emotional intelligence: self-awareness, self-management, social awareness, and relationship management (Goleman, 2001). The model implies that emotional competence has a direct impact on workplace effectiveness, leadership capability, communication, and interpersonal connections.

The results of both emotional intelligence questionnaires significantly support several features of Goleman's theory. The results indicate that self-awareness is a considerable strength in my professional work. This is especially crucial in the Home Office, where emotionally charged situations frequently develop under the pressure of operational demands and public scrutiny.
The questionnaires also highlighted empathy and social awareness as strengths, which promote positive communication and productive working relationships. In my own workplace performance, I have noticed that empathy helps me maintain professionalism and build positive relationships with coworkers, especially in stressful or sensitive situations, where teamwork and communication are crucial.
However, both questionnaires consistently recognised emotional control as an area for improvement. This suggests that, while I am emotionally aware and compassionate to others, I may occasionally internalise work-related stress or become emotionally overwhelmed during periods of prolonged operational pressure. Emotionally stressful situations, organisational change, and unpleasant conversations at the Home Office may all have an impact on my emotional resilience and increase the risk of stress-related exhaustion if emotions are not appropriately managed.

[bookmark: _Toc230466248]Conclusion 
This conclusion is extremely significant to Goleman's idea of self-management, which highlights the ability to actively regulate emotional responses rather than reacting impulsively. I have noticed that, while professionalism is maintained on the outside, emotional pressure might lead to internal frustration, worry, or overthinking, impairing concentration during stressful situations, and making unpleasant interactions more emotionally challenging.
The questionnaires also revealed that mentoring others' performance requires some improvement. This could indicate the relationship management component of Goleman's theory, specifically confidence in delivering developmental feedback, influencing others, or persistently supporting team performance under pressure. This shows that, while interpersonal awareness is a strength, improving my leadership confidence and emotional management could help me support and guide people more effectively.

Goleman's theory is notable for its direct application to workplace conduct and leadership. The model effectively describes how emotional competencies impact communication, teamwork, resilience, and professional relationships in businesses like the Home Office. However, detractors claim that the model lacks scientific accuracy since it blends emotional talents with behavioural traits and leadership capabilities (Mayer et al., 2008). Despite this criticism, the theory provides practical insight into actual workplace behaviour and emotional performance.

[bookmark: _Toc230466249]The Four-Branch Model of Emotional Intelligence (Salovey & Mayer)
In contrast, Salovey and Mayer's Four-Branch Model defines emotional intelligence as a cognitive talent that includes emotional perception, emotional facilitation of cognition, emotional comprehension, and emotional management (Salovey & Mayer, 1990).

This idea is especially valuable when considering how emotions influence mental processes and professional judgement at the Home Office. The questionnaire results indicate elevated levels of emotional awareness and empathy, which are consistent with emotional perception and understanding in the Four-Branch Model. This suggests that I can identify emotional signs in myself and others, as well as understand how emotions influence professional relationships.
Recognising emotional tension within teams, for example, or understanding how stress drives colleague behaviour, can prevent communication breakdowns and promote collaborative working relationships. In my own employment experience, emotional awareness has helped me remain mindful of others' viewpoints and maintain professional communication in challenging times.

The model also explains how emotions affect decision-making under pressure. Emotional facilitation argues that emotional awareness can improve reasoning and judgment. In the Home Office, where complex operational judgements are frequently required, emotional awareness may help to foster more balanced and reflective professional judgement. 
However, the questionnaires repeatedly identified emotional management as the poorest aspect of emotional intelligence. This is strongly related to Salovey and Mayer's emotional management branch, which focuses on effectively controlling emotions in difficult or emotionally charged situations. The findings show that, while emotional understanding is good, consistently implementing emotional regulation in practice may be more challenging during times of operational stress or strain.

[bookmark: _Toc230466250]Conclusion 
This highlights a weakness of emotional intelligence theories: knowing emotions cognitively does not always imply successful emotional regulation behaviourally. I have realised that, while I understand emotional dynamics and stay externally professional, emotionally demanding events can nevertheless cause internal tension and emotional tiredness. This can have an impact on concentration, resilience, and confidence over extended durations of strain.
Despite its academic qualities, the Four-Branch Model may be less useful for workplace growth because it relies on emotional cognition rather than visible professional behaviours. Managers may find it more challenging to incorporate directly into leadership development or performance management methods.
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[bookmark: _Toc230466252]Mindfulness-Based Stress Reduction (MBSR) 
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Kabat‑Zinn, J. (2013). 
Jon Kabat-Zinn's Mindfulness-Based Stress Reduction (MBSR) emphasises present-moment mindfulness and nonjudgmental monitoring of thoughts and emotions (Michaelsen et al., 2023). Mindfulness in the workplace helps people identify their emotions before acting on them (Good et al., 2016).

This idea is especially useful given the questionnaire findings on emotional management. The findings indicate that, while emotional awareness is high, emotional control during stressful conditions requires more development. MBSR could therefore help me improve my emotional control by fostering greater awareness of emotional triggers before they influence my behaviour or conversation.
Workplace challenges such as excessive workloads, organisational change, and emotionally charged events in the Home Office can all contribute to stress reactions. I have discovered that mindfulness techniques like controlled breathing and present-moment awareness can assist in minimising emotional reactivity and increasing attention in stressful situations (Keng et al., 2011). This may improve professional performance by increasing patience, communication skills, and emotional resilience in high-pressure environments.

[bookmark: _Toc230466253]Mindfulness-Based Cognitive Therapy (MBCT)
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(Kuyken et al., 2016).
(Teasdale et al., 2000) developed Mindfulness-Based Cognitive Therapy (MBCT), which blends mindfulness and cognitive behavioural therapies. Unlike MBSR, MBCT emphasises not just emotional awareness but also detecting and correcting negative thought processes that contribute to emotional distress. 
This idea applies to my own working performance because emotionally demanding circumstances can lead to overthinking, self-criticism, and catastrophising stressful situations. Within the Home Office, organisational pressure or difficult feedback may occasionally trigger negative internal thought processes, increasing emotional stress.
MBCT urges people to observe these thoughts objectively rather than accepting them as true. I feel that using this strategy will allow me to more successfully combat negative thought patterns connected with stress and emotional pressure. This may promote emotional resilience, limit stress escalation, and facilitate more balanced decision-making in difficult professional situations (Hülsheger et al., 2013).

Because it focuses on both emotional awareness and cognitive regulation, the theory can help solve the emotional management weaknesses indicated in the surveys.
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Persecutor					Rescuer
Karpman, S. B. (n.d.).

The Drama Triangle (Karpman, 1968) can be used to explain negative workplace behaviours such as Victim, Persecutor, and Rescuer. These emotions may surface at the Home Office during times of stress, affecting communication and performance negatively. Emotional intelligence promotes awareness of these behaviours, whereas mindfulness creates a pause between emotional triggers and reactions, thus lowering counterproductive responses.

[bookmark: _Toc230466256]Relationship Between Emotional Intelligence and Mindfulness
Since both promote emotional awareness, regulation, and reflective thinking (Brown & Ryan, 2003), the survey results indicate that emotional awareness and empathy are established capabilities, but emotional regulation requires additional growth. Mindfulness may therefore improve my emotional intelligence by increasing my ability to stop, reflect, and regulate my responses more effectively.

Goleman's concepts of self-awareness and self-management are strongly related to mindfulness principles since they both highlight the identification and regulation of emotional responses. Similarly, Salovey and Mayer's cognitive model enhances MBCT by explaining how emotional understanding and mental processes influence workplace conduct.
Within the Home Office, emotional intelligence and mindfulness may enhance communication, resilience, decision-making, and professional relationships, and encourage more positive workplace behaviour under difficult circumstances. This demonstrates how emotional awareness and mindfulness can collaborate to promote professional judgement, emotional resilience, and job efficiency.

[bookmark: _Toc230466257]Conclusion
Emotional intelligence and mindfulness are useful frameworks for understanding the impact of emotions on my own productivity at the Home Office. The emotional intelligence evaluations revealed strengths in emotional awareness, empathy, social skills, and motivation, implying high interpersonal awareness, resilience, and reflective ability. These strengths promote effective communication, teamwork, professionalism, and collaborative working relationships in the workplace.

However, both assessments recognised emotional management as an area that requires significant improvement, especially during times of pressure and emotional stress. The findings strengthened my understanding of how workplace emotions affect resilience, concentration, communication, and emotional well-being in stressful situations. They also emphasised the significance of establishing greater emotional control methods to maintain good workplace performance when under pressure (Hülsheger et al., 2013). 
Goleman's Mixed Model effectively describes how emotions affect workplace communication, resilience, and professional relationships, although Salovey and Mayer's Four-Branch Model offers a more cognitive explanation of emotional processing and reasoning. Similarly, MBSR and MBCT demonstrate that mindfulness can increase emotional regulation, stress awareness, and cognitive control.

Emotions have a significant impact on my professional performance at the Home Office. Emotional intelligence and mindfulness enhance professional efficiency by increasing self-awareness, resilience, communication, emotional regulation, and reflective practice in emotionally demanding work environments.
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Emotional Intelligence Self-Evaluation 
NOTE: MAKE SURE TO PRINT THIS FORM TO CONDUCT YOUR EVALUATION
The purpose of this self-evaluation is to measure your tendencies and abilities within various areas of emotional intelligence. The Emotional Intelligence Self-Evaluation measures five areas of emotional intelligence including: 
· Emotional Awareness 
· Managing One’s Emotions 
· Self-Motivation 
· Empathy 
· Coaching Others’ Emotions 
Directions for Completing the Emotional Intelligence Self-Evaluation 
· Part I: Rating 
· Part II: Scoring 
· Part III: Interpreting Your Scores 
Begin with Part I: Rating and proceed sequentially through each of the other parts.
Part I: Rating. In the space provided next to each of the following statements, please write in the number which best describes your agreement with the item, using the scale immediately below.
	1 = Disagree Very Much
	3 = Disagree Slightly
	5 = Agree Moderately

	2 = Disagree Moderately
	4 = Agree Slightly
	6 = Agree Very Much


 
	1
	I use both negative and positive emotions as a source of wisdom about how to navigate my life. 
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	2
	Negative feelings help me to address what I need to change in my life.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	3
	I am calm under pressure.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	4
	I have the ability to monitor my feelings from moment to moment.
	Top of Form

1[image: ]2[image: ]3[image: ]4X 5[image: ]6[image: ]
Bottom of Form

	5
	When challenged, I am good at getting calm and focused to flow with life's demands.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5 X 6[image: ]
Bottom of Form

	6
	When challenged, I am able to summon a wide range of positive emotions such as fun, joy, fighting spirit, and humor.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5 X 6[image: ]
Bottom of Form

	7
	I am in charge of how I feel.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	8
	After something has upset me, I find it easy to regain my composure.
	Top of Form

1[image: ]2[image: ]3[image: ]4X 5[image: ]6[image: ]
Bottom of Form

	9
	I am effective at listening to other people's problems.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	10
	I do not recycle and dwell on negative emotions.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	11
	I am sensitive to the emotional needs of others.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	12
	I have a calming influence on other people.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5 X 6[image: ]
Bottom of Form

	13
	I am able to motivate myself to try and try again in the face of setbacks. 
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	14
	I try to be creative with life's challenges.
	Top of Form

1[image: ]2[image: ]3X 4[image: ]5[image: ]6[image: ]
Bottom of Form

	15
	I respond appropriately to other people's moods, motivations, and desires.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	16
	I can easily enter into a "zone" state, or a state characterized by calmness, alertness, and focus.
	Top of Form

1[image: ]2[image: ]3X 4[image: ]5[image: ]6[image: ]
Bottom of Form

	17
	When the time is right, I face my negative feelings and work through what the issue is.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	18
	I am capable of soothing myself after an upsetting event.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	19
	Knowing my true feelings is crucial to my well-being.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	20
	I am good at understanding the emotions of other people, even when the emotions are not directly expressed.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	21
	I am adept at reading people's feelings by their facial expressions.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	22
	I can easily set negative feelings aside when called upon to perform.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	23
	I am aware of subtle social signals that indicate what others need.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	24
	People view me as an effective coach for others' emotions.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	25
	People who are aware of their true feelings are better pilots of their lives.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	26
	I am often able to improve the moods of others.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	27
	I am a good person to come to for advice about handling relationships.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5X 6[image: ]
Bottom of Form

	28
	I am strongly attuned to others’ feelings.
	Top of Form

1[image: ]2[image: ]3[image: ]4[image: ]5[image: ]6X
Bottom of Form

	29
	I help others use their motivations to achieve their personal goals. 
	Top of Form

1[image: ]2[image: ]3[image: ]4X 5[image: ]6[image: ]
Bottom of Form

	30
	I can easily shake off negative feelings.
	Top of Form

1[image: ]2[image: ]3[image: ]4X 5[image: ]6[image: ]
Bottom of Form



Part II. Scoring. Add your score for the various areas of emotional intelligence according to the instructions below.
	Emotional Competency
	Item Numbers
	Your Score

	Emotional Awareness
	Items: 1 + 2 + 4 + 17 + 19 + 25 
	 32

	Managing One’s Emotions
	Items: 3 + 7 + 8 + 10 + 18 + 30
	 28 

	Self-Motivation 
	Items: 5 + 6 + 13 + 14 + 16 + 22 
	 26

	Empathy
	Items: 9 + 11 + 20 + 21 + 23 + 28
	 35

	Coaching Others’ Emotions
	Items: 12 + 15 + 24 + 26 + 27 + 29
	 30


Part III. Interpreting Your Scores. Comparing your scores with the chart below will allow you to assess your current standing on the various emotional competencies relative to a cross-industry sampling of managers and other professionals.
	Emotional Competency
	Definite Strength
	Needs Some Development
	Needs Substantial Development

	Emotional Awareness
	31 or above
	26 - 30
	25 or below

	Managing One’s Emotions
	32 or above
	27 - 31
	26 or below

	Self-Motivation 
	31 or above 
	27 - 30
	26 or below 

	Empathy
	31 or above
	26 - 30
	25 or below

	Coaching Others’ Emotions
	30 or above
	25 - 29
	24 or below


Each of the above competencies are important for being able to perform well in most managerial and professional jobs and are important to leading a fulfilling life in general. Therefore, you should consider creating a plan of self-development for areas in which your scores fell into the "needs substantial development" or "needs some development" range. Many books and seminars are available on each of the above emotional competencies to aid you in your development. Begin by checking with your local bookstore or library for materials related to the emotional competencies listed above.
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This self-assessment questionnaire is designed to get you thinking about the various competences
of emotional intelligence as they apply to you.

Daniel Goleman first brought ‘emotional intelligence’ to a wide audience with his 1995 book of that
name. He found that while the qualities traditionally associated with leadership such as intelligence,
toughness, determination and vision are required for success, they are insufficient. Truly effective
leaders are also distinguished by a high degree of emotional intelligence, which includes:

" Self-awareness
The ability to recognise what you are feeling, to understand your habitual emotional responses to
events and to recognise how your emotions affect your behaviour and performance.
When you are self-aware, you see yourself as others see you, and have a good sense of your
own abilities and current limitations.

Managing emotions

The ability to stay focused and think clearly even when experiencing powerful emotions.
Being able to manage your own emotional state is essential for taking responsibility for your
actions, and can save you from hasty decisions that you later regret.

® Motivating oneself
The ability to use your deepest emotions to move and guide you towards your goals. This ability
enables you to take the initiative and to persevere in the face of obstacles and setbacks.

* Empathy
The ability to sense, understand and respond to what other people are feeling.
Self-awareness is essential to having empathy with others. If you are not aware of your own
emotions, you will not be able to read the emotions of others.
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- Social skill
The ability to manage, influence and inspire emotions in others.
Being able to handle emotions in relationships and being able to influence and inspire others are
essential foundation skills for successful teamwork and leadership.

What to do
1. Assess and score each of the questionnaire's statements.

Score your assessment, using a scale where

1 indicates that the statement does NOT apply at all

3 indicates that the statement applies about half the time

5 indicates that the statement ALWAYS applies to you
2. Total and interpret your results

Transfer your scores to the calculation table and total your results.

Remember, this tool is not a validated psychometric test - the answers you give are likely to vary
depending on your mood when you take it.

3. Consider your results and identify one or two actions you can take immediately to
strengthen your emotional intelligence.

* Put your actions into your Well-being@work plan.

1of4 Self awareness and well-being




image9.png
2of4

1. Assess and score how much each statement applies to you

Read each statement and decide how strongly the statement applies to YOU. the number
Score yourself 1 to 5 based on the following guide. nm shows how strongly
1 = Does not apply ~ 3 = Applies half the time ~ 5 = Always applies R oL

1 I realise immediately when | lose my temper 1230 s
2 I can ‘reframe’ bad situations quickly 1023 0|s
3 1'am able to always motive myself to do difficult tasks 1lz2]3|ols
4 1'am always able to see things from the other person's viewpoint 123 o|s
5 1'am an excellent listener ilz2]ala]o
6 I know when | am happy 1 23| @] 5
7 1 do not wear my ‘heart on my sleeve' o|z2|3|4]s
8 1'am usually able to prioritise important activities at work and get on with them 1lz2]3|ols
9 1'am excellent at empathising with someone else's problem il2lale]o
10 I never interrupt other people's conversations 1 O|3]|4a]|s
11 1 usually recognise when | am stressed 12| e|els
12 | Others can rarely tell what kind of mood | am in o|l2|3|4]s
13 | always meet deadlines 1l2]32]4]|0
14 | Icantellif someone is not happy with me 1)2|3|@|s
15 | 1am good at adapting and mixing with a variety of people 1]z2]3|0|s
16 | When | am being ‘emotional’ | am aware of this 1023 |@|s
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17 | Irarely fly off the handle' at other people o 5
18 I never waste time 3 o)
19 I can tell if a team of people are not getting along with each other 3 o
20 People are the most interesting thing in life for me o 5
21 When | feel anxious | usually can account for the reason(s) 3 5
22 Difficult people do not annoy me 3 5
23 I do not prevaricate o 5
24 | Ican usually understand why people are being difficult towards me 3 5
25 I love to meet new people and get to know what makes them 'tick" 3 5

Self awareness and well-being

il
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Read each statement and decide how strongly the statement applies to YOU. | (O the number
Score yourself 1 to 5 based on the following guide. that shows how strongly
1 = Does not apply ~ 3 = Applies half the time ~ 5 = Always applies the statement applies

26 | lalways know when I'm being unreasonable 1023 0|s
27 | Ican consciously alter my frame of mind or mood 2] ol s
28 | Ibelieve you should do the difficult things first 12| p|a]|s
29 | Otherindividuals are not ‘difficult just different’ 2] ols
30 | Ineeda variety of work colleagues to make my job interesting 102]|3|ale
31 | Awareness of my own emotions is very important to me at alltimes il2]:| 05
32 I do not let stressful situations or people affect me once | have left work 10| 3| 4a]s
33 | Delayed gratification is a virtue that | hold to olz2]a]4]|5=
34 | Icanunderstand if | am being unreasonable 1]2|3|e|s
35 | llike to ask questions to find out what it is important to people 2] slols
36 | Icantell if someone has upset or annoyed me 1]2)3|els
37 | lrarely worry about work or life in general olz2|za|als
38 | Ibelieve in‘Action this Day 1]2|3|a|0®
39 | Ican understand why my actions sometimes offend others ol a|els
40 | I'see working with difficult people as simply a challenge to win them over 12| p|a]|s
41 | can let anger 'go’ quickly so that it no longer affects me 1 2lof|4|s





image12.png
42

I can suppress my emotions when | need to 3 5
43 I can always motivate myself even when | feel low 3 )
44 | 1 can sometimes see things from others' point of view 3
45 I am good at reconciling differences with other people 3 5
46 | Iknow what makes me happy 3 o
47 | Others often do not know how | am feeling about things o 5
48 Motivations has been the key to my success 3 [o)
49 Reasons for disagreements are always clear to me 3 5
50 I generally build solid relationships with those | work with 3 5

‘ Mﬂllw

Self awareness and well-being





image13.png
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.

SOl S

Self awareness Managing emotions | Motivating oneself Empathy Social Ski
1 3 2 4 3 4 4 4 5 5
6 4 7 1 8 4 9 5 10 2
1 3 12 1 13 5 14 4 15 4
16 17 3 18 5 19 5 20 3
21 4 22 2 23 3 24 1 25 4
26 4 27 4 28 3 29 4 30 5
31 4 32 2 33 1 34 4 35 4
36 4 37 1 38 5 39 2 40 3
a1 3 42 2 43 5 44 5 45 4
46 5 a7 3 48 5 49 4 50 4
2. Calculate a total for each of the 5 emotional competencies.
Total = 38 Total = 23 Total = 40 Total= | 38 Total= | 3g
(SA) (ME) (MO) (E) (88)

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

35-50
18-34
10-17

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

Strength Needs attention | Development priority

Self awareness X

Managing emotions X

Motivating oneself X

Social Skill

5. Consider your results and identify one or two actions you can take immediately to strengthen
your emotional intelligence. Put them into your Well-being@work plan.

( Self awareness and well-being
uw& [PNTY
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