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Introduction
In today's fast-paced, ever-changing economic environment, E.I. and mindfulness are becoming essential worker skills. E.I. is understanding and managing our own and others' emotions. Mindfulness means being present and completely engaged in the present moment without judgement. Both skills support workforce development, emphasising the importance of investment in human capital as a critical reflection of workforce performance by ensuring to develop teams effectively, performance efficiency and growth, which can support organisational profitability. 
E.I. and mindfulness training may improve the company's culture by helping individuals control their emotions and collaborate. Organisations may create a more supportive and joyful workplace by teaching workers E.I. and mindfulness. 
[bookmark: _Int_PiJBsnN8]The report concentrates on workplace scenarios based on a kitchen setting. It fosters care, drawing on the author's career since it is the researcher's workplace, and ties the five main characteristics of Goleman to foster care due to its synergy with Goalman's theoretical approach.

1.0 Critically evaluate theories of emotional Intelligence and their relevance to workforce development and business performance.
1.1 History of E.I.
Emotional Intelligence (E.I.) is a concept that has gained significant attention in psychology over the past few decades. The history of E.I. can be traced back to the early 20th century when researchers began exploring the relationship between emotions and cognitive processes. However, the term "emotional intelligence" was first introduced by Salovey and Meyer (1990)
Cannon (1970) Introduced the concept of homeostasis, which refers to the body's ability to maintain a stable internal environment despite changes in the external environment. Cannon's work on the physiological responses to stress helped lay the foundation for understanding the interplay between emotions and the body.
Berne (1970) developed the transactional analysis theory, which focused on the interpersonal interactions between individuals. Berne's work highlighted the importance of emotional awareness and the ability to identify and manage one's and those of others accurately.
Beck (1970) developed the theory of cognitive therapy, which emphasised the role of thoughts in shaping emotions and behaviour. Beck's work helped to bridge the gap between emotions and cognitive processes and highlighted the importance of emotional regulation in mental health.
Goleman (1995) popularised the concept of emotional intelligence with his book, "Emotional Intelligence: Why It Can Matter More Than IQ (Intelligence Quotient)." Goleman defined emotional Intelligence as the ability to perceive, understand, regulate, and use emotions effectively. This work helped to bring the concept of E.I. into the mainstream and has significantly impacted psychology.
In the book "I'm OK - You're OK," Harris (1967), developed a model of transactional analysis that emphasised the importance of understanding one's emotions and those of others to engage in healthy interpersonal interactions. Harris's work has been influential in developing therapeutic interventions to improve emotional Intelligence and promote mental health.
In conclusion, emotional intelligence's history is complex and multifaceted, shaped by the contributions of many researchers and theorists over the years. From Walter Cannon's work on homeostasis to David Harris's transactional analysis, each has helped to advance our understanding of emotions and their role in human behaviour. Today, E.I. remains a key area of research and practice in psychology.

1.2 Theorists of E. I.
E. I. refers to an individual's ability to recognise and understand their own emotions and those of others and to use this information to guide their thinking and behaviour. There are several theories of E.I., each with its strengths and limitations.
One of the earliest theories of E.I. is the ability model, proposed by Salovey and Mayer (1990). According to this model, E.I. is viewed as a set of cognitive abilities that can be measured and developed through training and experience. This theory has been criticised for being too narrow and not considering the emotional aspects of Intelligence, such as empathy and social awareness (Mayer, Salovey, & Caruso, 2004).
Another theory of E.I. is the mixed model, introduced by Goleman (1995). This model emphasises the importance of emotional and social skills in E.I. and has received wide recognition for its practical applications in the workplace. However, some critics argue that the mixed model is too broad and lacks a clear definition of E.I. (Mayer, Salovey, & Caruso, 2004).
The author agrees with Goleman's mixed model of E.I. because it recognises the importance of self-awareness, self-management, social awareness, and relationship management in developing E.I. We demonstrate their agreement with the theorist through the research presented below.
E. I. theorists have contributed significantly to understanding how emotions impact our lives, including personal and professional success. While there are differences in their specific definitions and components of E.I., they all agree that E.I. can be developed and improved through training and practice.
Peter Salovey and John Mayer are credited with coining the term E.I. and developing the initial theory of E.I. as a set of cognitive abilities related to emotion perception, use, and regulation. They identified four critical components of E.I.: perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions. However, some criticisms of their theory suggest that it focuses too much on cognitive abilities and may not fully capture E.I.'s emotional and social components (Brackett & Salovey, 2006).
Daniel Goleman expanded on Salovey and Mayer's work by including emotional and social competencies such as empathy, self-awareness, and social skills (Appendix C). He argued that E. I. is critical to personal and professional success. However, some critiques of Goleman's theory suggest that it needs a clearer definition of E.I. and may overemphasize the importance of social skills (Zaccaro et al., 2004).
Reuven Bar-On developed the Emotional Quotient Inventory (EQ-i), a self-report questionnaire measuring emotional and social intelligence. He identified five key emotional intelligence components: self-perception, self-expression, interpersonal, decision-making, and stress management. Within a workplace, some organisations have adopted well-being strategies to hence E.I and mindfulness and stress management has implemented to create well-being among the workforce, allowing for stress reduction and resulting in workforce performance. However, some criticisms of his theory suggest that it may need to focus more on self-report measures and may not fully capture the complexity of E. I. (Mayer et al., 2008). 
The author filled out the self-report questionnaire (Appendix A).
Richard Boyatzis developed the concept of "emotional intelligence competencies," which he defined as clusters of related emotional and social skills critical for effective leadership and job performance. He identified 12 competencies that fall into three clusters: self-awareness, social awareness, and self-management. However, some criticisms of his theory suggest that it may need to focus more on the context of leadership and may not fully capture the E.I. needs of all individuals and professions (Cherniss, 2010).
Overall, E.I. theorists have significantly contributed to our understanding of the role of emotions in personal and professional success. However, there is still ongoing debate and discussion around the definition and measurement of E.I.
1.3 What is workforce development.
Workforce development is critical to economic growth, as a well-trained and skilled workforce can drive innovation and competitiveness. Workforce development refers to the process of improving the skills, knowledge, and capabilities of the crew to meet the needs of employers and the economy. This can include training programs, education and professional development opportunities, and initiatives to support the development of new and emerging industries.
The relevance of E.I. to workforce development and business performance is clear. E.I. can help employees manage stress, communicate effectively with colleagues, and build positive relationships, improving workplace morale and productivity (Goleman, 1998). This, in turn, can enhance overall business performance (Goleman, Boyatzis, & McKee, 2002).
However, it is essential to note that while E.I. can be a valuable tool for organisations, other factors should be considered in workforce development and business performance.
Additional considerations, such as technical skills and experience, are also important (Cherniss, 2000). Additionally, the validity and reliability of E.I. as a concept are still being debated, and more research is needed to fully understand its potential applications in the workplace (Cherniss & Goleman, 2001).
In conclusion, while the theories of E.I. offer valuable insights into the importance of E.I. in the workplace, they are flexable . Further research is needed to fully understand the potential of E.I. in workforce development and business performance and to develop more robust and comprehensive approaches to its assessment and development.

1.4 There have been several prominent theorists in the field of workforce development, including:
Blinder (2006) is an economist who has written extensively on the role of education and training in workforce development. He has argued that investment in human capital is a crucial factor in economic growth and that policies to support workforce development are critical to long-term success.
Freeman (1986) is a labour economist who has studied the impact of globalisation and technological change on the labour market. He has argued that workforce development programs are essential to ensuring workers have the skills they need to succeed in an increasingly competitive global economy. 
Oates (2007) is a workforce development expert who has focused on the role of community colleges and vocational schools in providing training and education opportunities to workers. She has argued that these institutions are critical in ensuring workers have the skills to succeed in the 21st-century economy.
Overall, these theorists have emphasised the importance of investment in human capital as a critical reflection in workforce performance by ensuring ei is to develop teams effectively to aid performance efficiency and growth, which can support organisational profitability.
Factor in economic growth and competitiveness and the role of workforce development in supporting this investment.

1.5 Relating E.I. and W.D.
Studies have shown that individuals with high levels of E.I. tend to be more successful in the workplace, with higher levels of job satisfaction, better relationships with co-workers and supervisors, and improved overall performance (Goleman, Boyatzis, & McKee, 2002). Additionally, organisations with a high proportion of employees with high levels of E.I. are more productive, with improved teamwork, better customer service, and higher levels of employee engagement (Cameron & Quinn, 2006).
Given the importance of E.I. to workforce development, many organisations have begun incorporating E.I., training and development programs into their employee training and professional development initiatives. These programs aim to help employees understand and manage their emotions and develop their ability to work effectively with others, improving individual and organisational performance.
In conclusion, E.I. plays a critical role in workforce development, and organisations that invest in developing their employees' E.I. skills can reap significant benefits in improved performance and competitiveness.

1.6 Using E.I., workforce development, and business performance in a kitchen environment 
As the researcher works in a busy kitchen environment, E.I. can be particularly helpful in understanding and managing one's own emotions in a kitchen workplace. By recognising and regulating emotions, individuals can better manage their reactions to challenging situations and communicate more effectively with colleagues.
One way E.I. can help in a kitchen workplace is by improving self-awareness. Individuals can more effectively manage their current responses by becoming more aware of their emotions and how they affect their behaviour. This can lead to more positive interactions with colleagues and better performance overall.
E.I. can also help individuals to manage stress and prevent burnout in a high-pressure kitchen environment. By recognising when they are feeling overwhelmed or stressed, individuals can take steps to manage their emotions and avoid these negative feelings from impacting their work performance.
Developing E.I. can lead to a better understanding of one's emotions and their impact on performance in a kitchen workplace.
The author agrees with a literature review which suggests that developing E.I. can improve workplace performance and job satisfaction in various contexts, including the restaurant industry. For example, a study of restaurant employees found that those with higher levels of E.I. were more satisfied with their jobs and less likely to experience burnout (Cherniss et al., 2010). In another study, E.I. was found to be a significant predictor of job performance among restaurant employees (Wong et al., 2013). 
E.I. has been shown to significantly impact workplace development and business performance, particularly in the hospitality industry, including kitchen working environments. Employees with high levels of E.I. are better able to manage their emotions and respond effectively to the feelings of others, leading to improved communication, collaboration, and conflict resolution (Akgunduz, 2019).
In the kitchen environment, high levels of stress and pressure can lead to tension and conflict, which can negatively impact performance and customer satisfaction. However, employees with high levels of E.I. can better manage their emotions in high-pressure situations, leading to improved performance and customer satisfaction (Lee & Park, 2020).
Moreover, workplace development and training programs focusing on improving E.I. have positively impacted business performance. For example, a study by Lin and Li (2018) found that training programs focused on developing E.I. skills, such as emotional regulation and empathy, improved employee job satisfaction and performance, leading to improved business outcomes.
In conclusion, high levels of E.I., effective workplace development programs, and positive business performance are all interrelated and critical for success in the kitchen working environment. By improving E.I. skills and developing effective training programs, businesses can enhance employee performance, improve customer satisfaction, and drive business success.

1.7 KPIs and workplace performance
Measuring workplace performance and KPIs (Key Performance Indicators) in the kitchen can be challenging. Business performance and KPIs are critical for determining any kitchen operation's success. Several KPIs can be used to measure the performance of a kitchen, such as food cost percentage, labour cost percentage, customer satisfaction, inventory turnover, and gross profit margin (Sullivan, 2019). In addition, E.I. can also impact the kitchen business performance, as it allows chefs to better manage their emotions and those of their team members, leading to improved communication, collaboration, and overall productivity (Rosete & Ciarrochi, 2005).
However, using these KPIs alongside other factors such as employee engagement, leadership effectiveness, and customer feedback is essential to understand better kitchen business performance (Heskett et al., 1994). Furthermore, it is necessary to establish clear goals and targets for each KPI, regularly monitor progress, and continually improve the kitchen operation.
In conclusion, measuring kitchen business performance and KPIs is crucial for the success of any kitchen operation. Combining these KPIs with E.I. can improve communication, collaboration, and productivity, positively impacting business performance.

1.8 Daniel Goleman’s five components to develop a framework for E.I. in foster carer employment
As the researcher was a foster carer, she found interest in applying the five key elements of E.I. developed by Daniel Goleman (Appendix C), and how they can be applied to the role of a foster carer in the following ways:
Self-awareness involves recognising and understanding one's emotions and how they affect behaviour and relationships (Goleman, 1998). Foster carers who possess self-awareness can better manage their emotions and respond appropriately to the children's emotions in their care. 
Foster carers aware of their emotions may better manage their frustration and respond calmly when a child displays challenging behaviour. 
Self-regulation: This refers to the ability to manage one's own emotions and impulses in a constructive way (Goleman, 1998). Foster carers who can regulate their emotions can create a stable and predictable environment for the children in their care. 
For instance, a foster carer who can regulate their emotions may provide a calm and reassuring presence for a child experiencing anxiety or fear. 
Motivation: This involves clearly understanding of one's values and goals and the ability to channel emotions in a positive way to achieve those goals (Goleman, 1998). Foster carers motivated to provide a safe and nurturing home for children can create a sense of stability and security for those children. 
For example, a foster carer motivated to help a child overcome trauma may be more likely to seek additional resources or support to help the child heal. 
Empathy: This involves the ability to understand and respond to the emotions of others, particularly the children in one's care (Goleman, 1998). Foster carers empathising with the children can create a supportive and validating environment.
For instance, a foster carer who can empathize with a child who has experienced loss or trauma may be able to provide comfort and support that helps the child feel safe and secure.
Empathy is the capacity to comprehend and react to another' feelings, according to extensive studies. Neuroimaging studies have demonstrated that when we watch someone in pain, the same brain regions are active as when we feel pain ourselves (Decety & Jackson, 2004). This implies neuronal empathy.
Empathy is also linked to prosocial actions like assisting and collaborating (Eisenberg & Miller, 1987). Empathic persons are more inclined to act prosaically, whereas less empathetic ones work antisocially (Eisenberg & Fabes, 1990).
A foster carer who can empathise with a child who has experienced loss or trauma may be able to provide comfort and support that helps the child feel safe and secure.
Social skills: This refers to the ability to communicate effectively, build and maintain relationships, and work collaboratively with others (Goleman, 1998). Foster carers with strong social skills are better equipped to navigate the complex relationships involved in foster care, including relationships with birth families, social workers, and other professionals. 
For example, a foster carer with strong social skills may communicate effectively with birth families and social workers, which can help build trust and support the child's best interests. 
Overall, the five key elements of emotional intelligence are essential for foster carers to provide adequate care for children who have experienced trauma and have complex emotional needs. By applying these elements, foster carers can create a stable and nurturing environment that supports the healing and growth of the children in their care.

1.9 How Artificial E.I. Is helping organisations and individuals.
Artificial Emotional Intelligence (AEI) refers to the ability of machines and computer systems to identify, understand, and respond to human emotions. It uses natural language processing, machine learning, and computer vision techniques to detect emotional cues from human input, such as speech, facial expressions, and body language. AEI has applications in various fields, including healthcare, education, and customer service.
One example of AEI in healthcare is the development of an intelligent virtual assistant that can recognise and respond to the emotional state of patients. This system, called "EMMA," uses natural language processing to analyse a patient's speech patterns and identify emotional cues such as stress or anxiety. Based on this analysis, the system can provide personalised responses and suggestions to help alleviate the patient's emotional state (Cipresso et al., 2018).
Another example of AEI is in customer service, where companies use sentiment analysis tools to analyse customer feedback and sentiment towards their products or services. These tools use natural language processing and machine learning algorithms to identify emotional cues and sentiments in customer feedback, allowing companies to tailor their responses and improve customer satisfaction (Liu & Zhang, 2012).
In conclusion, AEI has significant potential in various fields and can help improve human-machine interactions. As technology advances, we can expect to see more applications of AEI in different domains.

1.10 AEI and ASD

People with autism spectrum disorder (ASD) often have difficulty recognising and understanding emotional cues, affecting their social interactions and communication. AEI can help address this issue by providing tools and technology that can assist individuals with ASD in recognising and understanding emotional expressions. AEI can help people with autism to identify emotions.
For example, researchers have developed an emotion recognition system called "Autism & Beyond" that uses facial recognition technology to detect and analyse emotional expressions in children with ASD. The system uses a smartphone or tablet to capture video of the child's face while they watch short video clips designed to elicit different emotions. The system then analyses the child's facial expressions and provides feedback on their emotional state (Goodwin et al., 2018).
Another example is the development of virtual reality (VR) environments that simulate social situations and provide individuals with ASD with the opportunity to practice recognising and responding to emotional cues in a safe and controlled setting. VR can help individuals with ASD improve their social skills and communication abilities by providing them a low-risk environment to practice and experiment with different social situations (Parsons & Cobb, 2011).
In conclusion, AEI can potentially improve the lives of individuals with ASD by providing them with tools and technology that can assist them in recognising and understanding emotional cues. As technology advances, we expect to see more innovative applications of AEI in autism research and therapy.

1.11 E.I. and Organisational Culture
Research has shown a strong relationship between E.I. and organisational culture. A positive corporate culture is characterised by shared values, beliefs, and behaviours that promote trust, collaboration, and mutual respect. Leaders and employees with high levels of E.I. are better equipped to create and sustain such a culture (Goleman, Boyatzis, & McKee, 2013).
Leaders with high E.I. are more likely to understand and manage their emotions and those of their team members, communicate effectively, and build strong relationships. They are also more likely to demonstrate empathy and compassion, essential for creating a supportive and inclusive workplace culture. When leaders model these behaviours, they can inspire their employees to do the same, creating a positive ripple effect throughout the organisation (Goleman, Boyatzis, & McKee, 2013).
Furthermore, a positive organisational culture has been linked to higher employee engagement, job satisfaction, retention, and improved organisational performance and financial outcomes (Cameron & Quinn, 2011). Therefore, investing in E.I. development for leaders and employees can create and sustain a positive corporate culture that benefits everyone involved
1.12 Criticism of E.I. 
One of the main criticisms of E.I. is that it is difficult to measure and define. While there is general agreement that emotional intelligence involves the ability to perceive, understand, and regulate emotions, there needs to be more agreement on how to measure these abilities and how they relate to overall intelligence (Matthews, Zeidner, & Roberts, 2002).
Another criticism of E.I. is that it may be overemphasised in specific contexts, such as the workplace, at the expense of other essential skills and abilities. Some argue that a focus on E.I. may lead to a neglect of cognitive and technical skills, which are also critical for success in many jobs (Antonakis, Ashkanasy, & Dasborough, 2009).
Finally, some critics argue that E.I. is only sometimes beneficial and that there may be situations where emotional intelligence skills can be misused or even harmful. For example, individuals with high emotional intelligence may be better able to manipulate others or engage in unethical behaviour (Hogan & Kaiser, 2005).
Despite these criticisms, E.I. remains a popular and influential concept in psychology and management and continues to be studied and applied in various contexts.

2.0 Use theories of emotional Intelligence and Mindfulness to review the effect of emotions on your work performance.
2.1Can Mindfulness help improves leadership skills.
2.2 Understanding Mindfulness
Mindfulness is a practice that involves paying attention to the present moment and experiencing it without judgment. It is a way of cultivating awareness of one's thoughts, emotions, and physical sensations in the present moment (Kabat-Zinn, 2013). Mindfulness has been shown to have numerous benefits for both physical and mental health, including stress reduction, improved well-being, and increased emotional regulation (Davis & Hayes, 2011).
There are several main mindfulness theories, each with its perspective on the nature of Mindfulness and how it can be developed. One of the earliest and most influential mindfulness theories is Mindfulness-Based Stress Reduction (MBSR), developed by Jon Kabat-Zinn in the late 1970s. MBSR is an eight-week program that combines mindfulness meditation, body awareness, and yoga to reduce stress and promote well-being (Kabat-Zinn, 1990).
Another influential mindfulness theory is Mindfulness-Based Cognitive Therapy (MBCT), developed by Zindel Segal, Mark Williams, and John Teasdale in the 1990s. MBCT combines elements of cognitive therapy with mindfulness meditation to treat depression and anxiety (Segal, Williams, & Teasdale, 2018).
A third mindfulness theory is Acceptance and Commitment Therapy (ACT), developed by Steven Hayes in the 1980s. ACT is a mindfulness-based approach to psychotherapy that emphasises acceptance of one's thoughts, feelings, and commitment to acting in line with one's values (Hayes et al., 2011).
These theorists and their work have gained significant support in the scientific community, with many researchers, organisations, and individuals endorsing the theories and practices behind mindfulness-based approaches. For example, in a meta-analysis of 39 studies on MBSR, researchers found that the intervention was effective in reducing symptoms of anxiety and depression (Khoury et al., 2015). Similarly, ACT treats various psychological problems, including anxiety, depression, and chronic pain (Bohlmeijer et al., 2010; Vowles & McCracken, 2008).
Overall, the work of Kabat-Zinn, Williams, Hayes, Segal, and others has helped to establish Mindfulness as a valuable tool for promoting psychological well-being and has gained the support of many individuals and organisations in the scientific community.
In summary, Mindfulness is a practice that involves paying attention to the present moment without judgment, and it has numerous benefits for both physical and mental health. There are several main mindfulness theories, including MBSR, MBCT, and ACT, each with its approach to developing Mindfulness and treating various psychological issues.

2.3 Mindfulness and E. I.
Mindfulness and Emotional Intelligence are often seen as complementary concepts that can work together to promote well-being and improve various aspects of performance. Emotional Intelligence refers to the ability to recognise, understand, and manage one's own emotions as well as the emotions of others. At the same time, Mindfulness involves being fully present and engaged in the current moment with an open, non-judgmental attitude.
Research has shown that mindfulness-based interventions can help to improve emotional Intelligence by increasing emotional awareness and regulation (Hölzel et al., 2013). Mindfulness practices can help individuals to become more aware of their emotional states and to regulate their emotional responses more effectively. This increased emotional self-awareness and regulation can lead to greater emotional Intelligence and improved performance in various domains.

For example, research has shown that mindfulness-based interventions can improve emotional Intelligence in healthcare professionals, leading to greater job satisfaction and better patient outcomes (Lamothe et al., 2016). In a study of executive leaders, mindfulness training improved emotional Intelligence and increased leadership effectiveness (Matsumoto et al., 2015). In a workplace setting, mindfulness interventions have improved emotional Intelligence and reduced stress and burnout (Hülsheger et al., 2013).
Mindfulness and Emotional Intelligence are complementary concepts that can work together to promote well-being and improve various aspects of performance. By increasing emotional awareness and regulation, mindfulness practices can help individuals develop greater emotional Intelligence, leading to improved performance in multiple domains.
2.4 Mindfulness and E.I., the effect own personal performance in the kitchen environment
Mindfulness and E.I. can positively impact performance in a kitchen workplace. By improving self-awareness and managing emotions, individuals can become more effective in their interactions with colleagues and better handle the demands of a fast-paced, high-pressure environment.
Mindfulness can help individuals stay present and focused in the moment, which can be particularly helpful in a kitchen environment with many demands on one's attention. By cultivating a mindful approach, individuals can develop greater clarity and insight into their thoughts and emotions, which can help them to manage their reactions to challenging situations better and communicate more effectively with colleagues.
Similarly, E.I. can help individuals better understand their emotions and their impact on their behaviour. By developing greater self-awareness, individuals can better manage their emotional responses and communicate with colleagues more constructively.
Together, Mindfulness and E.I. can provide a powerful toolkit for improving performance in a kitchen workplace. By cultivating Mindfulness and E.I., individuals can develop a greater capacity for self-awareness, manage their emotions more effectively, and communicate with colleagues more constructively.
Research suggests that Mindfulness and E.I. can positively impact workplace performance in various contexts, including the restaurant industry. For example, a study of restaurant employees found that mindfulness training improved job performance, stress management, and job satisfaction (Lazar et al., 2018). Similarly, a study of chefs found that those who scored higher on E.I. measures were more likely to report high levels of job satisfaction and engagement (Shahzad et al., 2018).
2.5 Goleman and Mindfulness
We have mentioned that Goleman is a leading expert on E.I., But he extended his research to mindfulness and leadership. He has written extensively on the benefits of mindfulness for leaders and how mindfulness can help leaders develop the E.I. skills necessary to create positive organisational cultures and lead with authenticity.
In his book "Primal Leadership: Learning to Lead with Emotional Intelligence," co-authored with Richard Boyatzis and Annie McKee, Goleman argues that mindfulness is essential for effective leadership. He suggests mindfulness helps leaders develop the self-awareness and emotional regulation necessary to manage stress and make clear, informed decisions (Goleman, Boyatzis, & McKee, 2002).
Goleman also discusses the importance of empathy and social awareness in leadership, which he believes can be cultivated through mindfulness practices. He suggests that mindfulness helps leaders develop the ability to understand and respond to the emotions of others, which can lead to more positive and productive relationships in the workplace (Goleman, 2007).
In addition, Goleman has authored numerous articles and essays on mindfulness and leadership, including "Leadership That Gets Results" published in the Harvard Business Review. In this article, Goleman suggests that influential leaders can balance different leadership styles depending on the situation and that mindfulness can help leaders develop this flexibility and adaptability (Goleman, 2000).
Overall, Goleman's work highlights the importance of mindfulness for effective leadership and provides valuable insights for leaders looking to cultivate their emotional intelligence skills.
2.6 Criticism of Mindfulness
One criticism of mindfulness is that it may not suit everyone, particularly those with a history of trauma or specific mental health conditions. Some studies have suggested that mindfulness practices could increase distress and adverse effects for these individuals (Van Gordon, Shonin, & Griffiths, 2016). Additionally, concerns have been raised about the commercialisation of mindfulness, with some suggesting that it has been reduced to a simplistic, individualistic self-help technique rather than a complex and nuanced practice with spiritual and ethical dimensions (Purser & Loy, 2013).
Another criticism of mindfulness is that it may be used to cope with systemic issues or to maintain the status quo rather than addressing underlying societal problems (Burkeman, 2019; Khoury, Lecomte, Gaudiano, & Paquin, 2013). Critics argue that mindfulness practices can encourage individuals to accept their current circumstances rather than question and challenge systemic issues contributing to their suffering.
Furthermore, some researchers have raised concerns about needing more standardisation and quality control in the mindfulness industry. Many mindfulness-based interventions and programs are available that vary in their scientific rigour and effectiveness (Van Dam et al., 2018).

Conclusion
E.I., mindfulness, workforce development, leadership, and management can significantly positively affect various contexts, including the workplace. Research has shown that these practices can improve individual and team performance, enhance communication and collaboration, reduce stress and burnout, and contribute to a positive organisational culture.
However, it is essential to acknowledge that these practices are not a one-size-fits-all solution and may not be suitable for everyone or every situation. Implementing these practices based on scientific evidence is also essential, with proper training and support provided to individuals and teams.
Additionally, it is crucial to recognise that these practices must be complemented by a commitment to addressing underlying systemic issues and promoting equity and inclusion in the workplace. The strategic and intentional use of E.I., mindfulness, workforce development, leadership, and management can contribute to a more productive, innovative, and fulfilling work environment.
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Appendixes 
Appendix A) Author’s Emotional Intelligence test result.
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Appendix B) Goleman Emotional Intelligence Model
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Appendix C) Goleman 5 Components of E.I.
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Your result: ‘Good EQ’

Congratulations! You have high
emotional intelligence. This is
good news! EQ counts for twice as
much as 10 and technical skills
combined in determining who will
be a star porformer. Your level of
EQ likely has been and will be a
driver of your high performance
under pressure for years to come.
Areas to work on: While you ar
doing well, don't forget to take
time out of your busy day-to-day
activities to stop and reflact on what brings you the greatest meaning in your lfe. If we
fail 1o do this on a regular basis, we risk becoming tranauilized by the trivial, sedated
by the small details. Yes, deadiines need to be met and goals achieved. But f we are
working toward goals that are not in alignment with our key values and greater
purpose. we face becoming frustrated and cynical when we face pressure ~ losing
Sight of the reason we are doing ‘all of this' in the first placel

As William James said: “l have no doubt whatsoever that most people live, whather
physically, intellectually, or morally, in a very restricted circle of their potential being
They make use of a very small portion of their possible consciousness... much like @
man who, out of his whole body organism, should get Into the habit of using and
moving only his little finger... We all have reservoirs of ife to draw upon, of which we
do not dream.”
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