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[bookmark: _Toc186733180]Introduction 
The main purpose of this report is to investigate the role does Emotional Intelligence have in the workplace taking into consideration the case study from the brief. This case study presents some issues that a company supervisor has. More exactly in this case study, Clarke recently employed by FAYE Inc. as supervisor, is calling his female colleagues ‘my love’. The colleagues complained about this, and Clarke had been informed as well, he was surprised but did notice that the morale of some employees was affected by this. More for him. He is supposed to supervise the Chinese FAYE Inc. division coming to visit and because their Chinese names are difficult to pronounce, he is decided to ask if they have any English names to make it easier to communicate with them. Chinese on the other hand do like to be called by their Chinese names. Clarke is stressed about these things and has been told during an emotional intelligence (EI) session that “leaders could intentionally or even unconsciously hurt the feelings of others through insensitive attitudes, unreasonable expectations, inflexible practices and practices and poorly managed change”.
Other things to be discussed besides the role of EI in the workplace and taking into consideration what Clarke was told during the EI session, are: what role culture has in understanding EI and the mindfulness of employees; how the specified company can make use of the benefits of EI and mindfulness between employees, and some models of EI like Bar’on model of EI and MSCEIT (Mayer, Salovey, Caruso Emotional Intelligence Test that can be used to improve Clarke’s abilities at work.
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EI definitions
Muya et al., (2016) and Singh (2006) cite quite a few definitions of EI but from those these make more sense in understanding this concept: Mayer and Salovey’s definition of emotional intelligence means being able to recognise, access and create emotion to support thoughts and control emotions to foster intellectual and emotional development. Daniel Goleman says that EI means to recognise our own emotions as well as those of others, motivate ourselves, and effectively control how we feel in relationships and outside of them. And according to J. Freedman emotional intelligence is being able as an individual, to identify, comprehend, and make decisions based on our thoughts, feelings, and behaviours is known as emotional intelligence. It determines how and what we choose to learn, controls the majority of our daily actions, and helps us define priorities.
EI in the workplace
According to Goleman (1996) in the workplace, emotional intelligence provides an advantage. People who are emotionally intelligent have an advantage in any area of life, they should have a good understanding of and ability to control their emotions and are able to read and handle the emotions in other people. Emotionally intelligent people are more likely to be happy and successful in life.  He also adds that people must develop skills in five areas to be considered emotionally intelligent: 
1. The first is the basis of EI; it involves self-awareness, or being able to identify feelings as they come.
2. A second skill that builds on self-awareness is the ability to manage emotions in a way that is suitable. Those who don't have this are more likely to struggle with distress.    
 3. The third is self-motivation. Those that possess this ability are typically more successful and efficient in whatever they do.
4. The fourth EI skill is empathy, or the ability to identify emotions in others. An important "people skill" since empathy allows you to understand what other people need or desire.
5. Managing relationships and other people's emotions comes in last. Individuals who possess these abilities are great at communicating with others.
Singh (2006) adds that your level of intelligence or IQ used to be important in being successful in the workplace but nowadays, how smart you are academically is not enough. Outside work or school, in the real life with real difficulties, you need emotional intelligence as well. Being smart is good but without strong EI qualities that help you manage both yourself and other people you are not going to be successful. These qualities provide you an advantage over others. These days, employers value the following traits: verbal and listening communication skills, flexibility, self-management, confidence, drive to achieve goals, motivation to advance in your career and take pride in achievements, cooperation and teamwork, conflict resolution abilities, leadership potential, and proficiency in reading, writing, and math. Reading, writing, and maths are the only academic talents between these desired attributes. The others all have to do with emotional intelligence, which is the non-academic sphere that these days, companies look for in their candidates. Businesses like FAYE Inc. would do well to increase emotional intelligence if they want to prosper or to survive, since these basic skills are more important than ever for collaboration, teamwork, and teaching individuals how to work together more efficiently (Goleman, 1996). 
According to Singh (2006) EI is important for success in many ways of professional life, but in the workplaces like FAYE Inc. this can: 
· it helps organisations develop and workers can become more creative in their work, improve team dynamics, and boost productivity by learning the EI principles. 
· EI has the potential to boost results, accelerate change adaptation, foster leadership, foster collaboration, and creativity, successfully respond to competition, promote creative thinking, and enhance important personnel retention. 
· Additionally, it can help foster a positive work atmosphere, enhance employees' self-perception and interpersonal relationships, lower stress levels and resolve emotional issues, improve connections, increase achievement, and provide employees a sense of fulfilment.
· And for effective decision making, leaders should connect with their feelings and emotions for solving problems and effective decision making.
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Your EI affects you both inside and outside of the work.  However, managers or supervisors like Clarke can develop emotional intelligence throughout their careers. From childhood to maturity, emotional intelligence grows as a person gets older and more experienced. Planning strategies to modify your thoughts, feelings, behaviours, and emotions will be much easier if you have a thorough understanding of them. Humans rely heavily on their emotions for survival. They offer the secret to wellbeing, contentment, and self-worth (Singh, 2006). And to develop EI companies like FAYE Inc. should use strategies like MSCEIT or Bar-on models. For example, the mentor, life coach or experts who work to help people develop their abilities and level of participation in life. It is a useful strategy for companies that offers real-world solutions for enhancing social and emotional effectiveness (ESE) in their interactions with customers, employees, and other people they have an impact on.
The MSCEIT (Mayer, Salovey, Caruso Emotional Intelligence Test) 
The MSCEIT model is a test that has the capacity of an individual to recognise, comprehend, control, and utilise emotions to support thought or solve emotional problems. Peter Salovey and John Mayer’s method for approaching EI intended to find the skills required for people to be emotionally and socially intelligent and together with David Caruso designed the MSCEIT test to measure emotional and social intelligence ability in a person. Is also defined as the capacity to carry out duties and resolve emotional concerns without being influenced by factors like personality, self-concept, or response style. The MSCEIT covers four branches (Perceiving Emotions, Facilitating Thought, Recognising Emotions, and Managing Emotions), two areas (Experiential and Strategic), eight tasks (emotion management, changes, faces, pictures , sensations, emotional relations and facilitation) (Hughes, 2009). The MSCEIT focusses on determining and assessing the real skills needed to use emotion to address emotional problems. Each of these skills is measured by the MSCEIT using a range of techniques, including faces, images, and emotional scenarios.
This knowledge-based test mainly depends on individual's vocabulary of emotions, comprehension of "rules" to adhere to, ability to identify emotions and images and in faces, and knowledge of how to make use of emotions to promote both interpersonal and intrapersonal relationships. The interpretation of MSCEIT results gives insight into an individual's emotional intelligence, emotional problem-solving skills, emotional knowledge, and harmony among emotional and social intelligence ability components.
The MSCEIT together with experience supports elements that make up good leadership. According to the findings from a study made using the MSCEIT, the capacity of a leader to comprehend and control his emotions best predicts their capacity to motivate their followers towards a common goal.
The Bar-On model of emotional-social intelligence (ESI)
The Bar-on provides an area of linked emotional and social abilities, skills, and facilitators that impact behavioural intelligence and are measured by a self-report. Is intended to provide light on preferences and behavioural patterns, highlighting both areas of strength and possible improvement (Muya et al., 2016). The model was created in the beginnings of 1980s by Reuven Bar-On and built on the idea that individuals who do well on an emotional and social level expect to have higher psychological well-being than those who do not (Hughes, 2009). Fifteen subscales, five combined scales, and a total score are all part of the Bar-On model's hierarchical structure, which ranges from 1 to 5. This self-report tool mostly depends on the responder providing truthful and correct answers to the questions (Bar-on, 2006).
According to Hughes (2009) after a study using the Bar-On model, findings have demonstrated that social-emotional intelligence is a complicated collection of interconnected emotional and social abilities, skills, and facilitators that affect a person's ability to recognise, understand, and control emotions, relate to others, adapt to change, and fix personal and relational issues, as well as successfully handle demands, difficulties, and pressures on a daily basis. In the case of this model, the specialist will likely coach with a more comprehensive approach for handling behaviours to improve emotional effectiveness if they have a thorough understanding of personality types and Bar-On EI patterns.
You must be certified to use the MSCEIT or the Bar-on models to train people and can be used as part of leader development program. Either one of them can be a beneficial tool for supporting career pathing, leadership development, employment selection, and personal improvement (Bar-on 2006).
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A person may wish to increase his emotional intelligence for a variety of reasons. First, a person may wish to improve his performance at work or his chances of getting promoted as part of his professional or career growth. Second, someone may wish to improve herself as a personal growth goal. Third, someone may wish to assist others in becoming more emotionally intelligent. This can be done in a learning environment that is culture orientated.
One of the managerial sides where emotional abilities could be cultivated to having successful results is Culture. Creating an environment where employees feel safe, trustworthy, unique wanted, included, essential, collaborative, motivated, focused, productive, valued and appreciated. The work environment is very important to transfer the social and emotional learning into the job. The next step in enhancing employee emotional intelligence is to create an organisational culture that values and encourages learning and development in general (Singh, 2006).
The social environment of the organisation has a significant impact on the learners' motivation. Any further actions taken by coaches, trainers, or program designers will be ineffective if the culture does not accept this. Motivation of the students is also influenced by the learning environment. The trainer or coach and their relationship with the learner are particularly significant components of the learning environment. The trainer strives to create a secure and supportive learning environment (Cherniss and Goleman, 2001). Appropriate EI training provided by EI consultants, coaches or even leaders can raise employee EI.
According to Hughes (2009) leadership is very important. To note is that the leader himself needs to work on his own EI, must cultivate mindfulness, hope, and compassion practices and live emotionally intelligently if they want to teach it. Because a leader with high EI is aware of their emotions. Such a leader is also able to read standardised feelings in others, is emotionally intelligent in the sense that he or she can clearly describe emotions; and has a large vocabulary for emotional words. As a result, such a leader is not instantly offended or defensive. Instead of being demanding and intolerant, the leader is compassionate, accepts others, and acknowledges their worries while encouraging others to do the same. The leader not only respects everyone's sentiments, but he also inspires and motivates others, and the more EI he possesses, the more likely he is to raise others' EI.
Businesses should prioritise employee engagement and provide a nurturing atmosphere that demonstrates consideration for workers' needs and feelings, offers feedback, and creates chances for skill development. But if leaders are prepared to adopt more emotional intelligence behaviours that are related to emotionality and sociability, they might raise the possibility of developing a workforce of happy and dedicated employees (Webb, 2014). 
According to Sadovyy et al. (2021), supporting intervention programs that cultivate emotional intelligence (EI) fosters a healthy workplace and aids in adjusting to challenging situations like the COVID-19 pandemic. They go on to say that people with higher EI have the tools necessary to handle the demands of the job, which reduces the impact of epidemic scenarios by showing less disruptive behaviours and improved work performance levels.
[bookmark: _Toc186733184]How can FAYE Inc. further harness the benefits of EI and mindfulness among her Employees?
To answer this question, Cherniss and Goleman (2001) suggest the use of behaviour modelling training for supervisors that shows what people learn partly by seeing and then copying models. The typical behaviour modelling training program highlights social and emotional traits that managers or supervisors like Clarke should improve, including communication, empathy, initiative and innovation, adaptability, and accurate self-assessment. In Clarke's role as a supervisor, behaviour and learning may benefit from regular, appropriate feedback that is given informally or through a 360-degree feedback approach. This 360-degree assessment tool is used to promote an increase in EI and conflict management skills (Conine and Leskin, 2016).
To harness the benefits of EI, Cherniss and Goleman (2001) also suggest using some of the methods applied to training and development initiatives. These helps assist individuals in becoming more proficient in each of the five domains of emotional intelligence identified by Goleman (empathy, social skills, self-awareness, self-regulation and motivation).
For example, with Self-awareness, there are several approaches to help people become more self-aware, but the most successful method uses assessment and feedback on the results to help people better understand their internal states, preferences, resources, and intuitions. Some assessments use psychological tests like Myers-Briggs Type Indicator or the 360 degree or meditation, these can help to increase self-awareness.  Mindfulness through meditation, that is aimed to help people be more conscious of their inner experiences, is one of the more successful meditation techniques. For self-regulation, meditation or techniques found in stress or anger management programs can be utilised to promote this.
Encouraging self-motivation, the emotional inclinations that make achieving objectives easier. Self-regulation techniques can also be applied to encourage this or self-management training, in which participants are taught how to use behavioural strategies including self-enforcement, goal setting, self-monitoring, and written contracts to guide their behaviour towards desired goals. To promote empathy, sensitivity training is the term used to describe several of the most popular techniques for assisting people in becoming more conscious of the needs, feelings, and concerns of others. And to promote Social Skills, one especially useful technique for assisting people in perfecting their capacity to get desired behaviours from others is behaviour modelling, which is also used in one of the other domains of EI. Every other strategy mentioned for the other domains can be helpful in social skills training programs since social skills builds upon the other emotional intelligence categories.
Another useful method that helps embracing the benefits of EI is an educational tactic where the trainer gives learners examples, statistics, and information that demonstrate how emotional Intelligence abilities can help them be more successful in their profession and in life in general, and that they can be learnt and understood. Therefore, raising EI will encourage people to engage in self-care practices, which will serve as an adequate level of stress reduction for both physical and mental well-being (Bermejo-Martins et al., 2021).
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Emotional intelligence plays a crucial role in improving a person's success in self-management and interpersonal skills and for this reason EI development strategies are useful tools that companies can incorporate in their strategies.  As it can be seen EI works along the IQ of an individual and if companies foster an environment that values and encourages learning and creates an atmosphere where employees feel safe, then EI can be developed. For social and emotional learning to be transferred to the job, the workplace is key and implementing EI strategies in the training and development programs can achieve a more emotional intelligent workforce for the leaders and employees no mater their role.  Companies can use specialist coaches in EI that with the help of models like the Bar-on and MSCEIT could help individuals develop their emotional intelligence. Fact that will benefit not only the individual’s work performance but having emotional intelligence abilities can benefit you as a person in both professional and private life.
If companies like FAYE Inc. employ these kinds of strategies to develop EI inside the company or use behaviour modelling training, all the domains of EI, social skills, empathy, self-regulation and self-awareness could be achieved or improved on. As a result, not only for Clarke and his issues but for everyone in every area of life, improving these emotional intelligence abilities can help them be more successful in their profession and in life.
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Go back to my family





Improve my emotional intelligence to have a better life and take correct decisions for the future

GHEORGHE’S EMOTIONAL INTELLIGENCE

Mental health

Affects everyone

EI impacts your  mental health

Caused by stress

Stress affects  my life, family and work too 

I can’t concentrate and  be productive at work



Relationship management

People around you are very important

Is very difficult to deal with people and keep them close

Conflict is caused very easily  if good communication is missing



Self-management

Get to know yourself and manage your emotions helps with stress, frustrations and anger

Being calm and respectful to other persons feelings and emotions



EI means being able to understand and manage our own feelings to deal with the needs of our lives and jobs and to be better persons with people around us.

By Gheorghe Trifoi 2030295
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