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Introduction 
Part one of this assignment will explore elements of workforce development and business performance, and critically evaluate both Goleman’s emotional intelligence theory, and Mayer and Salovey’s four branch emotional intelligence theory, and their relevance to both factors.
In part two, the author will review the effect of emotions on their own workplace performance within their role as a payroll professional at the Driver Vehicle Standards Agency (DVSA), using emotional intelligence and mindfulness theories. 
[bookmark: _Toc129936527]Critically evaluate theories of emotional intelligence, and their relevance to workforce development and business performance.

Emotional intelligence (EI), can be described as the ability to recognise, control, interpret, and manage emotions, both in oneself and in others. It is “a form of social intelligence that involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate among them, and to use this information to guide one’s thinking and action" (Salovey & Mayer, 1990).
EI can be a valuable asset in the workplace, as it contributes towards the way in which people manage their professional relationships (Baker, 2022). Evidence suggests that employees with high levels of EI are often more adept at working with others, controlling job-related stress, and resolving conflict in the workplace. Additionally, workers with high EI perform better in teams and are more adaptable to change (Arora, 2017).
[bookmark: _Toc129936528]Workforce Development
Workforce development entails providing employees with opportunities for training, growth, and ongoing education in order to optimise their job success and career trajectory (Wooll, 2021). Workforce development has benefits for both employees and businesses.  It enables individuals to acquire the knowledge, practical skills, and attitudes necessary for better work performance in their chosen field, as well as giving businesses an effective means to meet their demand for skills (Tan et al., 2013)
Emotional intelligence plays an important role in workforce development. Studies have shown that developing employees’ emotional intelligence as part of a workforce development programme, has a positive effect on their career development and performance (Poliak & Oana, 2020). By increasing motivation, encouraging healthy and productive communication, and inspiring a more positive outlook overall, employees with EI are more likely to excel in leadership positions (Valamis, 2022).
[bookmark: _Toc129936529]Leadership Training
High emotional intelligence is essential to be an effective leader. Consequently, organisations should ensure the leadership training they provide as part of their workforce development programme, has an emphasis on developing EI abilities. 
Leaders with high EI, can contribute towards a positive organisational culture, which in turn, increases productivity and efficiency. Furthermore, leaders with EI can motivate team members, increase creativity and growth, strengthen bonds within their team (Jaiswal, 2023). By remaining calm in stressful situations, leaders with EI can reduce stress in their team members, resulting in a more positive working environment. Additionally, leaders that communicate well are better able to clearly outline objectives and purpose, and trust employees with increased autonomy (Thomas International, 2022).
The workplace experiences of DVSA employees certainly support this. Both the payroll manager, and team members, can be described as having high EI. The team have an excellent working relationship, and it can be asserted that EI is an important contributory factor. When team members have been through difficult times in either their working lives, or personal lives, the empathy and consideration from their team members has played a considerable role in ensuring they felt supported at work. Team members firmly believe that the strong working relationship they have with their colleagues, is the principal reason that they have a high level of job satisfaction.  
[bookmark: _Toc129936530]Business Performance
Business performance, defines an organisation’s ability to achieve its goals and objectives. It is usually measured using key performance indicators (KPIs), and includes a wide range of factors, such as profit, growth, productivity, customer satisfaction levels, strategy, and continuous improvement targets (De Riberolles, 2021). 
Emotional intelligence plays an important role in business performance.  Employees with high EI are better able to manage shifting business needs. They can speak up for themselves and, if necessary, ask for help and direction. Empathy-based problem solving and innovation have a positive effect on work environments and foster more inclusive work cultures. These characteristics support the organisation's general agility (Panel, 2020).
Additionally, a study by Krén & Séllei (2020), found that EI in employees is connected to strong business performance. However it should be noted that the study was small, so therefore caution should be used when stating its significance. 
[bookmark: _Toc129936531]Continuous Improvement
Without emotionally intelligent leaders, continuous improvement strategies are destined to fail. Businesses cannot be successful in the long term without successfully implementing continuous improvement strategies, therefore developing emotional intelligence in leaders is imperative. 
Continuous improvement strategies are policies within an organisation, that focus on improving processes on a regular basis. This can be achieved by making small, regular changes or by concentrating on making big, systemic process improvements (CSS Editorial Staff, 2022. Appendix A).
Continuous improvement plays a vital role in business performance. It can boost employee engagement and morale, by encouraging open communication of ideas. It increases efficiency by streamlining processes and can keep businesses competitive by recognising and adapting to shifting consumer demands and market patterns (Naydenov et al., 2022).
Emotionally intelligent leaders can positively impact continuous improvement strategies in a number of ways. The positive work culture that leaders with high EI promote, fosters trust, and therefore encourages open communication, creativity and idea sharing. This can result in a more collaborative approach to problem-solving and a wider range of ideas (Foreman, 2020).
This is corroborated by the experience of employees at DVSA. The payroll manager at DVSA actively encourages idea sharing and accountability within the team and allows team members to implement any changes they think would be of benefit. The payroll team see continuous improvement as a cycle, whereby they are constantly reflecting on the way they work, what works, where they can improve, and regularly try new ways of doing things. The result of this is that their processes are always evolving and improving. It is unlikely that would be the case without a manager that has complete trust in their ideas and gives them the freedom to experiment with new ways of working.
[bookmark: _Toc129936532]Goleman’s Theory of Emotional Intelligence
Goleman (1995) claims that emotional intelligence is the most important quality required to be a great leader. During his research, Goleman found that whilst cognitive skills and intellect were a driver for outstanding performance as a leader, EI was found to be twice as important. Therefore, he believes that intelligence quotient (IQ) and technical skills are merely ‘threshold capabilities’, and that EI is the most essential skill a leader can possess. Furthermore, Goleman found that EI skills became more apparent as a factor in a person's effectiveness as they rose in status.
In his theory, he states that there are five key components of EI in the workplace (Appendix B). 
· Self-awareness – Knowing one’s strengths, weaknesses, values and the impact of one’s own behaviour on others. 
· Self-regulation – Controlling or redirecting disruptive emotions and impulses. 
· Internal motivation – Relishing achievement. Optimistic, even when facing failure. 
· Empathy – Compassion and understanding towards a person’s emotions.  
· Social skills – The ability to connect, influence and inspire others and resolve conflict. Persuasiveness. 

(Goleman, 2004)

Goleman’s research also found a link between the emotions and behaviour of a leader, and a business’ performance. The leader's attitude and behaviour can influence the attitude and behaviour of the rest of the workforce. Leaders with high EI encourage a working environment in which healthy risk-taking, learning, trust, and information sharing flourish. The upshot of this, is a business that continuously improves and hits its performance targets (Goleman & Boyatzis, 2009).
The results of Goleman’s findings are supported by research. A study by Kerr et al. (2006), found EI to be a key component of effective leadership. Employee evaluations of supervisor performance were found to be closely linked to the supervisor's EI.
Additionally, an empirical study on Goleman’s theory (Drzewiecka & Roczniewska, 2018) found a direct link between positive employee mental health and the leader’s ability to understand their stress, and also found that through their behaviours, leaders can either remove or amplify hurdles that prevent people from achieving their goals. 
Furthermore, a study by Rahim & Malik (2010) found that enhanced EI skills amongst employees, led to increased collaboration and better working relationships, which in turn, can enable an organisation to hit their targets faster, thus improving overall performance. Though it is important to note, that this particular study was limited to the banking sector, and therefore caution should be used when applying the results to a broader business arena. 
In concurrence, this can be seen in the payroll team at DVSA. Empathy from the payroll manager during difficult times, has resulted in a feeling of being supported and understood, which positively impacted motivation within the team. There have been times that work has been an escape from problems for them, it gave them something to focus on which helped to reduce their stress levels. They do not believe this would have been the case without the support and understanding from the leader. Furthermore, they believe the strong relationship they have with their manager, and the confidence shown in them, increases motivation within the team, and enables them to produce a higher standard of work. Moreover, the openness and creativity that is encouraged within the team, ensures they are always seeking to evolve and are dedicated to continuous improvement, which has a significant impact on overall business performance. 
[bookmark: _Toc129936533]The Four Branch Model of Emotional Intelligence 
Salovey and Mayer (1990) define emotional intelligence as ‘the ability to process information about your own emotions, and other peoples’, as well as having the ability to use this information to guide behaviour. They posit that individuals vary in their ability to perceive, use, regulate and understand their emotions, and those of others. Its foundation is the notion that emotional intelligence is a collection of cognitive abilities that can be learned through education and practice (Francis, 2014).
Their four branch model of emotional intelligence, identifies four areas of emotion based abilities, that comprise EI (Appendix C). These are:
· Perceiving emotions – The ability to recognise emotions in oneself, and in others, using physical cues, such as body language and vocal tone.
· Using emotions – The ability to utilise emotions to drive thoughts and behaviour. Including decision making, problem solving and creativity. 
· Understanding emotions – The ability to understand the complexities and nuances of emotions, and how they evolve over time. 
· Managing emotions – The ability to regulate emotions and respond effectively to those of others. Includes conflict resolution and stress-management.
According to this model, EI can be improved and developed through training, which is an important reason that it should be included in leadership training. Leaders with high EI, are better able to motivate and influence employees, which in turn, positively effects organisational performance. This is known as transformational leadership, whereby leaders establish a goal and are able to motivate people to work towards it (Bass & Riggio, 2006). Therefore, when employees have a transformational leader with high EI, they will have admiration, trust and respect for them. This results in loyalty and an increase in self-confidence, both of which positively effect performance (Bass, 1985). 
Research appears to support this idea. A study by Daus & Ashkanasy (2005), found a strong link between EI and transformational leadership, and found that EI was a reliable predictor of leader emergence. 
For employees at DVSA, having a leader with high EI, who is able to make them feel valued and trusted, enables them to gain higher satisfaction and enjoyment from their work and take great pride in their achievements. This has a positive impact on the quality of their work, their productivity, and improves team results, all of which, have a positive effect on business performance. 
[bookmark: _Toc129936534]Criticisms of Emotional Intelligence Theory
One of the major criticisms of EI theories, is that EI is poorly defined, and therefore poorly measured. This means there is little empirical evidence of value, to support the theorised links between EI and organisational performance and effective leadership (Nafukho, 2009).  
Locke (2005) claims that the idea of EI is not valid, because not only is it not a form of intelligence, its definition is broad and keeps changing. He asserts that the majority of EI definitions are so all-encompassing, they make the concept of EI meaningless. He also believes that the idea of rationalising and controlling emotions, is contradictory, and believes EI should be redefined as a mere personality trait. Similarly Matthews et al. (2013), challenged the idea of EI as a distinct construct, arguing that it is simply a combination of emotional and social skills. 
Furthermore, Waterhouse (2006), claims there is too little empirical evidence to validate EI theories, and that all EI research thus far is based on anecdotal observations, and unreliable self-report studies. She goes on to assert that Goleman’s claim that 80% of life success is dependent on EI, is not validated by research, and that he has provided no reliable, replicable, non-subjective methods for measuring EI competencies. Her research challenges the pertinence of EI and its quantitative instead of qualitative nature, and therefore measures. 
It could also be argued that when emotional intelligence is very high, it might be a disadvantage. Those with high EI may lack the nonconformity that is typically associated with creativity and innovation. Additionally, having too much empathy may make it difficult for a leader to broach difficult conversations with team members and give negative feedback, or make unpopular decisions, for fear of upsetting people (Chamorro-Premuzic, 2017). 
The author’s experience as a manager would certainly corroborate the view that delivering negative feedback and having difficult conversations were the part of the role they found the most difficult. However this is not necessarily evidence that EI is a negative trait, and these difficulties can be easily overcome with the correct leadership and mindset training. 
[bookmark: _Toc129936535]Conclusion
Although some of the criticisms of EI theory may be valid, it is unfair to claim that there is no evidence to support its benefits. There are many important theories, such as the human capital theory, that faced similar criticisms in their early stages, and are now widely applied. EI is a relatively new concept compared to many organisational and management theories, so it is likely that more robust research and studies will emerge in coming years, that will add weight to existing evidence and anecdotal claims.
There is already evidence that suggests high levels of EI in leaders, correlates to positive outcomes for organisations and their employees. The motivational element of Goleman’s theory is particularly important because motivation is infectious. Effective, transformational leaders, lead by example, and can inspire motivation from their team by displaying self-motivation in their own behaviour.  
Leaders that utilise their social skills can play a part in inspiring employees to go the extra mile. Strong relationships within teams, do improve productivity and therefore results.
Employees at DVSA would undoubtedly agree that EI is an essential skill for leaders. It can be firmly asserted that EI development should be included as part of leadership training, and that doing so will have a positive impact on both employees and organisational performance.
Nevertheless, it is important to acknowledge that every industry and workplace is different. Although EI may play an important part in many corporate, office based industries, perhaps it is less important in other environments. A scientist, working alone in a lab all day for example, would not need the same level of EI as a social worker (Maund, 2018). Further research into professions where EI is most, and least, likely to be effective would be beneficial. 
[bookmark: _Toc129936536]Use theories of emotional intelligence and mindfulness to review the effect of emotions on your own workplace performance.

Workplace performance refers to the way an employee fulfils their job duties and required tasks. It alludes to the quality, effectiveness and efficiency of their work (WalkMe Team, 2022). Some of the components that define workplace performance are, the effectiveness of communication styles, relationships with colleagues, motivation and productivity levels, attendance, attitude, leadership style, the quality of work that is produced, problem-solving and stress-management (Pradhan & Jena, 2017).
An employee’s moods, emotions and overall attitude have an impact on many aspects of workplace performance. Negative emotions such as anger, frustration, stress and anxiety can undermine productivity, motivation and engagement. They can also affect cognitive abilities such as problem-solving and decision making. Equally, positive emotions such as happiness, satisfaction and enthusiasm can heighten both performance and well-being. Positive emotions enable employees to better withstand stress and improve relationships with colleagues. Overall, emotions play a significant part in determining how well employees perform at work and encouraging positive emotions can improve employee outcomes (Barsade, 2020). 
Interestingly, research has shown that emotions can be contagious, a phenomenon known as ‘emotional contagion’. Emotional contagion is defined as the transfer of emotions between people, typically through non-verbal signals such as vocal cues, body language and facial expressions. This can mean anxiety and low moods in employees can affect the entire workplace, thus lowering morale and productivity. In contrast, positive emotions can have the opposite effect, and have a beneficial effect on the whole team, and results in higher co-operation, increased job satisfaction and improves performance (Orloff, 2022).
I would certainly agree that my emotions have an impact on my performance at work. In general terms, when my mood is positive and I’m happy, my motivation is impacted positively, I am far more productive, and I enjoy interacting with my team. On the other hand, if I’m worried, anxious or stressed, then my performance is affected negatively. I find it difficult to motivate myself, I don’t communicate as effectively and find it difficult to concentrate. 
I would also agree that emotions are contagious. An ex-colleague of mine would often bring her negative mood to work and make no effort to disguise it. This has gone on to impact myself and the whole team. There was a feeling of ‘walking on eggshells’ which meant I could not communicate as effectively as usual; this can then go on to affect collaboration and productivity. This experience has made me far more conscious of the effect my emotions can have on others, so I believe I make more of an effort to regulate them as a result. 
[bookmark: _Toc129936537]Mindfulness 
Mindfulness is the fundamental ability, to be fully present, conscious of where we are and what we are doing, and not overly reactive or overwhelmed by what is happening around us (Mindful, 2023). It is a practise that can be learned, which involves observing what is happening in the moment, without judgement. Some techniques that can be used to practice mindfulness include meditation, yoga, or simply sitting still or going for a walk, and observing current thoughts, surroundings and feelings (NHS, 2022). Practising mindfulness can help regulate emotions and control negative feelings (Brazier, 2016).
Studies have found that practising mindfulness in the workplace decreases stress levels and improves focus. This results in a beneficial effect on productivity, communication, cognitive function, working relationships and can improve job satisfaction (Lau, 2020). 
I have to admit, that I do not consider myself to be particularly adept at mindfulness. I have attempted meditating many times, with not much success. I failed to notice any benefits, which is likely to be because I struggled to prevent my mind from wandering. A self-assessment test I took, appears to corroborate this (Appendix D). I scored as ‘moderately mindful’. The assessment quite correctly stated that I am self-critical which can cause anxiety. Additionally, the statement that I ‘cannot always be in the moment without worrying about the past or future’ are also accurate. I believe this underlying anxiety is a big part of the reason I lack confidence in some situations, which can have an effect on my performance at work. I often doubt myself and can be undecisive. Perhaps practising mindfulness and becoming more present could be beneficial for me when I experience those feelings.   
[bookmark: _Toc129936538]Mindfulness Based Stress Reduction 
Professor Kabat-Zinn’s Mindfulness Based Stress Reduction (MBSR) programme teaches the power of being present, provides healthy coping mechanisms for dealing with stress, and promotes a conscious way of living. MBSR is an eight-week training course that focuses on formal mindfulness techniques like meditation and yoga, as well as mindful monitoring of one's breathing. MBSR also teaches participants to be mindful while engaging in routine tasks, such as talking, walking, driving and eating (Nick, 2021) (Appendix E). 
MBSR can have a significant impact on workplace performance by reducing stress, improving focus and concentration, enhancing creativity and problem-solving, improving communication, and boosting job satisfaction and well-being. Additionally, mindfulness can improve emotional intelligence, empathy, and listening skills. These skills are essential for effective communication, which is critical for successful teamwork and leadership (Bonde et al., 2022).
Research substantiates these claims, with studies showing that MBSR practices in the workplace, saw a reduction in emotional exhaustion levels, as well as reduced stress, anxiety and depression. Improvements were seen in levels of accomplishment, self-compassion, sleep quality and relaxation (Janssen et al.,2018).
I accept there are many benefits to MBSR, and being mindful at work, and I do think there are ways that it could benefit me, particularly with regards to stress reduction. I find it far easier to show positive emotions at work than I do negative ones. I have a tendency to bottle things up and put a brave face on, instead of accepting my feelings. However I do not think this is necessarily a bad thing. I think controlling my emotions is positive in many ways, and do not believe it negatively impacts my performance at work. I reject the idea that allowing myself to be present, and feel the anxiety, stress or whichever negative emotion I happen to be feeling, would be beneficial.
An example of this, is when my grandmother was diagnosed with terminal cancer. I had a particularly busy period at work during that time, and I honestly think that fact helped me get through it. I put my feelings to one side and consumed myself in work instead. I feel like I was more focused, and productive, because I would not let myself stop and think. I admit that there was a negative effect on my communication at this time, I was quieter and more withdrawn. On reflection, I could have been more open with my team, and told them what was happening instead of keeping it to myself. I know they would have shown me compassion and understanding, but to be perfectly honest that was not what I wanted. I wanted work to be my escape, where I did not have to think about my problems. 
Although this is not a good example of being mindful, regulating emotions is a sign of emotional intelligence. Therefore, it can be asserted that there are some contradictions between mindfulness and EI. The stress-reduction benefits of mindfulness are undeniably beneficial, however there are other aspects that could be considered inappropriate for the workplace. Occasionally, ‘putting a brave face on’ and hiding emotions from colleagues is more appropriate, particularly for those in leadership roles. 
[bookmark: _Toc129936539]Emotional Intelligence 
Individuals with high emotional intelligence are better able to regulate their emotions, enabling them to maintain composure under pressure and make wiser choices. Additionally, the ability to recognise and respond to the emotions of others, can create stronger interpersonal relationships (Houston, 2019).
This is supported by research, which has found that high EI in employees that work in teams, promotes the use of more adaptive cognitive-emotional control, which in turn improves team performance (Besharat & Afkham, 2022).
I am in complete agreement that emotion regulation is important in the workplace, and I believe it something I do well. Since I am aware that my emotions affect my colleagues and not just myself, I make a conscious effort to project a steady, optimistic and friendly manner. I believe this plays a part in why I have a strong relationship with my colleagues. Of course there are times when this is more difficult than others. When I am feeling negative emotions I tend to withdraw, and am quieter than usual, so as not to project my negativity onto others. This does have an effect on my team relationship to an extent, but I would say less so than if I was acting on these emotions. 
As an example, there can be times that I receive an abrupt or rude email. This can be frustrating, and there is always an urge to respond in the same manner. However by regulating my emotions, and remaining calm and composed, I respond professionally which results in a far more productive outcome. 
I also believe I am able to recognise emotions in others and amend my behaviour accordingly. If I can see that a colleague is unusually quiet, I will ask if they are okay, making it clear that I am available to listen, or talk if they need to. Sometimes people do not want to do this so I let it go and give them space. However, if they do want to talk, I will listen and help if I am able to. My line manager once told me that whenever she is feeling stressed, she gives me a call and I always make her feel better. This was wonderful feedback to receive.  
[bookmark: _Toc129936540]The Trait Model of Emotional Intelligence 
Petrides’ (2001) trait model of emotional intelligence steps away from the idea that emotional intelligence is ability based, and instead, focuses on self-perceptions and emotional traits that people have as part of their personalities. Trait EI is an array of emotional perceptions measured through rating scales and questionnaires (Petrides et al., 2007). Simply stated, trait EI is concerned with how individuals perceive their own emotional abilities. According to Petrides, there is no typical profile of an emotionally intelligent person because while some characteristics are adaptive, functional, and helpful in some contexts, they can be detrimental to people in others (InsightsIAS, 2021). 
The model consists of 15 interrelated components, divided into four areas. Well-being, emotionality, sociability and self-control (Appendix F). Trait EI can be measured through a self-assessment questionnaire known as a TEIque assessment (Statistics Solutions, 2021).
I consider myself to have relatively high emotional intelligence, so I was interested to see the results of my self-assessment. I scored highly for self-management, social awareness and relationship management. However I was surprised to see that my score for ‘self-awareness’ was far lower than I was expecting (Appendix G). Although as self-confidence is a part of self-awareness, perhaps I should have expected this. Confidence is by far my biggest weakness, and my biggest obstacle in progressing in the workplace. 
Nonetheless, I thought I was aware of my emotions, so the result was surprising. On reflection, I can see that this may be linked to my mindfulness assessment result. I often brush off feelings, particularly negative ones, instead of acknowledging and accepting them. This leads me to believe that mindfulness practice could have a beneficial effect on my self-awareness. 
[bookmark: _Toc129936541]Transactional Analysis
Transactional analysis is another concept that can positively impact self-awareness. It is a theory that emphasises the importance of the communication process and its effects on behaviour. It consists of three ego states: parent, adult and child. Each ego state exhibits a different set of emotions and behaviours, which can be used to examine and analyse interpersonal interactions (Berne, 1996). When people communicate, it is done through one of these ego states. The parent state, is what has been taught, the child state is what has been felt, and the adult state is what is thought. 
Self-awareness is essential in transactional analysis, and the ability to recognise the ego state in which oneself, and others, use to communicate, can lead to greater consciousness and personal growth. By combining the two, individuals can become more attuned to their own needs and emotions, as well as those of others (Cooke, n.d.).
[bookmark: _Toc129936542]Conclusion
To conclude, although there are some contradictions between mindfulness and EI, there are also many parallels. Being mindful is a crucial part of developing EI because it allows a successful response to emotional situations and the ability to recognise, comprehend, and manage our own emotions as well as the emotions of others. Additionally, it plays a critical role in developing self-awareness, which is the fundamental element of emotional intelligence. 
With this in mind, I can assert that mindfulness practice could enable me to improve my self-awareness, thus improving my self-confidence. I believe this would have a significant impact on both my performance, and future success, in the workplace. 
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Goleman’s theory of emotional intelligence. 
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The Mayer and Salovey four branch model.
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Mindfulness based stress reduction (MBSR) 
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Petrides’ trait model of emotional intelligence 
[image: PDF] Theory and Applications of Trait Emotional Intelligence | Semantic  Scholar]
(Petrides, 2001)









[bookmark: _Toc129936550]Appendix G

EI self-assessment results

[image: Table

Description automatically generated]
[image: Graphical user interface, text, application, email

Description automatically generated]
(Lazenby, n.d)




1

image2.jpeg
Continuous Improvement

+ Performance measures
* Management purposes

3
g
a

+ Compelling awareness:
* Shared goals

* Vision & Mission
* Deliverables

* Process Mapping
* Process Analysis

©2017 Creatve Sfety Supply




image3.jpeg
SELF
AWARENESS

SELF
REGULATION

EMOTIONAL
INTELLIGENCE




image4.png




image5.png
—— The Mindfulness Test Result ——

MODERATE 54-77

Your mindfulness score is 61 out of 100, suggesting you have a moderate tendency to practice mindfulness. This
score reflects two key components of mindfulness: your moment-to-moment awareness of your thoughts,
feelings, and environment, as well as your acceptance of these aspects of your life.

Your score suggests you sometimes feel accepting and non-judgmental toward yourself, which means that you
allow yourself to experience a range of thoughts and feelings, even if they’re upsetting or challenging at times.
You don’t always believe there’s a “right” or “wrong” way to think or feel in a given moment. However, you still
occasionally seem to be self-critical, which can make you feel defensive, anxious, or sad.

Also, you’re not always able to focus your awareness on the situation at hand; you’re sometimes preoccupied
with the past or worried about the future. When you do maintain this focus, you may notice that you’re more open
and inquisitive and can savor being in-the-moment.

Research suggests you can cultivate more acceptance by practicing loving-kindness meditations that encourage
you to be more compassionate toward yourself. For more details, check out this meditation led by Jack Kornfield,
which promotes forgiveness toward one’s self, and this article on self-compassion by Kristin Neff. In addition,
you can increase your awareness through mindfulness meditations that help you both focus on your current state,
such as by concentrating on your breathing, and reduce your tendency to ruminate.
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The Global El Test Results
(Version 1.0)
Test Date Tue Mar 14 12:14:09 2023

The following numerical scores are calculated from your answers to the El test. If you have answered honestly and accurately, your scores, out of 10 for each quadrant, will reflect your
capability level within each of the EI quadrants. (You might want to print out this result; if you do not, you will have to retake the test if you want these scores later since they are not saved
anywhere.) To gain a picture of what each of the El quadrants covers, read the short descriptions below.

YYou have answered all the questions -- terrific!

Self-Awareness Self-Management Social-Awareness Relationship Management

5 8 9 9
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El Quadrant Descriptors

Self-Awareness.

Description. The core of Emotional Intelligence is self-awareness. Self-awareness is comprised of three competencies; emotional self-awareness, where you are able to read and understand
your emotions as well as recognise their impact on work performance and relationships; accurate self-assessment, where you are able to give a realistic evaluation of your strengths and
limitations; and self-confidence, where you have a positive and strong sense of one's self-worth. The starting point and key in these areas is the abiliy to be critically self-reflective

Self-Management

Description. Self-management is comprised of five competencies; Self-control, which is keeping disruptive emotions and impulses under control; transparency, which is maintaining
standards of honesty and integrity, managing yourself and responsibiliies; and adaptability, which is the flexibility in adapting to changing situations and overcoming obstacles; achievement
orientation, which is the guiding drive to meet an internal standard of excellence; and initiative, which is the readiness to seize opportunities and act.

Social Awareness

Description. Social Awareness is comprised of three competencies; empathy, which is understanding others and taking an active interest in their concerns; organisational awareness, which
is the ability to read the currents of organisational life, build decision networks and navigate politics; and service orientation, which is recognising and meeting customers needs. The.
adaptable, success-oriented type.

Relationship Management

Description. The Social cluster of Relationship Management is comprised of seven competencies; visionary leadership, which is inspiring and guiding groups and individuals; developing
others, which is the propensity to strengthen and support the abilities of others through feedback and guidance; influence, which is the ability to exercise a wide range of persuasive strategies
with integrity, and also includes listening and sending clear, convincing and well-tuned messages; change catalyst, which is the proficiency in initiating new ideas and leading people in a new
direction; conflict management, which is resolving disagreements and collaboratively developing resolutions; building bonds, which is building and maintaining relationships with others; and
teamwork and collaboration, which is the promotion of cooperation and building of teams.
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