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[bookmark: _Toc456901515][bookmark: _Toc129713820]Introduction 
This report undertakes a critical evaluation of the authors perspective of emotional intelligence, its cause and effect on environs within the workplace and on workplace performance. Moreover, it undertakes an analysis of the authors emotional intelligence awareness and implementation within their workplace summarising practical application and identifies the conscious application of methodologies resonant of theoretical models within their practice to aid organisational performance.
[bookmark: _Hlk126787464][bookmark: _Toc129713821]1.0 Critically evaluate theories of emotional intelligence and their relevance to workforce development and business performance.
[bookmark: _Toc129713822]1.1 Emotional Intelligence (EI) overview 
“Emotional self-awareness is the building block of the next fundamental emotional intelligence: being able to shake off a bad mood” (Goleman, 1995) Emotional self-awareness can be defined as an ability to understand and manage own emotions with recognition of others’ emotions and their influencing factors on those around you. (Caldwell & Hayes, 2016). The term was initially coined in 1990 by researchers John Mayer and Peter Salovey, however, was later popularised by psychologist Daniel Goleman. (Anamitra Basu & Martial Mermillod, 2011)
Research undertaken, recognises Goleman as a prominent theorist in the development of Emotional Intelligence (EI). However, research into Emotional Intelligence (EI) has spans decades. Potentially, in its infancy can be seen in a statement by Plato over 2000 years ago “All learning has an emotional base” identifying connectivity with learning and emotions, research continued into the early 80’s whereby psychologists and biologists identified the correlation of understanding emotions to deliver one’s roles and its insertion within daily performance (Cherniss, 2010).

Emotions derive from experiences and interconnects between cognitive, psychological and circumstantial capricious, controlling and understanding their affects, impact and influence on yourself and others captures the contextualisation of EI. (Shankar, Gowri and Keerthi, 2010).   As EI has a reactionary process this can impact within the workplace both positively and negatively on workforce development and on workplace performance which can hinder organisation’s staff retention, performance and conduct including profit and growth.
Theorists have explored the topic of EI in depth as reported by Di Fabio (2011), with the initial concept relating to ‘Social Intelligence’ explored in 1920, inferring the ability of awareness of others, understanding verbal and nonverbal reactivity, contextualising signals to adapt and response in an effective and affective manner, resulting in ability to build and forge trust within a working environment. (Di, 2011). 
[bookmark: _Toc129713823]1.2 Theorists
Research identifies numerous theorists work in identifying contributory factors to emotional intelligence and their understanding of emotional stimuli that derive from within oneself and their immediate environment (Singh, 2003).  All of which have differentiating elements or focus that underpins the rationalisation of emotional intelligence and it cause and effect. 

An example of this can be seen within a workplace setting when a manager is having a particularly tough day and transfers this attitude adversely onto staff creating demoralising behaviour and conflict, as opposed to being ‘wired to connect’ with others (Goleman 2011).  Evident throughout the authors research undertaking, models have categorised social intelligence, psychometric intelligence, and emotional intelligence. However, a concurring theme is that of its portrayal within one’s behavioural traits whether systemic or extrinsic (Macaleer & Shannon 2002).

Thorndike (1905) first referred to EI in his theory of Law of Effect, whereby, retorts to situations which were linked with satisfaction-based responses, returned positive outcome-based behaviour, whereas in contrast, situations or occurrences dealt with negativity or uncomfortably have an opposing effect.   

Whilst satisfaction-based outcomes can pose positive behaviour, the opposite effect can be seen through negative attitudinal approach (Thorndike 1905). Within a workplace setting, this can pose a critical effect on performance, through attitudinal behaviour of employees. Inside a workplace setting, recognition and praising someone’s achievements, can create positivity within the individual, whereby in contrast criticising a behavioural trait can present a Laissez-faire attitude. 
Such an example can be related in work attendance, when an employee is recurrently late, however, early on one occasion. A manager can respond negatively highlighting the situation or complimenting his diligence in early attendance. 

Consequently, the latter can resonate with the employee in relation to the situation inspiring early attendance moving forward, creating habitual behaviour and increasing workplace/business performance and efficiency (Thorndike, 1927).

 Furthermore, the ‘Journal of Managerial Psychology’ asserts, the undertaking of high EI by senior managers within an organisation implementing such strategies, can positively impact on behaviour and attitude amongst their workforces. Underpinning, Thorndike’s initial observation as being an effective persona and implementation tool to adopt within a workplace setting and a measure towards increasing business performance (Carmeli, 2003).
In contrast, Eysneck (2012) (Figure 1), based his model incorporating three main types of intelligence, breaking down their contributory factors and influencers to being that of biological and social experiences. 
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[bookmark: _Toc129713824]Figure 1 – Source – Eysneck, ‘A model for intelligence’ (2012)


Eysneck’s model, ‘Psychometric Intelligence’, rationalises the correlation of contributory influences experienced within personal life, be that genetic and biological makeup of an individual, psychotechnical gravities and social influence, that nurture the characterisation of emotional intelligence within a person. 

According to research by Sánchez-Núñez et al., (2012) such factures can influence EI from early parental influences and experiences, seen in Eysenck’s theory through factors such as cultural; family upbringing; genetics and experience. Identifying in individuals from an early year instilling solid culture values and beliefs. Inexorably, influenced by parental directions, cultures and beliefs, thus transcending into manners and behavioural attitudes in the workplaces. (Sánchez-Núñez et al., 2012) The author recognises this behaviour in culturally diverse organisations, whereby individuals independent values and beliefs go unrecognised within teams, however management can benefit from their view and beliefs that can widen perspective and influence a diverse approach within processes and increase performance. (Adler & Gundersen, 2008)

Additional studies show the manifestation of Eysenck’s emotional intelligence model, identified as perceived emotional intelligence, whereby individuals own experiences will only emerge and develop to their own thoughts feeling in latter years in life, forming their own EI. (Meyer et al., 2014) This theory is additionally identified within a technical report published on intelligence of emotional intelligence of which Goleman was a contributory author, indicating the facilitation and inhibition of emotional information flow. This transcends into automated habits and considers normal part of living; the report further ascertains experience shapes the brain, as people acquire their habitual compendium of thought, feelings and actions. 

The traits of neurological associations that support these are strengthened, becoming predominant pathways for nerve impulses. An example can be seen within the workplace, when a person automatically and spontaneously, reacts with little awareness of choosing to do, therefore may not be the right action to ascertain effective performance amongst staff (Cherniss et al., 1998). The traits of neurological association have also been identified within “Social Cognitive and Affective Neuroscience”, where such effects have been recognised, known as the “amygdala hijack”. (Barbey et al., 2012). 

Furthermore, Greenockle (2010) asserts evolutionary psychology demonstrates primitive human brain stem is the centre for emotion (neo-cortex/prefrontal cortex) identifying a link between emotion, human behaviour and rational thinking. 
According to research Likert (1961) draws similarity to Eysneck’s theoretical model to that within his 4 Leadership styles model. Whereby, a leader asserting an Exploitative Authoritative style, rarely considers the psychological feelings of an employee, asseverating a hierarchical management stance, pertaining to using commands other than requests. Such behaviour within a workplace impacts significantly on employee’s moral and leaves little or no communication between manager and employee, resulting in little or no work satisfaction (Likert, 1961). 
With greater demands on managers through societal changes challenging performance results, the author signifies a clear understanding of division of work, command and unity of direction would add resilience and clear communication (Woolf et al. 1912).
Alternatively, Salovey and Mayer (1990) define EI as “the ability to monitor one’s own and other feelings and emotions, to discriminate among them and to use this information to guide ones thinking and actions”. Within their theory, founded on Gardners (1983) evaluation of EI, was assembled of four main elements, emotional perception – acknowledging and fully comprehending the emotions; emotional integration – whereby emotions can change thought process; emotional management - monitoring and regulating emotions and finally, emotional understanding - regulation of emotion and expressing emotion -consideration of emotions and their meanings and the way in which they are conveyed. This demonstrates all factors are vital within managers and peers within workforce development and performance in its relation aiding performance across an organisation, creating resilience through factors such as trust, collaboration, and communication. 
However, personalities are unique to individuals and therefore employees can act differently to stress factors (Schneider et al., 2013). Understanding individuals characteristics can support the use of EI in the workplace for managers, by way of understanding the manner in which to convey messages, aims and constructive criticism, demonstrating within management behaviour, an ability to regulate emotional control (Melita Prati et al., 2003), resulting in an effective team built on trust, conflict, commitment and accountability in contrast to a dysfunctional team. Ultimately, identifying such characteristic within employees, benefits an organisation in an effective team, workforce development and performance (Lencioni, 2010).
As iterated previously, the most acclaimed and current theorist is Daniel Goleman, ‘Emotional Intelligence’ (1998), Developing on Salovey and Mayers theory identifying five pillars to his theory (Appendix A) (Goleman, 2004). Furthermore, relating each category with subsequently identifying hallmarks, equating to their driving factors. Theoretically, he rationalises these to leadership and conveys good leaders implement at least one of these to undertake their role and be emotionally intelligent, knowing which style to adopt when managing to aid their own and others performance. “Emotional Intelligence (EQ) is defined as the ability to identify, assess, and control one’s own emotions, the emotions of others, and that of groups.” (Goleman, 1998).
Goleman’s EI emphasis based on self-awareness, self-regulation, social skill, empathy and motivation presents that conceptually, lead to an effective and affective management, coveting leaders and employees to self-assess their own values, goals, strengths and weaknesses, whilst understanding implications and consequences to and on others (Learning Theories, 2014). 

Thus, adapting it within a workforce setting can encourage an approach to consider your own difficulties, emotions and impulses do not impart on others. In a workforce setting can be seen by asserting a passive aggressive behaviour due to a difficult or challenging day to raise performance. 

Such leaders can impart negative behaviour causing negativity, hostility and conflict within employees by asserting this behaviour, resulting in depreciated moral and lack of trust in leadership amongst employees. 

In contrast, an EI Leader can interpret the way in which to assess, manage, and communicate in a way to deter from asserting and imparting such behaviour on others to achieving outcomes, (Hutchinson & Hurley, 2012) and it may be argued that an autocratic/dictatorial manager, asserting such behaviour does not possess good social skills or, as asserted by Goleman, be interpersonally aware. In this workplace example, the aid of Goleman’s Competency Model (1995) (Appendix B) would benefit the manager in the understanding of the correct approach mechanism. The author concurs that in interpreting to ascertain the qualities outlined within self and social competencies builds the relationship with employees. (Goleman, 2014)
[bookmark: _Toc129713825]1.3 Defining emotions and acting accordingly
Plutchik (1980) justifies 34,000 different emotions experienced by humans. Yet his challenge was understanding how to identify the primary emotions and how one should react accordingly (Appendix C). Consequently, he developed a ‘Wheel of Emotions’, comprising of eight primary emotions identifying polar opposites “that serve as the foundation for all others: joy, sadness, acceptance, disgust, fear, anger, surprise anticipation”. (Pollack, 2016)
Utilisation of the wheel enables individuals the understanding the combination of emotions and its consequential outcome, attribution can be at a subconscious level, consequentially triggering and producing a survival behavioural instinct. “It’s especially useful for moments of intense feeling and when the mind cannot remain objective as it operates from an impulsive of a “fight or flight” response”. (Watkins, 2014)
Plutchik’s pertaining characteristics are differentiated by colours, layers and relations. Whereby, colours determine primary, mixed and similar emotional traits. Layers outward facing from centre showcase intent to more subdued feelings. Finally, relations determine the polar opposite. 
Understanding of emotions, one wants to feel allows the channelisation of the emotions one wants to feel Plutchik (1980). Considering this further the author has found understanding how different emotions are related to one another and time changes them, enhancing one’s emotional literacy. 

However, classification performance differs widely; distinguishing between Love vs. Hate and Anticipation vs Surprise show the highest of reaction 87% and lowest 77% accuracy of findings respectively feature importance splits discriminating power 60% - 40% over linguistic and metadata features (verbal and non-verbal communication). Power being related to that within leadership styles i.e., autocratic behaviourisms and passive aggressive behaviour. Drawing a conclusion of synergy between the wheel of emotions characteristics as outlined in EI in the workplace. (Mondal & Gokhale, 2020)
Application of Plutchik’s Wheel of Emotions general rules such as focusing of your emotions, patience and applying curiosity; demonstration of your real feelings to others; acceptance of differing and changing sentiments within the workplace. Leaders can aid empowerment, through development and growth in oneself, creating clarity on judgement, perception, imagination, and planning. Thus, increasing one’s own skillset to aid performance, and deploy strategies to development others. (Money et al. 2022).
[bookmark: _Toc129713826]1.4 Workforce Development and Organisational Performance.
Outlined by Guskey (2000) workforce development can be identified as processes and activities, enhancing one’s skills knowledge, capability, and attitudes. In an educational workforce setting it ensures employees improve and increase ability to practice skills, respond to advancement in technology and within legislative and regulatory governance for subject areas. Not only seen within academic staff but additionally those in supportive roles and must be constantly analysed due to evolving trends, new methodologies, legislative changes, and societal changes. (Guskey, 2000) 
“In managing an organisation, it is important for you to be able to manage yourself before you can manage others” (Pedler and Boydell, 1991). Within work environment feedback is important, however in context should take form in a two-way communication. Whereby both parties hear, listen, observe, and analyse in order to jointly find solutions, creating a motivational, mutual understanding and set objectives and goals. 

Encouraging learning behaviour and culture.  Exploitative/authoritative leaders can omit this and dictate feedback causing conflict and low moral resulting in sickness and stress, negatively impacting on organisational performance. (Pedler and Boydell, 1991).  
[bookmark: _Hlk128930786]Developing in such areas can have significant impact on organisational performance. Chandrasekar (2011) alleges many surveys conducted by employees, indicate salary and bonuses for performance play a minor role in their motivation, it is that of the quality of the workplace environment and asserts further, employees in the main leave due to their relationships with immediate manager or supervisors. (Chandrasekar, 2011)
Literature indicates Human Resource Management (HRM) is factored the most relevant tool in contributing to organisational performance. Whilst companies strive for global competitiveness, profit, quality and employee satisfaction, considerably more organisations are implementing HRM strategies such as CIPD and Investor in People, to increase productively, through Knowledge enrichment, motivating and synergising employees’ commitment to an organisation. (Yılmaz & Mehmet Bulut, 2015). 
HRM practices control the attitude and position of the employer-employee relationship which can encourage the employees to become more advanced. (Tan & Nasurdin 2006, p. 156). Therefore, workforce planning is imperative in a leader/manager’s approach in a workplace to achieve performance success. (CIPD, 2019) (Appendix D)
Ravasi and Schultz (2006) asserts “organizational culture as a set of shared assumptions that guide behaviors”. Improving workforce development, should demonstrate awareness of employees’ emotions aligning to their attitudes, values and beliefs, which should resonate with that of the organisation. (Ravasi and Schultz, 2006).
[bookmark: dimensions][bookmark: _Toc129713827]1.5 Mindfulness’ synergy to emotional intelligence and its consequential effect on workforce development and performance

Vago (2019) states experiences can result in the actions we take and awareness of situations and reactions can be measured in milli seconds. However, following practicing a mindfulness approach, results in understanding and skill of meta-awareness (the understanding of where our mind is at that moment and where it can go at any moment) 
[image: Timeline
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[bookmark: _Toc129713828]Diagram 1. Selfing – A String of Moments ((TEDx Talks, 2017)

[bookmark: _Hlk128944478]However, using a mindfulness approach can act as a wedge in opening one’s mind to the trigger feelings and thoughts to these experiences that occurs time and time again. He refers to the Buddhist Andy Lenski, stating it can open your minds to wisdom. Correlating to direct experience of mental habits. Practicing of mindfulness working together between wisdom and meta-awareness, can allow emotions to pass without reaction. The biggest triggers can be seen as anxiety, fear, worry and sadness, in scientific data which can cause chronic stress. Therefore, mindfulness can result as an attribution tool to manage such effects. It concludes that undertaking mindfulness are able to see the situation and the ability to improve the nonconscious and conscious situation. (TEDx Talks, 2019)

Having a meditative mindset, within a workplace can support EI by way of understanding one’s thoughts, perception, sensory awareness and evaluating the situation can result in greater activity and protection in changing the way we perceive situation rather than acting with behavioural animal instinct, resulting in a better understanding of situation in particular within the workplace. Whereby understanding one’s team and the characteristics, beliefs, and culture they bring can influence change and open one’s mind wider than the experiences that defined one’s own culture and beliefs. (TEDx Talks, 2019)
In a workplace setting it is essential to read the audience understand the audience to achieve the best from the audience for performance. To do so one must undertake mindfulness of the situation, contextualise and then act accordingly. Undertaking a mindful approach allows, understanding of this and can be implemented to achieve harmony amongst workforce and gain greater performance results.
[bookmark: _Toc129713829]1.6 Recommendations and Conclusion
Mayer et al, (2008) learned that customer relations are certainly influenced by EI, in defiance of consideration of personalities, has proven those with higher EI develop statements of purpose with greater quality than others. 

In undertaking the examination for this report, the author has agreed the findings identified through numerous research articles and workforce performance enhanced through implementation of various components benefits organisational performance and staff development and retention. However, recognises research also identified the negative affect of conscious awareness to EI which can impact greatly on workforce development and organisational performance. 

Furthermore, the authors research recognised, and to which is in agreement, that in implementing theorist models, workforce development would benefit, and organisational performance enhanced.
[bookmark: _Toc128944383][bookmark: _Toc129713830]2.0 Use theories of emotional intelligence and mindfulness to review the effect of emotions on your own workplace performance.

[bookmark: _Toc129713831]2.1 Authors emotional intelligence
The author’s research has given opportunity to assess theories models of emotional intelligence and mindfulness within the context of their own organisation, undertaking a self-analysis on emotional intelligence in conjunction with this report. 

Results found that the author was attuned to their own emotional intelligence and had consideration for that of others. This analysis providing conclusive evidence of being an intuitive emotional intelligent leader. (Appendix E) 

[bookmark: _Toc129713832]2.2 Applied Emotional Intelligence
Within a workplace setting the ability to consciously understand your positioning and understanding of EI, leads to greater personal skills to inform choices made in that instant, creating a more effective control on situations to aid workplace performance. Being attuned to EI should not be categorised as being ‘soft’ more so that it is an attributable skillset to advance one’s development. (Desti, Kannaiah, and Shanthi, R. 2015) 

Cooper (1997) asserted individuals that have applied emotional intelligence, are able to achieve successful careers and better relationships, becoming effective leaders enhancing performance and development in others and achieving organisational competitive advantage. (Cooper, 1997)
[bookmark: _Hlk129429918]Within the authors own career journey, they have adopted and established EI skills which benefitted them through many pathways, i.e., career advancement, leadership, management, and organisational performance growth. 

Embracing and adopting theorists’ concepts such as Golemans competency-based model and combining it with the understanding of Plutchik’s ‘Wheel of Emotions” has given opportunity to understand their teams’ dynamics and develop individuals to accelerate career progression. Implementing the concepts within their day-to-day practices, enhancing not only their performance but that of others, encouraging them to develop and be the best they can be. (Goleman, D. 2014, Plutchik, 1991I

It is evident within the authors workplace, that EI is considered from the outset even prior to interview in the appointment of managers, whereby applicants undertake psychometric tests to evaluate their positioning as a transparent and fair manager, analysing their capability, customer orientation, emotional intelligence and performance, providing the opportunity to hire the right candidates, delivering increased success rates from 6:1 candidate’s to 2:1 suitable candidates.  (E.G. Bateson et al., 2014) 

In contrast, according to Barrett (1967), cited by Mullins (2010): “A dismal history has been recorded by personality tests. There have been a few scattered successes with some modern techniques, but overall, the typical personality questionnaire, test, or inventory has not proved to be useful.” (Mullins 2010) 
Nevertheless, the authors undertook a psychometric test as part of the recruitment process, this is a standard requirement for managerial posts and believes that in line with Bateson et al adds relevance and validity to the recruitment of appropriate candidates for the role. (E.G. Bateson et al., 2014)
Following the successful recruitment to the organisation the author shadowed their predecessor as part of a handover process. It was within this period that they observed and recognised the two different management styles. 

Her predecessor clearly portrayed an Authoritarian style leadership as outlined in Lewin’s Leadership styles (Appendix F), commanding answers and results. An example surprising the author was how they shadowed a project KPI and financial project review meeting, whereby, if figures or KPI’s had rarely differed from the week before he demanded what they had done to rectify this. 

The authors command of emotional intelligence gave themselves insight into the staff’s reaction and body language which portrayed fear and anxiety. Administrators at that level were unable to have such autonomy their role was to process documents given and forwarded by the operational delivery teams. Lack of emotional intelligence shown by the predecessor, evidenced they had little empathy, self-awareness, self-regulation, and social skills. He would have benefitted from the knowledge and implementation of Goleman’s theoretical approach to appreciate the affect his behaviour has on others. (Goleman, D, 2004, Thorndike, E.1905)

Barsade (2002) study based on the ‘ripple effect on group behaviour’.  Demonstrating emotions can be transferable and that human behaviour can mimic others behavioural traits and concluded positivity can lead to co-operation in opposition to negativity causing conflict. 

Therefore, to address the situation, the author met with each member of the team to undertake a 1:1 session as an informal introductory to what they were expecting from the team and what the team would be expecting from them. Additionally, she undertook a capability audit to identify and correlate their skills, knowledge, and experience in line with their job roles. Understanding the teams concerns and development needs, reassured staff of an empathetical approach and an understanding of a manager who portrays participative leadership. Providing the team with opportunity to contribute to processes and opinions to be heard. Resulting in the team feeling motivated and appreciated. (Asana, 2021).

The authors organisation has a rigorous staff development policy with definitive structure (Appendix G) to ensure continuous improvement and development can be implemented and is reactive to current trends and needs. However, additionally individual mechanisms also support the development journey such as 1:1’s, team meetings and annual reviews. 
“The main way in which cognitions and emotions are linked is through appraisals. When anything happens, we evaluate what it means for us, its significance to us – this is an emotional appraisal, or an appraisal that leads to an emotional reaction. These appraisals are believed to help us in making fine distinctions about our emotional experiences or in determining the extent or the intensity of the emotion” (Ogelk, 2017).
[bookmark: _Toc129713833]
2.3 Total Quality Management and Emotional Intelligence

Deming’s Total Quality Management equally demonstrates the correlation of behavioural factors indicating that leaders reinforcing continuous improvement leads to increase moral, development and self-concept. (Deming,1986) 

In relation to EI, the authors approach to annual reviews encourages team members when setting goals to also consider two personal goals of their choosing, creating a positive and open communication environment resonate to Thorndike’s Theory of Positivity, resulting in positive outcomes. By involving the individuals, the author is undertaking a cross sectional approach to theoretical EI models in such that they have incorporated Goleman’s theory having been attuned to self-regulation and thinking before acting, suspending judgement, Thorndike’s Law of Effect in particular the Law of Readiness in working together to achieve goals, which can raise performance and outcomes. (Goleman, D. 2014. Thorndike, E.1905)
The authors predecessor’s behaviour did not account for others culture, characteristics, personality, or beliefs. When undertaking an annual review would set all goals and objectives based on their own perception of departmental need, at times setting goals above and beyond the skillset of the individual. Additionally, they failed to undertake an evaluation of any Continuous Professional Development (CPD) needed to meet the identified goals. In not doing so would cause staff to be resentful, lack enthusiasm and in some cases create sickness absence, impacting greatly on team performance, hindering personal development. 

This behaviour resonates with the lack of Freud (1923) ‘the psychic apparatus’ determined by three factors ‘id, ego and superego’, awareness of cognitive functions in the brain essential to an individual’s personality. Described that ego comes from childhood, superego is developed through childhood, with id then forming the social instincts. (Freud 1923) 

Not dissimilar in trait to that also seen in Eysenck’s model, ‘Psychometric Intelligence’ equally identifying characteristics and experiences born from childhood and parental influence.  (H.J. Eysenck, 2012)
Furthermore, adopting such behaviour can be identified with transactional analysis. Berne (2013) related this as Parent, Adult and Child (PAC) whereby transactional stimuli can be seen through social interaction and in acknowledging others. Berne asserted in contrary to Freud’s “It will be demonstrated that PAC are not concepts, like Superego, Ego and Id, but phenomenological realities” (Berne, 2013). Berne’s model based on observational behaviour indicates Parental, taught concept; child, a felt concept and Adult a learned concept (Appendix H) (Berne E. 2013). 
Observed by the author when the predecessor asserted habitually, that of parental behaviour resulting in staff presenting, the effects of child behaviour in responses as seen when undertaking annual reviews. 

The application of such approaches negatively impacts on performance and in this instance sickness absence also increases feelings of anxiety, stress and increased workload on others, instantaneously creating impact on others wellbeing. As a manager/practitioner the authors predecessor would have improved performance by having a conscious awareness of Covey’s Circle of Concern (1997) and acting on it through implementing a proactive rather than reactive approach, mindful of the impact of his influence on others. (Covey, 1997)
[bookmark: _Toc129713834]
2.4 Mindfulness and workplace impact, effect and resolution
Developing further on the previous example, above, the author recognised the application of mindfulness within their own workplace would benefit and act as a preventative tool to support individuals’ circumstances whether impacted through work or that of emotional, societal or personal situation. “Gaining awareness in this area can give clients a chance to align themselves with the things they want, the outcomes that interest them, and the emotional states that help them work towards their goals despite imminent challenges”. (Minter, 2014)
Acknowledged for being the initiator of mindfulness Kabat-Zinn (2005) introduced a Mindfulness-Based Stress Reduction (MBSR) programme. Introducing pathways to aid wellbeing such as meditation and cognitive based therapies. Practical awareness of a moment-by-moment situation non judgementally also known as effortless mindfulness. In contrast when cultivated intentionally is known as deliberate mindfulness. (Kabat-Zinn, 2005)
During the Covid pandemic, it became more prevalent that individuals’ health and wellbeing was being affected, not only by way of health but also that of emotions, thoughts, and feelings. (Widha et al., 2021) 

Working from home had a profound effect on the authors own team. Thrown into self-management, lone settings and lack of peer support was unfamiliar territory. Adapting to this within their workplace, the organisation implemented several positive practices. As situations of mental health increased, the introduction of a 24-hour independent counselling service was implemented. Immediate direct access to counsellors to support staff and employees suffering with depression, anxiety, loneliness and isolation. (Gower College Swansea, 2020)
From a direct team perspective, the author implemented a structured timetable of availability incorporating team meetings, one to one drop-in surgeries and moreover, at lunchtimes on Thursday’s a full team quiz and catch up, offering a balanced approach to support individuals wellbeing. 

During this time the author was dealing with significant external environs in the form of palliative care and subsequent parental bereavement. Conscious that their emotions weren’t transferred and drawing on their ability to perform as an Emotional Intelligent leader resulted in little impact on teams’ performance. (Shepherd, 2009),  Which was later confirmed in a survey conducted to review the teams experience of home working during the pandemic. Indicating implementation of support mechanisms to control emotional thoughts were suppressed that the team had felt supported and valued throughout their experience which attributed to achievement and performance. Testament to this the team in undertaking anomalous circumstantial situation through unprecedented times submitted £3M project claims which was no mean feat. (Chirico & Ferrari, 2021). 

The aftermath of circumstances is still seen today within the authors workplace, with emotions of anxiety and stress impacting on employees as well as performance. The organisation recognises the long-term effect and has implemented a well-being strategy and weekly wellbeing activities, acting as a mindfulness tool and measure to combat some of the situations arising such as long-term sickness and staff retention. (Appendix I) (GCS Staff Portal 2023)

[bookmark: _Toc128944388][bookmark: _Toc129713835]Conclusion
Research shows significant traits that can affect one’s emotional intelligence. Understanding it’s impact on others, however, is open to the individual’s perception of self-awareness and self-regulation. 

Additionally, emotionally intelligent leaders/managers aid development in other, improving organisational performance. 

However, identifying those unattuned to E, to which the author concurs, can cause conflict, demoralisation, low morale and furthermore impact on well-being and emotions of others. Beneficial to organisations performance, Managers and Leaders would benefit in some instances on undertaking CPD to improve their emotional intelligence and embed within their practices.
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Emotional Intelligence Self-Evaluation 
NOTE: MAKE SURE TO PRINT THIS FORM TO CONDUCT YOUR EVALUATION
The purpose of this self-evaluation is to measure your tendencies and abilities within various areas of emotional intelligence. The Emotional Intelligence Self-Evaluation measures five areas of emotional intelligence including: 
· Emotional Awareness 
· Managing One’s Emotions 
· Self-Motivation 
· Empathy 
· Coaching Others’ Emotions 
Directions for Completing the Emotional Intelligence Self-Evaluation 
· Part I: Rating 
· Part II: Scoring 
· Part III: Interpreting Your Scores 
Begin with Part I: Rating and proceed sequentially through each of the other parts.
Part I: Rating.  In the space provided next to each of the following statements, please write in the number which best describes your agreement with the item, using the scale immediately below.
	1 = Disagree Very Much
	3 = Disagree Slightly
	5 = Agree Moderately

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


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

123456
Bottom of Form

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

123456
Bottom of Form

	3
	I am calm under pressure.
	Top of Form

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form

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

123456
Bottom of Form



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

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

	Managing One’s Emotions
	Items: 3 + 7 + 8 + 10 + 18 + 30
	 33

	Self-Motivation 
	Items: 5 + 6 + 13 + 14 + 16 + 22 
	 31

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

	Coaching Others’ Emotions
	Items: 12 + 15 + 24 + 26 + 27 + 29
	 33


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

	Emotional Awareness
	31 or above
	26 - 30
	25 or below

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

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

	Empathy
	31 or above
	26 - 30
	25 or below

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


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


Source: http://road.uww.edu/road/jonesd/COACHING-240/Emotional%20Intelligence.htm
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Source - Berne E. (2013). Games People Play.
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