Discuss how emotional intelligence influences workplace performance.
Emotional Intelligence (EI) refers to the ability to recognise, understand, and manage our own emotions, as well as the emotions of others. This concept has gained significant attention for its potential impact on various aspects of life, including workplace performance. There are three main theories of EI that provide different perspectives on this concept: Mayer and Salovey's Ability Model, Goleman's Mixed Model, and Bar-On's Emotional-Social Intelligence Model.
Mayer and Salovey's Ability Model defines EI as the capacity to reason about emotions and use emotions to enhance thought (Mayer & Salovey, 1997). Goleman's Mixed Model, which includes self-awareness, self-regulation, motivation, empathy, and social skills, emphasises the role of EI in personal and professional success (Goleman, 1995). Bar-On's Emotional-Social Intelligence Model focuses on the interplay between emotional and social competencies and their impact on behaviour and performance (Bar-On, 2006).
Workplace performance encompasses a range of behaviours and outcomes that contribute to organisational goals, including productivity, job satisfaction, and effective teamwork (Campbell, McCloy, Oppler, & Sager, 1993). High levels of EI are proposed to positively influence these aspects by fostering better communication, conflict resolution, and leadership abilities (Cherniss & Goleman, 2001).
This essay will explore how emotional intelligence influences workplace performance by examining the theoretical assumptions of Goleman's Mixed Model, the methods used to assess EI, and empirical evidence supporting its impact. Additionally, the strengths and limitations of this model will be discussed, along with alternative explanations where appropriate.
Goleman's Mixed Model of Emotional Intelligence (EI) is one of the most widely recognised frameworks in the field. This model comprises five key components: self-awareness, self-regulation, motivation, empathy, and social skills. Self-awareness refers to the ability to recognise and understand one's own emotions, strengths, weaknesses, values, and drivers. This self-awareness helps individuals understand how their feelings affect their performance and relationships (Cherniss & Goleman, 2001). Self-regulation involves the ability to control or redirect disruptive emotions and impulses and adapt to changing circumstances. This includes managing one's emotional reactions to situations and maintaining a calm and clear-headed approach (Cherniss & Goleman, 2001). Motivation, in this context, is defined as a passion for work that goes beyond money and status, driven by an inner ambition to achieve goals. It encompasses a strong drive to achieve, optimism even in the face of failure, and organisational commitment (Cherniss & Goleman, 2001). Empathy is the ability to understand the emotional makeup of other people, treating them according to their emotional reactions and being sensitive to their needs and concerns (Cherniss & Goleman, 2001). Finally, social skills refer to proficiency in managing relationships and building networks, which includes effective communication, conflict management, leadership, and teamwork (Cherniss & Goleman, 2001).
Emotional Intelligence can be assessed using various methods, each with its strengths and limitations. Self-report questionnaires are the most common and include tools like the Emotional Quotient Inventory (EQ-i) and the Trait Emotional Intelligence Questionnaire (TEIQue). These rely on individuals' self-assessment of their emotional abilities (Ackley, 2016). Ability-based tests, such as the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT), measure EI through tasks that require individuals to solve emotion-related problems and are considered more objective than self-report measures (Ackley, 2016). Another method is 360-degree feedback, which involves collecting assessments from an individual's peers, subordinates, and supervisors to provide a comprehensive view of their emotional competencies (Ackley, 2016).
Numerous studies have demonstrated the positive impact of EI on various aspects of workplace performance. Research has shown that employees with high EI tend to perform better in their roles. They are more adept at managing stress, navigating social complexities, and making informed decisions (Mayer, Salovey, & Caruso, 2004). Leaders with high EI are better at inspiring and motivating their teams, managing conflicts, and fostering a positive work environment (Goleman, 1995). Additionally, high EI is associated with greater job satisfaction and stronger organisational commitment. Employees with high EI are more likely to be engaged and committed to their organisations (Mayer et al., 2004).
Goleman's Mixed Model has several strengths and limitations. One of the strengths is its comprehensive framework, which covers a wide range of emotional and social competencies, making it applicable to various professional settings (Cherniss & Goleman, 2001). The model's focus on skills that can be developed and improved makes it useful for training and development programs (Cherniss & Goleman, 2001). However, there are also limitations to consider. Some critics argue that the self-report measures used in Goleman's model may not accurately capture an individual's true emotional abilities (Ackley, 2016). Additionally, there is ongoing debate about the scientific rigor and validity of the constructs within Goleman's model (Ackley, 2016).
In conclusion, emotional intelligence (EI) plays a crucial role in influencing workplace performance. Goleman's Mixed Model of EI, which includes self-awareness, self-regulation, motivation, empathy, and social skills, provides a comprehensive framework for understanding how emotional competencies can enhance professional success. The ability to recognise and manage one's own emotions, as well as understand and influence the emotions of others, is essential for effective communication, conflict resolution, and leadership.
Empirical evidence supports the positive impact of high EI on various aspects of workplace performance, including job performance, leadership effectiveness, job satisfaction, and organisational commitment. Employees with high EI are better equipped to manage stress, navigate social complexities, and make informed decisions, leading to improved overall performance and a more positive work environment.
While Goleman's model offers a practical and comprehensive approach to understanding EI, it is important to acknowledge its limitations, such as the challenges in accurately measuring EI and the ongoing debate about the scientific validity of its constructs. Despite these limitations, the strengths of the model, particularly its applicability to training and development programs, make it a valuable tool for enhancing workplace performance.
Future research should continue to explore the nuances of EI and its impact on workplace dynamics, as well as develop more robust methods for assessing EI. By deepening our understanding of emotional intelligence, we can better harness its potential to improve individual and organisational outcomes.
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