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Do you have what it takes to succeed in your career?

The secret of success is not what they taught you in school. What matters most is not IQ, not a business
school degree, not even technical know-how or years of expertise. The single most important factor in job
performance and advancement is emotional intelligence. Emotional intelligence is actually a set of skills that
anyone can acquire, and in this practical guide, Daniel Goleman identifies them, explains their importance,
and shows how they can be fostered.

For leaders, emotional intelligence is almost 90 percent of what sets stars apart from the mediocre. As
Goleman documents, it's the essential ingredient for reaching and staying at the top in any field, even in
high-tech careers. And organizations that learn to operate in emotionally intelligent ways are the companies
that will remain vital and dynamic in the competitive marketplace of today—and the future.
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From Reader Review Working with Emotional Intelligence for
online ebook

Dmitry says

This book discusses a rather important issue, but it is really, really badly written. I was especially
underimpressed by it against the backdrop of the recently read "Thinking, fast and slow" by Daniel
Kahneman.

The book is EXTREMELY long-winded. Long after it made its (perfectly convincing) point, it goes on and
on piling one example on top of another in the style of chain letters, for further persuasion value adding a
bunch of meaningless numbers: such and such billions of dollars of financial loss, so and so raise in the
profits. Why would I care?

The book is simply not interesting enough, and lacks cohesion. I probably wouldn't have thought so,
wouldn't it be for "Thinking: fast and slow": I probably would have attributed my inability to become
engaged by the book to my own lack of focus and attention.

The book keeps quoting people from a firm called Hay/McBer where quotes are not called for - author could
have stated the same obvious observation as coming from himself just as well. One wonders where that
comes from - until one discovers that the author happens to work for Hay/McBer. Self-advertisement in a
book pertaining to present scientific findings? Hm...

The book is at times so badly edited, as to be simply unintelligible. See, for example, the end of page 25 and
the beginning of page 28. I just couldn't figure this out, and I read it a bunch of times.

And finally, the book makes some rather strong claims, that seem to be in contradiction to both the common
sense and the scientific consensus. For example, it claims that intuition is all the rage, and we must all get
attuned to our intuition. That in opposition to Daniel's Kahneman's book, which claims (with much more
conviction) that intuition may, indeed, be useful (and correct) when it is a manifestation of a deep and
prolonged experience, and can be spectacularly wrong when it is not (no forewarning is coming from
Goleman). This makes the book outright dangerous for those who might take it's advice at face value
(provided they make it through the whole book, which, I must admit, I didn't).

Ron says

No real rocket science here... Getting ahead may actually count more on your emotional IQ (see items
below) than it does on your intellectual IQ. I'd only suggest reading one Goleman book. I suspect they all
rehash the same thoughts.

Part 2 – Personal Competence (12 specific job capabilities)

Chapter 4 – Self-awareness
• Emotional awareness
• Accurate self-assessment
• Self-confidence



Chapter 5 – Self-regulation
• Self-control
• Trustworthiness
• Conscientiousness
• Adaptability
• Innovation
Chapter 6 – Motivation
• Achievement drive
• Commitment
• Initiative
• Optimism

Part 3 – Social Competence (13 key relationship skills)
Chapter 7 – Empathy
• Understanding others
• Service orientation
• Developing others
• Leveraging diversity
• Political awareness
Chapters 8 & 9 – Social Skills
• Influence
• Communication
• Conflict management
• Leadership
• Change catalyst
• Building bonds
• Collaboration and cooperation
• Team capabilities

Brian Bennett says

Read this twice now. No real strategies, just continuous examples of how useful it would be to have high
"EQ"

John says

Because I was working in a testosterone filled hierarchy at the time I read this, it was like being handed a
big, secret, club.

My coworkers generally didn't know what hit them - using Goleman's analytic framework allowed me to
maneuver project teams into win-win outcomes.

Teaches you how to recognize impediments, how to understand what drives the other party's position (or at



least how to figure out what that is), and best of all, how to use that knowledge.

GREAT read for anyone who regularly negotiates.

Patricia says

notes recently found on a book read a while back!

I have been reading non-fiction, Working with Emotional Intelligence by Daniel Coleman. It seems that
everyone I mention this to says he same thing.....There is a lot of emotional in the work place, but not very
much intelligence! This is not a self help book, but one that explains what emotional intelligence is and how
companies are beginning to realize that their bussiness can be effected by the emotions of their workers. My
favorite quote is "The ultimae act of personal responsibility at work may be in taking control of our own
state of mind. Moods exert a powerful pull on thought, memory, and perception. When we are angry, we
more readily remember incidents that support our ire, our thoughts become preoccpied with the object of our
anger, and irritability so skews our world view that an otherwise benign comment might so strike us hostile.
Resisting this despotic quality of moods is essential to our ability to work productively." Many companies
are now providing training in emotional intelligence. I wonder if it will ever be available in state
government!
Reading this over, I think I need to take a vacation, lighten up a little, get out the hammock and dive into my
fiction stack!.

Deann says

I was forced to read this book for class and it was extremely underwhelming. It is as if the writer is trying to
sell you on his idea by bashing you over the head with endless examples that prove his point. Save yourself a
whole lot of time and monotony and read this one sentence, which sums up the whole book: Business
professionals are most effective when they employ empathy, social skills, and a positive attitude, all of which
are more important than IQ or expertise. There. You read the book. Now if you want some studies and
numbers to back this up, open to any page and randomly point your finger at a sentence and you'll likely find
an anecdotal story or statistic. Some of these are entertaining while others are not. The book has some good
points, but overall it bored me so much I was glad when it ended.

Nga Dao Quynh says

First printed nearly 20 years ago, this book's content can deliver around 50% relevance now I guess, given
the mushroom-ing of "emotional intelligence" and other buzzwords that come with it for the last two
decades. We heard too much of them nowadays that the first half can be a  freaking  long and tiring read with
many info we probably grow tired of hearing. Though I believe many ideas here are original, they're no
longer new, even horribly lack update for recent developments, considering that many extensively increase
research in this topic nowadays.

Goleman did a thorough job in breaking down each competency involved with EQ - each accompanied by a
quick anecdote. He had a lot of anecdotes in fact - nearly 40 pages of them summarized styled similarly to a



reference section of a typical academic report - but I doubt I remember much of it, coz each was elaborated
too swiftly and bear much resemblance to each other. So I'll assume this first half will better serve as a
reference if you want a summary of what constitutes the whole term EQ, rather than how you would go
about developing it. However I think the first step to understand something fully is to learn categorically
what's in it.

The second half is more interesting in how companies  (again 20 years ago, not nowadays)  trained their
workers and their lack thereof in assessing the training outcomes. The author presented a syllabus of sorts to
better the training and its assessment. To be honest I don't think it'll help me feasibly in a foreseeable future
given that I'm an employee and have nothing to do with how to conduct or evaluate a training. It just
emphasizes that I should read more up-to-date book to see if there are any improvements for the deficiency
that was mentioned here.

Goleman was lauded as a pioneer in proving the importance of EQ in organizations methodologically,
academically and anecdotally. This book successfully illustrates just that.

Brian Rast says

The author, Goleman, explains how competencies of emotional intelligence (EI) can be applied to work life.
Referred to as “the capacity for recognizing our own feelings and those of others, for motivating ourselves,
and for managing emotions well in ourselves and in our relationships,” EI can be traced to 1983 when
Howard Gardner proposed a model for “multiple intelligence.” Of Gardners seven, he included verbal and
math, but he also had two that characterize and are consistent with Goleman’s book: 1) knowing one’s inner
world and 2) social adeptness. Two other psychologists strengthened a comprehensive theory on EI in 1990
by defining it in terms of being able to monitor and regulate feelings, both one’s own and others’, to guide
thought and action. The two main categories have five basic emotional and social competencies between
them:
I. Personal Competencies that determine how we manage ourselves
a. Self-Awareness- knowing one’s internal state, preference, resources, and intuitions (including emotional
awareness, accurate self-assessment, and self-confidence)
b. Self-Regulation- managing one’s internal states, impulses, and resources (including self-control,
trustworthiness, conscientiousness, adaptability, innovation)
c. Motivation- emotional tendencies that guide or facilitate reaching goals (including achievement drive,
commitment, initiative, optimism)
II. Social Competencies that determine how we handle relationships
a. Empathy- awareness of others’ feelings, needs, and concerns (including understanding others, developing
others, service orientation, leveraging diversity, political awareness)
b. Social Skills- adeptness at inducing desirable responses in others (including influence, communication,
conflict management, leadership, change catalyst, building bonds, collaboration & cooperation, team
capabilities)
The book does a good job of emphasizing that at work, emotional incompetence can reduce everyone’s
performance. Our work, and our careers, are only half dependent on technical skills. IQ may be as small as a
third of what is really necessary: softer skills of EI. The electronic age with email and mobile connections,
does not give people in work environments what they really need; they are desperate for a connection, for
empathy, and for open communication. As an engineer/planner, EI competencies can help me interact with
those outside my discipline and get things done more efficiently, because of the higher level of
understanding that comes with the relationships. As a project manager, this is extremely important,



especially when motivating a team is important. Developing competencies in each of the five areas, or being
able to tap the full-spectrum of EI, allows project managers to perform in the top third of performance.
Organizations, like the Corps, that are going through significant change, are those who need EI.
(I have cut out much of my review because this website limits us to 10000 characters, and I had 12000...oh
well)

In summary, this is a book I hold up and believe is very good, on par with another good one by Covey, Seven
Habits. The EI competencies shed light on some of the weaknesses I identified in taking the LLQ assessment
during the PA program. I like how Goleman points out that these new understandings of the brain’s workings
are important and need to be part of training. Although I hoped the book would have more information on
techniques to implement or make these changes in myself. At least the book helps us understand what
training is a waste- one being that people will change when they’re ready. The book helped me see where
improvements at the Corps are needed. I liked when Goleman said, “Systems theory tells us that in an
environment of turbulent change and competition, the entity that can take in information most widely, learn
from It most thoroughly, and respond most nimbly, creatively, and flexibly will be the most adaptive.” This
book fits well with the current events of the Corps and our Nation. I agree with him that having these
competencies as skills will help each of us at the Corps survive with our humanity and sanity intact. As work
changes, these human skills can help us improve ourselves and the capacity for pleasure, even joy, in the
work we are doing in the Planning Branch and the rest of the district, even Corps-wide.

Chad Warner says

Interpersonal skills are especially important in Information Technology, because purely technical skills are
easily outsourced. I've become increasingly aware of this since I launched my technology services company,
OptimWise, because although many aspects of IT are based online, real business is still mostly done "IRL"
(in real life); where face-to-face conversations and other social skills are much more important.

A local entrepreneur recommended this book for its insights into the "soft" personal skills that become more
important as they become rarer in the digital world.

I didn't find a lot of practical information here. I don't disagree with Goleman's studies or analysis, but I rate
non-fiction books based on the measurable value I get out of them, and I found his below average. The best
non-fiction books are those that leave me with a long to-do list of improvements I can start on right away;
this mostly confirmed that I need to continue developing my social skills. Although I didn't learn anything
life-altering, it does present a powerful case for how important interpersonal skills are to success.

According to Goleman,

"Emotional Intelligence" refers to your capacity to recognize your own feelings and those of
others, for motivating yourself, and for managing emotions well in yourself and in your
relationships. It describes abilities distinct from, but complementary to, academic intelligence,
the purely cognitive capabilities measured by IQ. Many people who are book smart but lack
emotional intelligence end up working for people who have lower IQs than they but who excel
in emotional intelligence skills."



Why EI is more important than IQ
- IQ only accounts for 25% of your career success, at most.
- "Soft" skills matter even more in "hard" (technical) fields than other fields, because they make you stand
out even more.
- Emotional competencies are twice as important as technical/cognitive competencies.
- The higher up or more advanced the job, the less important technical skills become, and the more important
the interpersonal/emotional skills become.
- At the highest levels of leadership, 90% of the skills required are emotional.
- IQ is genetic, and doesn't change much after your teens, but EI is learned and can be improved throughout
life.
- Technical skills can be taught relatively easily in the classroom, but emotional skills must be obtained more
difficultly through life experiences.

Goleman fills the book with statistical data, firsthand reports, and dozens of examples of individuals and
companies. He also includes several comparisons of people who began with similar skills and backgrounds,
but one person developed their emotional competencies while the other focused on technical skills. Fast-
forward a few decades, and those who concentrated on the emotional skills were more successful.

Most of the book deals with EI at the individual level, but the later chapters talk about organizational
intelligence. He suggests ways to train employees by focusing on honesty, openness, communication, and
teamwork. Rather than each individual trying to be a star, they should instead help everyone else be a star.

The 5 basic emotional and social competencies
Self-awareness: Knowing what we are feeling in the moment, and using those preferences to guide our
decision making; having a realistic assessment of our own abilities and a well grounded sense of self
confidence.

Self-regulation: Having control over our emotions so that they facilitate rather then interfere with the task in
hand; being conscientious and delaying gratification to pursue goals; recovering well from emotional
distress.

Motivation: Using our deepest preferences to move and guide us towards our goals, to help us take initiative
and strive to improve, and to persevere in the face of setbacks and frustrations.

Empathy: Sensing what people are feeling, being able to take their perspective, and cultivating rapport and
attunement with a broad diversity of people.

Social skills: Handling emotions in relationships well and accurately reading social situations and networks;
interacting smoothly; using these skills to persuade and lead, negotiate and settle disputes, for cooperation
and teamwork.

Notes
Take time out to do nothing and reflect on your values and passions.
Having skills isn't enough; you must believe in them to promote yourself.
Train yourself to withstand "amygdala hijacks": when your brain responds to an emotional event by going
into crisis mode, which halts complex thought and triggers knee-jerk responses.
Balance the competencies. For example, too much self-control limits innovation.

The most rewarding parts of work are the creative challenge and stimulation, and the chance to keep



learning.
Find your "flow": the state of mind where you're so engaged that you get lost in your work, enjoy the
challenge, do your best work, and have fun.
Set your goals so high that you only hit 50% of them.
Declarative knowledge (knowing a concept and its technical details) isn't as valuable as procedural
knowledge (being able to put the concept and details into action).

Justin says

Working with Emotional Intelligence is a must read for anyone who wants to move up the corporate ladder.
Today's business atmosphere is changing rapidly, and anyone without emotional intelligence will likely find
moving upward in their company very difficult.

Sergei_kalinin says

???? - ?????? ????? ????????, ?? ????????? ??? :)

????-???????? ?? ??? ? ?????? ?????????????? ????????? - ? ???? ?????:
http://s-kalinin.blogspot.ru/2013/07/...

Liz says

Lots of really great ideas on how to cultivate emotional intelligence within the workplace-- for all levels.

C.G. Fewston says

Working with Emotional Intelligence (1998) by Daniel Goleman is the sequel to the hit self-help book
Emotional Intelligence first published in 1995, and the book is also a prime example of “professional
nepotism” and “self-prohibited research.”

Another alumnus of Harvard we far too often see on the bookshelves for no better reason than they attended
Harvard, Daniel Goleman begins the book with an acknowledgments section which basically sets out an
extended thanks to those he will later primarily use to quote as the main support for his thesis and ideas. As a
result, the very experts he uses to support his claims of emotional intelligence are in fact his close friends and
fellow colleagues from Harvard, which questions the very validity of his findings and claims in the book. If
this were a PhD thesis, it would be rejected immediately. But it’s not. It’s a self-help book published to make
profits for the publishing company.

A few examples of the “professional nepotism” mentioned earlier, Goleman writes of Richard Boyatzis: “A
colleague of David McClelland, and a good friend since our graduate school days at Harvard” (p ix).
Goleman writes of David McClelland: “another main taproot of the thinking reflected here is my late friend
David C. McClelland, formerly my professor at Harvard University” (p ix).



Another interesting note: Richard Boyatzis was “a past president at Hay/McBer.” This might not mean
anything on its own but Goleman adds about the company often cited on every other page or so throughout
the 330-page book:

“I was helped by many friends at the Boston office of Hay/McBer (the company David [McClelland]
founded with David Berlew, a trusted advisor)” (p ix). So, David McClelland, co-founder of Hay/McBer, is
also good friends with the author Daniel Goleman and Richard Boyatzis.
Goleman goes on to cite many associates from Hay/McBer throughout the book as experts to support his
claims on “emotional intelligence”:

“Lyle Spencer Jr., director of research and technology worldwide and cofounder of what is now Hay/McBer,
the consulting firm McClelland started” (p 19); “Ruth Jacobs, a senior consultant at Hay/McBer in Boston”
(p 21); “So I again commissioned Hay/McBer to reanalyze their database” (p 33); “McClelland protégé, Lyle
Spencer Jr., director of research and technology worldwide at Hay/McBer in Boston” (p 36); and, “Mary
Fontaine of Hay/McBer” (p 38). The research cited and quoted gets to the point when you see the name
Hay/McBer so often throughout the book you quickly realize the research is not extensive but cursory at
best.

Daniel Goleman even openly confesses he needed his data and facts checked and rechecked. So, who does he
get to help double-check his research? Does he get an independent, unbiased company to audit his findings
(as most professionals would)? No. Here’s Goleman in his own words: “To make sure my findings weren’t a
fluke, I turned to Hay/McBer and commissioned them to do an independent study” (p 31). That’s right.
Daniel Goleman used his friends and fellow Harvard graduates and colleagues to help check his all-
important data and research.

As you read Working with Emotional Intelligence, the educated mind begins noticing the trend of
“professional nepotism” and “self-prohibited research,” which calls in to question the very research which is
supposed to convince the educated reader the ideas of “emotional intelligence” from the 1990s are legitimate
and trustworthy.

In addition (because that’s not all), Daniel Goleman further confesses that his company is also in alliance
with Hay/McBer: “I’m delighted to be working together with him [Richard Boyatzis] in my new venture,
Emotional Intelligence Services, in an alliance with Hay/McBer” (p ix).

What’s also interesting to note is that the Hay Group* (the company that owns Hay/McBer) takes credit for
doing the initial research for this particular book: “In 1999, Daniel Goleman published Working With
Emotional Intelligence with research conducted by the Hay Group” (Source:
https://en.wikipedia.org/wiki/Hay_Group).

*Note: “Hay Group is a global management consulting firm that works with leaders to transform strategy
into reality. [They] develop talent, organize people to be more effective and motivate them to perform at
their best. [Their] focus is on making change happen and helping people and organizations realize their
potential.” (link: http://www.haygroup.com/us/about)

You can also read more about Hay/McBer at the following website (which at the time of this review the site
looks to be outdated and forgotten from the age of the 1990s) here:
http://www.humandimension.org/haymcbe...

Moving forward, Goleman further confesses that “professional nepotism” is vital for the success of



“emotional intelligence” to even work. Lyle Spencer Jr., a former student of McClelland and director at
Hay/McBer, boldly states:

“But these stars spent lots of time with [their clients], wooing them, going out drinking, telling them about
new technologies and product possibilities that would improve their clients’ products—so they didn’t just
keep the account steady, but made more sales. What mattered was relationship building, sensing the client’s
hot buttons and enthusiasms and knowing how to play to them” (p 37).

By any intelligent indication from the above passage, “emotional intelligence” has nothing to do with the
success of the “star performers” with their clients, but the fact that “wining and dining,” a now archaic form
of doing business which remains for those who prefer to bribe clients with “money under the table.”
Furthermore, the success of the star performers has more to do with “professional nepotism” and hours
outside the office getting drunk and going to strip clubs and spending large amounts of money on clients,
which has now become highly illegal in many countries around the world, including China, Vietnam and
Japan.
Goleman even cites an example on “favoritism” and how detrimental it can be to business:

“Brought in to head a privately owned airline in a small Latin American country, he found the business a
quagmire. The falling revenues were due to a legacy of cronyism and favoritism: The main sales agent for
the airline was a close friend of the owner, and his contract was far more favorable than his competitors’,
though his agency was weak in sales” (p 68).

Oh, the irony is rich, isn’t it? To learn more about “cronyism and favoritism” in Harvard University and
Harvard Business School, you can read What They Teach You at Harvard Business School: My Two Years
Inside the Cauldron of Capitalism (2008) by Philip Delves Broughton, another alumnus of Harvard.

Probably the most alarming piece of information is the indirect mention and explanation on how
governments and the elites keep the “working class” people running in circles and running the usual rat race.
Here’s Goleman explaining how the mental process works:

“The prefrontal area is the site of ‘working memory,’ the capacity to pay attention and keep in mind
whatever information is salient. Working memory is vital for comprehension and understanding, planning
and decision making, reasoning and learning.

“When the mind is calm, working memory functions at its best. But when there is an emergency, the brain
shifts into a self-protective mode, stealing resources from working memory and shunting them to other brain
sites in order to keep the senses hyperalert—a mental stance tailored to survival.

“During the emergency, the brain falls back on simple, highly familiar routines and responses and puts aside
complex thought, creative insight, and long-term planning. The focus is the urgent present—or the crisis of
the day” (p 74).

In sum, by keeping the “working class” people (basically the working majority) on a mental high alert
created by subsistence living (paying people the least amount possible to survive and not thrive), the people
will be too mentally exhausted to do anything other than to handle the problems of the day at hand: which
would usually include paying bills or dealing with relationship and/or job issues.

Later in the book, Goleman does mention some “secrets of success” and they are: “rapport, empathy,
persuasion, cooperation, and consensus building” (p 229), and the secrets of “emotional competence”



included are “astute political awareness, the ability to make arguments with emotional impact, and high
levels of interpersonal influence” (p 259).

Nevertheless, there does remain some useful tips, most likely repeated from the first book, that provide the
usual and mundane characteristics of successful managers (p 40-41):

• Self-control: The successful stayed composed under stress
• Conscientiousness: The successful took responsibility by admitting their mistakes and failures
• Trustworthiness: The successes had high integrity
• Social skills: The successes were empathic and sensitive
• Building bonds and leveraging diversity: The successes were more appreciative of diversity

One of the single greatest insights in this book is probably the one that disrupts Goleman’s “emotional
intelligence” logic and research the most, and it is “Systems Theory,” explained thus:

“Systems theory tells us that in an environment of turbulent change and competition, the entity that can take
in information most widely, learn from it most thoroughly, and respond most nimbly, creatively, and flexibly
will be the most adaptive” (p 298).

Furthermore, what’s truly interesting to note about all this research done by Goleman and/or the Hay Group
is that it all boils down to “Gut Feelings” (p 50):

“When it comes to decisions like these, our gut feelings—our deepest sense of what feels right and what is
“off”—provide critical information that we must not ignore, lest we regret our choices.”

In conclusion, regarding a recommendation for Working with Emotional Intelligence (1998) by Daniel
Goleman, I’m going to have to trust my “gut” on this one and advise you to go ahead and skip this book.
Goleman’s sequel to Emotional Intelligence (1995) doesn’t offer anything new, nor anything enlightening,
and the whole book with its “self-prohibited research” and its blatant and open admission of “professional
nepotism” just feels, in the words of Goleman, “off.”

The book is “off” because its dated (published in 1998), it’s no longer valid in the real working world, it
offers limited research (other than Harvard friends helping Harvard friends—which goes against the very
principles of scholarly research), and it offers very little new light or new research (since the 1990s) on the
twenty-first century work-life relationship.

Let’s face it: people have changed since 1998 and this book should be officially retired from the
bookshelves. Go ahead and skip this book.



Muhammad Magdi youssif says

A very BORING book, I couldn't even complete it
In this book Daniel Goleman is explaining how Emotion Quotient (EQ) matters more than Intelligence
Quotient (IQ) , then he started to explain the Emotional Competence Model that is composed of 1- Self
Awareness 2- Self regulation 3- Motivation 4- Empathy 5- Social Skills besides demonstrating examples
from real life on how each of these capacities matters. sometimes you will feel lost reading this book due to
the HUGE amount of useless anecdotes and the feeling that you are not reading a book but a set of collected
articles. Also, The book has lots of unconnected titles, is not so much focused and superficial in many areas.

Amit Mishra says

What should I say about this book? Absolutely fabulous delivers what it said. The book develops a
conscience in the readers to achieve something greater. As it suggests it is a really groundbreaking book that
redefines what it means to be smart.


