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[bookmark: _Toc227001098]Introduction:
One of the key core competencies in a modern organization is emotional intelligence (EI) because it has effects on the effectiveness, not only the workers in the organization but also how they relate to their leaders and their leaders to them respectively. According to Goleman, the dimensions that he emphasized on his model are self-awareness, self-regulation, empathy, and social skills (Goleman, 2021). Mindfulness can also contribute towards supporting the competencies in the same way, enhancing emotional control and thinking skills (Kabat-Zinn, 2022). This report also critically reviews the paradigms of EI and discusses the subject of generational differences between X, Y and Z and its significance in recruitment, management and creation of successful organizational conditions.
[bookmark: _Toc227001099]Emotional Intelligence in the Workplace: A Critical Evaluation:
[bookmark: _Toc227001100]Overview of Emotional Intelligence Model:
Scheduling the name of emotional intelligence (EI) makes an already valuable construct not only in the disciplines of organizational behavior, but also in the disciplines of studying organizational leadership, and theoretical models of this discipline offers a series of divergent yet in any case complementary concepts (Boyatzis et al., 2022). One of which I still will have to advocate yet, the Emotional Intelligence Model which has been proposed by Goleman can be considered one of the most efficient ones. Goleman questions why there should be five basic substances that comprise self-awareness and self-control, motivation, empathy and social skills which can be combined to showcase how a person and a company functions together (Goleman, 2021). This kind of work environment is highly appreciated, since the emotional competencies are applied to the ecologically significant environment, and, in particular, to the performance of the leaders, the dynamics of the team and the process of decision making itself. Bar-On model on the other hand approaches psychology holistically since EI is viewed as a model of emotional and social skills that determine whether to be conscious or unconscious and to express and nonstress or to remain powerless amid-stresses in their immediate environment. The most important of these ones are stress tolerance, interpersonal, adaptability and overall mood (Bar-On, 2022). This model recommends that psychological wellbeing and performance are complementary; therefore, emotionally intelligent people or those with emotional intelligence can react to stress more and are more resilient to stress in a complex organization situation. The other similarity between the conceptualization of the EI notion developed by Wiedmer model hinges on the fact that it is particularly concerned with how EI is exercised in the line of work. It also focuses and puts high emphasis on emotive competency to enhance the new decision making, problem solving and leadership practices (Wiedmer, 2021). Unlike the two methods the approaches depend on the trait’s method used by Goleman and Bar-On, Wiedmer method adopts a pragmatic approach to the application of the EI competencies to the work setting in a high stakes or uncertain situation. 
[bookmark: _Toc227001101]Self-Awareness and Its Workplace Application:
Self-awareness has been considered the most basic of emotional intelligence aspects. It is what makes one conscious and aware of his/her feelings and impact on the thinking and behavior (Antonopoulou, 2024). The self-awareness at the workplace assists employees to comprehend why they feel in a specific manner and what they should anticipate doing and it can also alter behaviors to suit those of the companies (Ashkanasy and Humphrey, 2021). Highly self-aware employees are in a better position to deal with interpersonal relations and handle tricky organizational settings. An example is presented in which a manager knows that when he/she is under stress, he/she will develop defensive and in this case becoming conscious of the situation enables him/herself to react on the situation deliberately thus preventing the conflict to grow up to a situation where he/she develops defensive. This type of ability is increasingly demanded during stressful experiences during which the lack of emotional control can lead to poor quality of decisions made, poor working behaviors and poor relationships. In addition to that, being a successful leader takes self-knowledge, as well. This follows because the character of leaders who are ready to accept their strengths and weaknesses will be more willing to reflective and continuous improvement practices of reflection and feedback. This not only increases the performance, but also transparency and accountability culture in the organization. But, even though it is important, there are limits to self-awareness. Not knowing how somebody feels does not imply that they are able to control or can regulate the feelings. The employees could be very aware of their emotional reaction yet fail to rectify their behaviors as replies to poor circumstances. The fact that it has no control and is conscious testifies to the very reality of the opposite set of skills needed such as self-control (Friedman, 2023). Organizations seeking to overcome this weak point are looking forward to using mindfulness-based stress reduction (MBSR) strategies as one of the organizational employee development programs. Intervention techniques, such as meditation, breathwork, and journaling are the practices that lead to the realization of emotional awareness, as well as cognitive flexibility (Keng et al., 2022). 
[bookmark: _Toc227001102]Self-Regulation and Emotional Control:
Self-regulation is adaptability and adaptability of emotional reactions in a positive fashion. It is a vital constituent of emotional intelligence more specifically in work where coolness and emotional steadfastness are regarded as important aspects (Antonopoulou, 2024). And when the employees have high scores of self-regulated behaviors, the chance of being susceptible to impulsive/reactive behaviors will be less than the chance of being susceptible to thinking reactions to demanding situations (Gross, 2022). The reason why self-regulation in the workplace is important is that it will enable the workplace to be a good workplace in terms of inter-person relationship. To illustrate this, they might be involved into some constructive dialogue among themselves when they are faced with a conflict or disagreement since highly self-centered individuals are relaxed active listeners and are able to achieve a lot. Not only is it simpler and more beneficial to find a more appropriate way to address the issues but it also enhances the level of trust and cooperation. Additionally, there will be self-regulation that will be translated to ethical decision making. 
[bookmark: _Toc227001103]Motivation and Workplace Performance:
One of the most critical aspects of emotional intelligence which encourages someone to give his goal a second thought with an enthusiasm and persistence is motivation, and highly intrinsic motivation. In his model, Goleman claims that intrinsically motivated individuals are intrinsically driven by their personal growth, success and a sense of purpose, as opposed to extrinsic rewards (Goleman, 2021). They will be more enthusiastic, break barriers and will have more dedication towards organizational reasons. This self-motivation may find an application in an active and competitive setting specifically where versatility and continuous change are the main elements of achievement (Ryan and Deci, 2021). Nonetheless, motivation does not come in a person-like attribute; it extensively depends on organizational dynamics including the type of leadership, workplace culture and even the appreciation mechanisms. Talking of one such example, one of the styles of leader is the so-called Management by Walking Around (MBWA), which establishes the motivation acceleration of open communications, the establishment of relations, and the overall understanding of what the employees contribute (Peters and Waterman, 2022). 
[bookmark: _Toc227001104]Empathy and Interpersonal Relationships:
One of the most valuable features of emotional intelligence and ability to comprehend and share emotions of others is empathy. Empathy in working conditions also helps to communicate effectively, build relationships and collaborate. It is easier to react to the needs and concerns of the associated employees in the workplace, clients, and any other stakeholders with employees that are empathetic (Davis, 2021). The degree of empathy is especially important regarding the context of the team, in which relationships and the concept of teamwork is the key to success. The more compassionate individuals see or experience the emotions of other individuals who they can assist in eradicating strife, promoting and fostering openness and the work environment (Zivkovic, 2022). This can be particularly helpful during leadership work as empathy helps the leader to relate to employees, comprehend their thoughts and offer them the needed support. 
[bookmark: _Toc227001105]Social Skills and Organizational Effectiveness:
The social skills are made up of a series of skills, which in turn are associated with communication, the management of relationships and social interaction. They are all techniques of oppressing other people, and coping techniques of intra-personal conflicts, cooperation techniques and adjusting to unpleasant social situations. A skill in social relations is required in an organization, be it teamwork skill, leadership skill or an overall effectiveness (Riggio, 2022). The workers with greater social skills will be in a more beneficial position to co-exist towards success and develop another positive organizational culture since the possibility of developing and maintaining professional relationships is much higher in them. They are good communicators and will say what they mean with ease with use of information and be good listeners to others as well as easily persuade people. The other skill that can be applied to leadership goes by the name of social skills. The leaders should be able to motivate and inspire teams, deal with conflicts and build common cause. The levels of social interaction are good; there is an increase in levels of employee engagement and organizational cohesion is facilitated. 
[bookmark: _Toc227001106]Integration of Mindfulness in Emotional Intelligence:
Mindfulness and its incorporation with concepts of emotional intelligence have attracted immense attention because of the overall benefit it can accord in terms of behaviors in the workplace. Mindfulness that could be interpreted as the ability to be present, not judging and resilient to the moment helps to improve self-awareness, self-regulation and cognitive flexibility (Good et al., 2022). Among the practices, that can assist employees in dealing with stress and behaving appropriately in powerful situations, is meditation and reflective journaling. There is empirical evidence that believes that mindfulness improves emotional resiliency, attention control and well-being. 
[bookmark: _Toc227001107]Generational Characteristics and Recruitment Considerations:
[bookmark: _Toc227001108]Overview of Generational Differences:
Contemporary organization may be considered as a growing diversity of the working population composed of different groups of dissimilar generations all under the impact of socio-economic, technological and cultural variations. These variations among the generations have far-reaching implications on the values and attitudes, communication styles and expectations in the workplace. To work, recruitment, retention and management strategies have to be able to understand such a diversity (Parry and Urwin, 2021). Generational diversity may prove to be a curse and a blessing to an organization. On the one hand, it will facilitate the new type of existence, perspectives, competencies, experiences, however, it will lead to misunderstandings, challenges in communication, and any other contradictory expectation. Emotional intelligence (EI) is one of those things, which can be used to rise over these dichotomies, make the speech more emphasizing, more communicative and more adaptable between the generations. The organizations must therefore adopt attitudes that are inclusive and appreciative of the differences between the generations and as well as practices that promote teamwork as well as respect for each other.
[bookmark: _Toc227001109]Traditionalists and Baby Boomers:
The ageing population who are in employment can be the working traditionalists and the Baby Boomers that are usually linked with high organizational commitment, loyalty as well as strict work ethics (Salvadorinho et al., 2025). The post war economic recovery affects the traditionalists and they like the trend as it portrays a sense of stability, hierarchy and long-term employment. On the same note, the Baby Boomers are considered to be career-growth focused, competitive and long in career experience (Costanza et al., 2021). Organizational knowledge and continuity is highly contributed by such generations. Along with it is experienced to be mentors and leaders who would also offer guidance to the more junior workers and impart knowledge in the institutional memory. Nonetheless, some of the strata of such population are under threat because of the quicker enhancement of technologies and the virtual world. New training and organizational support might be required with the emergence of new systems, new medium and tools of communication. To the management front, one has to give years of leadership learning and inculcate a culture of inclusivity and inclusion whereby, their input shall be valued. EI is particularly important in terms of identifying strengths of such workers and eliminating the potential opposition to the change. The usefulness of this seasoned workforce is that the organizations can access intergenerational cooperation and sharing of knowledge and they can be incorporated in the new world of work.
[bookmark: _Toc227001110]Generation X:
It is ironic that generation X workers that are generally born between the mid-1960s-early 1980s, are discarded in a strange employment right (Dewi and Jaya Addin Linando, 2025). They are also alleged to be free, cunning and techno savvy. Since they have gone through economic upheaval and organizational restructuring at an early age, Generation Y also seems to value work life balance, job security, and autonomy (Twenge, 2022). They are extremely pliable and independent generation and industrious in problem solving along with being able to contribute to a vibrant organizational set-up. Their autonomy and flexibility whereby they work with little supervision is also beneficial in the work-related critical-thinking and flexibility. Instead they prefer to be independent, but they are sometimes in conflict with a hierarchical management. The micromanagement and rigorous culture of the organization can be labelled as the ill received ones in the gen x staff too; these may also be the cause of the management/ staff potential conflict. To tame this, managers will be asked to embrace flexibility and participative management style that will further devolve powers to the employees on top of the organization by not fracturing the sense of coherence. 
[bookmark: _Toc227001111]Millennials, Generation Z and Implications for Recruitment and Management:
The generation Y or the millennials constitute a large major portion of the current labour force is an avid technological enthusiast, ambitious and wants something new (Ng et al., 2021). The advantages associated with them are that they highly value the lifelong learning process, career building and self-development and that they are blessed with a better culture of teamwork, innovative and socially responsible work environment. The difficulty of emotional intelligence consideration is that. Millennials would prefer to care about their emotional awareness and sensitivity, emotional communication and emotional response and they are likely to demand transparency and inclusivity with their bosses and work colleagues. But as they expect their career to continue up the career ladder, they may be dissatisfied and turnover and the absence of organizational commitment may ensue as they realize there is little opportunity to get. To accommodate this, organizations should provide planned career ladders, frequent feedback and rewards and tap into emotion-intelligence in scaling organizational goals and aspirations level with the objectives of the workers. Overall, the gen Z turns out to be an extremely versatile internet user that brings diversity, inclusion, and authenticity due to economic crisis and internet use (Seemiller and Grace, 2021). Moreover, they will be terrified by the question of employment being a signifier of necessity to offer mental health care and practices which organizations need. Another strategy that can assist the managers engage and involve the employees emotionally in the long-term is development of open communication, emotional support and flexible working environment, which can be afforded by both the managers and the employees. The need to use more complicated recruitment and management strategies and not homogenous in organizations is due to the coexistence of the various generations (Boyatzis, 2022). The test of emotional intelligence, and the technical skills will assist in mitigating the intergenerational differences in cultural fit, flexibility and teamwork. The level of empathy, transfer of knowledge and communication as well as the overall functioning of an organization can also be brought out by the training programmes and mentoring initiatives. 
[bookmark: _Toc227001112]Conclusion:
An immediate emergence of ideas of emotive intelligence (EI) and mindfulness in order to get it on the list of frequently used definitions of efficiency of workplaces in contemporary organizations designs is quickly evolving. Being a combination of self-understanding, self-management, motivation, empathy and interpersonal abilities, EI allows employees to recognize and control their emotions and react accordingly, when others have feelings. This culminates into an enhanced level of interpersonal interaction, reduction in the levels of conflict in the workplace and improved performance at work. This results in the High EI employees being in a better position to solve the complicated social interaction and improve team building and personal gains into favorable organizational output. Mindfulness can also optimize these competencies through the development of present awareness and power to regulate feelings. By meditating and reflecting on things, the employees can be served more effectively where the employee becomes more focused, resilient and adaptive in his/her way of thinking. It comes in very handy especially when one is under a lot of pressure and is required to stay cool and make prudent decisions. Besides this one has to be able to read the generation gap between the workforce in such a way that they would be able to hire and to handle them. The various generations have varying expectations, mode of communication, values and values which can be effective in the work relations. By having EI in the mind, managers will have an upper hand in managing the differences and become more prolific in bringing in inclusiveness and strengthen the level of generation to generation collaboration. 
[bookmark: _Toc227001113]Recommendations:
The organizations must put more focus on the level of investment in emotional intelligence (EI) programmers which will enable development of interpersonal and intrapersonal competency of the workers. The participants will be facilitated by such programs to be less egocentric, emotion regulation and learn to communicate skills as this will assist them shine in the teamwork and leadership. In addition, mindfulness methods and strategies, in particular, Mindfulness-Based Stress Reduction (MBSR) can significantly empower the staff member to adequately handle the stress, become more focused, and, therefore, feel healthy in the problem working environments. In addition, companies should possess vibrant and adaptive recruitment processes that should consider aspects of generational disparities amongst the employees. The higher culture fit, flexibility and sustainability with a check on EI competencies and technical skills should be put in place by the employer. The practice can particularly be implemented in working in the modern circumstances that can be characterized by varied expectations that the generations have to come up with. Lastly, there should be good organizational environments to maintain employee welfare and the level of productivity. They are; promotion of health programs, which could be applied to the mental aspect, free communication and culture of lifelong learning. All these lead into developing a leaner and superior, more committed and higher performing workforce.




[bookmark: _Toc227001114]References:
Antonopoulou, H. (2024). The Value of Emotional Intelligence: Self-Awareness, Self-Regulation, Motivation, and Empathy as Key... [online] ResearchGate. Available at: https://www.researchgate.net/publication/379764627_The_Value_of_Emotional_Intelligence_Self-Awareness_Self-Regulation_Motivation_and_Empathy_as_Key_Components. 
Ashkanasy, N. and Humphrey, R. (2021) ‘Current emotion research in organisational behaviour’, Journal of Management, 47(2), pp. 345–367.
Bar-On, R. (2022) Emotional Intelligence Inventory. New York: Springer.
Boyatzis, R. (2022) The Competent Manager. New York: Wiley.
Boyatzis, R., Smith, M. and Van Oosten, E. (2022) Helping People Change. Boston: Harvard Business Review Press.
Costanza, D. et al. (2021) ‘Generational differences in the workplace’, Journal of Business Psychology, 36(5), pp. 969–984.
Davis, M. (2021) Empathy: A Social Psychological Approach. London: Routledge.
Dewi, C. and Jaya Addin Linando (2025). The Ideal Job Design According to Generation X and Generation Y: A Study of Two Generations’ Perspectives Across Various Workplaces. Asian Journal of Management Entrepreneurship and Social Science, [online] 5(4), pp.142–158. doi: https://doi.org/10.63922/ajmesc.v5i04.1476. 
Friedman, H.H. (2023). Cognitive Biases that Interfere with Critical Thinking and Scientific Reasoning: A Course Module. SSRN Electronic Journal. [online] doi: https://doi.org/10.2139/ssrn.2958800. 
Goleman, D. (2021) Emotional Intelligence. London: Bloomsbury.
Good, D. et al. (2022) ‘Contemplating mindfulness at work’, Journal of Management, 48(3), pp. 635–661.
Gross, J. (2022) Handbook of Emotion Regulation. New York: Guilford Press.
Kabat-Zinn, J. (2022) Mindfulness for Beginners. London: Piatkus.
Keng, S. et al. (2022) ‘Effects of mindfulness on psychological health’, Clinical Psychology Review, 92, pp. 101–115.
Ng, E. et al. (2021) ‘New generation, great expectations’, Journal of Business and Psychology, 36(2), pp. 123–145.
Parry, E. and Urwin, P. (2021) ‘Generational differences in work values’, Human Resource Management Journal, 31(1), pp. 1–15.
Peters, T. and Waterman, R. (2022) In Search of Excellence. New York: Harper.
Riggio, R. (2022) Introduction to Leadership. London: Sage.
Ryan, R. and Deci, E. (2021) ‘Intrinsic motivation and self-determination’, American Psychologist, 76(3), pp. 450–463.
Salvadorinho, J., Hines, P., Kumar, M., Ferreira, C. and Teixeira, L. (2025). From Gen Z to Boomers: Motivational Drivers Shaping Industry 5.0 and the Future of Work. Futures, pp.103731–103731. doi: https://doi.org/10.1016/j.futures.2025.103731. 
Seemiller, C. and Grace, M. (2021) Generation Z Goes to College. San Francisco: Jossey-Bass.
Twenge, J. (2022) Generations. New York: Atria Books.
Wiedmer, T. (2021) ‘Understanding emotional intelligence’, Journal of Leadership Studies, 15(2), pp. 45–60.
Zivkovic, S. (2022). Empathy in Leadership: How it Enhances Effectiveness. [online] ResearchGate. Available at: https://www.researchgate.net/publication/361952690_Empathy_in_Leadership_How_it_Enhances_Effectiveness 




image1.png
Prifysgol Cymru
Y Drindod Dewi Sant
University of Wales

Trinity Saint David

APPENDIX GA36b




