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Introduction
Emotional  intelligence  is the ability  to monitor one’s  own  and other’s  feelings  and emotions , to the  discriminate  among them  and to use  this information to guide  one’s thinking  and actions ( Salovey  and Mayer, 1990).
Emotional intelligence   has  risen  to be an  important  topic   in organisation behaviour , and human resource  management . its well noticeable  as a  big indicator  of workplace  efficiency influencing  communication , teamwork , conflict management  and leadership performance.  Emotional intelligence  refers to the ability  to  observe , understand , regulate  and use  emotions  in oneself  and others ( Mayer, Salovey and Caruso, 2008) ,As a   workplaces  become  more complex  and dynamic diverse,  and emotionally  demanding , emotional intelligence  is sometimes  looked at it as an  essential tool for looking around for   interpersonal  relationship,  facilitate  thoughts, regulate  and manage organisation challenges.  However, , despite  its popularity, emotional intelligence  still commands   some sort  of  clarity , measurement  and practical importance . this  essay analysis part, wishes to  look at how  employees  might try to use  emotional intelligence  components  in the  workplace , drawing  on major  or popular  models applied in emotional intelligence  including  Mayer  and Salovey ‘ s  ability model ,  Goleman’s mixed model  and Bar-on ‘s emotional -social intelligence  model .  this will  investigate  on how  emotional intelligence  aids communication, conflict resolution , human resource  decision -making , team working  and others. On this  same issue  at the same time,  will  address the problems and factors that shape  the usual effectiveness of emotional intelligence.
             Emotional  intelligence models  and  their  components in workplace.
           
                        Mayer and Salovey’ ability model (1997)  in their work, in this model  According to  John Mayer  and  peter  Salovey, they redefine  emotional intelligence as a form of  cognitive ability  that is orderly arranged  abilities in order  components  and  include; perceive emotions- like the ability to facilitate thinking and separate  emotions in oneself and  from others  via  facial expression ,vocal tones  and cues.
 Another is the use of  emotions to help facilitate  thinking – through the  employment  of   cognitive processes  such as creative  thinking  and problem solving .  by understanding  emotions , comprehend  emotional meanings  , how they  occur  and their  evolvement  over time.
Managing  emotions  through  the use  of self-regulating  and influencing other’s emotional  states in order to get a desired  result (Mayer, Caruso and Salovey,2000). E
  This model treats  emotional intelligence  like a mental  ability  that is accountable  on its own   and different  from personal traits. Its  orderly  structure  suggests  that  higher  level  abilities  builds upon  the foundation al skills  and therefore employees  should  always first  acquire n emotions  accurately  before they can manage  them correctly. 
 Goleman’s mixed model
 Goleman  mixed model is yet another framework  which  defines  and expands  emotional intelligence into a  more broader  kind of competencies  important to workplace  performance. Emotional intelligence is  categorised  here as a  combination  of cognitive  skills and personal traits that can help to  drive forward professional performance. It is  grouped into  core groups namely:
· Self- awareness- recognising  own emotions  and their impact on own  thoughts and  behaviour.
· Self-regulation- controlling  feelings, taking initiative, and adapting  to changing situations.

· Relationship management-  by using awareness of own  and others’  emotions  to manage  interactions  well  like in leadership, influence  and conflict  management .
· Social skills- understanding  the emotions, needs  and concerns  of other  people( empathy) and office dynamics.
This model is  very much  largely  used  in human resource leadership  trainings  and organisational  development , although  some critics  debate that,  this model,  blends  personality traits with behavioural  competencies  making it difficult to analyse  it objectively ( Joseph and Newman, 2010).
Figure 1. to  illustrate  Goleman’ s   model .
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( Source. Moodle,  accessed on 20/04/26)


Bar-no’s  emotional -social intelligence model  defines  emotional  intelligence as a set of social  and emotional  competencies  that decide  how well  we  understand ourselves and relate to others  plus coping with daily  day today  obligations. This mainly focuses on  psychological well-being and adapting.  This model is  generally summarized by  five key  elements, and these are.               
· Intrapersonal  which  is the  ability of  being aware  of oneself, understand  weaknesses and strength  and express  thoughts and feelings
· Interpersonal refers to  where to be  aware of others  concerns and needs and establish  mutual  satisfying  relationships.
· Stress management  which refers to  ability to manage and control  emotions  to work for us and not against us.
· Adaptability which refers to the  process of managing  realistically , defining  problems and choosing  good solutions
· General mood is yet another  one.  The ability to be optimistic, positive, and self -motivated .
While  other models concentrate on workplace , Bar- on’ model   mainly concentrate on  survival and adaptation  measuring  how good  an individual  deals  with environmental  concerns  and still be able to maintain  a healthy mental   balance. Its more about resilience  and dealing with stress- intensive workplaces.

How employees use   emotional intelligence components  in the workplace.
                Self-awareness and professional development.

                 The ability of self-awareness  forms the  basis upon which emotional intelligence  starts from, by enabling  employees  to know how their emotions  can influence  behaviour and decision-making. In practical terms, self -aware  employees  can  easily  recognise  when stress  affects their judgment,  allowing them to look for 

support or delay  important decisions until they achieve greater  balance.

  Research shows that, self-awareness adjusts  well with leadership effectiveness. Panda et al. ( 2025) found  that leaders showing high self -awareness  created good environments  full of psychological safety  and trust  thereby  enhancing teamwork performance. Employees who  properly understand their emotional  triggers can organise and manage  disruptive  reaction  in work  by maintain  a professional relationship and workplace harmony.   
   On the other side, self-aware  alone is not enough  without the  complementary  abilities to help regulate  emotional responses  so as to acknowledge  a limitation  within the ability models  hierarchical structure.
   Self-regulation and conflict management.
 Self – regulation  is yet another one. It enables  employees to control  reactions , maintain  a certain level of composure when under pressure and help to  calm down. This  element  proves  especially  important  when  particularly  in conflict  situations where  emotions  can   escalate,  and  collaboration efforts is undermined.
 Khurram  et all( 2025 demonstrated  that  conflict   management  
mediated  the relationship  between emotion  intelligence  and leadership  success . employees   well  organised in self – regulation  usually  have  high skills  in conflict  management  skills  and therefore  benefit  in solving  solutions  which aligns with  Goleman’s 
 ( 1998) assertion  that  emotion  intelligent  people   move possible  conflicts  into opportunities  for  innovation and relationship  strength.
 The practical  point here, is the employees  noticing  emotional arousal during  misunderstandings  and them choosing  helpful  constructive  responses. For example , rather  respond  defensively  to critical  feedback, a self -regulated  worker  would  accept the  criticism  and would request  clarification and explore  solutions.
Motivation  and performance outcomes.
       Motivation  by pursuing  goals  for inherent  satisfaction  other than  rewards  can help  a central  component  of Goleman ‘ model .  motivated   workers  tend  to demonstrate  persistence and commitment that  end in  I immediate  circumstances.

   Empathy and interpersonal  effectiveness.
      Empathy – that is   understanding and sharing  others  emotional experiences  underpins  effective collaborations , customer  relationship and  leadership. Empathic  workers   nicely  perceive  colleagues  concerns . in  anticipant – facing roles , concerns  and then respond  by acknowledging  the frustrations  and demonstration of concern thereby enhancing   satisfaction  and loyalty.…
   Furthermore, empathy  help to facilitate  mentoring  and knowledge  transfer ,./ senior  workers  who empathically  junior  workers  can provide  tailored  guidance  which can help  address  certain  need  rather  general advice.

Social skills and team dynamics.
 Social skills  involve  the  skills of managing  relationships , inspire  others  and  help manage  organisation politics  well. These  skills  translate  emotional  understanding  into  influential  action – persuading  other  interest groups  into cooperation.  Panda et al(2025) found  that leaders combining high emotional intelligence  with social  skills  averaged high team performance  outcomes. Their  capacity to  analyse   compelling  visions, resolve  interpersonal  tensions and coordinate   different  contributions  collected  effectively beyond  what individual  technicalities  can achieve.
  Workers  deploy  social skills  when negotiating   and presenting  ideas  persuasively or facilizing  team meetings . the ability  to read  interpersonal  dynamics  and adjust  communication accordingly  proves   important  diverse  and cross  work environments.

Critical  evaluation of emotional intelligence models.
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Source, Moodle, accessed on 21.04.26
The ability models  offer  clarification  by treating  emotional intelligence  as a distinct  intelligence  which is measurable  via  performance-based  assessments . this approach  helps  research  and distinguish  emotional  intelligence  from personal  traits . its  hierarchical   structure  provides a development map- organisation  can target  certain sections   training  outcomes.
 

  First of the ways, its  enhancing  communication . effective communication is so important  in organisational management  settings and emotional intelligence  does a big job  in shaping  the way employees  express themselves  and  understand others.
 Employees  with strong  emotional  intelligence  can  usually   notice  most  clues as tone, facial  expressions and  body language  ( Mayer et al., 2008)
      They can adapt  their communication  style  so as to fit in with  emotional  state of colleagues  ( Goleman, 1998). By  demonstrating  empathy , which  helps  improve on rapport  and reduction of  misunderstanding  ( Bar-on, 1997).  For instance , an employee  who perceives  frustration  in  a colleague  may adjust  their  contact  by choosing  to offer support  or clarifying   information which  can align  with the perceiving  emotions section  of the ability model.
Critical  evaluation:
Emotional intelligence   generally doesn’t  mean always will be smooth effective communication  because sometimes  it may be used  in a manipulative way for instance  to gain favour  or influence a decision ( Kilduff, chiaburu and Menges,2010). More still, communication can be  facilitated by organisation  culture,  management  and power  dynamics not entirely by  emotion intelligence.
   In the cases of  conflict in working places, its used to manage conflict resolutions. emotional intelligence  components play an important  role in helping to navigate  along the lines of disagreements in a constructive manner.
      Another way emotional  intelligence  can be used, with employees with high emotional intelligence for instance  can identify  the underlining  triggers  behind conflicts ( Mayer and Salovey, 1997). More to that, employees can use there are feelings and study  in order to  regulate their own emotions in order to avoid  conflict escalating to another level (Goleman,1998).
     The use of empathy in order to understand  opposing viewpoints ( Bar-On,1997) because empathy serves as the gateway between  self-awareness and social  effectiveness. For instance, an employee who recognises a fellow worker  anger stems from stress related rather hostility may change the way he responds and try calm measures  to reduce tension when dealing with him or her.
          
In today’s  complex  world,  people driven   work environments , every success  usually depends on  not only technical   competence  but on interpersonal  and intrapersonal skills.
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Source, Moodle, accessed on 27,04,26

List of references 

1) Ashkanasy , N.M  and  Daus , C.S . ( 2002) “  EMOTION IN THE WORKPLACE: the new challenge for managers ,  academy of management  perspectives, 16 (1), pp. 76-86.
2) Bar on,R. (1997) the emotion  Quotient  inventory ( eq-I): Technical manual . Toronto : multi- healthy  systems.
3) Goleman, d.(1998) working  with emotional intelligence. New York: bantam books.
4) Goleman, D.( 2001) an  emotion – based  theory of  performance ,  in cherniss, C. and Goleman , D (eds.) the  emotionally intelligent  workplace .  San Francisco: Jossey- Bass,pp.27-44.
5) Khurram , A.Z. et .(2025)” emotional  intelligence  and organisational  performance:  the mediating  roles of employee motivation and conflict management “,   journal  of social signs  review, 3(9), pp.303-310.
6) Mayer , j.D.,  Caruso,D.R. and Salovey, P.(2000) “ emotional intelligence  meets traditional  standards for an intelligence , intelligence , 27(4), pp.267-298.
7) Panda, R.K. ET all. (2025) “ the role of emotional intelligence in leadership and organizational effectiveness,” international journal of environmental sciences , 11(23s), PP.8085-8088.
8) Salovey, P. and  Mayer, J.D. (1990) “ emotional intelligence ,  imagination, cognition, and personality, 9(3), PP.185-211.
9)  Bencsik,A, Horvath-Csaszi, G. and Juhasz, T. ( 2016). Y and Z Generations at workplaces , journal of competitiveness, 8(3). Pp. 90-106.
10) Murphy , W.M. (2012) Reverse mentoring  at work : fostering  cross-generational learning  and employee self-development , human resource management , 51 (4), pp.549-573.
11) Chillakuru, B. ( 2020)  understanding generation Z expectations for effective Onboarding , journal  of organizational  change management , 33(7), pp.1277-1296.
12) See miller , C. and Grace , M.(2018 Generation: A century in the making . London: Routledge.
13) Sinek, S.( 2017)  leaders eat last: why some teams pull together,  and others don’t . London: portfolio Penguin.
MANAGING GENERATION DIVERSITY  IN THE WORKPLACE.

In this special  Contemporary   corporate  workplace, the  coexistence  of several generations   especially  generation X, Generation y and generation z-  it   shows  both  important  challenges and strategic  chances  for managers. Successful  recruitment  and retention   opportunities  no longer  allows  permits a one  size fits all approach. But instead ,  managers  should  know  the  different socio -economic  history , technological  advantage  plus the psychological  drivers  that define  each category and productive work environment .
Understanding  the generation  landscape
In  order to successfully manage , someone has to initially  define  the demographic  boundaries  and the formative  experiences of each group. While dates  can change slightly  by research , the general  idea is:
Generation x:  those are people born roughly between 1965 and 1980.  They are often the “ Latchkey generation “, that grew during the period of a shifting  societal values and increasing dual- income  households.
Generation y( millennials): those are people  born between 1981 and 1996. They are the first generation  to come of age  with the internet, they usually  distinguished from analogue to digital.
Generation z: those are born  from 1997 to 2012. These are born between 1997 to 2012. These are basically “ digital natives” who have never  known  a world  without  internet and smart phone technology and social media world.
1. Generation X: 
Generation x   usually  serves as the “link” in many organizations.  Having seen the  corporate  reducing of the 1980’s , Gen’s workers tend to be more doubtful of institutional  loyalty than their predecessors, the baby boomers.
The key  aspects for managers:
Work-life balance :Genx  started the demand for work-life balance. They value autonomy and prefer results-oriented  management  over the micromanagement (Bencsik et al.,2016).
Independence : they are self-reliant. During recruitment , emphasizing a culture of independence  and the ability to work  without constant supervision  is one of their selling point. Practically, they appreciate direct communication and functional workspace.
Management strategy:
Managers  should provide Genx with clear objectives and then step back.  Aware of their need for family or personal  flexibility is important to order to retain them. As they sometimes  occupy middle  or senior  management roles , they value professional development  that acknowledge  their experience(Gabrielova and Buchadlow,2021).
2. Generation Y(millennials): 
Millennials presently make up a big bunch of the global  workforce. Their entry  into  the market  concurs with the 2008 financial crisis, which fundamentally shaped  their view of job security and organization  beliefs.
Key aspects for managers:
Meaningful  work: millennials seek “purpose over  paycheck.” According to research by sinek( 2017), this cohort is likely to remain with an organization  if they believe  their work contributes to social or environmental good.
Feedback loops: unlike  Genx , millennials cry out  for frequent , constructive feedback. They view  the manager  sub -relationship as more of a mentorship than a exact grouping or hierarchy.
Collaboration: they  blossom in team-oriented situations of work and value  flat organizational structures where their voices are heard  regardless of rank.
Management strategy:
During recruitment , highlighting  organization  corporate  social objectives and the potential for rapid progress. Managers  must move away from annual reviews in favour of continuous performance dialogues (pew research  centre, 2018).
3. Generation Z: the digital group.
As a Gen Z joins the work group, they  carry a unique  blend of high digital skills and competency plus a desire for stability. After having seen the struggles of millennials , GenZ is seen sometimes as a more financially  business-like but socially informed.
Key aspects for managers:
Digital  assimilation : for Gen z , technology is not a tool, its an extension of their character . they expect  smooth ,mobile-first workplace technology (chillakuri,2020).
Diversity and inclusion: this generation is the most distinct in history. They expect  an organization diversity, equity, and inclusion  efforts to be  accurate  and  clear, not just a marketing tagline.
Individualism: although this group can be collaborative, they value individual  acceptance and aggressive benefits.  They are “true individuals” who appreciate personalized career paths( See miller and Grace,2018).
Management strategy:
Recruiter should level social media  platforms such as (tik Tok, LinkedIn )and others. Emphasize  the organization’s  technology  pyramid. To manage Genz effectively, managers should concentrate on  clarity and offer chances for “ intrapreneurship” by allowing  this group to lead small  and innovative group projects.

RECOMMENDATIONS   TO  CONSIDER 
Overcoming the “gap”: strategies for integration
The greatest risk in a multi-age gap workforce is the dangers of stereo typing . managers  should try and avoid  jumping to assumptions based on age. In other words , managers should  exploit  reverse mentoring , where  young employees (GenZ/Y)  mentor older employees (GenX/Boomers) on technology and social media  trends while the older groups shares institutional  knowledge and leadership wisdom(Murphy, 2012). 
Recruitment  aspects to consider:
Job descriptions: use inclusive language  and avoid terms  like “digital natives “  which can end alienating certain class of people and lead discouragement..
Benefit packages: managers should offer a bunch of benefits . Genx  may value retirement  contributions  and flexible  hours of work for care giving  while  Genz might prioritize  mental  health support and student financial assistance.
Onboarding : tailor the onboarding experience . Gen Z may prefer a game field ,digital approach while Gen X might appreciate a detailed manual and clear  command chain overview.
Conclusion.
Successful management in the modern world  requires a high level of generational  intelligence. By identifying  that GenX values  freedom, millennials looking for purpose and GenZ demand for  authenticity and tech-integration, organizations  can establish a culture of  mutual respect. The goal is not to manage  groups individually but to  incorporate their unique strengths to drive  innovation . when managed properly , generational diversity  turns into a competitive advantage  rather a source of  resistance. 
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