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[bookmark: _Toc224653972][bookmark: _Toc224654357]1. Introduction
Emotional intelligence (EI) is the ability to understand and manage one’s own emotions and to recognise and influence the feelings of others (Salovey and Mayer, 2004). The idea gained popularity through Daniel Goleman, showing how important emotional intelligence is for teamwork, effective leadership, teamwork and workplace performance. Emotional intelligence is concerned with understanding, managing, and using emotions to affect one's own thinking and behaviour. These skills are important for communication, decision-making, solving problems, and building relationships in modern organisations.
Emotional intelligence and being aware of one's own feelings are closely connected. It explains how someone can notice what they are feeling, thinking, and sensing without judging it. According to Kabat-Zinn (2003), being mindful helps to notice one's own feelings better, reduces stress, and improves well-being and productivity. In fact, employers are increasingly seeing that workers who understand emotions and care about their jobs improve teamwork and leadership.
This report aims to examine how emotional intelligence impacts the performance of an organisation and how it can be applied in the workplace. The research starts by examining the fundamental elements of emotional intelligence using established theories. Then it compares different emotional intelligence (EI) frameworks and looks at how these models can be applied in real workplaces. The report also looks at how recruitment and management styles are affected by differences between various generations in the workplace, specifically Generation X, Millennials (Generation Y), and Generation Z. Finally, the report concludes with advice for businesses that want to improve their employees' mindfulness and emotional awareness.
[bookmark: _Toc224653973][bookmark: _Toc224654358]2. Emotional Intelligence in the Workplace
[bookmark: _Toc224653974][bookmark: _Toc224654359]2.1 Goleman’s Five Components of Emotional Intelligence
Daniel Goleman's emotional intelligence framework highlights five key factors that affect the behaviour of employees at work: self-awareness, self-regulation, motivation, social awareness, and relationship management. These elements help to understand how feelings influence leaders, workplace relationships, and employee performance. Today, many jobs involve working well with others, coordinating tasks, and making tough decisions under pressure. Due to this, emotional intelligence is increasingly seen as an important skill in modern companies. Having good emotional intelligence helps workers manage stress better, communicate clearly, and maintain positive relationships with clients and co-workers.
[bookmark: _Toc224653975][bookmark: _Toc224654360]Self-Awareness
The term "self-awareness" means a person’s ability to recognise and understand their own feelings and how those feelings influence their behaviour and decisions. Workers who know themselves well can better notice what makes them feel certain emotions, what they need to improve, and what they're good at.  Instead of reacting quickly to challenges at work, they might respond thoughtfully because of this understanding (Antonopoulou, 2024).  
To increase self-awareness, tools such as the Johari Window and reflective self-assessment exercises are commonly employed. The Johari Window, for example, allows people to examine how they perceive themselves and how others perceive them, which can improve interpersonal understanding and teamwork. Additionally, by participating in reflective activities such as learning journals or performance reviews, employees can evaluate their professional behaviour and emotional responses.
As the foundation for other emotional skills, self-awareness is one of the most important aspects of emotional intelligence (Stoewen, 2024). If people are not aware of their own emotions, they may struggle to regulate their behaviour or understand the emotional experiences of others. In leadership situations, self-aware managers are more likely to be transparent and genuine, which can boost team confidence and trust.
[bookmark: _Toc224653976][bookmark: _Toc224654361]Self-Regulation
Self-regulation is the capacity to effectively control and manage emotions, mainly in demanding or challenging work conditions. Employees with strong self-regulation are able to maintain composure, avoid making snap decisions, and respond constructively to pressure or disagreement.
Self-regulation is particularly helpful in organisational contexts since employees frequently encounter situations that require emotional control. During performance reviews, for example, managers could have to mediate conflicts amongst team members or offer helpful feedback. In these situations, emotional control maintains professionalism and prevents conflicts from getting worse.
Self-regulation also facilitates ethical decision-making. Stress, anger, or irritation are less likely to be the basis for decisions made by those with emotional regulation skills. Instead, they are more likely to consider organisational goals and long-term consequences before taking action (Antonopoulou, 2024). This ability promotes a positive organisational culture and responsible leadership.
Excessive emotional control can also prevent real emotional expression, which could negatively affect professional relationships as some scholars argued. Therefore, effective self-regulation requires a balance between permissible emotional expression and emotional control.
[bookmark: _Toc224653977][bookmark: _Toc224654362]Motivation
In simple terms, motivation in emotional intelligence means a person's natural drive to achieve goals and sustain high performance levels. Emotionally intelligent people are often motivated by their own achievements, commitment to their organisation's goals, and a desire to keep improving (Antonopoulou, 2024). This is different from being motivated by external factors, like pay or promotions.
Employees who are very motivated by their feelings tend to be stronger and more persistent when they face challenges. Even during tough situations, they are more likely to be hardworking and concentrated on the goals of the organisation. Truly motivated people often look for ways to learn and improve their jobs.
According to Goleman (1998), being positive and dedicated is closely linked to motivation. Workers are more likely to handle problems and stay motivated at work if they believe they can reach their goals. People in leadership roles who are motivated often encourage and inspire others to do their best. This helps the team perform better and improves the overall success of the organisation.
[bookmark: _Toc224653978][bookmark: _Toc224654363]Social Awareness
Social awareness is the ability to recognise and understand how other people feel. This skill includes understanding others' feelings, being aware of how things work in a group or organisation, and being able to read social signs during work interactions (Antonopoulou, 2024).  Empathy helps people consider the feelings and thoughts of their co-workers, making it easier to work together and talk to each other.
Being aware of others' feelings and needs is very important for leaders and people who work directly with customers in a company. Empathic leaders are better at understanding their employees' problems, helping them when they need it, and creating friendly and welcoming workplaces. In the same way, being aware of others' feelings helps employees who work with customers. They can understand how clients feel and respond appropriately.
Organisational awareness means understanding the feelings and relationships within teams and departments, and this understanding is also affected by social awareness. Employees capable of this skill identify hidden conflicts, predict potential arguments, and guide helpful discussions. So, being aware of others' feelings and needs is really important for collaborative working and maintaining positive relationships.
[bookmark: _Toc224653979][bookmark: _Toc224654364]Relationship Management
Relationship management is the ability to establish and maintain good connections with people. This part of emotional intelligence includes effective communication, solving problems, working together as a team, and being able to encourage and inspire people (Goleman, 1995).
Strong relationship skills help leaders effectively handle team interactions, motivate employees, and encourage teamwork. These skills are really helpful in contemporary businesses because achieving goals often needs teamwork and cooperation between different areas (Antonopoulou, 2024).
Handling disagreements in a positive way is another part of managing relationships. Disagreements at work are normal, but emotionally intelligent people can solve problems in a way that shows respect and understanding for others (Gukssa, 2024). Workers can solve problems before they affect the team's performance by encouraging open communication and active listening.
According to Coronado-Maldonado and Benítez-Márquez, (2023), companies with emotionally intelligent leadership frequently have greater levels of production, job satisfaction, and employee engagement. Relationship management is therefore seen as an important skill for successful leadership and organisational success.

[bookmark: _Toc224653980][bookmark: _Toc224654365]2.2 Comparison of Emotional Intelligence Models
Some new models have been created to explain emotional intelligence, even though Goleman's model is widely used. 
Mayor and Salovey Model
John D. Mayer and Peter Salovey came up with one of the first models of emotional intelligence. According to Mayer et al. (2004), emotional intelligence is a type of cognitive skill made up of four main abilities: recognising emotions, understanding emotions, managing emotions, and using emotions to help with thinking.
The Mayer-Salovey model shows that psychological tests can be used to measure emotional intelligence, which works like regular intelligence. This perspective suggests that people have different abilities to understand and use emotions when making decisions or solving problems.
Reuven Bar-On Model
Reuven Bar-On developed the idea of emotional-social intelligence, which is an important concept. The Bar-On approach focuses on a broad range of emotional and social skills that influence behaviour and overall happiness. It includes aspects like feelings, adaptability, stress handling, and interpersonal interaction.
The Bar-On model focuses on personality traits and behaviours, while the Mayer-Salovey model emphasises emotional skills. It gives a clearer picture of how emotional intelligence impacts work performance. These methods focus on being aware of feelings, understanding others' feelings, and managing one’s own feelings, even though they have different ideas behind them. Each model gives useful information on how feelings and understanding emotions can impact the performance of an organisation and the effectiveness of its leadership.
Some researchers argue that emotional intelligence is similar to theories in psychology that are already known, like social skills and personality. Still, many academics recognise that it is helpful in workplaces, especially for training employees and developing leaders.
[bookmark: _Toc224653981][bookmark: _Toc224654366]2.3 Using Emotional Intelligence in the Workplace
In modern organisations, emotional intelligence is useful in many ways. Performance management is an important part. Workers with high emotional intelligence are better at understanding feedback, changing their behaviour, and improving their work (Emmerling and Cherniss, 2025). Thus, emotional intelligence can improve personal development and organisational productivity.
Being good at handling emotions is very helpful during conflict management. Conflicts at work can happen because of demands from the organisation, differences in personal styles, or poor communication. Employees who show understanding and can manage their emotions are better at resolving disagreements peacefully and keeping good relationships with their teammates (Gukssa, 2024).
Leadership development programs are another important way to inspire workers. Leaders with strong emotional intelligence are better at motivating their employees, managing stress at work, and building a positive work atmosphere. According to Coronado-Maldonado and Benítez-Márquez (2023), leaders who understand emotions encourage employees to feel more committed to their work, satisfied in their jobs, and get engaged in their tasks.
Personal Development Plans (PDPs) benefit from emotional intelligence as well. By regularly reflecting on their behaviour, emotions, and output, employees can identify areas for growth and set goals for career progression (Nelis et al., 2009). This introspective method encourages accountability and lifelong learning.
Also, emotional intelligence is important for collaborative work and being part of a team. Teams with people who understand emotions often do better at solving problems, communicating, and respecting each other. Meeting goals and keeping good work relationships rely on these attributes.
In short, skills such as, leadership, decision-making, communication, and teamwork boost the emotional intelligence and performance of an organisation. Companies that focus on building emotional intelligence through training and leadership are more likely to create a positive work environment and succeed over the long term.
[bookmark: _Toc224653982][bookmark: _Toc224654367]3. Generational Differences in Recruitment
[bookmark: _Toc224653983][bookmark: _Toc224654368]3.1 Definition of Generation X, Y, and Z
Currently, many workplaces have workers from different age groups. Each generation's views, behaviours, and expectations at work are influenced by the specific events and changes they have lived through. Since workers from different age groups may have different reasons for working, ways of communication, and career goals, companies need to understand these age differences, especially when hiring and managing people.
Generation X is people born between 1965 and 1980. When they were young, this generation experienced massive progress in technology and the economy. Due to this, many Generation X workers are viewed as independent, adaptable, and capable of taking care of themselves (Berkup, 2014). They often pick flexible work hours that help them manage their personal and work responsibilities because they care about balancing work and life.
Millennials, also known as Generation Y, are people born between 1981 and 1996. Millennials grew up during a time when the world was becoming more connected, and technology was changing quickly. As a result, they often feel comfortable using social media and new technology. Many millennials focus on having jobs that match their values, allow them to work with others, and help them grow personally (Reyes et al., 2020).
The term "Gen Z" refers to people who were born between about 1997 and 2012. This generation grew up using social media, cell phones, and the internet more frequently, so they are called "digital natives”. People from Generation Z are usually skilled with technology and care about social issues (Reyes et al., 2020). They often care about diversity, inclusion, and mental health at work.
[bookmark: _Toc224653984][bookmark: _Toc224654369]3.2 Cohorts of Generations at Work
The idea of generational cohorts suggests that people who grow up in the same time and social conditions often share similar thoughts, beliefs, and behaviours. These shared experiences affect how workers do their jobs, progress with their co-workers, and respond to what the organisation needs.
For example, Generation X workers moved up in their jobs at a time when having a stable job was important, and companies often had a clear chain of command (Berkup, 2014). As a result, many Generation X workers value being independent, having freedom, and making good choices at their jobs. They often prefer clear goals and the freedom to do tasks without too much supervision.
In contrast, millennials started working during a time when technology was advancing quickly, and companies were working in collaboration. They often focus more on opportunities for career growth, teamwork, and regular feedback (Reyes et al., 2020. According to Twenge (2010), Millennials prefer those jobs where they have growth opportunities, get recognition, and make a meaningful impact.
The internet and digital technology have influenced workers from Generation Z. They are usually comfortable using the latest technology and online communication tools. Since they are concerned about social concerns, they also emphasise principles like diversity, environmental responsibility, and mental health support (Reyes et al., 2020). These characteristics have a significant impact on both the workplace and hiring practices.
[bookmark: _Toc224653985][bookmark: _Toc224654370]3.3 Expression of Emotions Throughout Generations
Different generations affect how people show and manage their emotions at work. Social experiences, communication tools, and cultural customs all affect how people show their feelings over time.
[bookmark: _Toc224653986][bookmark: _Toc224654371]Generation X
Workers from Generation X usually communicate in a serious and controlled way at their jobs. Today, especially in workplaces, people often prefer to stay calm and keep their emotions in check. Many workers from Generation X grew up in workplaces where emotional expressions were not encouraged. Consequently, when they encounter challenges at work, they often depend on their ability to manage themselves well (Parry and Urwin, 2011). 
[bookmark: _Toc224653987][bookmark: _Toc224654372]Generation Y (Millennials)
In the workplace, millennials are usually more comfortable discussing their personal experiences and sharing their feelings. They often appreciate having clear conversations and regular feedback from their managers and co-workers. Collaboration and having good relationships at work are really important to this generation. Social media and messaging apps are types of online communication tools that affect how Millennials communicate with their co-workers and share their feelings (Reyes et al., 2020). 

[bookmark: _Toc224653988][bookmark: _Toc224654373]Generation Z
Generally, Generation Z workers are more open about their mental health, feelings, and stress at work. In workplaces, they often value feeling safe to speak up, being open, and being honest. They might also use social media and messaging apps to express their feelings because they grew up using digital ways to communicate (Reyes et al., 2020). Today, leaders often need to show that they include everyone, care about others' feelings, and understand emotions well.
[bookmark: _Toc224653989][bookmark: _Toc224654374]3.4 Influence on Team Communication
Having different generations in the workplace can make communication better and also create challenges. Teams with members from different generations benefit from a mix of ideas, skills, and life experiences. Employees from Generation X might bring smart ideas and practical experience, while Millennials could contribute tech skills and the ability to work well with others (Parry and Urwin, 2011). Workers from Generation Z often bring new ideas, creativity, and strong digital skills.
Sometimes, people can misunderstand each other or have conflicts because they like to communicate in different ways. Millennials often enjoy discussing in groups and getting regular feedback, while Generation X workers might like communication that is more formal and straightforward. Instead of meeting in person, Generation Z workers might prefer to use digital tools to communicate (Reyes et al., 2020). 
To establish communication in teams, managers should know about these differences and make changes as needed. Organisations can benefit from the strengths that each generation brings to the workplace by encouraging understanding and open dialogue between them (Berkup, 2014). 
[bookmark: _Toc224653990][bookmark: _Toc224654375]3.5 Effects on Hiring and Management
To create successful hiring and management plans, it's important to understand the differences between generations. Managers should set up hiring processes that understand what different age groups want and need.
For example, job ads aimed at Generation X can emphasise flexible hours, job security, and independence. Organisations that offer opportunities for job growth, career progress, and satisfying work are likely more attractive to millennials. Young people from Generation Z often prefer companies that value accepting everyone, promoting different backgrounds, and taking care of their employees' well-being (Parry and Urwin, 2011).
Management techniques should consider the differences between generations, not just in hiring new employees. To meet different employee needs, managers might need to change how they communicate. For example, Millennials often benefit from team coaching and regular praise, while Generation X workers may prefer clear and direct feedback that focuses on results (Parry and Urwin, 2011). Workers from Generation Z might prefer leaders who are inclusive and use technology to communicate.
Organisations can support programs where employees from different age groups share knowledge, skills, and experiences with each other. These programs can help staff understand each other better and improve emotions within teams. Also, companies need to offer training on emotional intelligence and mindfulness to help employees build better relationships at work.
[bookmark: _Toc224653991][bookmark: _Toc224654376]4. Conclusion and Recommendations
Both emotional intelligence and mindfulness are important for improving organisational performance and employees’ productivity. According to the survey, people with emotional intelligence can understand and manage their feelings, build strong connections with others, and help their organisation succeed. Researchers such as Daniel Goleman, Peter Salovey, John D. Mayer, and Reuven Bar-On have developed models that help to understand emotional intelligence and how it is applied in the workplace.
The report also presented the importance of having different generations in businesses. Different generations have different ideas about work, ways to communicate, and how they show their feelings. Managers can create friendly and supportive work environments when they understand these differences.
Here are some recommendations that could help make the organisation perform better. Managers should implement training programs that help workers understand their emotions better, care more about others, and communicate well. Also, mindfulness training should be used to help workers feel better and reduce stress. To find people with good social skills, hiring processes should include tests for emotional intelligence. Also, companies should encourage teamwork and offer programs where older and younger employees can help each other.
Organisations can work better together, get employees more involved, and perform better overall by including emotional intelligence and mindfulness in their leadership training and organisational culture.
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