


Developing Emotional Intelligence Skills
Module: LCLM5006 - Developing Emotional Intelligence Skills
Programme: BA (Hons) Leadership and Management Skills for the Workplace
Assignment: Component 2 - Individual Written Report
Student Name: Viktoriia Pohorila
Student ID: 2337074
Lecturers: Kazeem Oseni





















TABLE OF CONTENTS
1. Introduction
2. Emotional Intelligence Components in the Workplace
 2.1 Self-Awareness
 2.2 Self-Regulation
 2.3 Motivation
 2.4 Empathy
 2.5 Social Skills
 2.6 Mayer-Salovey-Caruso Ability Model
 2.7 Mindfulness and Emotional Intelligence in the Workplace
3. Generational Differences in the Workplace
 3.1 Generation X
 3.2 Generation Y (Millennials)
 3.3 Generation Z
 3.4 Impact of Generational Diversity on Emotional Intelligence
4. Recruitment and Management Implications
5. Conclusion
6. Recommendations
7. Reference List

















Introduction
One of the most important skills needed in contemporary businesses is emotional intelligence (EI). Employees are expected to have excellent interpersonal and emotional abilities in addition to technical knowledge in today's competitive and dynamic work environments. The ability to identify, comprehend, and control one's own emotions as well as identify and impact those of others is known as emotional intelligence (Goleman, 1998).
Historically, organisational success was mainly associated with cognitive intelligence (IQ) and technical abilities. However, research increasingly demonstrates the role of emotional competencies an equally important role in determining professional achievement and leadership effectiveness. According to Goleman (2004), emotional intelligence contributes significantly to leadership performance because it enables individuals to build relationships, manage conflict and motivate employees.
In addition to emotional intelligence, organisations today face the challenge of managing a multigenerational workforce. Employees from different generations often work together within the same organisations. These comprise Generation Z, Generation Y (Millennials), and Generation X. Each generation has developed distinct values, communication styles and expectations based on the social and technological environments in which they grew up.
Generational differences may influence how employees communicate, express emotions and respond to leadership styles. Therefore, managers must understand both emotional intelligence and generational diversity in order to create productive and inclusive workplaces.
Using well-established emotional intelligence models, this study critically assesses how workers might apply emotional intelligence components in professional settings. Furthermore, the report explores the characteristics of different generations and examines how generational diversity influences organisational recruitment and management strategies. Finally, the report provides recommendations on how organisations can utilise emotional intelligence to improve workplace effectiveness.



Emotional Intelligence Components in the Workplace
Emotional intelligence has been widely researched within organisational behaviour and leadership studies. Salovey and Mayer (1990) originally defined emotional intelligence as the capacity to keep an eye on and comprehend one's own feelings as well as those of others, and to utilise this knowledge to direct one's thoughts and actions.
To explain emotional intelligence, a number of models have been created. Daniel Goleman (1998) created one of the most well-known models, identifying Self-awareness, self-control, drive, empathy, and social skills are the five key components. These components affect how workers handle their emotions, interact with coworkers, and handle difficulties at work.

Self-Awareness
Self-awareness is the capacity to recognise and understand one's emotions and how they influence behaviour. Employees with high levels of self-awareness are able to identify their emotional reactions and understand how these affect their work and relationships with others.
In workplace environments, Self-awareness enables employees to recognise their strengths and weaknesses. For example, a manager who is aware that they become stressed under pressure can implement strategies to remain calm and focused during challenging situations.
According to Northouse (2019), leaders who possess strong self-awareness are more capable of adapting their leadership approach under various circumstances. Self-awareness also encourages continuous personal development, as individuals become more aware of areas in which they need improvement.
However, self-awareness alone is not sufficient. Employees must also be able to regulate their emotional responses in order to behave appropriately within professional environments.





Self-Regulation
Self-regulation is the capacity to restrain one's emotions and respond calmly to challenging situations. In workplace environments, employees frequently encounter stressful situations such as tight deadlines, conflicts or organisational change.
Employees who have excellent emotional control are capable of manage their reactions and avoid impulsive behaviour. For example, instead of responding aggressively to criticism, emotionally intelligent employees analyse feedback and use it as an opportunity for improvement.
Boyatzis and McKee (2005) argue that leaders who demonstrate emotional regulation create more stable and supportive work environments. Their behaviour promotes trust, collaboration and open communication among employees.
However, emotional regulation can be difficult in highly stressful work environments. Organisations must therefore support employees through leadership training, mentoring and stress management programmes.

Motivation
Another essential element of emotional intelligence is motivation. Emotionally intelligent individuals are often intrinsically motivated, meaning they are driven by personal goals and internal satisfaction rather than external rewards.
In organisational environments, motivated employees demonstrate persistence and resilience when facing challenges. They remain committed to achieving organisational goals even when obstacles arise.
Robbins and Judge (2021) suggest that intrinsic motivation is linked to increased job satisfaction and productivity. Employees who are internally motivated tend to demonstrate greater engagement and creativity within their roles.
However, motivation can also be influenced by organisational culture. If employees feel undervalued or lack opportunities for development, their motivation may decline despite their Emotional intelligence abilities.

 Empathy
Empathy is the ability to understand and recognise another person's emotions. Because it enables managers to adequately address employees' emotional needs, this aspect of emotional intelligence is especially crucial for leadership. 
Empathetic leaders are better able to build trust and maintain positive relationships within teams. For example, during periods of organisational change, employees may experience uncertainty and anxiety. Leaders who demonstrate empathy can acknowledge these concerns and provide reassurance.
George (2000) emphasises that empathy allows leaders to understand the perspectives of employees and make choices that take into account the emotional impact on the workforce.
However, excessive empathy may create challenges if managers become overly emotionally involved in employee issues. Effective leadership therefore requires balancing empathy with professional objectivity.

 Social Skills
Social skills represent the interpersonal aspect of emotional intelligence. Employees who possess strong social skills are able to communicate effectively, collaborate with colleagues and resolve conflicts constructively.
In modern organisations, teamwork and collaboration are essential for achieving organisational objectives. Employees who demonstrate strong social competence contribute to positive workplace environments and improved organisational performance.
Mayer, Salovey, and Caruso (2008) assert that social competence is essential to preserving positive working relationships. Individuals with strong social skills are more capable of influencing others and building professional networks.
However, employees who lack social skills may struggle to build relationships, which can negatively affect teamwork and productivity.


 Mayer-Salovey-Caruso Ability Model
The Mayer-Salovey-Caruso ability model is another significant model of emotional intelligence. According to this paradigm, emotional intelligence is a cognitive skill that involves four main processes:
1. Perceiving emotions
2. Using emotions to facilitate thinking
3. Understanding emotions
4. Managing emotions
According to Mayer et al. (2008), individuals use these emotional abilities to interpret emotional information and adapt their behaviour accordingly.
For example, recognising frustration in colleagues may encourage employees to modify their communication style in order to prevent conflict. This paradigm highlights how education, training, and experience can help improve emotional intelligence.
Despite its strengths, some researchers argue that emotional intelligence is difficult to measure objectively because emotional responses vary across different cultural and organisational contexts.
Nevertheless, emotional intelligence models provide valuable frameworks for understanding how emotional competencies influence workplace performance.

Mindfulness and Emotional Intelligence in the Workplace
Mindfulness has become an increasingly important concept in organisational psychology and leadership development. Mindfulness refers to the ability to maintain awareness of the present moment while recognising and accepting one’s thoughts, emotions and experiences without judgement (Kabat-Zinn, 2003). In workplace environments, mindfulness is closely connected with emotional intelligence because it enhances individuals’ ability to recognise and regulate emotions.
Employees who practise mindfulness are generally more aware of their emotional responses and behavioural patterns. This awareness allows them to manage stress more effectively and respond to workplace challenges in a calm and thoughtful manner. According to Good et al. (2016), mindfulness practices improve attention, emotional regulation and interpersonal relationships within organisations.
Mindfulness also supports the development of self-awareness, which is a core component of emotional intelligence. When employees practise mindfulness, they become more conscious of their emotional triggers and reactions. This allows them to pause before responding to stressful situations, reducing the likelihood of impulsive or emotionally driven decisions.
Furthermore, mindfulness contributes to improved empathy and communication within teams. By paying attention to the present moment and listening more attentively, employees are better able to comprehend coworkers' feelings and viewpoints. This can strengthen teamwork and reduce misunderstandings within diverse workplaces.
However, some researchers argue that mindfulness programmes may not always produce consistent results in organisational environments. Hyland et al. (2015) suggest that while mindfulness training can improve employee wellbeing, its effectiveness may depend on organisational culture and individual motivation. Without proper support from leadership, mindfulness initiatives may have limited impact on workplace behaviour.
Despite these limitations, mindfulness remains a valuable tool for developing emotional intelligence in professional settings. When organisations integrate mindfulness practices into leadership training and employee development programmes, they can improve emotional awareness, resilience and workplace collaboration.








Generational Differences in the Workplace
Generational diversity is becoming more and more prevalent in modern businesses. People from many generations, each with their own experiences and viewpoints, are frequently employed by organisations.

For managers looking to hire staff and create productive teams, an understanding of generational differences is crucial.
Generation X
Those born between roughly 1965 and 1980 are considered members of Generation X. During their early years, this generation saw substantial advancements in both technology and the economy.
Generation X employees are frequently characterised as autonomous, flexible, and practical (Twenge, 2017). This generation places a high priority on work-life balance and prefer flexible working arrangements.
From an emotional intelligence perspective, Generation X employees often possess strong interpersonal communication skills developed through traditional workplace environments that emphasised face-to-face interaction.

Generation Y (Millennials)
Millennials, or Generation Y, are people who were born between roughly 1981 and 1996. This generation was raised in an era of globalisation and the explosive growth of digital technologies.
Millennials often value collaboration, career development and organisational transparency (Ng and Johnson, 2015). They typically prefer feedback from managers and opportunities for professional growth.
Millennials tend to demonstrate strong teamwork and communication skills, which can positively influence emotional intelligence practices within organisations.
 Generation Z
Generation Z includes individuals born after approximately 1997. This generation has grown up in a fully digital environment and is highly comfortable with technology and social media.
Generation Z employees are often described as innovative, adaptable and socially aware (Seemiller and Grace, 2016). They often value diversity, inclusion and social responsibility within organisations.
However, increased reliance on digital communication may limit opportunities for developing face-to-face interpersonal skills, which are important for emotional intelligence development.

 Impact of Generational Diversity on Emotional Intelligence
Generational diversity can create both benefits and challenges for organisations. On the positive side, diverse perspectives can enhance creativity, innovation and knowledge sharing.
Older employees often contribute experience and emotional maturity, while younger employees bring technological expertise and new ideas.
However, generational differences may also lead to misunderstandings due to different communication styles and workplace expectations. Managers must therefore use emotional intelligence to encourage collaboration and understanding among employees from different generations.

Recruitment and Management Implications
Managers must consider generational differences when recruiting employees and developing organisational strategies.
Younger employees often prioritise career development opportunities, flexible working conditions and organisational culture. In contrast, older employees may place greater emphasis on job stability and work-life balance.
Emotionally intelligent managers can use empathy and communication skills to understand the expectations of different generations. Recruitment strategies should emphasise inclusive workplace cultures that support employees from diverse backgrounds.
Organisations should also encourage mentoring programmes where experienced employees share knowledge with younger workers. Such initiatives promote collaboration and strengthen relationships between generations.




























Conclusion
Emotional intelligence is an vital competency for employees and leaders in modern organisations. Individuals who demonstrate strong emotional awareness, empathy and interpersonal communication skills contribute to positive workplace environments and improved organisational performance.
The analysis of emotional intelligence models highlights the importance of emotional competencies in leadership and teamwork. These models emphasise the ability to recognise emotions, regulate emotional responses and build strong relationships.
At the same time, generational diversity significantly influences workplace dynamics. Generation X, Millennials and Generation Z each bring unique strengths and challenges to organisational environments.
Managers who develop strong emotional intelligence are better equipped to manage generational diversity and create inclusive workplaces that maximise employee potential.












Recommendations
Organisations should implement emotional intelligence training programmes to assist staff members in improving their communication, empathy, and self-awareness.
Managers should receive leadership development focused on emotional intelligence to improve their ability to manage diverse teams.
Recruitment strategies should consider generational expectations and workplace values.
Organisations should encourage mentoring programmes that allow employees from different generations to share knowledge and experience.
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