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Emotional Intelligence (EI) is the skill of perceiving, interpreting and regulating personal feelings and the feelings of other people. EI is essential in the work environment since it improves relationship and makes decisions as well as promotes effective leadership (Yuldasheva 2024). Mindfulness that is being completely present and conscious of the surrounding and the emotions one is feeling, is a complement to EI, as it allows self-control and understanding. All these competencies work together to establish a good work environment that is productive.
This report is aimed at critically assessing the role of employees in applying the elements of EI in their working relationships and decision-making. It will also look at how the generational differences in EI are relevant especially in hiring employees of the Generation X, generation Y, and generation Z. Lastly, the report will give practical recommendations to organisations to embrace EI and mindfulness to ensure improved employee engagement as well as organisational success. The report will discuss the theory of EI, its implementation across generations and make recommendations that can be used to implement the same.
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[bookmark: _Toc212661837]2.1 Overview of Emotional Intelligence 
Emotional Intelligence (EI) denotes the ability to be aware of and comprehend feelings and responses to feelings as well as to be aware and affect feelings in others. According to Goleman, EI is the power to self-motivate, to continue when frustrated, to manage impulses, to control moods and to be empathetic of other people (Rodrigues and Matos, 2025). A more cognitive model is suggested by Mayer and Salovey, where the authors promote four major EI skills including perceiving emotions, facilitating thought, understanding emotions, and managing emotions (Dou et al., 2022).
The role of EI is imperative in the workplace because it improves the capacity of individuals in complex social settings, making of sound decisions, and cooperation. High EI employees are likely to have superior communication skills, conflict resolution and leadership skills. Goleman argues that EI leads to job satisfaction, performance, and well-being because it leads to emotional control, resilience, and successful teamwork (Sakyi and Korang, 2024). When work place is a fast evolving environment and emotional interactions are a part of its working environment, EI supports in developing conducive working environments that foster personal and organisational development.
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[bookmark: _Toc212661839]2.2.1 Self-Awareness
Emotional Intelligence (EI), which is a major aspect of self-awareness, can be described as the capacity to identify and be aware of personal feelings, strengths, weaknesses and the way they influence others (Antonopoulou, 2024). At the work place, self-awareness helps employees to know potential triggers of emotions, handle stress, and enhance interpersonal relationships. Goleman reckons that employees who are self-aware are in better positions to make objective decisions, conflicts, and reflective practices that improve job performance (Riaz, 2024). The employees learn to adjust their behaviour to work more efficiently, establish more strong relationships, create a positive working environment by knowing how to feel, which allows them to adjust their behaviour accordingly.

[bookmark: _Toc212661840]2.2.2 Self-Regulation 
One of the components of EI is self-regulation which is the ability to manage or redirect disruptive feelings and impulses and adjust to shifting situations (Antonopoulou, 2024). It also assists people to exercise some level of control over their emotions particularly when situations are under stress. Self-regulation also enables employees to deal with stress in the workplace, remain focused and not take immediate actions. As an illustration, when a conflict arises, employees who have excellent self-regulation skills will be able to take a moment, re-evaluate, and take a positive action instead of being impulsive. Goleman states that self-regulation improves problem-solving, decision-making, and conflict resolution that leads to a healthier and better-working environment (Akande et al., 2025)

[bookmark: _Toc212661841]2.2.3 Motivation 
Motivation in the Emotional Intelligence (EI) context is the capacity to use emotions to seek results, endure hardships and have a positive attitude when one is in trouble (Mukokoma, 2020). Highly intrinsic motivated employees are motivated by personal values, passion and purpose as opposed to monetary rewards. The motivated employees are more engaged, creative, and persevering. An example is those employees who are driven by self-improvement and personal success tend to be self-motivated, generate novel ideas, and recover to push their own personal significant and organisational goals.

[bookmark: _Toc212661842]2.2.4 Empathy
One of the components of EI is empathy, which is the capacity to empathise, comprehend and be able to share the emotions of one another (McNulty and Politis, 2023). It is very important in improving positive interpersonal relations through improving communication, trust, and cooperation. The ability of employees to empathise can enable them to comprehend the feelings of colleagues and in the process, they are able to respond in a more considerate and supportive manner. Goleman stresses the fact that empathetic employees empower themselves to solve disagreements, offer emotional support and enhance a stronger team dynamics (Sharma et al., 2024). By identifying the emotional needs of other people, employees will be able to build a more inclusive and cooperative workplace environment to enhance overall organisational performance.
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Social skills which is an essential part of Emotional Intelligence (EI) is the ability to deal with relationships, communication and form good networks (Saxena, 2025). These are teamwork skills, and they help people to work in teams, solve problems, and lead to the success of the team. Social skills in leadership aid the leaders in motivating, influencing, and directing their teams towards the attainment of common goals. Goleman also highlights that social skilful people contribute to the open communication, trust and cooperation that in turn make an organisation productive and elevate the morale (Sonia, 2024). The social skills are important in improving the negotiating of complicated workplace dynamics and fostering healthy work cultures.
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Figure 1: Goleman's ESI Framework
Source: (Bawany, 2023)
The Emotional Intelligence (EI) model by Daniel Goleman, which was first presented in his masterpiece in 1995, brings up five main elements of EI, namely, self-awareness, self-regulation, motivation, empathy, and social skills (Nurfadillah, 2021). All of these factors lead to emotional competence and are essential in self and professional growth.
· Self-Awareness is where one is able to know how their emotions affect thoughts and behaviour. It gives a person the opportunity to identify emotional stimuli and make better choices.
· Self-Regulation refers to one having the capacity to regulate and control the emotions or feelings, particularly during demanding or stressful circumstances, so that responses will remain calm and positive.
· Motivation in the model by Goleman entails utilising emotions to work towards achievement with passion and perseverance even amidst the failures.
· Empathy is the capacity to sympathise and be empathetic with people, which is necessary in forming relationships and communicating with people in the right manner.
· Social Skills entail proper management of relationships, communication, and impacting people positively.

[bookmark: _Toc212661846]2.3.2 Practical Application of Goleman’s Model
The implications of EI model by Goleman have far reaching implications in diverse workplaces. In leadership, high EI leaders can inspire their teams, promote favourable work culture, and overpower challenges in the organisation. Self-awareness and empathy help the leaders to realise the needs of the team, and self-regulation will help leaders to be calm and composed in case of a crisis (Yadav and Hung, 2025).
The EI is important in conflict management to cool tensions and identifying compromises. Empathy is beneficial in making employees put themselves in the shoes of others, and self-regulating makes sure that the responses are considered instead of being impulsive (Al Doghan and Zakariya, 2025). The employees who possess high social skills can achieve open communication which is crucial in dealing with misunderstandings and achieving positive results.
In the team building, Goleman model promotes team work and cohesion. Increased EI in teams' results in improved communication, respect among members and a common interest in a common goal. Social skills are useful in establishing trust and empathy creates a supportive and inclusive setting leading to better team performance.
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Figure 2: Mayer & Salovey’s Ability Model
Source: (Bakatsaki, 2019)
The model of Emotional Intelligence (EI) by Mayer and Salovey created in 1997 serves as a more intellectual way of comprehending emotional skills as a four-branch model (Bukhari and Jayasekara, 2024). Their model subdivides EI into four non-overlapping and still related skills:
Perceiving Emotions: The skill to identify accurately both personal emotions and those of others and external stimuli like the face, voice and artwork.
Facilitating Thought: The skill of using emotions to give more importance to thinking, such that emotions can be used to increase cognitive processes, decision making, and problem solving.
Understanding Emotions: This includes the capability of understanding the emotional language and the intricate association between emotions. It is also the knowledge of the pattern of emotions change with time.
Managing Emotions: The capacity to control our emotions and those of others making sure that the emotions are directed positively in any given circumstance.

[bookmark: _Toc212661848]2.4.4 Application of Mayer & Salovey’s Model
Mayer and Salovey model also highlight that emotional awareness and control form the essential components of job performance in regard to employee performance. When the employees are able to feel and interpret the emotions, they are in a better position to deal with the interpersonal dynamics and overcome the workplace stress. As an example, employees can modify their behaviour by being able to detect the development of burnout or frustration and finding the necessary help. Moreover, emotionally intelligent people can employ their emotional intelligence to prioritise activities, make competent decisions and work in unison with their co-workers, which directly influences performance results (Topić et al., 2023).
The use of the model in the organisational culture illustrates the significance of emotional awareness in defining the workplace relations and group dynamics. Companies that promote EI allow open communication, emotional control, and empathy, which bring about a more graceful working environment. According to Mayer and Salovey, organisation can build cultures of trust, cooperation, and strength through the improvement of emotional competencies within a team (Reilly, 2023).
Regarding the well-being of the employees, managing emotional ability assists individuals to absorb stress in the workplace, lessen conflicts, and feel in control and balanced. The ability to control emotions helps employees to reduce negative consequences, including burnout or anxiety, which leads to mental health and job satisfaction overall (Extremera et al., 2020). Companies that facilitate EI training have healthier and more engaged workforces.
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Generational cohorts are groups of people, who were born during some specific period and usually share values, experiences and attitudes that were formed by the surrounding society and culture of that period (Alferjany et al., 2020). The main generational groups at the workplace nowadays are the Generation X, Generation Y (Millennial) and the Generation Z.
· Generation X (born around 1965-1980) has been brought up in a time of financial transformation and growing dependence on technology. Gen X cherish flexibility and stability in the working environment, which is known to have independence, pragmatism, and work-life balance (Buchanan, 2021).
· The most tech-savvy generation is the Generation Y (Millennials) (1981-1996) who grew up with the emergence of the internet and social media (Asokan, 2024). They have been reported to have an appreciation of teamwork, variety and purposeful work, and pursuing satisfaction and professional development.
· The generation born around 1997-2012 is known as Generation Z and it is the first generation to be fully engulfed in digital technology. They are usually very flexible, entrepreneurial and embrace inclusion and mental health consciousness at the workplace.

[bookmark: _Toc212661851]3.1.1 Perception and Expression of Emotional Intelligence
Emotional intelligence is perceived and manifested differently by each generation and is affected by the experiences of particular life and the context in which they exist in society. Gen X were more rewarded by being self-reliant and by having control over their feelings and concentrating on personal responsibility in their work and their relationships (Lineberger, 2025). Their manifestations of EI tend to be practical and results-oriented and they can use it to cope with stress and keep their focus when under pressure.
The millennials focus on empathy and teamwork, and are likely to appreciate emotional expression and mutual understanding at work. They are likely to demonstrate the aspect of EI by means of open communication and want to find significant relations with other people (Rechberg, 2020). Gen Z, being technologically savvy, values emotional health, mental health, and genuineness highly. They can show EI by being socially activists, inclusive, and emotional to others at the workplace.
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Generation X (1965-1980) is pragmatic and independent as far as work is concerned. They are also likely to have good self-regulation and self-awareness at the workplace with the goal of attaining what they want to do and dealing with stress well (Hadi and Gharaibeh, 2023). Gen Xers are usually effective in conflict management / decision-making because of their capacity to restrain their emotions and reason logically.
The Gen X are very critical of work-life balance since it is an important aspect of their life and EI should be used to ensure that they have the flexibility and time to spend with their families (Eyoun et al., 2025). This self-regulation has been influential in dealing with stress so that they do not burn out, which allows them to be productive. Gen Xers are able to apply their sense of emotion to lead by example in leading as they are resilient and motivate teams during difficult times in leadership (Lineberger, 2025). Their form of leadership is normally independent and collaborative with emphasis on individual and team performance.

[bookmark: _Toc212661854]3.2.2 Generation Y (Millennials) 
Millennials (1981-1996) are characterised by high levels of empathy, teamwork, and emotionality in the workplace. Their social skills are very high especially communication and teamwork and they are also able to navigate different environments that are often emotionally charged (Nataraja, 2025). Millennials appreciate emotional intelligence in leadership with leaders who should have empathy, active listeners, and those who provide emotional support. 
Millennials are technologically savvy and employ technology to improve their level of emotional intelligence, which makes communication and cooperation between them easier in digital environments (Tolani et al., 2024). They are very flexible, and they apply the EI to deal with stress in busy situations and juggle conflicting demands. Millennials attach significance to work-life integration, whereby they tend to seek employment that is flexible, personally developing, and one that suits their values. They can show feelings more easily and demand organisations to help them have emotional and mental health.

[bookmark: _Toc212661855]3.2.3 Generation Z 
The new generation (Generation Z, 1997-2012) has high adaptive skills, strength, and sensitivity to mental problems as the most important features of emotional intelligence (Fleeton, 2024). They are also generally self-conscious, which means that they have emotional control and empathy especially when dealing with their peers and colleagues. Their familiarity with electronic communication gives rise to productive online teamwork and emotionality in virtual space.
The use of technology by generation Z has its own positive and negative impact on the emotional intelligence of the new generation. On the one hand, their digital fluency allows them to find the needed information quickly and helps them to cope with emotions with the help of support network on social media (Arafah and Hasyim, 2023). Conversely, face-to-face communication and emotional richness may also be a problem with this always-on connectivity; in virtual communication, and in-person dialogues, there is no emotional context, so the emotional connection is stronger. As a result, the workplace relationships between them might be affected by the fact that they prefer digitalised communication to face-to-face, emotional interaction.
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Emotional Intelligence (EI) is a concept that matters in terms of generational recruitment as different generations display peculiar features of EI, which influence their behaviour and performance at the workplace (Machova et al., 2020). The Gen X, Y and Z are distinct in terms of their strengths and challenges at the workplace and being aware of the differences will allow managers to tailor their approaches towards recruitment to attraction of the best of each generation. To provide an example, the workers of generation X are usually independent and self-sufficient and thus can manage the stress and work without closer control. Nevertheless, Millennials excel in teamwork, communication and empathy that play an important role in positions that require working as a team. Gen Z is highly accommodative, open-minded and values inclusivity and mental health services, which influence the manner of working.
The generational EI traits assist managers in forming various teams that complement each other with regard to their expertise and working approaches (Fedorova et al., 2023). To provide an example, the teamwork of the Millennials and the technological flexibility of the Gen Z can be paired with an individualistic nature of the Gen X to provide a more dynamic and creative workplace environment. Considering the intergenerational disparities in EI, the managers can engage the emotional consciousness, ensure the effective communication as well as the varied work preference, and, thus, create a more balanced organisational culture that would lead to higher employee engagement and performance.

[bookmark: _Toc212661857]4. Conclusion and Recommendations 
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In this report, the role that Emotional Intelligence (EI) plays in the workplace has been analysed considering its key aspects like: self-awareness, self-regulation, motivation, Empathy and social skills. The elements play a significant role in enhancing interpersonal relationship, communication and leadership in organisations. It also discussed the role that generational variations in EI including the self-reliance of Generation X, the collaborative quality of Millennials, and the flexibility of Generation Z play in determining their behaviours and performances at work. These generational characteristics are critical to the successful recruitment and developing of an excellent organisational culture. In the end, EI is an essential part of improving the performance, collaboration, and leadership of employees, encouraging emotional intelligence, compassion, and positive communication.

[bookmark: _Toc212661859]4.2 Recommendations
Improving EI Training Programs: Employers need to invest in emotional intelligence training of employees of all generations. The emotional aspect of the workforce will be promoted by using tailored programs aimed at enhancing self-awareness, empathy, and communication. Managerial effectiveness can also be improved by the provision of EI development as one of the leadership training programs.
Recruiting Multigenerational: Recruiting, managers should consider the EI peculiarities of each of the generations. To give an example, Generation X will probably react well to having their job flexible and independent, Generation Millennials to development of collaboration and comprehension, and Generation Z to flexibility and employing technology and assist in forming a diverse group of co-workers that consider the advantages offered in the other.
Fostering Mindfulness: Implementing mindfulness practices at the workplace like meditation, contemplative methods and stress management courses can dramatically increase the EI of the employees. Mindfulness assist individuals in their regulatory skills over emotionality, concentration, and empathy as a factor in making the work environment healthier and enhanced performance.
With these strategies in place, companies can have a conducive workplace atmosphere based on emotional intelligence that greatly improves organisational performance and job satisfaction.
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