16












“Leadership and Management Skills for the Workplace – Developing Emotional Intelligence Skills”
[Name: Mingoli Tembo
Student Number:2316852
Lecture Name: Nishi Ramsurrun







Table of Contents

Introduction	3
Critical Evaluation of How Employees Use Emotional Intelligence in the Workplace	3
Self-Awareness	4
Self-Regulation	5
Motivation	5
Empathy	6
Social Skills	6
Mindfulness	7
Critical Evaluation of Major Emotional Intelligence Models	7
Emotional Intelligence Characteristics to Consider When Recruiting across Generations	8
Conclusion	11
Recommendations	12
References	13



[bookmark: _Toc213109324]Introduction
Emotional intelligence (EI) has become one of the most crucial factors in considering contemporary organizational behavior and leadership practice (Lehner, 2020). With the growing diversity, speed, and collaborative work environments, employees must not only perform technical tasks well but also learn to handle emotions, communicate efficiently, form relationships, and negotiate and traverse complex interpersonal settings. Emotional intelligence is the ability to recognise, interpret, manage and apply emotions in ourselves and others positively so that they become more adaptive in interpersonal and job-related events (Chernis and Adler, 2023).
Mindfulness, which is closely related to EI, is a practice of paying mindful attention to the present moment, being awake and nonjudgmental (Chernis and Adler, 2023). Combined, EI and mindfulness contribute to the main behaviours related to workplace wellbeing, productivity and positive organisational culture. This report critically assesses the role of employees in applying emotional intelligence in daily workplace situations and the influence of generational differences on EI-based traits that are applicable in the recruitment 

[bookmark: _Toc213109325]Critical Evaluation of How Employees Use Emotional Intelligence in the Workplace
Emotional intelligence (EI) is generally considered one of the most necessary skills in modern organisational settings, with effects on individual behaviour, interpersonal relationships, effectiveness in leadership and performance in organizations (Rahmad, 2022). Two theoretical approaches that have the greatest impact on the understanding of emotional intelligence are probably the ability model developed by Mayer and Salovey and the mixed model developed by Goleman (Mayer et al., 2001; Goleman, 2001). According to Mayer and Salovey, EI is the process of properly perceiving emotions and applying them to improve thoughts, as well as perceiving emotional meanings and the effective management of emotional experiences (Mayer et al., 2001). They base their model on the importance of EI as a measurable cognitive skill that determines how people perceive information about emotions and apply it to effectively reason and act (Seme nets-Orlova et al., 2021).
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Self-awareness is considered the base of emotional intelligence since it helps people to be aware of their inner emotional states, triggers, values and behavioral patterns (Kren and Selley, 2021). Self-aware employees in working situations stand a higher chance of responding to challenges in more thoughtful ways than automatic ways. To illustrate this, when dealing with a stressful situation in a high-pressure meeting, a self-aware person can observe the indications of growing tension, heartbeat rises, or frustration and knows how to take a moment before he reacts and avoids providing wrong information or unjustified conflict. This emotional reflection makes the communication more effective, and it improves cooperation and professionalism (Coronado-Maldonado and Benítez-Márquez, 2023).
Continuous professional growth needs self-awareness as well (Coronado-Maldonado and Benítez-Márquez, 2023). Employees who are aware of their strengths and weaknesses can better pursue the right feedback, where they need improvement and realistic development goals. This helps to develop the growth mindset, which is useful in organisations that are being changed or innovated. Nevertheless, studies have indicated that most people claim to know themselves, but few people are genuinely self-aware. Research shows that employees tend to overrate their communication skills, empathy and relationship skills that result in the discrepancy between the self-rated scores and those rated by peers (Dragas et al., 2023).
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Self-regulation is the skill of being able to regulate the impulse of emotions, having emotional balance and behaving according to personal and organizational values and not relying on impulsive behavior (Dragas et al., 2023). Whenever employees face difficult work scenarios, such as unexpected organisational change, heavy workloads or personality clashes, those with strong self-regulation will be able to stay calm, focused and solution-oriented. As an illustration, an employee with an aggrieved client can admit that there is emotional stress, stay calm and solve the problem in a professional manner. This behaviour helps to build trust, collaborate well in a team and minimise the escalation of conflicts (Richberg, 2020).
Adaptability is also dependent on self-regulation (Richberg, 2020). With the growing dynamic in the technological development of organisations, the changing market and the changing work habits, flexibility is much needed. Employees capable of controlling emotional reactions are in a better position to change behaviour and thinking in line with new demands. Nonetheless, critics warn that too much emotional restraint can cause emotional suppression, in which employees get pressured to conceal real feelings in order to look professional. This may lead to stress, burnout and disconnection (Connors, 2025). 
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Motivation in the emotional intelligence context can be seen as the internalised motivation towards goals and personal commitment, and not a reward system to pay or status (Connors, 2025). Highly emotionally intelligent employees can align the organisational goals with their own ambitions, creating a sense of enthusiasm, commitment and persistence even at moments of difficulty. Motivated employees have higher chances of showing initiative, creativity and problem-solving skills, which make positive contributions to organizational development (El Khatib et al., 2021).
Nevertheless, there are other factors that influence motivation other than emotional intelligence (El Khatib et al., 2021). Organisational culture, leadership practices, recognition systems and working conditions are critical factors among things that affect motivation. Even highly emotive workers can lose interest in working in a setting that is not fair, does not have respect or promotion opportunities. Thus, although EI promotes intrinsic motivation, organisational systems should reinforce it to ensure that employee commitment is maintained over the long term (Doan et al., 2020).
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Empathy is a vital interpersonal element of emotional intelligence, which is the capacity to empathise with and respond to the feelings and views of others (Doan et al., 2020). Empathy helps employees to develop a supportive relationship, negotiate interpersonal differences and work together. Empathic employees in a team are better able to understand the group dynamics and are sensitive to the emotional needs of others, which increases trust and collaboration. Customer-facing roles also require empathy, and the capacity to empathise with the emotional and practical needs of clients is part of satisfaction and loyalty (Chigetai et al., 2022).
Nonetheless, empathy equally may entail emotional labour, especially in occupations that necessitate prolonged emotional involvement, like in healthcare, education and in customer service (Chigetai et al., 2022). The emotional exhaustion of employees who handle and react to the feelings of others regularly could result in a lack of organisational support. This emphasises the value of limits, chances of debriefing and supportive leadership to avoid compassion fatigue (Alzoubi and Aziz, 2021).
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Social skills combine the outward behavioural manifestation of emotional intelligence, which includes communication, cooperation, conflict resolution, influence and negotiation (Alzoubi and Aziz, 2021). Individuals who possess good social skills can easily facilitate group discussions, resolve conflicts, promote participation and develop a good organisational culture. Leadership is also a social skill because leaders should be able to express vision, get people to motivate them and develop mutual commitment (Jena and Goyal, 2022).
However, social skills should be based on authenticity. Others can apply social influence as a manipulation tool, domination or control (Jena and Goyal, 2022). Thus, the organisations need to strengthen ethical principles and make sure that EI growth is accompanied by integrity, responsibility and transparency (Miao et al., 2020).
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Mindfulness is closely related to emotional intelligence in the sense that awareness of current feelings in an emotional experience increases, leading to considered, as opposed to reactive, reactions (Miao et al., 2020). Deep breathing, reflective inquiry, moment-to-moment awareness and non-judgmental observation are mindfulness practices that can be used to enhance the regulation of emotions, decrease stress and increase psychological resilience. Meditative workers tend to be more focused, patient and calm despite pressures. Nonetheless, mindfulness programs have to be carried out cautiously. Opponents claim that an organisational mindfulness programme may be applied in a shallow manner to abandon responsibility to stress management to individuals instead of focusing on structural problems of workload, staffing, organisational culture or leadership style. Consequently, mindfulness ought to be used in tandem with other wellbeing initiatives, but not instead of a systemic change (Annear, 2020).
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Emotional intelligence has been conceptualised in a variety of theoretical approaches, each making various assumptions regarding the definition of EI, its measurement and mechanisms in the work environment (Annear, 2020). Mayer's and Salovey's Ability Model, Goleman's Mixed Model and Bar-On Emotional-Social Intelligence Model are the top three, and each has strengths and weaknesses that impact EI in practices by organizations (Mayer et al., 2001; Goleman, 2001).
The Ability Model conceptualisation of EI proposed by Mayer and Salovey views EI as a type of cognitive intelligence that entails the skills to perceive, utilise, comprehend and deal with emotions (Lehner, 2020). One of the strong points of this model is that it makes EI a measurable construct, which allows the application of standardised measures of the construct, like the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT). This gives it scientific consistency and enables researchers to draw the line between EI and personality traits (Mayer et al., 2001). Critics, however, contend that the ability model places too much emphasis on cognitive processing and ignores behavioural and interpersonal aspects of emotional competence that are key in actual interactions in the workplace. Moreover, the capability tests might not be a perfect reflection of the way individuals behave in a dynamic social context (Junious and Cain, 2025).
The Mixed Model developed by Goleman expands the definition of EI to incorporate personal and social skills, including: motivation, empathy and social skills (Goleman, 2001). This renders the model attractive to organisations since it directly connects the emotional intelligence with measurable behaviour at work and leadership performance. Nevertheless, this breadth is also a criticism: the model is also too broad to measure EI reliably, and it is challenging to differentiate between EI and other traits
Equally, the Emotional-Social Intelligence Model developed by Bar-On focuses on the emotional skills that lead to psychological well-being, adaptability and interpersonal functioning (Kren and Sale, 2021). Although this model can offer a practical understanding of the everyday emotional coping techniques, it is also criticised due to the lack of clarity of construct boundaries and the use of self-report measures that are likely to be affected by social desirability (Kren and Sale, 2021).

[bookmark: _Toc213109333]Emotional Intelligence Characteristics to Consider When Recruiting across Generations
Multigenerational workforces have become an increasingly common feature of contemporary workplaces, with the majority of them being made up of Generation X and Generation Y (commonly known as Millennials), as well as Generation Z 
These generational groups are influenced by various economic factors, technological innovations, social transformation and cultural demands. These situational factors lead to unique communication style trends, workplace values, motivation and interpersonal expectations. Although it is crucial to realise that individuals across generations are quite different, and generalisations must be applied with care, awareness of general tendencies across generations can help organisations design recruitment and management practices that acknowledge and appreciate varied emotional intelligence (EI) attributes (Desy et al., 2017).
Generation X employees are people mostly born in the mid-1960s and early 1980s who have joined the workforce when the economic situation and the organizational structure were changing (Sudhakar et al., 2019). 
much oversight. Regarding the emotional intelligence characteristics, the members of this group tend to exhibit high self-regulation and resilience (Tolani et al., 2024). 
After undergoing changes in the workplace, like the change of hierarchy management systems to more collaborative leadership styles, they can usually embrace change calmly and patiently (Kraus, 2017). Nevertheless, Generation X might not externally reveal emotions or need emotional confirmation at the workplace as much as young workers. This implies that they can receive clear and constructive communication as opposed to emotionally expressive feedback (Overstreet, 2017). 
Millennials, also known as Generation Y, are a generation of individuals born in the early 80s through the middle of the 90s, who appreciate teamwork, lifelong learning and involvement in their work (Fedorova et al., 2024). Their childhood was affected by the rapid technological development, globalisation and changing cultural norms, which led to high levels of digital communication and a preference for an interactive and relationship-oriented workplace (Fedorova et al., 2024). 
Millennials tend to be highly empathetic and interpersonally aware in terms of their EI-related traits, which enables them to play a constructive role in the team and establish a positive work environment (Seawell, 2023). They are normally driven by self-growth opportunities, mentoring and meaningful work that resonates with their values. Nevertheless, Millennials can be more demanding when it comes to organisational support, transparency and acknowledgement, as well. They appreciate inclusive leadership and can get disengaged when they feel they have fewer growth prospects or when they do not appreciate their contributions (Mhakarya, 2025).
The cohort Generation Z, born since the middle of the 1990s, is the first generation to be fully digital in their upbringing, having unlimited access to internet communication, social networks and information streams around the globe (Makaria, 2025). This has defined their anticipations of real-time communication, digital literacy and social consciousness. Generation Z is highly oriented towards authenticity, wellbeing and inclusion. They appreciate psychologically safe and culturally responsive workplaces where people are allowed to express themselves and diversity is honored (Todorova, 2024). 
Regarding emotional intelligence, this Generation Z employee can be highly self-aware and understanding of others, but experiences problems related to stress and emotion regulation and with managing personal boundaries, not least because of the stresses of online presence and competition in academic or professional settings (Clark, 2023). Consequently, recruitment approaches targeting Generation Z might require incorporating transparency, well-being and clarity about employment expectations. Virtual meetings or social media could also be interesting to this demographic and indicate that they are comfortable with technology, as part of digital recruiting (Mahmoud et al., 2021).
Although there are merits in the identification of generational tendencies, it should be noted that generational research should be approached with great caution (Mahmoud et al., 2021). Other researchers state that the generational differences tend to be exaggerated and can be ascribed to the difference in age or career stage instead of actual generational identity. As an example, younger intergenerational employees tend to focus on development and learning, whereas older employees tend to focus on stability and autonomy, without being necessarily categorised by generational groups. In addition, personal character, cultural heritage and professional experience tend to be more influential in emotional expression and relationship style rather than membership to a particular generation. This implies that emotionally intelligent recruitment must be based on behaviours and competencies that can be observed instead of stereotypes (Priyadarshi and Premachandran, 2019).
The evaluation of emotional intelligence during recruitment may be attained with the help of various evidence-based procedures (Priyadarshi and Premachandran, 2019). Skills like behavioural interview questions requesting the candidate to recount previous experiences of conflicts, teamwork or resilience can tell us how they deal with emotions in practice. Interpersonal communication skills and emotional awareness in times of pressure can be illustrated through workplace simulation or role-play activities. Interview questions that focus on learning in the past and the ability to reflect will help identify the ability of the candidates to learn and develop. Reference assessments can also give information about relationship skills and teamwork patterns (Aksakal and Ulucan, 2024).
Recruitment in a multigenerational workforce can only be successful when managers understand that people might express emotional intelligence in varying ways (Aksakal and Ulucan, 2024). As an illustration, an employee can empathise through verbal encouragement, whereas another empathises through action or dependability. A welcoming and open-minded recruitment strategy recognises these differences and appreciates diversity in emotional display. Finally, emotional intelligence-focused recruitment and generational diversity approaches can help make work environments more unified, respectful and engaging (Machová et al., 2020).

[bookmark: _Toc213109334]Conclusion
Emotional intelligence is critical in determining workplace behaviour, collaboration and wellbeing. Employees rely on EI to cope with emotional processes, establish connections, overcome conflict and stay motivated when handling a variety of tasks and interacting with people in different ways. Mindfulness improves EI as it promotes self-awareness, response based on reflection, and emotional regulation. Nevertheless, organisational support, leadership modelling and significant professional growth opportunities determine the sustainable growth and maintenance of EI in the workplace. Recruiting employees who represent various generations, managers should understand that various people could exhibit EI competencies differently in accordance with their values, experiences and communication styles. The differences between generations must be used as a guide, but not as rigid classifications, and recruitment practices should be guided by observable emotional competencies. Finally, more resilient, inclusive and adaptive workplaces can be achieved by incorporating emotional intelligence into organisational culture, recruitment and training.
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· Organisations ought to have structured emotional intelligence and mindfulness development programmes as a way of encouraging employee wellbeing and enhancing interpersonal effectiveness.
· Regular sessions of reflective practice, professional coaching, and peer support groups: to assist employees in enhancing self-knowledge and emotional control.
· Continuities should incorporate EI-based assessment techniques such as situational judgement, behavioural interviews and questions based on emotional competence, to make sure that interpersonal skills are judged in addition to technical skills.
· The communication strategies must be adaptable and welcoming to multigenerational workforces, as various age cohorts might define emotional intelligence differently.
· To achieve a positive and participative organisational culture, leaders and managers are expected to continuously exhibit emotionally intelligent behaviour by being empathetic, respectful and upright.
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