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“If you are tuned out of your own emotions, you will be poor at reading them in other people.” – Goleman.
This quote explains that emotional awareness starts with understanding yourself, because if individuals do not recognise their own emotions, they may react incorrectly or misunderstand others. This can have a negative impact on communication and decision-making (Goleman, 1995).
Emotional intelligence and mindfulness are important concepts in both education and the workplace because they influence how individuals think, behave and interact with others. Emotional intelligence is commonly defined as the ability to recognise, understand and manage one’s own emotions while also being able to understand the emotions of others (Goleman, 1995). Emotions are closely connected to decision-making and communication, meaning they have a direct impact on performance. Individuals who can manage their emotions effectively are more likely to respond positively to challenges and maintain strong relationships. This shows that emotional intelligence is a key factor in both personal and professional success.
The concept of emotional intelligence was first introduced by Salovey and Mayer (1990), who described it as the ability to monitor and use emotions to guide thinking and behaviour. Their work established emotional intelligence as a cognitive ability linked to how individuals process information. However, in workplace settings, more practical models such as those developed by Goleman and Bar-On are more commonly used. These models focus on behaviour, communication and performance, which makes them more relevant in organisational environments, helping them to understand how emotional intelligence can be applied in real situations.
Often employees are required to manage pressure and interact with others. Employees who can recognise their emotions are more likely to remain calm and communicate effectively in difficult situations. This supports the idea that self-awareness is the foundation of emotional intelligence. Without this ability, it becomes difficult to manage emotions or understand others.
Mindfulness is closely related to emotional intelligence because it involves being aware of thoughts and feelings in the present moment without reacting immediately (Kabat-Zinn, 2003). When individuals practice mindfulness, they are more able to control their emotional responses and remain focused on their tasks. Research suggests that mindfulness improves attention, emotional regulation and overall wellbeing (Brown and Ryan, 2003). These benefits are important in both academic and workplace environments, where individuals need to remain focused and manage stress effectively.
Emotions also play an important role in success, as they influence motivation, behaviour and performance. Positive emotions such as confidence and motivation can improve outcomes, while negative emotions such as stress and anxiety can reduce performance if they are not controlled (Pekrun, 2002). This shows that emotional intelligence is essential for achieving success in both education and the workplace. This report will evaluate emotional intelligence using Goleman’s competency framework and the Bar-On model, while also analysing generational differences and the role of the GROW model in employee development.
[bookmark: _Toc225119326]2. Emotional Intelligence in the Workplace
Emotional intelligence is an important factor in workplace performance because it influences how employees communicate, manage pressure and interact with others. Although technical skills are necessary for completing tasks, they are not enough on their own. Employees also need emotional awareness to deal with challenges and maintain professional relationships. As highlighted in the poster, individuals who understand their emotions are better able to manage stress and improve their performance. This idea can be applied directly to workplace situations where employees are required to work under pressure and cooperate with others. For this reason, emotional intelligence is considered an essential workplace skill.
[bookmark: _Toc225119327]2.1 Models of Emotional Intelligence in the Workplace: Goleman’s Model and the Bar-On Model.
[bookmark: _Toc225119328]2.1.1. Goleman’s Model
Goleman’s emotional intelligence competency framework is widely used in organisations because it provides a practical explanation of emotional intelligence in action (Goleman, 1998). The model includes four main areas: self-awareness, self-management, social awareness and relationship management. These areas explain how individuals understand their emotions, control their behaviour and interact with others. By applying this framework, organisations can improve communication, teamwork and leadership. This makes Goleman’s model highly relevant in professional environments where interaction and collaboration are important.
Self-awareness refers to the ability to recognise and understand one’s own emotions and how they influence behaviour. Employees who are self-aware are more likely to understand their reactions and make better decisions. For example, recognising feelings of stress allows individuals to take control of their behaviour instead of reacting negatively. This can reduce misunderstandings and improve communication within teams. Self-awareness also helps individuals understand their strengths and weaknesses, which supports personal development. As a result, it is considered the foundation of emotional intelligence.
Self-management involves controlling emotional reactions and maintaining positive behaviour, especially in difficult situations. A key concept related to this is the amygdala hijack, where emotional responses take control before rational thinking can respond (Goleman, 1995). In workplace situations, this may happen when employees react with anger, frustration or panic under pressure. Employees who can manage their emotions effectively are more likely to remain calm and make better decisions. This improves professionalism and reduces conflict in the workplace. Emotional control is essential for maintaining stability and performance.
Self-management is also connected to the idea of vision, which refers to having clear goals and direction. Employees who have a strong sense of purpose are more motivated and better able to manage their emotions. Having a clear vision helps individuals stay focused even when they face challenges or setbacks. It also supports long-term performance by encouraging persistence and positive thinking. This shows that emotional intelligence is not only about controlling emotions but also about using them in a constructive way. Vision therefore plays an important role in maintaining motivation and improving outcomes.
Social awareness refers to the ability to understand the emotions of others and recognise what is happening in the workplace. This includes empathy and understanding different perspectives. Employees who are socially aware are better able to respond appropriately to colleagues and support others when needed. For example, recognising that a colleague is under pressure may lead to supportive behaviour instead of criticism. This improves teamwork and creates a more positive working environment. Social awareness is therefore important for building trust and cooperation.
Relationship management involves using emotional intelligence to build and maintain strong relationships. This includes communication, teamwork and conflict resolution. Employees with strong relationship management skills are more effective in working with others and are often better leaders. For example, a manager who handles conflict calmly and fairly is more likely to maintain team cooperation. This contributes to a positive organisational culture and improved performance. As a result, relationship management is an important part of emotional intelligence in the workplace.
One of the strengths of Goleman’s model is that it is practical and easy to apply in real situations. It clearly shows how emotional intelligence can improve communication, teamwork and leadership. The model can also be criticised because it includes a wide range of skills that may overlap with personality traits. This makes it less clear as a scientific model, even though it is useful in practice. It is important to use this model carefully and understand its limitations. Despite this, it remains widely used in organisations.
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The Bar-On Model offers a different perspective by focusing on emotional and social skills that help individuals cope with everyday challenges (Bar-On, 1997). This model includes stress management, adaptability, interpersonal skills and emotional control. These elements are particularly important in modern workplaces, where employees face constant pressure and change. By focusing on wellbeing, the Bar-On model highlights the importance of maintaining balance in professional environments. This makes it useful for understanding how employees manage stress and performance.
Stress management is one of the most important elements of the Bar-On model. Employees often experience pressure from deadlines, workload and responsibilities. Individuals who can manage stress effectively are more likely to remain focused and productive. Research shows that emotional regulation helps individuals cope with pressure and maintain performance (Gross, 1998). Emotional intelligence has also been linked to improved job performance and leadership effectiveness, as employees with higher emotional intelligence are better able to manage relationships and workplace challenges (Côté, 2014). Without effective stress management, employees may experience burnout and reduced motivation. This demonstrates that emotional intelligence plays a key role in maintaining wellbeing.
Adaptability refers to the ability to adjust to new situations and challenges. In modern organisations, change is constant, and employees need to be flexible to succeed. Employees who are adaptable are more likely to respond positively to change and maintain their performance. This is especially important in dynamic work environments where new technologies and processes are introduced regularly. Adaptability therefore supports resilience and long-term success. It also helps employees remain confident when facing uncertainty.
Interpersonal skills involve communication, cooperation and understanding others. Employees with strong interpersonal skills are more likely to build positive relationships and work effectively in teams. This contributes to a supportive and productive work environment. Emotional control also plays an important role, as it helps individuals manage their reactions and avoid unnecessary conflict. Employees who can communicate clearly and respectfully are more likely to succeed in collaborative environments. These skills are essential for teamwork and leadership.
Emotional intelligence can be improved through practice and development. Organisations can support this by providing training programmes focused on communication, self-awareness and emotional control. Employees can also develop emotional intelligence by reflecting on their behaviour and learning from experience. Feedback from managers and colleagues can help individuals understand how their actions affect others. Over time, this leads to improved relationships and better performance. This shows that emotional intelligence is not fixed and can be developed.
Mindfulness is another effective way to improve emotional intelligence in the workplace. By practising mindfulness, employees become more aware of their thoughts and emotions, which helps them manage stress more effectively. Techniques such as breathing exercises and reflection can reduce emotional reactions and improve focus (Brown and Ryan, 2003). This supports better decision-making and performance. Mindfulness also improves wellbeing, which is important for long-term success. In conclusion, it is a useful tool for developing emotional intelligence.
Handling stress effectively is essential for maintaining both performance and wellbeing. Employees can manage stress by organising their workload, prioritising tasks and taking regular breaks. Support from managers is also important, as a positive work environment reduces pressure and improves motivation. Open communication can help employees’ express concerns and find solutions. This shows that emotional intelligence is influenced not only by individual skills but also by organisational support, both employees and organisations playing a role in managing stress.
Overall, emotional intelligence has a strong impact on workplace success because it influences behaviour, communication and performance. Positive emotions improve focus and productivity, while negative emotions can reduce performance if they are not managed properly (Pekrun, 2002). Emotional intelligence can be developed through training, mindfulness and experience. However, it should not be seen as the only factor influencing performance, as organisational structure and working conditions are also important. By combining emotional intelligence with good management practices, organisations can improve both performance and wellbeing.
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Modern organisations are made up of employees from different generations, mainly Generation X, Generation Y (Millennials) and Generation Z. Each generation has been shaped by different social, economic and technological environments, which influence their attitudes and expectations at work. Because of this, managers need to understand these differences when recruiting employees to build an effective and balanced workforce. Recruitment strategies that consider generational diversity are more likely to attract suitable candidates and improve employee satisfaction. Organisations should also recognise that individuals within each generation may differ significantly.
Generation X, typically born between the mid-1960s and early 1980s, is often associated with independence and a strong sense of responsibility. This generation grew up during periods of economic uncertainty, which has influenced their preference for job security and stability. Employees from this group usually value structured roles, clear expectations and long-term career opportunities. When recruiting Generation X, organisations should highlight stability, reliability and well-defined responsibilities. These individuals are often experienced and capable of working independently, which makes them valuable in roles that require accountability. They may sometimes be less comfortable with rapid technological changes, which means organisations should provide appropriate training and support.
Generation Y, also known as Millennials, includes individuals born between the early 1980s and mid-1990s. This generation tends to value flexibility, personal development and meaningful work. Millennials are more likely to look for opportunities that offer learning, career progression and a good work-life balance (Ng, Schweitzer and Lyons, 2010). They also expect regular feedback and supportive leadership. When recruiting this generation, organisations should emphasise development opportunities, flexible working arrangements and a positive organisational culture. At the same time, managers need to be aware that Millennials may have higher expectations, which can lead to dissatisfaction if these expectations are not met.
Generation Z is the newest group entering the workforce and is strongly influenced by digital technology and social change. This generation values diversity, inclusion and wellbeing, and expects organisations to reflect these values (Schroth, 2019). They are highly comfortable with technology and prefer fast, clear and direct communication. Recruitment strategies for Generation Z should include the use of digital platforms, social media and innovative communication methods. Organisations should also highlight opportunities for development and career growth. However, as many individuals from this generation have limited work experience, they may require more guidance and structured support.
Emotional factors play an important role in how individuals from different generations behave in the workplace. Younger employees may experience higher levels of stress due to uncertainty, lack of experience or pressure to succeed. In contrast, older employees may prefer stability and may feel challenged by rapid organisational changes. Understanding these emotional differences allows managers to create supportive environments where employees feel comfortable and motivated. Emotional intelligence is particularly important in this context because it helps managers recognise and respond to different needs. This improves communication and reduces the risk of conflict.
Communication styles also differ between generations and can influence workplace interactions. Generation X may prefer more formal and structured communication, while Millennials and Generation Z often prefer informal and digital communication methods. These differences can sometimes lead to misunderstandings or reduced collaboration if they are not managed effectively. Managers need to use emotional intelligence to adapt their communication approach and ensure clarity. This helps improve teamwork and create a more inclusive working environment. Effective communication is therefore essential when managing a diverse workforce.
Having employees from different generations can bring significant benefits to organisations. A diverse workforce allows organisations to combine experience with innovation, which can improve creativity and problem-solving. Older employees often bring knowledge and stability, while younger employees contribute new ideas and technological skills. This combination can strengthen organisational performance and adaptability. In many cases differences in expectations and working styles can also create challenges if they are not managed properly. If organisations promote inclusion and mutual respect, result will be one positive.
The GROW model is a useful tool that can support employee development in a multi-generational workforce. The model includes four stages: Goal, Reality, Options and Will, and is commonly used in coaching and performance management. Although it is not an emotional intelligence model, it supports emotional intelligence by encouraging reflection, self-awareness and problem-solving. In the Goal stage, employees define what they want to achieve, which helps them stay focused and motivated. In the Reality stage, individuals evaluate their current situation, which requires honesty and self-awareness.
In the Options stage, employees explore different ways to achieve their goals, which encourages creativity and decision-making. In the final stage, Will, individuals commit to specific actions and take responsibility for their development. Managers can use this model to support employees from different generations by adapting their approach to individual needs. For example, younger employees may benefit from more guidance, while older employees may prefer greater independence. This flexibility makes the model effective in diverse work environments. It also supports the development of emotional intelligence by encouraging reflection and personal growth.
Despite the usefulness of generational categories, it is important not to rely too heavily on them. Research suggests that individual differences are often more significant than generational differences (Costanza et al., 2012). This means that managers should avoid stereotypes and focus on understanding each employee individually. By combining emotional intelligence with flexible management practices, organisations can create a more supportive and effective work environment.
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In conclusion, emotional intelligence and mindfulness play an important role in shaping behaviour, communication and performance in the workplace. Employees who are able to understand and manage their emotions are more likely to handle pressure effectively, communicate clearly and build positive working relationships. The report has shown that models such as Goleman’s framework and the Bar-On model provide useful ways to understand emotional intelligence in practical situations. These models highlight the importance of self-awareness, emotional control and social skills in improving both individual and organisational performance. This supports the idea presented in the poster that emotional awareness leads to better outcomes and more effective behaviour.
The analysis of generational differences has also demonstrated that employees from Generation X, Y and Z have different expectations and communication styles. Understanding these differences allows organisations to improve recruitment strategies and create more inclusive working environments. At the same time, it is important for managers to avoid stereotypes and focus on individual needs. Tools such as the GROW model can support employee development by encouraging reflection, goal setting and problem-solving. This helps employees improve both their performance and emotional intelligence over time.
Organisations should take practical steps to develop emotional intelligence in the workplace. For example, they can provide training programmes that focus on self-awareness, communication and stress management skills. Managers should also encourage open communication and regular feedback, as this helps employees understand their behaviour and improve relationships. In addition, promoting mindfulness practices can help employees manage stress and remain focused during challenging situations. Creating a supportive work environment with clear expectations and strong leadership will allow emotional intelligence to be applied effectively. Organisations that invest in emotional intelligence are more likely to improve performance, employee wellbeing and long-term success.
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