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[bookmark: _Toc224039156]Introduction 
The contemporary workplace is largely the context of emotional intelligence because employees are expected to be team players and be able to communicate and collaborate regardless of the barriers that may arise. It refers to the ability of individuals to identify, understand and not misuse individual sentiments and also to respond to the sentiments of other people in an appropriate manner. Emotional intelligence helps in developing positive relationships among the employees, conflict management as well as professional behaviour in different working conditions. In this report, the problem of emotional intelligence in the workplace is analysed in accordance with the model that was proposed by Daniel Goleman. It also examines how generational differences affect relationships at the workplace and the key factors which the managers should consider when hiring workers.
[bookmark: _Toc224039157]Emotional intelligence in the workplace 
[bookmark: _Toc224039158]Overview of emotional intelligence
Emotional Intelligence is an individual ability of awareness of self, personal control and management as well as cognition and control of one's own emotions and simultaneously, awareness and direction of the emotions of other individuals. This is so because emotional intelligence is now a must-have quality of modern organisations as the environment requires effective communication, collaboration and leadership. When employees are highly EI, they find it easier to cope with the stresses in the workplace and they develop good relationships and positively respond to the challenges.
Emotional intelligence has a significant place in the organisational environment in terms of the performance of employees, being effective in a team and effective leadership. Employees who possess emotional intelligence communicate better, solve conflicts and make the working environment healthier. Job satisfaction and job output also prevail in organisations where emotional intelligence is promoted. As workplaces continue to grow more diverse and dynamic, emotional intelligence will help one to adjust to change, understand different viewpoints and retain working relationships. Emotional intelligence is moderately considered as one of the crucial skills that could assist not only an individual but also organisations (Uraz and Arhan, 2020).
Daniel Goleman is the one that popularised the concept of emotional intelligence, and in his opinion the role of technical skills or intelligence quotient (IQ) in professional success might not be as significant as the role of emotional application. Emotional intelligence aids in controlling feelings of impulsiveness, understanding the interpersonal processes and enjoying good association with others at the workplace (Williams, 2021).

[bookmark: _Toc224039159]Goleman’s emotional intelligence model
It is the emotional intelligence framework by Daniel Goleman that is one of the most popular approaches to such studies of how individuals in the workplace behave in terms of managing their emotions. According to this model, emotional intelligence is not just limited to its capacity to recognise its feelings, but also the ability to manage emotions and remain motivated, understand others as well as have the capability to maintain an effective relationship in the workplace. The model identifies five capabilities that determine the behaviour and interaction of people at organisations as mutually-dependent capabilities including self-awareness, self-management, motivation, empathy and social skills.
All these reasons determine why workers feel the emotion-bearing situation and respond to the problems at work. Once they have acquired these competencies, it is easier to be able to control impulsive behaviour, communication and constructive relationships with fellow co-workers. This emotional understanding in an organisational context would bring about improved co-operation, more leadership and improved conflict management in organisations. The model notes that emotional intelligence is very critical in defining workplace behaviour and also in driving personal and organisational success (Singh et al., 2022). 
Self-Awareness 
Self-awareness is addressed as the source of emotional intelligence because it implies that a person has a feeling and a perception of their emotions, weaknesses, strengths and behavioural patterns. Daniel Goleman believes that the very self-conscious workers are better positioned to make the linkage between the effects of their feelings and their actions and relationships in their workplaces.
The self-conscious people within the professional environments can understand what they are feeling about and can manage their behaviours in a more competent way. This would give them the ability to make balanced decisions and work towards remaining in control in a challenging situation. Using an example, to the employee who realises that he is becoming irritable over a stressful project they can mind their responses and not confront their colleagues over their responses.
Self-awareness enables workers to review their performance and seek constructive criticism in order to improve their performance. This aids in the continuous personal and professional development. Employees in an organisation who are self-aware are also good in that they are accountable, willing to learn and have better emotional stability hence become better team players and organisations (Das, 2025).

Self-Management 
Self-management can be explained as having control and the ability to control how one feels and behaves in different work situations. The professional conduct and emotional stability that can be explained by the emotional intelligence model introduced by Daniel Goleman is self-management that is particularly required in cases of stress or other extreme challenges.
Having an excellent level of self-management, the employees can remain calm during the stress period and will not react impulsively and spoil relations in the workplace. When employees are emotionally intelligent, it is easier to realise when being criticised or in a conflict situation in order to respond positively as opposed to reacting defensively. The skill will promote respectful interaction and there will also be a good working environment.
Self-management also includes adaptability and resilience, which would help the employees cope with the organisational change and overwhelming workload. Individuals who manage their feelings are capable of being focused on finding solutions to their difficulties and not focusing on how they feel. This gives the organisations an upper hand in higher productivity, reduced work-related conflict and greater cooperation between the employees (Pourazami, 2022).
Motivation
Motivation is another aspect of emotional intelligence that implies the individual impulse that predetermines an individual to achieve the objectives and remain committed to work. Relying on the arguments with Daniel Goleman, emotionally intelligent individuals are motivated not only by the reward one gets at the end of the day in the form of salary or promotion but also by personal satisfaction and a feeling of achievement.
Motivated employees are also likely to demonstrate enthusiasm, persistence and commitment at the workplace in the execution of their duties. They will have challenging goals and make themselves positive even when they do not get them easily. This motivation is a constituent of efficiency and company achievement (Safarlı, 2021).
Motivating staff can help others in their individual teams to be motivated as the motivation comes through demonstration of commitment and determination. Their attitude is positive and may improve the team morale and encourage teamwork in the achievement of organisational objectives. As a result organisations find themselves with higher degrees of engagement, higher performance and a culture that enhances continuous improvement and professional development.

Empathy 
Empathy is the act of discovering and experiencing the views and feelings of others. In the emotional intelligence model developed by Daniel Goleman, empathy is known to play a vital role in influencing the creation of a good interpersonal relationship in the workplace.
Empathic employees are able to listen properly and understand other people and respond sensitively to their problems. This competence has the positive effect of making the workplace helpful and inclusive where an individual can feel valued and respected. The main requirement of the managers and leaders is empathy as it allows knowing what is needed by the employees and providing them with the required guidance.
In dealing with conflict, empathy is an important factor. People would be more prepared to settle on a middle ground that will satisfy all involved whenever they consider the perceptions of others. As the workplaces become increasingly diversified, empathy can play the role of ensuring that the joint work of employees of various cultural and generational backgrounds is conducted efficiently, ultimately resulting in increased efficiency of the work on the team level and in the organisation (Zhubatkanovna, 2025).
Social Skills 
Social skills refer to the ability to develop positive relationships, to interact effectively and organise with other people in the workplace. Emotional intelligence model by Daniel Goleman on social skills is influential in facilitating effective interaction with other people and identifying with the staff.
Workers with high social skills are also in a position to express ideas clearly, listen and resolve disputes constructively. Such individuals tend to act as mediators during conflicts and contribute towards a healthy working environment. Social skills would also be effective in ensuring that the employees establish professional networks, as well as in establishing trust with colleagues and managers.
The social skill can be used in the sphere of leadership since it enables the manager to motivate the team and provide positive feedback and active positive encouragement. Good social skills employees are an advantage to organisations since they augment their ability to communicate, work in teams, and affect performance at the workplace. Social skills play a critical role in ensuring that a culture of cooperation is established in an organisational setup (Varvatsoulias, 2023).
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[bookmark: _Toc224039161]Generation X
Generation Y is simply called the employees who were born around 1965 and 1980. This generation of employees has been characterised as being independent, flexible and highly responsible in the workplace. The majority of the individuals in Generation X have established their careers during the economic up and down cycles and technology development that encouraged them to take care of themselves and be fluid in their occupational sectors. They tend to value the work-life balance and such a practice of having their expectations spelt out by their employers. Generation X workers in organisational aspects are likely to represent good problem-solving and decision-making skills. Their emotional intelligence is likely to be revealed through resilience and experience of handling issues at the place of work and a calm and objective approach to handling professional problems (Twenge, 2023).
[bookmark: _Toc224039162]Generation Y (Millennials) 
The Generation Y, otherwise known as the Millennials is typically described as the birth group during the years between 1981 and 1996. Their birth has been in a busy technological age and this has strongly influenced their interaction and what was expected of them in the workplace. The millennials tend to trust in teamwork, continuous learning, and frequent feedback from managers. They are likely to desire a high level of work and prefer organisational cultures that result in inclusion and creativity. The millennial generation focuses more on collaboration in emotional intelligence and has open communication and attempts to recognise the opinions of their peers. They also do not have a second opinion in the exchange of ideas and offering opinions, which can result in creative problem-solving within organisations. Another expectation they may hold in an attempt to remain motivated and involved in the long run is supportive leadership and appreciation (Easton and Steyn, 2022).
[bookmark: _Toc224039163]Generation Z
Gen Z comprises a generation of individuals who were born after the early 1990s, and it is the youngest generation of new incoming workers. This generation is raised in the high-tech environment of digital technologies and social media, which implies that it is highly accustomed to online communication and digital tools. Generation Z workers are likely to value flexibility, diversity, and opportunities for self-development in organisations. They are predominantly self-managed learners who are easily inclined to adopt emerging technology and methods of work. When it comes to emotional intelligence, the representatives of Generation Z are more disposed to social and cultural issues and prefer operating in an environment that is more accommodating and respectful. Due to their youthful professional experience, they may require the assistance of the managers to develop more effective interpersonal and emotional management capabilities (Leslie et al., 2021).
[bookmark: _Toc224039164]Impact of generational differences on emotional intelligence
The definition of emotional intelligence may be highly subject to the generational diversity within the workplace, in that it requires conveying and implementing the same within an organisation. The employees of the different generations are likely to have different communication styles, work expectations, and problem-solving styles. Such differences can sometimes lead to misunderstanding but they can be positively effective for the performance of an organisation where such differences are well managed.
The workers in Generation X are able to use their work experience and practical judgment to overcome the obstacles in the workplace and portray emotional stability and resilience. On the other hand, collaborative and open-minded style and technique are sustained to maintain team building and shared decision-making by the millennials. Gen Z employees tend to bring digital possibilities and convey the newest visions, which may enhance creativity and freedom in the departments (Banu and Rani, 2025).
The difference in values and communication preferences might also cause conflict because the employees may not realise the positions of others. One such case is that the older employees might be used to the traditional methods of communication and the young generations could be used to the digital method of communication and real-time replies. It is in these scenarios that emotional intelligence comes in with much importance because one can perceive different views and respond in a respectful manner.
In the cases where organisations develop emotional awareness and understanding among employees, it is then possible to exploit the generational diversity in benefits and enhance the learning process as well as team work and strengthening of relationships amongst employees in the workplace (Machová et al., 2020).
[bookmark: _Toc224039165]Recruitment considerations for managers
During the hiring process, managers should take note of generational differences to enable the creation of a balanced and productive workforce. The past and future generations possess dissimilar strengths, their communication patterns and anticipations that might influence the working environment culture and performance. Companies should adopt the methods of recruitment that guarantee the recognition of those differences without the need to focus on the skills of candidates, their emotional intelligence and the ability to collaborate with other people.
The knowledge of career motivations of different generations is also among the factors that should not be neglected. The Gen X applicants will be focused on job security and work-life fit, whereas the Millennials can be more focused on career advancement and meaningful work. Generation Z applicants on the other hand are able to enjoy relative flexibility, the use of technology and integrative organisational cultures. With this knowledge of these preferences, it is quite possible that managers can develop recruiting processes that attract various talent (Calvo-Porral and Pesqueira-Sanchez, 2019).
EI should also be included in the recruitment process since this skill will enable the managers to work within teams, communicate and resolve conflicts. Interview questions that talk about how the candidate copes with problems that occur in the workplace or how they work with people can prove useful in detecting the level of emotional and interpersonal intelligence of the candidate.
By reflecting on the generational diversity and focusing on the emotional intelligence competencies, the managers will be capable of recruiting the personnel that would introduce the value to the organisational culture and trigger the successful collaboration of individuals of varying ages (Gyurák Babeľová et al., 2020).
[bookmark: _Toc224039166]Conclusion 
In summary, emotional intelligence plays a very crucial role in making relationships better in the workplace, communication and overall organisational performance. The greater the emotional sensitivity and interpersonal competence of the employees, the greater their capability to cope with work problems and collaborate with the other employees. Goleman's model of emotional intelligence developed by Daniel Goleman might prove helpful in the interpretation of the influence of emotional capabilities and their impact on professional behaviour. In addition to this is the presence of other generations in organisations which present both opportunities and challenges to the managers. The recognition of the differences between generations and encouraging the workforce to be more emotionally intelligent will assist the organisations to create more accommodating, productive and inclusive working conditions that will be of value to an individual and a team.
[bookmark: _Toc224039167]Recommendations 
Firms should build emotional intelligence levels among workers as a way of promoting communication, collaboration and performance in the company. Some of the recommendations that will be necessary to introduce would include regular training programmes that will help the employees be aware of their emotions and how they can better manage them. The training sessions conducted within the framework of the emotional intelligence constructed by Daniel Goleman can help the employees learn more effective interpersonal and self-management skills.
The managers also need open communication among the groups in which the employees are free to share ideas, concerns and feedback. This would be applicable in reducing the misconceptions and improving the work relations. Organisations are expected to recognise the presence of different generations in the workforce and adopt non-discriminatory approaches in managerial practices that recognise different perspectives and ethical working habits (Lima et al., 2022).
During the staff recruitment process, the managers should not only pay attention to qualifications, which are technical to a certain degree but also to the degree of emotional intelligence, skills to interact and collaborate in teams. Focusing on these, the organisations will succeed in developing a favourable working environment which encourages co-operation, flexibility and long-term working of the employees.	
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