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[bookmark: _Toc214308887]1 Introduction:
Emotional intelligence (EI) is the capacity to understand and manage one's own emotions and to recognise and influence the emotions of others. Mindfulness is the practice of maintaining a non-judgmental awareness of one's thoughts and emotions. For the Senior Management Team of Oxford University, these competencies are vital for fostering effective leadership, cohesive teamwork, and a positive institutional culture. This report details the value of EI and mindfulness. It will critically evaluate the application of EI models by staff before analysing key considerations for recruiting from Generation X, Y, and Z, concluding with strategic recommendations.



















[bookmark: _Toc214308888]2: Emotional Intelligence in the Workplace:
[bookmark: _Toc214308889]2.1 Goleman’s Five Components of EI in the Workplace:
[bookmark: _Hlk214305184]Daniel Goleman's way of thinking about Emotional Intelligence gives a useful way to see how staff can handle their own feelings and how they get along with others. It has five main parts that can really help in a changing place of work, such as Oxford University. Getting good at these abilities helps people deal with all the complicated social and thinking parts of a top-ranked place of learning in a better way. Daniel Goleman's model, which includes five important parts, talks about how well a person can know and deal with their feelings (Boyatzis, R.E., Goleman, D. and Rhee, K., 2000).
The first and most fundamental component is self-awareness. This is the ability to recognise one’s own emotions, strengths, weaknesses, and values, and understand their impact on others. For instance, a professor might conduct a personal SWOT analysis, identifying a key strength in deep research but a critical weakness in becoming visibly agitated when challenged during lectures. This honest self-assessment allows them to seek specific coaching to manage their defensive reactions. Similarly, the Johari Window model can be used in team settings within an administrative department. Through constructive feedback from colleagues, a manager might discover that their quick, efficient email style is perceived by junior staff as cold and unapproachable, a significant blind spot. Acknowledging this blind spot is the essential first step toward improving communication and team morale. A personal SWOT analysis is a way to look at yourself and helps improve in your life and job (Emiliya, P., Natalia, V. and Oleg, A., 2016).  The Johari Window is a mind-related method that has four parts that help you understand yourself better and get along with others (Esmaeeli, S. and Yazdani, H., 2023). 
Building directly on self-awareness is self-regulation. This is the capacity to control or redirect disruptive impulses and moods, and to think before acting. Consider a project manager overseeing the launch of a new university-wide digital platform. When a junior developer accidentally causes a major system crash just days before the go-live date, the manager's initial reaction may be one of panic and anger. However, by practising self-regulation, they pause. They might use a mindfulness technique to manage their stress, then choose to call a meeting focused solely on problem-solving. Instead of publicly reprimanding the employee, they guide the team in diagnosing the error and implementing a fix, turning a crisis into a learning opportunity and maintaining team trust. Ways to practice mindfulness involve paying attention to how you breathe and checking in with your body to feel what's happening (Goretzki, M. and Zysk, A., 2017). 
The third component, motivation, means having a strong inner need to chase after goals with a lot of energy and never giving up, not just for things like money or fame. When talking about a university, this might be someone who takes care of old papers and really wants to help people learn. This person would really want to find funding to put old documents online, take the time to write clear notes about them, and feel good about helping researchers from around the world see them. The way they feel and act can spread to others, causing coworkers to also put in more effort.
Shifting the focus outward, social awareness, primarily embodied as empathy, is the ability to understand the emotional makeup of other people and respond appropriately. A student advisor, for example, might notice an international student is struggling to articulate their concerns, appearing anxious and avoiding eye contact. By being socially aware, the advisor picks up on these non-verbal cues of cultural adjustment and stress. They adjust their approach, speaking more slowly, using reassuring language, and offering to continue the conversation over a cup of tea to create a more informal, safe space. This empathetic response helps the student feel understood and supported, leading to a more effective and compassionate resolution. Knowing what other people feel and understanding their viewpoints and actions is called social awareness (Greene, S.R. and Kamimura, M., 2003). 
In the end, relationship management brings together all the other parts; it's about being able to motivate, affect, and help people grow, while also dealing with disagreements. As an example, imagine a leader of a group sees a problem brewing between an older teacher who likes things done the old way and a younger teacher who knows a lot about technology and wants to change how they teach. Using their skills in managing relationships, the leader stays neutral. Instead, they arrange a time for both to talk about their ideas about teaching and what worries them. They support them in finding a middle ground, maybe by trying out new technology in one part of the class but keeping the old ways in another. By making them work together, they create a team of teachers that is stronger, more creative, and works better together. Relationship management means using your understanding of your feelings and the feelings of others to create and keep good connections in regard to emotional intelligence (Nehrt, C., 2011). 




[bookmark: _Toc214308890]Figure 1: The Johari Window Table:
	Oxford University Staff
	Things the staff know about themselves 
	Things the staff does not know about themselves

	Known to Others 
	Open Area 
	Blind Area 

	
	The staff member knows their good at explaining math concepts, and their students agree. 
	The staff members do not realise they always face the whiteboard when teaching. The student sees this, but no one mentions it.

	Not known to Others
	Hidden Area 
	Unknown Area 

	
	The staff member feels nervous about teaching online classes, but they did not mention it to anyone.
	No one knows, including the staff member themselves, not knowing that the individual would be good at mentoring.


The Johari Window is a mind-related method that has four parts that help you understand yourself better and get along with others (Newstrom, J.W. and Rubenfeld, S.A., 1983). 













[bookmark: _Toc214308891]2.2 Comparing Key Models of Emotional Intelligence:
While Goleman’s model is widely used in workplace training, it is crucial to understand other major frameworks to appreciate the full scope of Emotional Intelligence (EI). Two other significant models are the Mayer-Salovey Ability Model and the Bar-On Model of Emotional-Social Intelligence, each offering a distinct perspective that can be applied to the complex environment of Oxford University. The core difference lies in whether EI is seen as a pure cognitive ability or a broader set of skills and traits that determine overall well-being and social effectiveness. Daniel Goleman's model, which includes five important parts, talks about how well a person can know and deal with their feelings (Safarlı, E., 2021). 
The Mayer-Salovey model treats EI as a pure form of intelligence, similar to a standard IQ, that can be objectively measured through tests. It outlines a sequential, four-step process: perceiving emotions, using emotions, understanding emotions, and managing emotions. For example, consider a university tutor working with a struggling student. The tutor first perceives the subtle signs of frustration in the student's body language: a slumped posture and a hesitant tone. They then use this emotional information to guide their own teaching strategy, perhaps by channelling the student's evident passion for the subject to re-engage them, saying, I can see you're frustrated, which tells me you really care about understanding this material. The next stage is to understand the emotion; the tutor deduces that the frustration likely stems from the student's confusion over a specific, complex theory rather than a lack of effort. Finally, the tutor manages the emotions by guiding the student to break the problem down into smaller, manageable parts and offering reassurance, thereby transforming the student's frustration into a feeling of capability and progress. This model is highly valued for its scientific rigour and focus on a cognitive skill set, but it can be seen as narrow because it does not fully address personality traits like optimism or an individual's general level of happiness. Mayer and Salovey's way of understanding emotional intelligence says it is made of four different thinking skills that build on each other in steps (Mayer, J.D., 2002). 







In direct contrast, the Bar-On model views EI not as a pure intelligence, but as a wide-ranging set of non-cognitive capabilities, competencies, and skills that influence one’s ability to succeed in coping with environmental demands and pressures. It is a broader mixed model that includes traits like happiness, stress tolerance, and optimism. Where Mayer and Salovey focus on the ability to understand emotion, Bar-On is interested in how that ability translates into real-world well-being and adaptability. For instance, a department administrator facing a stressful, university-wide software transition would draw on many facets of the Bar-On model. Their stress tolerance would help them remain calm and functional despite system errors and tight deadlines. Their optimism would allow them to view the change as a challenging but ultimately beneficial upgrade for the department. Their interpersonal relationship skills would be key to collaborating effectively and patiently with the IT support team, and their self-regard would prevent them from feeling personally incompetent when they inevitably make a beginner's mistake. The great strength of the Bar-On model is its holistic focus on personal well-being and social effectiveness, making it exceptionally valuable for designing student support services, staff welfare programmes, and initiatives aimed at building a resilient campus community. However, its very broadness is also a potential weakness, as it can sometimes be difficult to clearly distinguish where EI ends and general personality begins. The Bar-On model describes emotional intelligence as a collection of connected emotional and social skills (Bar-On, R., 2006). 
[bookmark: _Hlk214306196]In summary, the choice of model depends heavily on the intended application. For academic and leadership roles requiring sharp cognitive empathy, nuanced emotional reasoning, and strategic influence, such as in teaching, research collaboration, or senior management, the Mayer-Salovey model's focused ability-based approach is highly relevant. However, for fostering overall student resilience, supporting staff mental health, and building a genuinely supportive and thriving campus culture, the Bar-On model's comprehensive scope is arguably more valuable. A sophisticated understanding of both frameworks allows an institution like Oxford to develop a multi-layered and more effective strategy for developing its greatest asset: its people. The Bar-On model describes emotional intelligence as a collection of connected emotional and social skills (Bar-On, R., 2007). 




[bookmark: _Toc214308892]2.3 Workplace Application for Performance and Development:
Being emotionally intelligent is very helpful for managing how well people do their jobs and for planning how to grow as an individual because it gives workers a way to easily see how they are doing and change how they act, which helps them reach their aims more effectively. For example, a college teacher might set a goal in their personal growth plan to make students happier with the class based on what students say afterwards. A teacher who isn't very emotionally intelligent might say it's the students' fault for not getting the lesson when they get bad reviews. But a teacher with good emotional intelligence would use the reviews to learn about themselves. They would first get their emotions under control, then carefully look at the reviews to find any common issues, maybe realising they explain hard ideas too quickly. This understanding of oneself, which is a key part of emotional intelligence, helps them change.
They might change their personal growth plan to include three short, fun polls in each class to make sure everyone understands and to go a bit slower. By checking the next set of reviews, they can tell if changing their behaviour is helping, which shows a clear link between emotional intelligence, changed behaviour, and real success in reaching goals. This way of doing things also builds a strong feeling of being responsible. The teacher isn't waiting for their boss to fix things; they are taking charge of their own growth and how well the students learn, changing from thinking their abilities are fixed to always wanting to get better. How well someone does at work means checking their present work against what they should be doing. (Richardson, F.W., 2014).










[bookmark: _Hlk214301859]Furthermore, this application of EI encourages a culture of continuous improvement beyond individual goals. Consider an administrative manager in the student services department. Their PDP objective could be to reduce the time taken to process student accommodation requests. A manager applying for EI would not just look at the process, but also at their team's social dynamics. They might use their social awareness to notice that a junior staff member is hesitant to suggest ideas in meetings. Using their relationship management skills, the manager could then have a one-on-one conversation, creating a safe space for the employee to share a suggestion for a new digital form that would automate a slow, paper-based step. By valuing this input, the manager does two things: they improve the process, moving the team closer to its performance goal, and they empower the employee, which boosts morale and encourages further innovation. This creates a powerful cycle where EI facilitates not just the achievement of a single PDP target, but a team-wide ethos of looking for ways to do things better. The manager then documents this initiative in their own PDP as an example of developing their leadership and process improvement skills, showing accountability for their own growth as well. In this way, EI transforms PDPs from a simple box-ticking exercise into a dynamic engine for personal and professional development, creating more accountable, adaptable, and effective employees across Oxford University.














[bookmark: _Toc214308893]3.1 Defining Generation X, Y, and Z:
Each age group is shaped by the specific society and technology they experience as young people, leading to different views and possible disagreements. Generation X (born 1965-1980) matured when divorces were becoming more common and the economy was unstable, which made them very independent and doubtful of organisations. This might make them appear not to respect leaders or to depend too much on themselves, since they usually like to fix issues by themselves instead of working with others. Their idea of working hard to live is a result of watching their parents’ dedication to companies not paying off, which may sometimes be seen as not having enough drive or caring about what the team wants to achieve.
People born from 1981 to 1996, called Millennials or Generation Y, grew up with planned events and ongoing praise, which made them want feedback and praise often. Others might see this need as wanting too much help or not being able to bounce back from problems.
Also, their wanting to do work that matters can sometimes cause issues with reality.
Needs of a business, since they might challenge how things are done or lose interest if they
Think their job is not meaningful or does not help society, possibly leading to them being seen as spoiled.
Generation Z (those born from 1997-2012) have grown up with technology and have only experienced a world where information is always available and communication is digital. This might cause them to favour fast, picture-based communication instead of long, written details, which some might see as a lack of focus or not wanting to concentrate for long periods. Because they are used to managing how they appear online, there can be a gap between their online and face-to-face social skills, which can sometimes make working with others and understanding subtle social cues in person harder. Also, their strong understanding of worldwide problems can create worry and a practical need for security that goes against the idea of taking business risks, which is often praised. We often talk about different generations like Gen X, the Millennials (Gen Y), and Gen Z to group people based on their birth years (Berkup, S.B., 2014). 





[bookmark: _Toc214308894]Figure 2: Generation Breakdown Table:
	Generation 
	Birth Years
	Main Characteristics
	Workplace values

	Generation X
	Between 1965 - 1980
	Independent, adaptable, self-reliant, value work like balance.
	Prefers autonomy, pragmatic communication.

	Generation Y (Millennials)
	Between 1981 - 1996
	Understands technology, collaborative, value, purpose and feedback.
	Seek teamwork, development and recognition.

	Generation Z
	Between 1997 - 2012
	Digital natives, entrepreneurial, socially aware.
	Value diversity, flexibility and mental well-being




















[bookmark: _Toc214308895]3.2 Generational Cohorts in the Workplace:
Today's workplace brings together three distinct generations, each shaped by different worlds. Generation X, born between 1965 and 1980, developed a self-sufficient mindset during an era of rising divorce rates and corporate downsizing. This created professionals who value independence and are natural problem-solvers, often serving as the stable bridge between older and younger colleagues. They brought the concept of work-life balance into the mainstream, preferring direct communication and clear objectives from their managers rather than constant oversight.
After them, Millennials (Generation Y), who were born between 1981 and 1996, started working when the internet and global connections grew very quickly. People know them as good team players who want jobs that matter, often wondering why things are done instead of just what needs doing. Because they had lots of planned activities and were often praised as kids, they do well when they get feedback and appreciation regularly, seeing bosses as helpers who can guide their growth. Because they know technology well, they were among the first to change workplaces to be more adaptable and linked together.
The most recent group, called Generation Z (born between 1997 and 2012), has grown up with technology, so using smartphones and getting information quickly is natural to them. Because they have seen financial problems and world events, they are practical and like to start their own businesses, usually focusing on skills and job security. They understand images easily, talk to each other using fast, visual ways, and think it's very important to feel good mentally and to work for real companies that accept everyone. They want technology at work to be easy to use, just like they're used to in their everyday lives.









[bookmark: _Toc214308896]3.3 Emotional Expression and Regulation Across Generations:
How someone deals with their emotions is greatly affected by the time they were born. People from Generation X, who grew up being more independent, usually keep their feelings in check. They usually think about their feelings on their own, believing it shows they are strong and grown-up. When something is bothering them, someone from Gen X will probably take some time by themselves to deal with it, maybe by doing something they enjoy, instead of quickly talking to someone about how they feel. This might make them look like they don't share much or are unemotional.
Conversely, Millennials, Gen Y, raised in an era that emphasised teamwork and open communication, are typically more comfortable sharing emotions. They often use technology to regulate feelings, seeking connection and validation by talking with friends through digital messages or social media. For a Millennial, discussing a personal setback with a close circle is a common way to process emotions and feel supported, viewing this openness as a healthy and normal practice.
For Generation Z, showing feelings is very connected to being real and knowing about mental health. Because they grew up with technology, they often use the internet to connect and to share their feelings openly and honestly. A person from Gen Z will often admit to feeling worried or stressed and will look for ways to deal with it, like using apps that help with being aware. They appreciate places where they can be themselves without being judged, handling their feelings by being honest and having people who support them.











[bookmark: _Toc214308897]3.4 Generational Differences in Team Communication and Cohesion:
The different ways generations handle emotions can both help and be a challenge for a team. For example, a team with a Generation X member might benefit from their calmness during a crisis, as they are unlikely to react with high emotion. However, their preference for handling problems alone could be seen as unfriendly by teammates who want to talk things out, potentially creating distance.
A Millennial on the same team would likely be the one to schedule a meeting to check in on everyone's feelings after a tough project. This helps the team feel supported and builds strong connections. But their expectation for constant group discussion might feel unnecessary to the Gen X member, who sees it as slowing down the work.
A Gen Z member would bring a strong focus on making sure everyone feels included and respected. They might notice if someone is being left out and speak up about it. Yet, their direct way of talking about stress or mental health could make older members uncomfortable if they are used to keeping such feelings private. When a team understands these differences, it becomes stronger. The Gen X member provides stability, the Millennial ensures collaboration, and Gen Z promotes an inclusive and honest environment. But if they don't understand each other, their clashing communication styles can lead to misunderstandings, where some are seen as cold, others as needy, and others as too intense, which can weaken the team's overall bond and effectiveness. Demographic groups known as Generations X, Y, and Z are typically characterised by the years in which their members were born (Salahuddin, M.M., 2013). 










[bookmark: _Toc214308898]3.5 How Understanding Generations Informs HR and Management:
Understanding generational differences allows HR and managers to build stronger, more effective teams. In recruitment, this means tailoring their approach. To attract a Generation X candidate, who values independence, a job description might highlight flexible projects and autonomy. For a Millennial Gen Y who seeks purpose, the description would focus on the university's mission and professional development opportunities. For Generation Z, who prioritise well-being, the message would emphasise the university’s support systems and inclusive culture. During interviews, instead of just asking about skills, a hiring manager could ask all candidates, "Can you tell me about a time you had to understand a colleague's point of view to finish a project?" This helps assess empathy.
After someone is employed, those in charge need to change how they lead. If a manager is giving comments to a Gen X teacher, they would be straightforward and pay attention to what was achieved, understanding their independence. If the same manager is working with a Millennial teacher, they would use a teaching approach, giving feedback together and talking about future progress. When working with a Gen Z teacher, the manager could use a fast online message and shape feedback around making a just and caring classroom for all students. Also, deciding where a seasoned Gen X teacher guides a Gen Z teacher on running a classroom, while the Gen Z teacher shows new learning tools, makes use of everyone's skills. In the end, providing learning on being aware and understanding feelings gives all workers a shared way to understand each other, which helps them talk better and creates a closer university atmosphere.











[bookmark: _Toc214308899] 4: Conclusion & Recommendations:
This report has shown that Emotional Intelligence gives us a key way to help people and Oxford University do better. Looking closely at important ideas, like Goleman's plan that focuses on knowing yourself and dealing with others, and the Mayer-Salovey plan, which highlights seeing and using feelings, gives us a strong way to learn about these skills. Also, looking at different age groups shows that while a professor from Gen X might care about working alone, a Millennial administrator might be great at understanding others, and a Gen Z researcher might focus on showing true feelings. These differences, if not handled well, can hurt how well a team works together, but if understood, they can make a team stronger with different skills that work well together. So, adding EI on purpose is very important for how Oxford University will perform in the future.
To translate this analysis into action, the following evidence-based recommendations are proposed. First, Oxford University should implement mandatory EI development programmes rooted in these theories. Training could use Goleman’s framework to help a department head improve their social awareness in meetings, while using the Mayer-Salovey model to teach staff how to accurately perceive non-verbal cues from anxious students. Second, recruitment and performance reviews must integrate EI criteria. For example, when promoting a senior lecturer, their demonstrated ability to manage relationships and mentor junior staff from different generations, a key Goleman competency, should be formally evaluated alongside their research output.
To continue, Oxford University should create mentoring groups that span different age groups. This very useful idea puts the understanding people part of EI into action, letting a staff member from Gen X share their useful self-control skills with a younger Gen Z mentee, who can then offer new ideas about using technology to talk to people and being inclusive. Lastly, leaders have to show emotionally smart actions, proving they understand themselves and can change as needed, which is what Goleman and Mayer-Salovey talked about. By consistently adding these EI ideas into its plans for people, from hiring and teaching to mentoring and leading, Oxford University will create a stronger, more cooperative, and more successful learning community, ready to handle the problems of today's education world.
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