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[bookmark: _Toc223789067]Introduction 
Modern workplaces integrate emotional intelligence, and mindfulness are critical elements since they help people work together effectively and smoothly while keeping satisfaction high. Modern businesses are nuanced, where employees and managers are required to manage emotions, clearly communicate and nurture good relationships (Maldonado and Márquez, 2023). Emotional intelligence within this context means knowing one’s emotions and understanding them. Daniel Goleman (1995) suggested that people who struggle to understand their own emotions tend to face difficulties in reading others, which can hamper teamwork and decision-making. Mindfulness support emotions intelligence by teaching people to remain present and calm. This skill is valuable for thinking before reacting in stressful situations. This allows business now focus more on employee engagement, leadership and culture; therefore, emotional intelligence and mindfulness play an important role (Goleman and Cherniss, 2024). The following report will explore emotional intelligence models, explore the distinction between Generation X, Y, and Z and propose practises for businesses to integrate emotional intelligence and generational diversity and enhance teamwork and performance.           
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Figure 1: Emotional Intelligence, source: (Landry, 2020)
[bookmark: _Toc223789068]Emotional Intelligence in the Workplace
Emotional intelligence is the skill that allows one to recognise, understand and manage emotions in oneself and others. It forms a baseline for interpersonal relationships, leadership and workplace collaboration (Maldonado and Márquez, 2023). Therefore, emotional intelligence allows employees to manage workplace stress better, resolve conflicts and nurture robust relationships with colleagues and customers. For understanding this concept better, certain models can be used, like Goleman's Emotional Intelligence Model, Bar-On's Emotional Intelligence Model and Mayer-Salovey Ability model. These models are effective for understanding how emotional intelligence impacts employee behaviour and workplace performance.     
Goleman’s emotional intelligence model 
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Figure 2: Goleman’s emotional intelligence model, Source: (Amponsah et al., 2024)
Daniel Goleman’s emotional intelligence framework discusses five crucial aspects that influence how individuals perceive, manage and engage with emotions with the help of self-awareness, motivation, self-regulation, empathy and social skills. All these elements impact workplace effectiveness, leadership and collaboration (Filice and Weese, 2024). Self-awareness is the baseline of emotional intelligence, and is associated with recognising one’s emotions and understanding their influence on behaviour and decision making. Employees who have robust self-awareness are proficient at determining emotional triggers and adjusting their emotions properly (Filice and Weese, 2024). For example, acknowledging frustrations within a tense meeting enables an individual to remain calm, avoiding conflict, but on the other hand, poor self-awareness results in miscommunication, along with strained relationships. Self-regulation in this context means managing one’s emotions in a constructive manner despite facing pressures. This can be better understood using an example of an employee who can regulate themselves within a stressful situation, maintain their composure, and rationality, which shows self-regulation. This is particularly required for roles like customer service professionals who deal with difficult clients. On the other hand, heavy workloads or organisational stress can result in emotional control and, in certain cases, results to reactive behaviour. 
Motivation with respect to emotional intelligence is led by intrinsic commitment instead of external rewards; therefore, highly motivated employees showcase optimism, resilience and persistence in accomplishing goals (Filice and Weese, 2024). They offer significant support for achieving organisational success, for example, in cases where sales staff continue to make efforts regardless of setbacks. Motivation is influenced by many external factors, such as well like workplace culture, personal values and leadership. Empathy, another critical aspect of emotional intelligence as per Daniel Goleman’s frameworks, means one is able to understand and also share the feelings of others (Filice and Weese, 2024). This is critical for teamwork, conflicts resolutions and leadership. For example, when managers can empathise with the employees, nurturing supportive environments. Meanwhile, empathetic co-workers improve collaborations. Regardless of this, emotional engagement can also influence one’s judgement, which therefore needs balance between objectivity and compassion.  
Emotional intelligence also needs good social skills, like effective communication, relationship building and conflict management. For roles like leadership, negotiation and teamwork, these skills are required (Filice and Weese, 2024). On the other hand, personality traits along with the organisational culture can influence how such skills can manifest.                                             
Mayer and Salovey's ability model 
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Figure 3: Mayer and Salovey's ability model, Source: (Fiori and Vesely-Maillefer, 2017)
The ability model of emotional intelligence introduced by Mayer and Salovey (1997) is considered to be one of the earliest theoretical understandings of emotional intelligence. This model perceives emotional intelligence as a kind of cognitive ability which allows one to process emotional information and also use it to guide one's thinking and behaviour (Mayer et al., 2016). Comparing it to other models shows that it treats emotional intelligence as a personality trait, while this model highlights that emotional intelligence can be learned and developed via experience, education and practice.
The model entails four main stages: perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions. The first most perceiving emotions means the ability to recognise and precisely determine emotions in oneself as well as others. This entails being able to understand emotional cues like facial expressions, tone of voice and body language. With respect to the workplace environment, this skill is required since it allows employees to understand when co-workers are stressed, motivated and frustrated, which can help one enhance communication and teamwork (Mayer et al., 2016). Further, the second stage is using emotions to enhance thinking. It is associated with using emotional information for supporting decision-making, problem solving along with creativity. For instance, employees might rely on positive emotions for creating innovative ideas or acknowledging when negative emotions might influence judgment during critical decisions. 
The third stage is being able to understand emotions, which means analysing emotional information and recognising how emotions change over time. Employees who also understand emotions are better at determining the cause of emotional reactions and foresee how certain situations can impact workplace behaviour (Mayer et al., 2016).  The last stage of this model is managing emotions, which means being able to regulate one’s own emotions along with influencing the emotions of others in a constructive manner. This allows one to maintain composure even in the face of stressful situations and maintain professional relationships. Overall, this means Mayer and Salovey's models underscore emotional intelligence as a skill which business can nurture via training and leadership development programmes (Mayer et al., 2016). Nevertheless, it is also a common debate among researchers whether measuring emotional intelligence as a cognitive ability can be difficult and more nuanced since emotional response tends to be subjective and influenced by personal experiences.                                                                    
Bar-On emotional intelligence model 
[image: Bar on model of emotional intelligence ...]
Figure 4: Bar-On emotional intelligence model, Source:(Stein and Book, 2000)
The Bar-On Emotional Intelligence model shows how people use emotional and social skills for managing life’s challenges, focusing on the five main aspects, which are interpersonal skills, intrapersonal skills, stress management, general mood and adaptability. Such aspects reflect how emotions influence behaviour, relationship and performance at work. Intrapersonal skills mean understanding oneself by being able to recognise one’s feelings (Bar-On, 2006). It requires confidence and a strong understanding of strengths and weaknesses. This allows people to manage their emotions better and also make clear decisions. Interpersonal skills mean one is able to deal with others by communicating, establishing trusts and showing care. In the workplace, employees with good interpersonal skills work well within teams and also create positive relationships. Stress management also means remaining calm and balanced under pressures for instance, if the deadlines are tight, but employees are prepared with strong stress management, they can maintain their focus instead of getting overwhelmed, which helps them maintain productivity and professionalism regardless of a difficult situation (Bar-On, 2006). Adaptability means one is able to adjust when things change. In the workplace, rules, technology and goals tend to change, which means employees who are good at adaptability can quickly learn new ways of working and remain effective regardless of challenges. This model also includes general mood, which means overall emotional outlook. 
For example, positive mood helps an employee to remain motivated, optimistic and also resilient. Further, these people can also inspire others and create a pleasant workplace environment. This model underscores that emotional wellness is significantly important to workplace success (Bar-On, 2006). This shows that employee with good skills in managing their emotions, good adaptability and positive relationship tends to perform better. On the other hand, researchers also debate that this model tends to overlap with personality traits like confidence and optimisms which means differentiating emotional intelligence from personality is difficult. Regardless of these arguments, the models remain insightful for understanding how emotions influence behaviour and teamwork in organisations.    
MBSR (Mindfulness-Based Stress Reduction)

5: Figure MBSR (Mindfulness-Based Stress Reduction), Source: (Author)
MBSR is an organised practice which is based on mindfulness practises like meditation, breathing exercise and body awareness for decreasing stress and enhancing emotional wellness. It supports individuals to become more aware of their thoughts as well as feelings without reacting impulsively (Kriakous et al., 2021). Within the workplace, MBSR can improve emotional intelligence by enhancing focus, resilience and self-regulation by enabling employees, as well as managers, to manage pressures and challenges more effectively.             
MBWA (Management by Walking Around)   

Figure 6: MBWA (Management by Walking Around), Source: (Author)
MBWA is a style of management where leaders actively walk around the workplace to engage with employees, observe operations and build relationships (Tucker and Singer, 2014). This approach goes beyond depending only on formal reports, allowing managers to gain real-time insights and inspiring open communication. This method is also effective for nurturing trust, morale, and teamwork (Tucker and Singer, 2014). It also backs up emotional intelligence by enabling managers to understand employees' needs, determine issues early and also respond with effective communication and empathy.                                            
Significance of emotional intelligence in the workplace      
Emotional intelligence at a workplace plays a crucial role in improving organisational performance and developing a positive work environment. For example, emotional intelligence within the workplace means improved teamwork because emotionally intelligent individuals are better able to comprehend the feelings and viewpoints of their co-workers, which can encourage trust, cooperation and collaboration within teams (Zaiful, 2023). Another critical contribution of emotional intelligence is influential leadership, which means emotionally intelligent leaders are more capable of motivating employees, managing stress, and making balanced decisions. They are also good at being empathic and communicating clearly, which reinforcing relationship between managers and employees. Emotional intelligence is also supportive of better conflicts resolutions, which enhances workplace conflicts. Emotionally intelligent employees for managing disagreement calmly but also constructively (Salameh-Ayanian et al., 2025). 
Therefore, acknowledging emotional triggers and responding to them properly can be effective for preventing conflicts from worsening. Additionally, emotional intelligence can result in increased employee engagement and robust workplace relationships. This is because employees who feel understood and respected tend to be more motivated and committed to their work. Research reflects that highly emotionally intelligence tends to showcase better communication skills and also experience higher job satisfaction (Maldonado and Márquez, 2023). Nevertheless, emotional intelligence itself is not always enough to ensure organisational success. There are other factors as well, like organisational culture, leadership style and workplace pressures can impact employee performance. Thus, businesses are required to implement emotional intelligence development with supportive leadership practises along with training programmes.                                                 
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Modern workplaces employ people from different generations, like Generation X, Generation Y/ Millennials, and Generation Z. Generation X are people from the year 1965-1980, Generation Y or Millennials are from the year 1980-1996, whereas Generation Z are from 1997-2012. Each generation owns exclusive characteristics influenced by social, technological and economic impacts. Differences between generations influence their communication styles, work expectations, and emotional intelligence practises (ResearchGate, no date). Managers, therefore, are required to understand such generational distinctions for creating effective recruitment strategies and inclusive workplace environments.      
Traditionalist
This generation includes people born before the mid-1940s, and are recognised with traits like disciplined, loyal and hardworking. Most of them have faced economic struggle, postwar recovery periods when growing, which has largely influenced their work ethics, respect for authority and also preference for stability (Woime and Shato, 2025). Within the workplace, they prioritise long-term jobs, show commitment and also tend to be reliable. Their calm and steady approach also makes them dependable employees. nevertheless, they are likely to face challenges with the rapid technological advancement and are more inclined towards formal communication and clear hierarchies.
Baby Boomers
The Baby Boomers' term is used for the demographic born between 1946 and 1964, and they are considered to be responsible, career-oriented and highly experienced professionals (Woime and Shato, 2025). This generation witnessed economic growth and opportunity, which also made them ambitious, competitive, as well as achievement focused. This generation is more inclined to strong self-awareness, empathy, and interpersonal skills, which makes teamwork and conflict management robust. Their motivation factors are recognition, meaningful contributions to the company and career progressions (Woime and Shato, 2025). Further, their extensive experiences also allow them to offer mentoring or manage leadership roles. But they are more inclined towards traditional communication methods and structured environments.                              
Generation X
Generation X are the people born between the mid-1960s and early 1980s. In terms of employees or workplace behaviour, these people are seen as independent, adaptable and experienced professionals. Most of them faced economic change and workplace restructuring while growing up, which made them proficient, self-sufficient and good problem solvers. Generation X tends to have high organisational commitment (Woime and Shato, 2025). They are seen as loyal to their companies and have years of leadership experience. This is why most of them are in management or hold important roles. Years of professional practise offered them robust emotional control and resilience, but on the other hand, they are also more inclined towards traditional communication methods like face-to-face meetings or phone calls, instead of the newer digital tools. Further, they prefer a structured environment with clear rules and expectations. In simpler terms, Generation X are recognised as the generation that contributes stability, reliability and valuable experiences to the workplace.                 
Millennials (Generation Y)
Millennials, or Generation Y, are the people who were born around the period of 1981 to 1996, and most of them grew up during the period of rapid technological advancement, globalisations and increased access to information. This results in a generation that is comfortable with digital technologies and online communication platforms. They are prepared with digital literacy, which helps them adapt quickly to the modern workplace technologies and also contribute to innovation within organisations (Salvadorinho et al., 2025). This generation is inclined towards collaboration and teamwork, and they like to work in an environment which allows easy exchange of ideas and teamwork. They also prefer regular feedback and recognition from the managers since it also helps them to understand their performance and progress in terms of organisations. They prioritise career development and continuous learning opportunities, personal growth and meaningful work experiences.  
Millennials are known for strong empathy and social awareness. Further, they grew up in a diverse social environment, which also helped these people to nurture an inclusive attitude and appreciation for different perspectives (Salvadorinho et al., 2025). On the other hand, researchers claim millennials also tend to experiences high level of workplace stress, and they might be overly dependent on managers’ feedback in comparison to the previous generation. Thus, managers must use a more supportive leadership style for offering clear communication and provide professional development opportunities for effectively engaging and inspiring Millennial employees.                               
Generation Z
Generation Z are the people born around the period of the mid-1990s to the early 2010s and are the youngest group now entering the workplace. Contrary to older generations, these people are fully immersed in the digital age, and are surrounded by smartphones, social media and constant internet access. Therefore, this generation is highly skilled in terms of technology and quick for learning new digital tools. These people are known for their entrepreneurial mindset, robust technological ability and preference for flexibility and awareness of social issues. They also prefer jobs that prioritise creativity, adaptability, diversity and inclusivity. Most of these people tend to be passionate about topics such as sustainability, equality and fairness. Generation Z workers are also good with emotional awareness, since they have a better understanding of their feelings and care about their mental health. 
On the other hand, they face workplace stress and job insecurity, particularly due to the high competition and uncertainty in terms of career paths. To support Generation Z, managers need to offer clear guidance, inclusive cultures and mental health resources. Furthermore, flexible work options, open communication, and recognition are also necessary for this generation. Overall, Generation Z offers fresh ideas, digital expertise, along with robust social awareness, which makes them a signfciacint part of the modern workplace.                          
Impact of generational differences on emotional intelligence    
Generational diversity within the workplace can critically impact how emotional intelligence is practised and implemented within the workplace. since employees from diverse age groups work together, pools unique experiences, values and communication styles. While differences can impact how individuals understand and respond to emotions in terms of professional environments (SDMIMD, 2020). Therefore, current managers must understand generational diversity, which enbales organisation to use emotional intelligence properly in managing relationships, teamwork, and communication.  
Generational diversity is beneficial since it offers diverse perspectives, whereas employees from diverse generations see problems in different ways, and each unique perspective is influenced by respective social and professional experiences. For instance, older employees like those from Generation X might offer extensive experience in the workplace, with strong emotional regulation skills, and younger generations like Gen Z and Millennials showcase high levels of social awareness, along with openness to new ideas (Chen et al., 2016). This form of diversity can improve emotional intelligence within teams by inspiring individuals to acknowledge and also appreciate diverse emotional responses and perspectives.  
It is effective for knowledge sharing between experienced and younger employees. older generations, for example, can offer mentorships and guidance based on their professional experiences, and can support younger workers in developing emotional resilience and workplace communication skills. At the same time, younger employees can offer new practises, innovative ideas and technological knowledge. This exchange of knowledge is effective for reinforcing and creating a supportive environment of workplace (ResearchGate, 2025). Generational diversity, therefore, can inspire innovation and creativity. When employees with diverse backgrounds and emotional awareness work together, they are better positioned to create creative solutions and quick adaptation for changing business environments. 
This also shows that emotional intelligence serves a critical role in handling interactions and creating a respectful workplace environment. The challenges of managing these interactions entail communication misunderstandings, where diverse generations need different communication methods. For example, the older generation might prefer face-to-face discussions or formal communication, and millennials or Gen Z might prefer digital communication platforms. Such a distinction can result in either frustration or misinterpretations. Another challenge is associated with different expectations in relation to leadership and workplace culture. younger employee might seek more frequent feedback, flexible work arrangements and participative leadership, whereas older employees might be inclined towards a more structured organisational hierarchy. Additionally conflicting style of work is also likely to emerge due to different attitudes towards work-life balance, technological use and authority. For managing such challenges, managers are required to integrate flexible and emotionally intelligent leadership approaches; therefore, by showcasing empathy, active listening and open communication, managers are better prepared to nurture an inclusive environment that respects generational differences (‌Pooja et al., 2022). Further, inspiring collaboration, offering training and promoting mutual understanding can be effective for organisations to strike a balance between generational diversity.                                                                            
[bookmark: _Toc223789070]Conclusion and Recommendations
Emotional intelligence is critical for the modern workplace since it helps people recognise, understand and manage emotions. It is beneficial for strengthening teamwork, leadership, and relationships. This report explained different models of emotional intelligence, developed by Goleman, Mayer, Salovey and Bar-On, showcasing how emotional skills can also make employees more effective and productive. This analysis showed that workers with robust emotional intelligence manage stress, overcome conflicts and establish positive connections with coworkers. Nevertheless, emotional intelligence might be seen differently across different generations. For instance, Generation X, Y, and Z offer unique values, skills and ways of communicating, whereas diversity can result in stronger organisations, and it can also result in challenges if not properly managed. 
Recommendations
Business therefore, are required to offer training programmes to support their employee to improve self-awareness, communication and empathy and inspire teamwork. Recruitment in this manner emphasises technical skills but also emotional intelligence qualities like adaptability, collaboration and interpretational communication. Further business is suggested to encourage mindfulness and wellness practises for support better stress management and healthy living. Emotional intelligence merged with good generational management is critical for businesses to nurture a more supportive, productive and resilient workplace.
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Reduce stress
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