University of Wales Trinity Saint David (UWTSD)










Module Title: Developing Emotional Intelligence Skills (LCLM5006)
Assessment Title: Emotional Intelligence and Mindfulness in the Workplace








Student Name: Galyna Vovk
Student ID: 2337083

Lecturer: Dr. Kazeem Oseni



Table of Contents
Introduction ..................................................................................... 3
1. Critically Evaluate How Employees Use Emotional Intelligence in the Workplace ................................................................................. 4
   1.1 Self-Awareness ...........................................................................4
   1.2 Self-Regulation .......................................................................... 5
   1.3 Motivation .................................................................................. 5
   1.4 Empathy .................................................................................... 6
   1.5 Social Skills ............................................................................... 7
   1.6 Mindfulness ............................................................................... 7
   1.7 Critical Evaluation of Emotional Intelligence Models ................ 8
   1.8 Application in Real Work Context ............................................. 8
2. Generational Differences and Recruitment in the Workplace .............9
   2.1 Generation X ..............................................................................9
   2.2 Generation Y (Millennials) .........................................................10
   2.3 Generation Z ..............................................................................11
   2.4 Impact of Generational Differences on Emotional Intelligence .............................................................................................................11
   2.5 Recruitment Implications ...........................................................12
   2.6 Critical Evaluation ......................................................................13
3. Conclusion ..........................................................................................14
4. Recommendations ..............................................................................15
5. References ..........................................................................................16







INTRODUCTION
Emotional intelligence and mindfulness have become more important in real working environments, especially where people need to deal with pressure, deadlines and different types of communication. In many situations, employees are not only expected to complete tasks, but also to manage their emotions and respond appropriately to others. As Goleman (1995) explains, if individuals are not aware of their own emotions, it becomes much harder for them to understand how other people feel and react.
From my own experience as a full-time student who also works part-time, I have seen that emotional intelligence is not something that develops only through theory. It develops mainly through real situations — for example, when dealing with customers, managing time between work and study, or handling stress. In these moments, mindfulness has helped me pause and think more clearly instead of reacting emotionally.
This report explores how emotional intelligence is used in the workplace and why it matters in everyday situations. It also looks at generational differences between Generation X, Y and Z, and explains why understanding these differences is important for managers when recruiting and working with employees.










1. Critically Evaluate How Employees Use Emotional Intelligence in the Workplace 
In modern workplaces, employees are expected to do more than complete tasks efficiently. They need to communicate with others, manage pressure, adapt to changing situations and make decisions that often involve emotional judgement. In this context, emotional intelligence (EI) has become an important factor influencing how individuals perform and interact at work. Rather than being a purely theoretical concept, EI is closely connected to everyday behaviour and practical situations.
Emotional intelligence is commonly understood as the ability to recognise, understand and manage emotions in oneself and in others. Daniel Goleman (1995) identifies key components such as self-awareness, self-regulation, motivation, empathy and social skills. Similarly, Mayer, Salovey and Caruso (1997) describe EI as a set of abilities related to emotional perception, understanding and regulation. While these models provide a useful structure, their real value becomes clearer when applied in real-life situations rather than studied in isolation.
From my own experience as a full-time student who also works part-time, emotional intelligence is not something that develops only through theory. It develops gradually through real interaction, pressure and reflection. In my case, emotional intelligence was shaped by situations where I had to manage stress, deal with customers and balance multiple responsibilities. These experiences helped me understand how emotions influence behaviour and how important it is to respond rather than react.

1.1 Self-Awareness: A Starting Point, Not a Complete Solution
Self-awareness is often described as the foundation of emotional intelligence because it involves recognising one’s own emotions and understanding how they influence behaviour (Goleman, 1995). In the workplace, this ability can help employees avoid impulsive decisions and improve their focus.
For example, during periods when I had to manage both academic deadlines and work responsibilities, I noticed feelings of stress and fatigue. Recognising these emotions early allowed me to adjust my priorities and organise my time more effectively. This shows that self-awareness can improve performance by helping individuals respond more thoughtfully to challenges.
However, self-awareness on its own is not enough. Some employees may be aware of their emotions but still struggle to control them. In addition, focusing too much on personal feelings can reduce awareness of others, which is essential in teamwork. This suggests that self-awareness must be supported by other components of emotional intelligence in order to be effective in real workplace situations.

1.2 Self-Regulation: Managing Emotions Without Hiding Them
Self-regulation refers to the ability to manage emotional reactions and behave appropriately in different situations (Mayer et al., 1997). This is particularly important in environments where employees interact with customers or work closely with others.
In my own work experience, there have been situations where customers were dissatisfied or under stress. Even when I felt pressure, I learned to remain calm and respond professionally. This helped prevent conflict and maintain a positive interaction. In this sense, self-regulation supports both individual performance and customer satisfaction.
At the same time, emotional control is not always positive. Research by Gross (2015) suggests that when individuals constantly suppress their emotions instead of processing them, it can lead to stress and emotional exhaustion. Employees may appear calm on the surface but experience internal pressure. In addition, excessive control can make behaviour seem unnatural or inauthentic, which may affect trust in professional relationships.
Therefore, self-regulation should not be understood as simply hiding emotions. It should involve recognising emotions, understanding them and responding in a balanced and appropriate way.

1.3 Motivation: A Driver of Performance with Potential Risks
Motivation is another important component of emotional intelligence. It refers to the internal drive that encourages individuals to achieve goals and remain focused despite challenges (Goleman, 1995). Employees with strong motivation are often more productive and resilient.
In my situation, balancing university studies and part-time work requires consistent motivation. Even when I feel tired or overwhelmed, I continue working towards deadlines and responsibilities. This shows how motivation supports persistence and goal achievement.
However, motivation also has a less positive side. Highly motivated individuals may push themselves too hard and ignore signs of stress or fatigue. In competitive environments, this can lead to burnout and reduced wellbeing. This highlights an important limitation: motivation must be balanced with self-care and organisational support.
Without this balance, what initially appears as a strength can become a risk to both performance and health.

1.4 Empathy: Improving Relationships but Creating Challenges
Empathy is the ability to understand and respond to the emotions of others. It is essential for teamwork, leadership and customer service because it helps build trust and improve communication (Mayer et al., 1997).
From my own experience, empathy has helped me communicate more effectively with customers and colleagues. When I understand how someone feels, I can adjust my response and avoid misunderstandings. This improves relationships and creates a more positive work environment.
However, empathy is not always straightforward. In some situations, too much empathy can reduce objectivity. For example, managers may avoid making necessary but difficult decisions because they do not want to negatively affect employees. In addition, constantly responding to the emotions of others can lead to emotional overload, where individuals feel drained or stressed.
This shows that empathy must be balanced with professional judgement. It is important to understand others, but also to maintain clear boundaries.




1.5 Social Skills: Communication, Influence and Ethical Concerns
Social skills include communication, teamwork and the ability to manage conflict. These skills are essential for collaboration and effective workplace relationships (Goleman, 1995).
In both my academic and work environments, communication plays a key role. I regularly interact with customers, colleagues and lecturers. Clear and respectful communication helps prevent misunderstandings and improves teamwork.
However, social skills can also be used in negative ways. Research by Côté (2014) suggests that individuals with strong emotional skills may use them to influence or manipulate others for personal benefit. This highlights an important limitation of emotional intelligence — it does not automatically lead to ethical behaviour.
For this reason, organisations must not only develop emotional intelligence but also encourage its responsible and ethical use.

1.6 Mindfulness: A Practical Tool for Emotional Control
Mindfulness refers to the ability to remain aware of one’s thoughts and emotions in the present moment (Karelaia and Reb, 2015). It supports emotional intelligence by helping individuals pause before reacting.
In my experience, mindfulness has been particularly useful in stressful situations. When I feel overwhelmed, taking a short pause allows me to think more clearly and respond more calmly. This improves both decision-making and communication.
Research also shows that mindfulness can reduce stress and improve focus (Karelaia and Reb, 2015). However, it requires consistent practice and may be difficult to apply in fast-paced work environments where quick decisions are required.
Therefore, while mindfulness is a valuable tool, its effectiveness depends on both individual effort and organisational support.



1.7 Critical Evaluation of Emotional Intelligence Models
Goleman’s model is widely used in organisations because it focuses on practical skills that can be developed. It is easy to understand and apply in real workplace situations. However, it has been criticised for being too broad and lacking clear measurement.
In contrast, the model developed by Mayer, Salovey and Caruso (1997) provides a more structured and scientific approach, focusing on emotional abilities. While this offers greater precision, it is less practical for everyday use.
Both models have limitations. Emotional intelligence is difficult to measure accurately, and results may vary depending on the method used (Zeidner et al., 2020). In addition, cultural differences influence how emotions are expressed and understood, which makes it difficult to apply a single model universally.
Another challenge is that emotional intelligence overlaps with personality traits, making it harder to define clearly. Some researchers also argue that EI can be used for manipulation rather than positive interaction.
This suggests that emotional intelligence should not be seen as a complete solution, but as one important factor that contributes to workplace effectiveness.

1.8 Application in Real Work Context
In real workplaces, emotional intelligence is used continuously in communication, teamwork and decision-making. Employees must manage their own emotions while also responding to the behaviour of others.
From my experience, emotional intelligence is especially important in situations involving stress, customer interaction and teamwork. It helps maintain professionalism, improve relationships and handle challenges more effectively.
However, the ability to apply emotional intelligence depends on practice, reflection and support from the organisation. Without these, employees may understand the concept but struggle to use it in real situations.

2. Generational Differences and Recruitment in the Workplace
Modern organisations are becoming more diverse not only in terms of culture, but also in age. In many workplaces today, employees from different generations work side by side, particularly Generation X, Generation Y (Millennials) and Generation Z. Each of these groups has developed in different social and technological conditions, which influences how they communicate, what they expect from work and how they respond to challenges. For managers, this creates both opportunities and difficulties, especially when recruiting and building effective teams.
Generational diversity can be a strong advantage. Teams that include people with different experiences and perspectives are often more creative and better at solving problems. However, these differences can also lead to misunderstandings, especially if communication styles and expectations are not aligned. In this situation, emotional intelligence becomes essential, as it allows managers and employees to understand and adapt to different behaviours rather than react to them.
Generational theory suggests that people are influenced by the economic, social and technological environment in which they grow up (Twenge, 2017). These factors shape attitudes towards authority, work-life balance and communication. However, while this theory is useful, it does not fully explain individual behaviour. Emotional intelligence plays a key role in bridging these differences because it focuses on how people understand and manage emotions in real situations.

2.1 Generation X: Stability, Experience and Controlled Communication
Generation X is often associated with independence, responsibility and a preference for stability. Many individuals in this group have significant work experience and tend to value clear roles, structured environments and professional boundaries.
From an emotional intelligence perspective, Generation X employees often demonstrate strong self-regulation. They are generally able to remain calm under pressure and make decisions without reacting emotionally. This makes them reliable in situations that require consistency and control.
However, this strength can also create limitations. Compared to younger generations, they may be less open about their emotions and less comfortable discussing personal challenges at work. As noted by Costanza et al. (2012), this generation tends to separate personal and professional life more clearly. As a result, their communication style may appear more formal or distant.
From a recruitment perspective, managers need to recognise and value the experience of Generation X, while also encouraging flexibility and openness. Emotional intelligence is particularly important here, as managers must find a balance between respecting their independence and supporting more collaborative ways of working.

2.2 Generation Y (Millennials): Collaboration and Need for Feedback
Generation Y, or Millennials, grew up during a period of rapid technological change and tend to value teamwork, communication and personal development. They are often described as more open, adaptable and willing to express their opinions.
In terms of emotional intelligence, Millennials often demonstrate strong empathy and social skills. They are generally comfortable discussing their emotions and engaging in open communication. From my own experience, younger colleagues are more likely to ask questions, share concerns and seek support when needed. This can improve teamwork and create a more supportive environment.
At the same time, this openness can also lead to challenges. Millennials often expect regular feedback, recognition and opportunities for development (Ng et al., 2010). In more traditional workplaces, where feedback is less frequent, this can lead to frustration or reduced motivation.
Another issue is the pressure created by constant comparison, especially through social media. This can increase stress and create unrealistic expectations about success and progress. As a result, while Millennials bring strong interpersonal skills, they may also require more emotional support from managers.
For recruitment, managers should focus on clear communication, opportunities for growth and a supportive work environment. At the same time, it is important to manage expectations and ensure that organisational structures are clearly explained.

2.3 Generation Z: Digital Mindset and Emotional Awareness
Generation Z is the newest group entering the workforce and is strongly influenced by digital technology and social media. Their communication style, expectations and attitudes towards work are shaped by this environment.
One noticeable strength of this generation is their openness about mental health and emotional wellbeing. This suggests a higher level of self-awareness, which is an important part of emotional intelligence. From my own experience as both a student and employee, I have noticed that younger individuals are more willing to recognise when they feel stressed and talk about it.
However, this generation also faces specific challenges. Their reliance on digital communication may reduce their ability to handle face-to-face interaction, especially in situations that involve conflict or emotional complexity. This can affect teamwork and professional relationships.
In addition, Generation Z often values flexibility, inclusion and meaningful work. They are less likely to accept strict hierarchical structures and may expect a more supportive and engaging work environment (Twenge, 2017).
For managers, this means that recruitment strategies should be adapted to these expectations. Digital platforms, flexible working conditions and clear career opportunities are important. At the same time, organisations need to support the development of communication skills and professional behaviour.

2.4 Impact of Generational Differences on Emotional Intelligence
Generational differences influence how emotional intelligence is expressed in the workplace. Each generation tends to demonstrate different strengths.
Generation X often contributes stability, experience and emotional control. Millennials bring collaboration, empathy and openness. Generation Z adds adaptability and awareness of mental wellbeing.
When these strengths are combined effectively, organisations can benefit from more balanced and dynamic teams. Diverse teams are often better at problem-solving and adapting to change (CIPD, 2023).
However, these differences can also create challenges. Communication styles may not match, and expectations can vary. For example, one employee may prefer direct instructions, while another expects discussion and feedback. In addition, digital communication may reduce clarity and lead to misunderstandings.
Without emotional intelligence, these differences can lead to conflict and reduced performance. Emotional intelligence allows individuals to recognise these differences and respond in a more flexible and understanding way.

2.5 Recruitment Implications: Focusing on Skills, Not Labels
Although generational theory provides useful insights, it should not be used as the main basis for recruitment decisions. Relying too much on generational categories can lead to stereotypes and bias.
First, managers should adopt flexible recruitment strategies. Different generations respond to different approaches. For example, online platforms and social media may be more effective for younger candidates, while traditional methods may still attract more experienced applicants.
Second, emotional intelligence should be considered as an important factor during recruitment. Skills such as communication, adaptability and empathy are essential for working in diverse teams. These skills often have a greater impact on performance than technical abilities alone.
Third, clear communication during recruitment is essential. Differences in expectations around work-life balance, career development and feedback can affect employee satisfaction. Setting clear expectations from the beginning helps reduce misunderstanding.
Finally, organisations should aim to create inclusive environments where all employees feel respected and valued. This not only improves engagement but also supports long-term retention.

2.6 Critical Evaluation
While generational differences can help explain certain behaviours, they also have clear limitations. Not all individuals behave according to the characteristics of their generation. As Costanza et al. (2012) argue, differences within generations are often greater than differences between them.
In addition, focusing too much on generational labels may lead managers to make assumptions instead of understanding individuals. This can result in unfair decisions and missed opportunities.
Another important limitation is that emotional intelligence is not directly related to age. Some younger employees may demonstrate high levels of emotional awareness, while some experienced employees may struggle with communication or adaptability.
For this reason, generational theory should be used as a general guide rather than a strict framework. Emotional intelligence allows managers to move beyond stereotypes and focus on individual strengths, behaviour and potential.










Conclusion
In conclusion, emotional intelligence plays an important role in how employees behave and interact in the workplace. Skills such as self-awareness, self-regulation, motivation, empathy and communication help individuals manage pressure, work with others and make better decisions. However, this report shows that emotional intelligence is not always straightforward. Each component can have both positive and negative effects depending on how it is used.
For example, controlling emotions can support professionalism, but too much control may lead to stress or emotional suppression. In the same way, empathy can improve relationships but may also affect objectivity. This means that emotional intelligence is not only about having these skills, but about using them in the right way and at the right time.
From my own experience, emotional intelligence develops through real situations rather than theory alone. Dealing with stress, customers and time pressure helped me understand my own reactions and improve over time.
Generational differences also influence how emotional intelligence is expressed. While diversity can improve teamwork and creativity, it can also create misunderstandings. Therefore, emotional intelligence is essential for managing these differences effectively in modern organisations.









Recommendations
Several practical steps can help organisations improve the use of emotional intelligence in the workplace. First, companies should focus on developing emotional intelligence through real-life training rather than only theoretical learning. Employees benefit more from practical examples such as handling difficult situations or managing stress.
Second, mindfulness should be encouraged as a simple but effective tool. Even short pauses during stressful moments can help employees think more clearly and avoid emotional reactions. Creating time and space for this is important.
Third, managers should avoid relying on generational stereotypes. While general differences between Generation X, Y and Z exist, each employee is different. A flexible and individual approach will be more effective than assumptions based on age.
Fourth, emotional intelligence should be considered during recruitment. Skills such as communication, adaptability and self-awareness are essential for teamwork and long-term performance.
Finally, organisations should create a supportive work environment where employees feel comfortable sharing ideas and concerns. Supporting wellbeing and reducing stress is also important, as emotional intelligence cannot be effective in a negative or high-pressure environment.
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