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1. Introduction
“If you are tuned out of your own emotions, you will be poor at reading them in other people.” - Daniel Goleman (1995).
[bookmark: _Int_4uTU4v7e]This quote shows that understanding our own emotions is very important before we can understand the emotions of others. Emotional intelligence (EI) is the ability to recognise, understand and manage our own emotions, and also respond in the right way to other people’s emotions (Goleman, 1995; Frothingham, 2024). It also includes using emotions to guide how we think and behave, which affects the decisions we make and how we interact with others in both personal and work situations (Mayer et al., 2004).
In today’s organisations, emotional intelligence is becoming more important. Employees are expected to work in teams, communicate clearly and deal with pressure in fast-changing environments. Emotional intelligence helps people manage stress, build good relationships and improve their overall performance (Bradberry and Greaves, 2009). Because of this, organisations are starting to focus more on emotional skills, not just technical abilities.
There are different models of emotional intelligence in academic research, including Goleman’s model, the Bar-On model and the model developed by Salovey and Mayer (1990). While the ability model focuses more on how emotions are processed, Goleman’s and Bar-On’s models are more practical and commonly used in the workplace. For this reason, this report will mainly focus on these two models.
Goleman (1998) developed his model into four main areas, known as domains, along with several competencies that explain how emotional intelligence affects behaviour at work. He also introduced the ideas of resonant and dissonant leadership, which explain how leaders can influence the emotional environment of an organisation (Goleman, 2002). An important part of emotionally intelligent leadership is having a clear vision and being able to communicate it effectively to motivate employees.
Mindfulness is also closely linked to emotional intelligence because it helps improve self-awareness and emotional control. According to Kabat-Zinn (2003), mindfulness means focusing on the present moment without judging thoughts or feelings. In the workplace, this helps employees stay calm and respond better to stressful situations instead of reacting quickly. Research also shows that mindfulness can improve focus and emotional control (Brown and Ryan, 2003).
This report will critically analyse how emotional intelligence is used in the workplace, focusing on Goleman’s framework and the Bar-On model. It will also examine generational differences in recruitment and provide recommendations for improving organisational performance.
[bookmark: _Toc90910823][bookmark: _Toc398336337]2. Emotional Intelligence in the Workplace
Emotional intelligence plays an important role in how employees behave, communicate and perform in the workplace. It affects teamwork, leadership, decision-making and how individuals deal with stress. Employees who have higher emotional intelligence are usually better at managing relationships and handling difficult situations at work (Bradberry and Greaves, 2009). In addition, research shows that emotional intelligence is linked to better performance and success in both academic and professional environments (Parker et al., 2004).
[bookmark: _Toc881061582][bookmark: _Toc1859034622]2.1. Emotional Intelligence Models:
[bookmark: _Toc1710307942][bookmark: _Toc458895100]2.1.1. Goleman’s Framework: Four Domains and Competencies
Goleman’s model (1998) is widely used because it explains emotional intelligence in a practical way that can easily be applied in the workplace. The model is divided into four main areas, called domains: self-awareness, self-management, social awareness and relationship management.

[image: ]Fig. 1 - Goleman’s Framework: Domains and Competencies.
Self-awareness is the starting point of emotional intelligence. It means being able to recognise your own emotions and understand how they affect your behaviour. For example, an employee who notices that they are becoming stressed before a deadline can act, such as organising tasks better or taking a short break. This helps reduce mistakes and improves decision-making. However, developing self-awareness is not always easy, as it requires reflection and sometimes feedback from others.
Self-management is about controlling emotions and reacting in a positive and professional way. It includes skills such as staying calm, adapting to change, staying motivated and keeping a positive attitude. In the workplace, employees often face stressful situations, such as tight deadlines or disagreements with colleagues. Someone with good self-management skills can stay calm and deal with these situations effectively. For example, instead of reacting negatively to criticism, they may take time to reflect and use the feedback to improve. However, this ability can be affected by external factors like workload or pressure from management.
Social awareness mainly focuses on empathy, which is the ability to understand the feelings of others. This is very important for teamwork and leadership. For example, a manager who realises that an employee is feeling overwhelmed can offer support or adjust their workload. This can improve employee wellbeing and productivity. However, too much empathy may sometimes make it harder to make objective decisions.
Relationship management involves building and maintaining good relationships with others. It includes communication, teamwork and conflict resolution. Employees who are strong in this area can work well with others, solve problems and contribute to a positive working environment. For example, in a team project, good communication helps avoid misunderstandings and improves results. Relationship management is not only influenced by individual skills, but also by the overall organisational culture.

[bookmark: _Toc1085192014][bookmark: _Toc999131497]2.1.2. Bar-On Model
The Bar-On model (Bar-On, 1997) focuses on emotional and social skills that help individuals understand themselves and interact effectively with others. It includes five main areas: intrapersonal skills, interpersonal skills, stress management, adaptability and general mood.
Intrapersonal skills refer to how well individuals understand their own emotions. Employees who have strong intrapersonal skills are more self-aware and better able to control their behaviour. This helps them make better decisions and respond more effectively to challenges.
Interpersonal skills focus on relationships with others. This includes empathy, communication and social responsibility. Employees with strong interpersonal skills can build better relationships, work effectively in teams and reduce conflict.
Stress management is a very important part of this model. It refers to the ability to remain calm and control emotions in stressful situations. Employees who can manage stress effectively are more productive and less likely to experience burnout. For example, good time management can help reduce pressure and improve performance.
Adaptability refers to the ability to adjust to change and solve problems. In modern workplaces, change happens frequently, so employees need to be flexible and open to new situations. Employees who can adapt easily are more likely to succeed.
General mood includes optimism and a positive attitude. Employees who have a positive outlook are more motivated and can contribute to a better working environment. Mood can be influenced by external factors such as leadership style and workload.
Although the Bar-On model is useful, it has been criticised for being too broad and including aspects of personality, which makes it more difficult to measure emotional intelligence clearly (Zeidner et al., 2004).

[bookmark: _Toc798846124][bookmark: _Toc1453145471]2.2 Resonant and Dissonant Leadership
Goleman (2002) explains that leaders have a strong influence on the emotional atmosphere of an organisation. He describes two types of leadership: resonant and dissonant.
Resonant leaders create a positive and supportive working environment. They show empathy, communicate clearly and understand the emotions of their employees. These leaders motivate their teams and build strong relationships. For example, a resonant leader may recognise employees’ achievements and provide support during stressful periods. This can increase motivation, engagement and overall performance.
On the other hand, dissonant leaders create a negative emotional environment. They may not understand their own emotions or the emotions of others. This can lead to poor communication, stress and low morale among employees. For example, a manager who reacts angrily under pressure may create fear in the workplace, which can reduce productivity and job satisfaction.
Although resonant leadership is more effective, it can be difficult to maintain, especially in high-pressure situations. However, research shows that leaders who demonstrate emotional intelligence are more likely to achieve positive long-term results (Boyatzis and McKee, 2005).

[bookmark: _Toc172355374][bookmark: _Toc746991871]2.3. The Role of Vision
Vision is an important part of emotionally intelligent leadership. Goleman (2002) explains that effective leaders use emotional intelligence to create and communicate a clear vision for their organisation.
A strong vision helps employees understand the direction and purpose of their work. When employees understand organisational goals, they are more likely to feel motivated and engaged. Emotional intelligence allows leaders to communicate this vision in a way that connects with employees on an emotional level.
However, it is important that the vision is realistic and supported by actions. If leaders only talk about a vision but do not follow it in practice, employees may lose trust and motivation. Therefore, vision must be clear, achievable and supported by consistent behaviour from leadership.
[bookmark: _Toc2048466798][bookmark: _Toc1556475559]2.4. Mindfulness and Emotional Intelligence
Mindfulness is closely linked to emotional intelligence because it helps individuals become more aware of their thoughts and emotions. Kabat-Zinn (2003) explains that mindfulness means focusing on the present moment without judging what we feel or think.
In the workplace, mindfulness helps employees recognise their emotions before they react. For example, instead of reacting immediately to a stressful situation, a mindful employee may pause, think and choose a more appropriate response. This improves emotional control and decision-making.
Research shows that mindfulness can reduce stress and improve concentration (Brown and Ryan, 2003). This helps employees stay focused and perform better in their roles. It also supports better communication and relationships, as individuals are more aware of both their own emotions and the emotions of others.
However, mindfulness requires regular practice and may not be suitable for everyone. Some employees may find it difficult to apply mindfulness techniques in a busy work environment. Despite this, it remains a useful tool for improving emotional intelligence and overall wellbeing
[bookmark: _Toc2140065545][bookmark: _Toc1936717275]2.5. Improving Emotional Intelligence
Emotional intelligence can be developed over time through regular practice and self-reflection. One of the best ways to improve it is by becoming more self-aware, for example by thinking about daily situations or asking others for feedback. This helps people understand how their emotions affect the way they behave. Also, practising active listening can improve empathy and social awareness, because it allows individuals to better understand other people’s feelings and perspectives. Training sessions and coaching can also help develop important skills such as communication and handling conflict (Goleman, 1998). Another useful method is mindfulness, which helps people stay calm and control their emotions in stressful situations (Kabat-Zinn, 2003). For example, taking a moment to pause before reacting can prevent negative responses and lead to better decisions. Overall, emotional intelligence is not something fixed, but a skill that can be improved with time, effort and practice.
[bookmark: _Toc2038947462][bookmark: _Toc1939783297]3. The Impact of Generational Differences on Recruitment and Workplace Practices
Understanding generational differences is very important for organisations, especially when it comes to recruitment and managing employees. Different generations have grown up in different social, economic and technological environments, which influence how they think, behave and what they expect from work. The main generations currently working are Generation X, Generation Y (Millennials) and Generation Z. Each of these groups has different characteristics, and managers need to understand them in order to create a productive and supportive work environment.
Generation X, usually born between 1965 and 1980, is often described as independent, experienced and adaptable (Twenge, 2017). This generation grew up during times of economic change and uncertainty, which has influenced their focus on job security and stability. In the workplace, they often value work-life balance and prefer flexible working conditions. They are comfortable working on their own and usually do not need constant supervision.
From an emotional intelligence point of view, Generation X employees often show strong self-management skills. They are generally able to control their emotions and deal with pressure in a calm and professional way. For example, an experienced employee may stay calm during organisational changes or difficult situations, while younger employees may find it more challenging. This makes them reliable and suitable for leadership or mentoring roles. However, they may not expect regular feedback and may not express their emotions openly, which can sometimes create communication gaps with younger colleagues.
Generation Y, also known as Millennials, were born between 1981 and 1996 and grew up with rapid technological development. They are very comfortable using digital tools and communication platforms. Millennials usually value personal development, career growth and meaningful work (Ng et al., 2010). They are often motivated by opportunities to learn new skills and progress in their careers, not just by salary.
In terms of emotional intelligence, Millennials tend to be more open to feedback and self-improvement. They are comfortable talking about their feelings and expect regular communication from their managers. For example, a Millennial employee may actively ask for feedback to improve their performance and feel more engaged when they receive support and recognition. However, they may also experience higher levels of stress due to high expectations and pressure to succeed.
Managers need to use emotional intelligence when working with Millennials by offering clear communication, regular feedback and opportunities for development. If these needs are not met, Millennials may lose motivation and become less engaged in their work.
Generation Z, born after 1997, is the newest generation entering the workforce. They are often called digital natives because they have grown up with technology, social media and instant access to information. This generation values flexibility, diversity and fast communication (Schroth, 2019). They prefer quick access to information and expect efficient systems in the workplace.
From an emotional intelligence perspective, Generation Z employees may need more support in developing professional skills because they have less work experience. For example, they may need help with managing stress or communicating in a professional way. However, they are usually very adaptable and willing to learn, which makes them quick to improve when given the right support.
Managers should show empathy and patience when working with Generation Z employees. Providing clear instructions, regular feedback and emotional support can help them build confidence and improve their performance. Emotional intelligence is very important when managing this generation, as they often need more guidance compared to older employees.
Even though each generation has its own characteristics, it is important to understand both their differences and similarities. Generation X tends to value independence and stability, Millennials focus more on development and communication, while Generation Z prefers flexibility and technology. These differences can affect how employees respond to leadership styles, communication methods and workplace expectations.
From an emotional intelligence perspective, managers need to adapt their approach depending on the generation they are working with. For example, Generation X employees may prefer to work independently, while Millennials and Generation Z may need more guidance and regular feedback.
It is important to remember that these are general patterns and not strict rules. Not all individuals behave the same way within a generation. Relying too much on stereotypes can lead to misunderstandings and poor management decisions. Therefore, managers should also consider individual differences when working with employees.
Recruitment strategies should be adapted to attract different generations. For example, using online platforms and social media is more effective for attracting Generation Z, while traditional recruitment methods may still work well for Generation X.
It is also important for organisations to consider emotional intelligence during the recruitment process. Employers should not only focus on technical skills, but also evaluate emotional skills such as communication, adaptability and teamwork. Employees who have strong emotional intelligence are more likely to succeed in modern workplaces that require collaboration and flexibility.
[bookmark: _Toc813669694][bookmark: _Toc1552699761]4. Conclusion and Recommendations
In conclusion, emotional intelligence is a very important factor for success in the workplace. It affects how employees understand their own emotions, interact with others and deal with different challenges. Goleman’s model provides a clear and practical way to understand emotional intelligence through its four main domains, while the Bar-On model focuses more on emotional and social skills, especially stress management and overall wellbeing.
[bookmark: _Int_oUb5sOwy]The ideas of resonant and dissonant leadership show how leaders can influence the emotional environment of an organisation. Leaders who use emotional intelligence are able to create a positive and supportive workplace, which can improve employee motivation, performance and job satisfaction. On the other hand, leaders who do not manage their emotions well may create a negative atmosphere, leading to stress, poor communication and lower productivity.
Mindfulness also plays an important role in supporting emotional intelligence. By helping individuals become more aware of their thoughts and emotions, mindfulness improves emotional control and reduces stress. Employees who practise mindfulness are more likely to stay calm and respond in a more effective way when facing difficult situations at work.
Generational differences are another important factor that organisations need to consider. Generation X, Generation Y and Generation Z all have different expectations, values and ways of working. Managers need to understand these differences in order to manage employees effectively and create an inclusive workplace. However, it is important not to rely too much on stereotypes and to consider individual differences as well.
Organisations should invest in training programmes that help employees develop emotional intelligence skills, such as self-awareness, communication and stress management. In addition, mindfulness practices should be encouraged, as they can help employees improve focus and manage pressure more effectively. Recruitment strategies should be adapted to attract different generations, using both traditional and digital methods. Employers should also consider emotional intelligence as an important factor during the selection process, not only technical skills. Finally, managers should aim to create a supportive and inclusive working environment where employees feel valued and motivated. This will help improve both individual performance and overall organisational success.
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