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[bookmark: _Toc237869813]Introduction
In my opinion, emotional intelligence is one of the most important factors for creating positive and comfortable relationships in the workplace. People spend a large part of their lives at work, so the way they communicate, react to difficulties and understand each other can strongly affect both their well-being and their performance. Emotional intelligence can help employees avoid unnecessary conflicts, communicate more clearly and work together more effectively. It can also help people feel more supported and satisfied at the end of the working day.
Emotional intelligence can be understood as the ability to recognise, understand and manage emotions in ourselves and others, and to use this understanding in our thinking and behaviour (Mayer and Salovey, 1997). This is particularly important in today’s workplace because both business and everyday life are increasingly affected by uncertainty. Military conflicts, economic instability, organisational change and the rapid development of artificial intelligence can create stress and fear about the future. Some people may lose their jobs, while businesses may face serious difficulties or even closure. In these circumstances, managing negative emotions, remaining calm and keeping a clear focus on important goals can support better decision-making, teamwork and performance (Goleman, 2020).
For this reason, emotional intelligence has become especially relevant to modern organisations. This report will examine three influential approaches to EI: Goleman’s framework, Mayer and Salovey’s Ability Model and Bar-On’s Emotional-Social Intelligence Model, before considering how emotional intelligence can be applied in the workplace.
[bookmark: _Toc237869814]Models of Emotional Intelligences
Although the three main models of emotional intelligence have some similarities, they explain EI from different perspectives. Goleman’s model focuses strongly on behaviours and competencies that can be useful in everyday working life. It includes five main areas: self-awareness, self-regulation, motivation, empathy and social skills (Goleman, 2020). Self-awareness helps people recognise their emotions and understand how these emotions may influence their behaviour. Self-regulation then allows a person to control strong reactions and think before acting. Motivation supports focus and achievement, while empathy and social skills help employees understand others, communicate effectively and build positive relationships. This makes Goleman’s model particularly practical for leadership, teamwork and conflict management.
Mayer and Salovey approach emotional intelligence differently. Their Ability Model treats EI as a set of emotional abilities rather than mainly personal or social competencies. It includes perceiving emotions, using emotions to support thinking, understanding emotions and managing emotions (Mayer, Salovey and Caruso, 2004). For example, recognising frustration in a colleague’s voice or facial expression may help an employee respond more carefully. Understanding why an emotion has appeared can also support better judgement, while managing emotions can reduce impulsive reactions. Therefore, this model provides a more cognitive explanation of how people process emotional information and use it when making decisions.
Bar-On’s Emotional-Social Intelligence Model takes a broader view. It includes intrapersonal skills, interpersonal skills, adaptability, stress management and general mood (Bar-On, 2006). Intrapersonal skills relate to understanding oneself, while interpersonal skills include empathy and the ability to maintain relationships. Adaptability focuses on flexibility, reality testing and problem-solving, while stress management includes stress tolerance and impulse control. Bar-On also highlights optimism and general mood. This can be especially useful in workplaces where employees need to manage pressure, change and uncertainty.
The models therefore overlap in their focus on recognising and managing emotions, but they are not identical. Mayer and Salovey present EI mainly as an ability, while Goleman and Bar-On include a wider range of behavioural and social competencies (Bru-Luna et al., 2021). Goleman is particularly relevant to workplace relationships and leadership, whereas Bar-On gives more attention to adaptability, stress and overall emotional-social functioning. Research also suggests that these different approaches can complement each other when emotional intelligence is considered in organisational settings (Dong, Peng and Jiang, 2022). Together, the models provide a broader understanding of how people can recognise emotions, control their reactions, understand others and remain effective in challenging workplace situations.
[bookmark: _Toc237869815]Using Emotional Intelligence to Improve Employee Performance
Emotional intelligence can improve performance because it helps employees understand how emotions influence the way they work. Self-awareness allows people to recognise their strengths, weaknesses and situations that affect their confidence or concentration. For example, an employee who knows that they become nervous when presenting to senior managers can prepare in advance, practise and ask for feedback. Research has found that recognising, using and regulating emotions can contribute positively to task performance (Nasir et al., 2023).
Self-regulation is especially important when employees work under pressure. A person may feel frustrated after criticism or failure, but reacting immediately can make the situation worse. Taking time to understand the emotion, remain calm and respond carefully can support more balanced decisions and professional behaviour.
Motivation also helps employees stay focused on long-term development. For example, a person working in a standard operational role may want to become a manager. Instead of becoming frustrated because promotion does not happen quickly, they can move towards this goal step by step, learn new information, develop additional skills and take on more responsibility. This calm and consistent approach can gradually lead to career success. Research also links EI with career adaptability, decision-making confidence and career commitment (Pirsoul et al., 2023). Therefore, EI can support both everyday performance and long-term professional growth.
[bookmark: _Toc237869816]Collaboration
Emotional intelligence supports collaboration because employees need to understand not only tasks but also the people they work with. Empathy helps a person notice how colleagues may feel and consider situations from another point of view. For example, if a team member becomes unusually quiet during a meeting, an empathetic colleague may ask whether they need support rather than assuming that they are not interested. This can build trust and make people more comfortable sharing ideas. Social skills are also important for teamwork. Employees need to listen, communicate clearly, give constructive feedback and adapt their communication style to different personalities. Research on team emotional intelligence shows that understanding and managing emotions within a team can support positive feelings and team cohesion (Mindeguia et al., 2021). EI is particularly useful when conflict appears. Instead of reacting emotionally or trying to prove who is right, employees can control their response, listen to the other person and focus on solving the problem. For example, if two colleagues disagree about responsibility for a delayed project, they can discuss the facts calmly and agree on clearer future responsibilities. Research on global virtual teams found that emotional intelligence was linked with lower levels of interpersonal, task and process conflict (Davaei et al., 2022). In this way, EI can protect relationships while helping teams continue working effectively.
[bookmark: _Toc237869817]How Emotional Intelligence Supports Employee Well-being
Emotional intelligence can support employee well-being because it helps people to recognise stress and respond before it affects their work and relationships. An employee who understands their emotional state may notice frustration, anxiety or tiredness early and decide to reorganise tasks, take a short break or discuss workload with a manager. EI does not mean that employees will never experience stress; instead, it can give them better tools for managing it. Research has found that higher emotional intelligence is associated with lower perceived job stress and greater job satisfaction (García del Castillo-López and Pérez Domínguez, 2024). EI can also support resilience and adaptability when employees face workplace change. For example, the introduction of new technology may create anxiety, especially when people are unsure about new responsibilities. Recognising this anxiety and focusing on learning, support and practical next steps can make adjustment easier. Recent research describes EI as a personal resource that can support both employee flourishing and performance (A’yuninnisa, Carminati and Wilderom, 2024). Finally, EI can improve workplace relationships. Employees who listen, show empathy and manage frustration are more likely to create supportive interactions with colleagues. When people feel respected and understood, they may find it easier to ask for help, contribute ideas and remain connected to their team. This can strengthen job satisfaction and create a healthier working environment.
[bookmark: _Toc237869818]Critical Evaluation
Emotional intelligence is clearly useful in the workplace, but it should not be treated as a perfect answer to every organisational problem. One strength of Goleman’s model is its practical focus. Ideas such as self-awareness, self-management, empathy and relationship management are easy to connect with leadership, teamwork and conflict. This makes the model useful for employee development. However, because it includes motivation and social skills, it can overlap with personality and general management competencies, which makes EI harder to define and measure precisely. Bru-Luna et al. (2021) note that EI models and measures differ considerably, which makes comparison between studies difficult.
Mayer and Salovey’s Ability Model has clearer psychological structure because it treats EI as an ability to perceive, understand, use and manage emotions. This gives the model a stronger theoretical base and separates EI more clearly from personality. At the same time, a person may perform well on an EI ability test but still behave poorly when they are tired, stressed or under pressure at work. In this sense, the model may not fully capture real behaviour in complex workplace situations (Dong, Peng and Jiang, 2022).
Bar-On’s model is useful because it includes stress management, adaptability and interpersonal functioning. These areas are highly relevant in modern organisations, especially during change. However, the model is very broad, and areas such as optimism and general mood may reflect well-being or personality as much as emotional intelligence.
Importantly, high EI does not always lead to positive outcomes. Research generally links EI with stronger job performance, satisfaction and lower stress (Doğru, 2022), but emotional skills can also be used to influence or manipulate others. Hyde et al. (2020) found evidence of emotional manipulation in workplace contexts. Therefore, EI should be viewed as a valuable resource, but its impact depends on how it is used, the person’s intentions and the culture of the organisation.
[bookmark: _Toc237869819][bookmark: _Toc204548025]Conclusion to Task 1

Task 1 shows that emotional intelligence can make a real difference to the way people work, communicate and cope with pressure. Self-awareness and self-regulation can help employees understand their reactions and make calmer decisions, while empathy and social skills can strengthen teamwork and reduce unnecessary conflict. EI can also support motivation, resilience and job satisfaction, particularly when employees face change or uncertainty. From the other site, emotional intelligence should not be seen as a guarantee of success. The main models define EI differently, and emotional skills can be used in both positive and negative ways. For contemporary organisations, the greatest value of EI comes when it is combined with professional competence, ethical behaviour and a supportive culture. Used in this way, EI can help employees and managers build healthier relationships, respond more effectively to challenges and contribute to sustainable organisational performance.

[bookmark: _Toc237869820]Multigenerational Workforce: Generations X, Y and Z
A multigenerational workforce is a workplace where employees from different generations work together. Today, Generation X, Millennials and Generation Z can be part of the same organisation or even the same team. As they grew up in different social, economic and technological environments, their expectations and attitudes towards work can sometimes differ. However, it is important not to treat these differences as strict rules. Rudolph et al. (2021) argue that many assumptions about generations are based on stereotypes and that age, career stage, culture and personal experience can also influence workplace behaviour.
Generation X generally includes people born between the mid-1960s and around 1980. Many started their careers before smartphones, social media and online meetings became normal, so they have experienced major technological changes throughout their working lives. They are often described as independent, practical and adaptable, and may value autonomy and work-life balance (Wiedmer, 2015). For example, an experienced Gen X employee may prefer to receive a clear objective and then have enough freedom to complete the task without constant supervision. Stability, fair pay, respect for experience and flexibility can also be important motivators. In communication, many are comfortable with face-to-face meetings and telephone calls, but have also adapted successfully to email, Teams and other digital systems.
Generation Y, or Millennials, generally includes those born from the early 1980s to the mid-1990s. They grew up alongside the development of the internet and entered employment when digital communication was becoming a normal part of working life. Millennials are often associated with teamwork, flexibility, development opportunities and regular feedback. They may want to understand not only what they need to do, but also why their work is important. Lee (2022) found that inclusive leadership and open organisational communication can encourage Millennials to share information and participate more actively. Career progression, learning, recognition and meaningful work can therefore be important sources of motivation. Millennials are also generally confident with digital platforms, remote working systems and online learning, although individual technical ability will naturally vary.
Generation Z is the youngest group in the workforce and normally includes people born from the late 1990s onwards. Unlike the two older generations, most Gen Z employees grew up with smartphones, social media and constant internet access. This can make them comfortable with new technology and quick digital communication. However, it would be too simple to assume that they want everything to happen online. Janssen and Carradini (2021) found that Gen Z employees understand both the advantages and disadvantages of technology and recognise the need to separate personal and professional communication. They may value quick feedback, learning opportunities, flexibility and clear career development. At the same time, job security can also be important because this generation has entered education and employment during periods of economic uncertainty, the COVID-19 pandemic and rapid technological change.
When these generations are compared, differences can be seen, but there are also many similarities. Generation X may place more emphasis on independence and experience, Millennials on collaboration and career development, and Generation Z on flexibility and digital communication. However, employees from all three generations can value respect, fair treatment, reasonable pay, meaningful work and a healthy work-life balance. Communication is a good example of why managers should avoid stereotypes. It would be unrealistic to assume that Gen X always wants face-to-face communication while Gen Z only wants instant messages. The best communication method often depends on the situation. A quick update may be suitable for Teams, while feedback about performance or a sensitive problem may require a personal conversation. Technology also separates the generations mainly through experience rather than ability. Generation X adapted to digital transformation during their careers, Millennials developed professionally alongside it, and Generation Z entered the workplace when digital systems were already established. Each generation can therefore contribute different experience and knowledge.
For managers, the main challenge is to understand these differences without putting employees into fixed categories. Rudolph et al. (2021) warn that generational stereotypes can lead to poor management decisions. A better approach is to recognise individual needs while using the strengths of different generations. Generation X can contribute experience and organisational knowledge, Millennials can combine workplace experience with strong digital skills, and Generation Z can bring new ideas and confidence with emerging technology. When these strengths are respected, a multigenerational workforce can support learning, innovation and stronger organisational performance.
[bookmark: _Toc237869821]Conclusion
This report shows that emotional intelligence is an important part of effective working relationships, performance and employee well-being. It can help people understand their own emotions, manage pressure, communicate more clearly and respond to others with greater empathy. At the same time, EI should not be seen as a perfect solution because its value depends on how it is used and on the wider organisational culture.
Multigenerational teams can also bring different strengths, experiences and expectations into the workplace. Managers who understand these differences, avoid stereotypes and communicate flexibly are more likely to build inclusive and productive teams. Emotional intelligence can therefore support both individual development and stronger collaboration across generations.

[bookmark: _Toc237869822]References 

A’yuninnisa, R.N., Carminati, L. and Wilderom, C.P.M. (2024) ‘Promoting employee flourishing and performance: The roles of perceived leader emotional intelligence, positive team emotional climate, and employee emotional intelligence’, Frontiers in Organizational Psychology, 2, 1283067. https://doi.org/10.3389/forgp.2024.1283067
Bar-On, R. (2006) ‘The Bar-On model of emotional-social intelligence (ESI)’, Psicothema, 18(Suppl.), pp. 13–25.

Bru-Luna, L.M., Martí-Vilar, M., Merino-Soto, C. and Cervera-Santiago, J.L. (2021) ‘Emotional intelligence measures: A systematic review’, Healthcare, 9(12), 1696.

Davaei, M., Gunkel, M., Veglio, V. and Taras, V. (2022) ‘The influence of cultural intelligence and emotional intelligence on conflict occurrence and performance in global virtual teams’, Journal of International Management, 28(4), 100969. https://doi.org/10.1016/j.intman.2022.100969

Doğru, Ç. (2022) ‘A meta-analysis of the relationships between emotional intelligence and employee outcomes’, Frontiers in Psychology, 13, 611348.

Dong, B., Peng, X. and Jiang, N. (2022) ‘Exploring the domain of emotional intelligence in organizations: Bibliometrics, content analyses, framework development, and research agenda’, Frontiers in Psychology, 13, 810507.

García del Castillo-López, Á. and Pérez Domínguez, M. (2024) ‘Employees’ emotional intelligence and job satisfaction: The mediating role of work climate and job stress’, Administrative Sciences, 14(9), 205. https://doi.org/10.3390/admsci14090205

Goleman, D. (2020) Emotional Intelligence: Why It Can Matter More Than IQ. 25th anniversary edn. London: Bloomsbury Publishing.

Hyde, J., Grieve, R., Norris, K. and Kemp, N. (2020) ‘The dark side of emotional intelligence: The role of gender and the Dark Triad in emotional manipulation at work’, Australian Journal of Psychology, 72(4), pp. 307–317.

Janssen, D. and Carradini, S. (2021) ‘Generation Z workplace communication habits and expectations’, IEEE Transactions on Professional Communication, 64(2), pp. 137–153.

Lee, Y. (2022) ‘Dynamics of millennial employees’ communicative behaviors in the workplace: The role of inclusive leadership and symmetrical organizational communication’, Personnel Review, 51(6), pp. 1629–1650.

Mayer, J.D. and Salovey, P. (1997) ‘What is emotional intelligence?’, in Salovey, P. and Sluyter, D.J. (eds.) Emotional Development and Emotional Intelligence: Educational Implications. New York: Basic Books, pp. 3–31.

Mindeguia, R., Aritzeta, A., Garmendia, A., Martinez-Moreno, E., Elorza, U. and Soroa, G. (2021) ‘Team emotional intelligence: Emotional processes as a link between managers and workers’, Frontiers in Psychology, 12, 619999. https://doi.org/10.3389/fpsyg.2021.619999

Nasir, S.Z., Bamber, D. and Mahmood, N. (2023) ‘A perceptual study of relationship between emotional intelligence and job performance among higher education sector employees in Saudi Arabia’, Journal of Organizational Effectiveness: People and Performance, 10(1), pp. 60–76. https://doi.org/10.1108/JOEPP-11-2021-0323

Pirsoul, T., Parmentier, M., Sovet, L. and Nils, F. (2023) ‘Emotional intelligence and career-related outcomes: A meta-analysis’, Human Resource Management Review, 33(3), 100967. https://doi.org/10.1016/j.hrmr.2023.100967

Rudolph, C.W., Rauvola, R.S., Costanza, D.P. and Zacher, H. (2021) ‘Generations and generational differences: Debunking myths in organizational science and practice and paving new paths forward’, Journal of Business and Psychology, 36(6), pp. 945–967.

Wiedmer, T. (2015) ‘Generations do differ: Best practices in leading Traditionalists, Boomers, and Generations X, Y, and Z’, Delta Kappa Gamma Bulletin, 82(1), pp. 51–58.



2

image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




