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1. Introduction

In modern organisations, employees are expected to do more than just complete their daily tasks. They need to communicate clearly, work effectively with others, manage pressure and adapt to ongoing changes in the workplace. Because of this, emotional intelligence and mindfulness have become essential skills. Emotional intelligence can be described as the ability to recognise, understand and manage emotions in both ourselves and other people (Goleman, 2021). This ability supports better decision-making, reduces conflict and helps build stronger working relationships.
Mindfulness is closely connected to emotional intelligence, as it focuses on being aware of the present moment and responding thoughtfully rather than reacting automatically. Employees who practise mindfulness are more likely to stay calm under pressure, remain focused and manage their emotions effectively (Good et al., 2022). This makes mindfulness an important factor in improving emotional intelligence in the workplace.
This report will examine how emotional intelligence is applied by employees in organisational settings, using key models such as Goleman’s model and the ability model developed by Mayer and Salovey. It will also explore the importance of understanding generational differences during recruitment, particularly in relation to Generation X, Millennials and Generation Z. Research shows that these generations have different expectations regarding work, leadership and career development, which managers need to consider when building effective teams (Deloitte, 2025).
2. Emotional Intelligence in the Workplace

Overview of Emotional Intelligence

Emotional intelligence (EI) has become an essential ability in modern organisations, as employees are expected to do more than just complete tasks. They must interact effectively with others, manage workplace pressure and adjust to constant changes. Emotional intelligence can be described as the capability to recognise and understand emotions, both in oneself and in others, and to manage those emotions in a constructive way (Goleman, 2021). This allows individuals to respond thoughtfully to situations rather than reacting impulsively.
In daily work environments, EI is especially useful when employees face challenging situations such as dealing with customers, receiving criticism or working in teams. Individuals with strong emotional intelligence tend to remain calm, communicate clearly and aim to resolve problems in a positive way. In contrast, lower levels of EI may result in poor communication, conflict and misunderstandings (Miao et al., 2021).
Mindfulness plays an important supporting role, as it helps individuals stay aware of their thoughts and emotions in the present moment. This awareness allows employees to pause before reacting, leading to better emotional control and improved decision-making (Good et al., 2022). As a result, mindfulness strengthens emotional intelligence and contributes to more effective workplace behaviour.

Daniel Goleman’s Emotional Intelligence Model

A widely recognised framework for understanding emotional intelligence was introduced by Daniel Goleman, who identified five key elements: self-awareness, self-control, motivation, empathy and social skills (Goleman, 2021). These components explain how individuals manage their emotions and interact with others in professional settings.

· Self-awareness involves recognising personal emotions and understanding how they influence behaviour. In a workplace context, this enables employees to identify when they are feeling stressed or frustrated and adjust their behaviour accordingly.
· Self-regulation refers to the ability to control emotional responses. Employees who demonstrate this skill are able to remain professional and composed, even when facing difficult situations. This is particularly valuable in high-pressure environments (Miao et al., 2021).
· Motivation within this model focuses on internal drive rather than external rewards. Employees who are internally motivated often show higher levels of commitment and productivity.
· Empathy is the ability to understand and consider the emotions of others. In organisations, this supports teamwork and helps managers build stronger relationships with employees (Deloitte, 2025).
· social skills relate to effective communication and the ability to manage relationships. Employees with strong social skills can resolve conflicts and work well within teams.

Although this model is practical and widely used, it has been criticised for combining emotional abilities with personality traits, which can make it difficult to measure precisely (Ashkanasy and Daus, 2021).

 Peter Salovey and John D. Mayer Ability Model

Another key perspective on emotional intelligence is provided by the ability model developed by Peter Salovey and John Mayer. This approach views emotional intelligence as a set of mental skills related to processing emotional information (Mayer et al., 2021). The model is structured around four main abilities: identifying emotions, using emotions, understanding emotions and regulating emotions.
· The first ability, perceiving emotions, involves recognising emotional signals such as facial expressions, tone of voice and body language. This helps employees better understand how others are feeling in workplace interactions.
· The second ability, using emotions, refers to the use of emotions to guide thinking and decision-making. For example, positive emotions may encourage creativity, while negative emotions may highlight problems that need attention.
· Understanding emotions involves recognising how emotions develop and change over time. This allows individuals to predict how others may react in certain situations.
· Finally, managing emotions refers to the ability to control one’s own emotions and influence the emotional responses of others. This skill is particularly important for leadership and teamwork (Mayer et al., 2021).
This model is valuable because it treats emotional intelligence as a skill that can be learned and improved. However, it may not fully consider external factors such as personality and workplace culture, which also affect behaviour (Ashkanasy and Daus, 2021).

Application of Emotional Intelligence in the Workplace

Emotional intelligence plays an important role in different areas of the workplace, including communication, leadership, teamwork and stress management.
In terms of ‘’communication’’, employees with high emotional intelligence are better at expressing themselves clearly and listening to others. This reduces misunderstandings and improves collaboration (Miao et al., 2021).
‘’Conflict management’’ is another key area. Workplace conflicts are common, but emotionally intelligent employees can handle disagreements in a calm and constructive way. Instead of reacting emotionally, they try to understand different perspectives and find solutions that benefit everyone.
‘’Leadership’’ is strongly connected to emotional intelligence. Leaders with high EI are more effective because they can motivate employees, build trust and create a positive working environment. They are also better at understanding the needs and emotions of their team members (Goleman, 2021).
Emotional intelligence also helps with ‘’stress management’’. Employees who can manage their emotions are less likely to feel overwhelmed and more likely to stay focused under pressure. This improves both performance and wellbeing (Good et al., 2022).
Finally, EI improves ‘’teamwork’’. In diverse teams, employees need to respect different opinions and working styles. Emotional intelligence helps individuals collaborate effectively and maintain positive relationships, which leads to better overall performance.

Critical Evaluation of Emotional Intelligence Use

Emotional intelligence has many advantages in the workplace, but it is important to evaluate it critically. One of the main benefits is that it improves communication, teamwork and job performance. Organisations that focus on emotional intelligence often experience higher employee satisfaction and lower levels of conflict (Miao et al., 2021).
However, emotional intelligence also has some limitations. One challenge is that it can be difficult to measure accurately. Unlike technical skills, emotional abilities are not always easy to observe or assess, which makes it harder for organisations to use EI in recruitment and performance evaluation (Ashkanasy and Daus, 2021).
Another issue is that emotional intelligence can sometimes be misused. For example, individuals with strong emotional skills may use them to manipulate others rather than support teamwork. This highlights the importance of combining emotional intelligence with ethical behaviour and organisational values.
In addition, some critics argue that emotional intelligence may not be equally important in all job roles. Technical roles may rely more on cognitive ability, although basic emotional intelligence is still necessary for communication and collaboration.
Finally, emotional intelligence requires continuous development. Organisations need to invest in training and create a supportive environment where employees can improve their emotional and social skills over time (Good et al., 2022).
Overall, emotional intelligence is a valuable workplace skill, but it must be applied carefully and supported by appropriate training and leadership.

3. Generational Differences in Recruitment

Overview of Generational Theory

Modern organisations are made up of employees from different age groups, and each group tends to have its own values and expectations. Generational theory suggests that individuals who grow up during the same period often share similar experiences, which influence how they behave at work (Costanza et al., 2021).
The main generations currently active in the workforce are Generation X, Millennials (Generation Y) and Generation Z. Each of these groups has different attitudes towards work, communication and career development.
For managers, understanding these differences is important during recruitment and employee management. When generational needs are ignored, organisations may face issues such as low engagement or high turnover. However, when managers recognise and adapt to these differences, they can improve communication and create a more effective working environment (Deloitte, 2025).
Using emotional intelligence, managers can better understand the expectations of each generation and adjust their leadership style to meet those needs.

 Generation X (Born approx. 1965–1980)

Generation X employees are often seen as independent, practical and experienced. They grew up during a time of economic change and are generally comfortable working on their own. Many individuals from this generation value job security, stability and a clear structure in the workplace (Indeed, 2024).
When it comes to recruitment, managers need to understand that Generation X employees often prefer traditional communication methods and clear expectations. They value honesty, direct communication and opportunities to use their experience. They are also known for being reliable and loyal to their employers.
However, one challenge is that some Generation X employees may be less comfortable with rapid technological changes compared to younger generations. This does not mean they cannot adapt, but managers may need to provide support and training. Using emotional intelligence, managers can recognise these needs and create a supportive environment that encourages learning and development.
Overall, Generation X brings stability and experience to organisations, and managers should focus on respect, trust and clear communication when recruiting from this group.

 Generation Y (Born approx. 1981–1996)

Generation Y, commonly known as Millennials, represents a large proportion of today’s workforce. This generation developed during the growth of digital technology, which has shaped their approach to work and communication. Millennials are often described as adaptable, goal-oriented and interested in personal growth (Deloitte, 2025).
A key feature of this generation is their interest in meaningful employment. They are more likely to seek roles that match their personal values and provide opportunities for development. Regular feedback and recognition are also important to them.
In recruitment, managers need to focus on clear communication, career progression and a supportive working environment. Flexible working arrangements are also highly valued by Millennials.
However, this generation is sometimes criticised for having high expectations and being more likely to change jobs frequently. This can create challenges for organisations in terms of employee retention (Costanza et al., 2021).
Managers can address these challenges by using emotional intelligence to understand employee needs, provide support and create a workplace culture that encourages long-term commitment.
Generation Z (Born approx. 1997–2012)

Generation Z is the newest group entering the workforce. They have grown up in a fully digital world and are very comfortable with technology. This generation is often described as fast learners, adaptable and highly connected through social media and digital platforms (Deloitte, 2025).
One of the key characteristics of Generation Z is their focus on work-life balance and mental wellbeing. They are more open about discussing stress and expect employers to support their wellbeing. They also value diversity, inclusion and fairness in the workplace.
When recruiting Generation Z employees, managers need to provide clear career opportunities, supportive leadership and a positive work environment. They also expect modern recruitment processes, including online applications and quick communication.
However, one challenge is that Generation Z employees may have less work experience and may require more guidance and support in the early stages of their careers. Managers need to use emotional intelligence to provide mentorship, encouragement and clear direction.
Overall, Generation Z brings innovation, creativity and strong digital skills, but they also require a supportive and flexible work environment.

Implications for Managers and Recruitment

Understanding generational differences is very important for managers because it directly affects recruitment, communication and workplace culture. Each generation has different expectations, and managers need to adapt their approach accordingly.
For example, Generation X may prefer stability and structure, while Millennials and Generation Z may prioritise flexibility and development opportunities. If managers use the same approach for all employees, they may fail to attract or retain talent.
Emotional intelligence plays a key role here. Managers need to be self-aware, empathetic and flexible in their leadership style. By understanding the needs of different generations, they can create a more inclusive and supportive work environment.
For recruitment, organisations should use a mix of traditional and modern methods. For example, they can use online platforms to attract younger candidates while still maintaining clear and structured communication for older generations.
In addition, managers should focus on creating a positive organisational culture that supports all employees. This includes offering training, promoting diversity and encouraging open communication.
Overall, generational differences are not a problem but an opportunity. When managed correctly, they can bring a wide range of skills, experiences and perspectives to the organisation, leading to better performance and innovation (Costanza et al., 2021).

4. Recommendations

Based on the discussion above, organisations should actively invest in developing emotional intelligence and mindfulness across all levels. First, companies should provide structured training programmes that focus on self-awareness, communication, empathy and emotional regulation. These programmes can include workshops, role-playing activities and real-life scenarios to help employees practise their emotional skills in a safe environment. This is important because emotional intelligence can be developed over time with the right support (Mayer et al., 2021).
Second, organisations should ensure that leaders and managers receive specialised EI training, as leadership behaviour strongly influences workplace culture. Managers should be encouraged to give regular feedback, listen actively and show empathy towards employees. Leaders who demonstrate emotional intelligence can improve employee motivation, trust and performance (Goleman, 2021).
Third, businesses should create a work environment that supports mindfulness and wellbeing. This can include flexible working arrangements, mental health support and stress management programmes. Simple practices such as short breaks, quiet spaces or mindfulness sessions can help employees stay focused and reduce stress levels (Good et al., 2022).
In terms of recruitment, organisations should adapt their strategies to different generations. For example, they should use digital platforms and fast communication to attract Generation Z, while also providing clear job roles and stability to appeal to Generation X. Offering career development opportunities and flexible working conditions can help attract and retain Millennials (Deloitte, 2025).
Additionally, companies should promote a culture of inclusion and diversity, where different perspectives are respected. This helps employees from all generations feel valued and supported. Managers should use emotional intelligence to understand individual differences and avoid treating all employees in the same way.
Finally, organisations should ensure that emotional intelligence is used ethically and responsibly. Employees should be encouraged to use EI to support teamwork and collaboration, not to manipulate others. Clear policies and strong organisational values can help guide appropriate behaviour and build trust across the workplace (Ashkanasy and Daus, 2021).
5. Conclusion

To summarise, emotional intelligence and mindfulness are key elements of success in modern workplaces. They enable employees to manage their emotions effectively, communicate clearly and build positive relationships with others. The models developed by Goleman and by Mayer and Salovey demonstrate that emotional intelligence includes both personal awareness and social interaction skills, which are essential for workplace performance.
At the same time, recognising generational differences is important for effective recruitment and management. Employees from Generation X, Millennials and Generation Z have different expectations, and managers must adapt their approach to meet these needs. Emotional intelligence allows managers to understand these differences and respond in a supportive and flexible way.
Overall, organisations that invest in emotional intelligence, mindfulness and understanding of generational diversity are more likely to create a productive, inclusive and successful work environment.
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