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Introduction:

The analysis undertaken in this assessment focuses on three core domains:

First, it critically examines how employees make use of El components in everyday
professional contexts, drawing on established theoretical models such as Goleman’s

Four Domain Framework and the Mayer Salovey Caruso Ability Model.

Second, it identifies the El related characteristics that managers should consider when
recruiting across generational groups, specifically Generations X, Y (Millennials) and
Z, acknowledging the diverse expectations, communication styles and motivational

drivers present within a multigenerational workforce.

Third, the report provides strategic recommendations for embedding El and
mindfulness into organisational recruitment, training and performance management

processes.

Practical workplace examples including my own experience of overseeing goods
deliveries, verifying inventory accuracy and processing invoices are used to illustrate
the real-world relevance of El for problem-solving, communication and decision-

making.

Daniel Goleman (1995) popularised the concept through a five-component model:

self-awareness, self-regulation, motivation, empathy, and social skills

In contemporary organisations employees are increasingly required to demonstrate

not only technical proficiency but also strong emotional intelligence (El).

Zinn (1994) as purposeful, non-judgmental awareness of the present moment has
been increasingly integrated into workplace practices to reduce stress, enhance

attentional focus, and improve overall psychological resilience.



Evaluation of How Defining Emotional Intelligence

Emotional intelligence (El) is widely regarded as the ability to perceive, understand,
regulate, and utilise emotions effectively within oneself and in interactions with others.
Salovey and Mayer (1990) first introduced El as a set of cognitive abilities involving

the processing of emotional information.

Later, Goleman (1995) broadened EI by integrating behavioural competencies such

as social skills and motivation.

Two key El frameworks dominate academic and organisational discussions: the
Mayer-Salovey-Caruso Four-Branch Model (ability-based model) and Goleman’s
Mixed Model (competency-based). These frameworks underpin the examination of El

application in the workplace.
Perceiving Emotions

Employees demonstrate this El component through their ability to accurately interpret

emotional cues such as facial expressions, tone of voice, and body language.

In team-based environments, accurately perceiving emotions facilitates trust-building,
reduces miscommunication, and supports early identification of interpersonal

tensions.

For instance, employees who detect early signs of frustration in colleagues can
proactively adjust their communication or provide support, thereby preventing

escalation.

However, critics argue that perceptual accuracy is influenced by cultural norms and
individual biases (Joseph & Newman, 2010), indicating that its effectiveness depends

on context and training.

El becomes essential for not only leadership success but also day-to-day employee
performance. This essay critically evaluates how employees use EI components in the

workplace, drawing on relevant El frameworks.



Using Emotions to Facilitate Thought

This ability refers to harnessing emotions to enhance cognitive processes such as
problem-solving and creativity. In practice, motivated employees may use positive

emotions to engage more deeply in tasks or collaborate more effectively.

Research suggests that positive affect broadens employees’ cognitive repertoires,
enabling greater innovation (Fredrickson, 2001). Nonetheless, over-reliance on affect
may impair decision-making in high-risk situations where objectivity is required. Thus,

the effective application of this ability requires balance.
Understanding Emotions

Employees with high emotional understanding can interpret complex emotional

transitions, recognise the causes of emotions, and predict their outcomes.

This is particularly relevant in customer service and leadership roles where anticipating

emotional reactions can improve service quality and conflict resolution.

However, emotional understanding alone may not lead to effective interpersonal
behaviour without adequate emotional regulation, suggesting the necessity of holistic

El development.

Emotional intelligence (El) has proven relevant to everyday work activities such as

conflict resolution, communication, leadership, and adaptability.

Employees operate in increasingly diverse environments, deal with conflicting

demands, and interact with stakeholders whose emotional responses vary.

High El provides the necessary tools to manage these interactions effectively,

enhancing organizational performance and well-being (Cherniss, 2010).



Managing Emotions

Emotion regulation is the most impactful EI component in workplace effectiveness.
Employees who manage their emotions can maintain composure under pressure,

navigate conflict, and sustain motivation.

Emotionally regulated employees contribute to psychologically safe work
environments. Critics argue that emotion management may become performative
“‘emotional labour,” leading to employee burnout (Hochschild, 1983). This highlights
the importance of mindfulness as a tool to support authentic emotional regulation.

Mayer and Salovey’s Ability Model

This model conceptualises El as a set of cognitive abilities, including:

Perceiving emotions the ability to accurately recognise emotions in oneself and

others.

Using emotions to facilitate thinking the ability to harness emotions to improve

reasoning, creativity and decision-making.

Understanding emotions recognising emotional patterns, predicting emotional

reactions, and understanding how emotions evolve.

Managing emotions regulating one’s own emotions and influencing the emotions

of others constructively.

Goleman’s Mixed Model of Emotional Intelligence

Goleman’s model (1995; 1998) comprises five dimensions: It emphasises

behavioural competencies relevant to organisational settings
Self-awareness, Self-regulation, Motivation, Empathy, and Social Skills

Relationship Management.



Self-Awareness

Self-aware employees recognise their emotional states, strengths, and

limitations.

This enhances decision-making and reduces impulsive reactions. Leadership
studies consistently show that self-awareness predicts managerial success
(Boyatzis, 2018). However, its development requires reflective practices such

as mindfulness, feedback mechanisms, and coaching.

For example, in my operational role of receiving company deliveries and

ensuring invoices are processed correctly, self-awareness plays a crucial role.

| must remain attentive and calm, especially when faced with delivery

discrepancies or time pressures.

Emotional self-awareness enables me to stay focused, avoid reactive
responses, and maintain accuracy in documentation and communication, be

open to feedback and willing to engage in self-reflection

Self-awareness is also associated with ethical practice. Emotionally attuned
employees can examine whether their actions align with organisational values

and personal integrity.

For example, a manager who recognises the emotional influence of stress
during budget negotiations can pause and reconsider tactics to avoid unethical
persuasion. Widmer (2015) stresses that emotional maturity requires this form

of internal accountability.

Despite its benefits, over-introspection can be counterproductive. Employees
who excessively monitor their emotions may become risk-averse or hesitant to
contribute. Similarly, without self-regulation, self-awareness merely identifies
issues without providing behavioural solutions. Therefore, awareness must be

paired with other El competencies to generate effective workplace outcomes.



Critical evaluation

While self-awareness enhances performance, it requires ongoing effort and is

influenced by organisational culture.

Employees working in environments that discourage open communication may find it
harder to practice self-awareness effectively. Developing this competence often
requires mindfulness training and reflective practices, which not all companies

currently prioritise.

Self-Regulation

Self-regulation enables employees to adapt to change, respond constructively
to challenges, and manage stress.

It is essential in high-pressure industries such as healthcare and finance.

A key limitation is that self-regulation can be hindered by organisational

cultures that reward reactivity or emotional suppression.

Leaders who lack self-control increase anxiety in subordinates because
employees must constantly anticipate emotional reactions. Conversely,
regulated leaders’ model calm problem-solving, fostering climates where

strategic thinking supersedes panic.

Returning to my role, when large deliveries arrive unexpectedly or when invoices
contain errors, effective self-management allows me to stay composed and solution-
focused rather than reacting with frustration. Good emotional regulation supports more

efficient problem-solving and prevents small issues from escalating.
Critical evaluation

Self-management is essential for job performance, yet it can be compromised by
burnout, inadequate support systems, or unclear workloads. Organisations should
provide adequate training, clear communication and psychological safety to enable

employees to regulate emotions effectively.



Motivation

Intrinsic motivation driven by personal achievement and values correlates
strongly with El.

Motivated employees demonstrate resilience and commitment.

Nonetheless, motivational differences influenced by cultural or generational
factors may require tailored leadership approaches.

Empathy and Social Skills

Empathy underpins collaboration, diversity management, and inclusive
leadership.
In multicultural workplaces, empathic employees demonstrate adaptability and

respect.

For instance, when dealing with delivery drivers or colleagues in finance, social
awareness supports smoother interactions. Understanding their pressures and
treating them with respect builds stronger professional relationships, encourages

cooperation, and reduces conflict.

In team environments, emotionally intelligent motivation enhances collaboration.
Individuals with strong internal drive typically uplift group morale. For instance, during
organisational restructuring, motivated team members may encourage collective
brainstorming or provide reassurance. Emotional tone is contagious: one employee’s
enthusiasm can counterbalance general negativity, a concept often referred to as

emotional contagion.
Critical evaluation

Although empathy is widely seen as a positive trait, some critiques suggest it may lead
to emotional exhaustion if not managed correctly (Hochschild, 1983). Employees must

balance empathy with professional boundaries.



A limitation is the variability of empathic expression across cultures.

Social competence enables effective teamwork, conflict resolution, and
relationship-building. Socially skilled employees contribute to positive
organisational climates. However, social skills may mask manipulative

behaviour if not grounded in ethical values.

Relationship Management

This component includes influencing, coaching, conflict resolution, teamwork, and

communication.
Application in the workplace.
Employees apply relationship management by:

resolving disputes constructively
communicating clearly and respectfully

engaging in collaborative teamwork

N =

motivating others through positive interactions

In my role, relationship management is essential when coordinating with external
suppliers and internal departments. Effective communication ensures deliveries are
handled smoothly, discrepancies are resolved quickly, and invoice issues are

addressed without tension.
Critical evaluation

While relationship management enhances productivity, its effectiveness relies on
consistent organisational support and training. Without supportive leadership,

employees may struggle to develop these skKills.
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Empathy is not universally beneficial. Excessive empathy may result in emotional

over-identification, where employees absorb the stress or negativity of others.

This is common in healthcare, social work, or customer-facing roles, where emotional
labour is intense. Workers must balance compassion with boundaries otherwise,

empathetic employees risk fatigue and diminished performance.

Effective empathy therefore requires self-awareness and regulation to transform

emotional understanding into constructive, rather than burdensome, action.

Social skill, communication and collaboration

Social skills represent the outward expression of EI. Goleman (1998) argues that these
competencies negotiation, persuasion, collaboration enable employees to create trust

and navigate organisational politics ethically.

In workplace communication, emotionally intelligent employees adapt their tone, listen

attentively, and provide feedback constructively.

They anticipate stakeholder concerns, reduce ambiguity and prevent conflict. Leaders,

in particular, benefit from strong social skills.

They inspire commitment rather than compliance, cultivate talent and maintain

employee engagement (Boyatzis 2008).

Yet, social skills are not inherently moral. El can be used to manipulate others or

advance self-interest.

This Machiavellian El shows that emotional competence without ethical grounding is
potentially harmful (Kilduff, Chiaburu & Menges 2010). Organisations must therefore

embed El within values frameworks to prevent manipulation.

11



Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor

Emotional intelligence is closely connected to employee motivation, as emotionally
intelligent individuals are better able to recognise, interpret and respond to

motivational needs.

Theory provides useful frameworks for understanding how El enhances motivation in

the workplace.

Maslow’s Hierarchy of Needs explains motivation as a progression from
physiological and safety needs to belonging, esteem and self-actualisation (Maslow
1943).

Emotional intelligence enables employees and leaders to identify which needs are

most salient in different workplace contexts.

During organisational uncertainty, emotionally intelligent individuals prioritise safety
needs through reassurance and emotional support rather than performance-driven

behaviour.

At higher levels, El supports esteem and self-actualisation by strengthening self-
awareness, intrinsic motivation and alignment between personal values and work roles,

while empathy fosters belonging and inclusion.

Herzberg’s Two-Factor Theory distinguishes between hygiene factors and

motivators (Herzberg et al. 1959).

Emotional intelligence helps regulate dissatisfaction when hygiene factors are
insufficient and enhances intrinsic motivators such as recognition and achievement.
Managers with high El are better equipped to deliver personalised motivation and

development (Goleman 1998).

12



Integration of Mindfulness and Emotional Intelligence

13

Mindfulness enhances El by increasing self-awareness, improving emotion regulation,
and reducing cognitive biases. Kabat-Zinn's (1994) mindfulness principles support
attentional control, allowing employees to respond rather than react to emotional
triggers.

Studies show that mindfulness training improves ElI competencies and reduces
workplace stress (Good et al, 2016). However, mindfulness initiatives must be

voluntary and culturally sensitive to ensure effectiveness.

MBSR (Mindfulness-Based Stress Reduction) in workplace settings, many of which
align with what you're listing (psychological health, reduced stress reactivity, improved

performance, reduced sickness absence, lower turnover). (Kabat-Zinn 2006)

Workplace challenges can negatively affect employees and the organization.
Resilience improves work-related outcomes like engagement, satisfaction, and
performance.

Resilience plays a key role in improving work engagement and job satisfaction.
Employees with higher resilience cope better with stress, stay motivated, and maintain
positive attitudes at work.

This leads to greater energy, commitment, and productivity. For this reason,
organizations benefit from promoting resilience through training, supportive leadership,
and healthy work practices to strengthen well-being, reduce burnout, and create a

more positive and productive work environment. Ibrahim & Hussein (2024).


https://link.springer.com/article/10.1007/s12671-019-01163-1#ref-CR55

Stress, Emotional Intelligence, and Mindfulness

14

Emotional intelligence (El) is one of the most important psychological skills for
managing stress.

People with higher El can understand what they are feeling, identify the causes
of stress, and choose healthier ways to respond.

This means they are less likely to react impulsively, get overwhelmed, or
become emotionally drained, Céte (2020).

Stress often comes from emotional overload frustration, worry, fear, or pressure.
El helps individuals regulate these emotions by staying calm, thinking clearly,
and using problem-solving strategies.

Employees with strong El are better at communicating their needs, asking for

support, and maintaining positive relationships.

This reduces workplace conflict and creates a more supportive environment,
which lowers overall stress levels.

Mindfulness-Based Stress Reduction (MBSR) directly strengthens emotional
intelligence by teaching people to observe emotions without judgment, increase
self-awareness, and respond more thoughtfully rather than automatically.
Through practices such as breathing, meditation, and body awareness, MBSR
enhances emotional regulation one of the core components of El, Kotsou
(2019).

Because El and mindfulness both support healthier emotional processing,
combining them leads to better resilience, improved engagement, and greater

well-being at work.



Generations

The modern workforce consists of multiple generations, each bringing unique
expectations, communication styles and El-related characteristics. Understanding

these differences is essential for recruitment and talent management

Emotional Intelligence Considerations for Recruiting Across Generations X, Y,
and Z.

Overview of Generational Differences
Generational cohorts demonstrate distinct values, communication styles, and

expectations shaped by socio-economic and technological influences.

Understanding these variations enables managers to recruit effectively and assess El

traits relevant to organisational roles.

Generation X (born 1965-1980)

Gen X employees value autonomy, work-life balance, and practical communication.
When recruiting Gen X candidates, managers should consider El characteristics such

as self-regulation, resilience, and independence.

Gen X candidates often possess strong problem-solving skills and emotional stability
due to career experiences shaped by economic uncertainty. However, they may be
less receptive to emotionally expressive communication styles common among
younger generations. El assessments for Gen X should therefore focus on adaptability,

emotional understanding, and collaborative skills.

Generation Y / Millennials (born 1981-1996)

Millennials prioritise meaningful work, feedback, and collaborative environments. El
characteristics relevant for recruitment include empathy, interpersonal communication,

and self-awareness.

15



Millennials typically value emotional expression and inclusiveness, making them well-
suited for team-based roles requiring high social awareness. However, their desire for

frequent feedback may be misinterpreted as dependency.

Managers should assess motivation, resilience, and conflict-management skills to

ensure alignment with organisational requirements.

Generation Z (born 1997-2012)

Gen Z employees are digital natives who value flexibility, diversity, and mental health
support. El considerations include emotion regulation, stress management, and

adaptability.

This generation faces higher levels of anxiety compared to previous cohorts (Twenge,
2018), making emotional regulation a key focus area in recruitment. Managers should
evaluate Gen Z'’s ability to communicate effectively both digitally and in person. Social
skills and teamwork abilities are essential to mitigate the risk of interpersonal

challenges arising from heavy reliance on online communication.

Cross-Generational Recruitment Implications

A one-size-fits-all El assessment approach is ineffective due to generational
differences. Managers should adapt recruitment strategies to emphasise

competencies aligned with each cohort’s strengths and developmental needs.

Integrating El-based interview questions, situational judgement tests, and behavioural

assessments can enhance the selection process.

Additionally, recruiters should avoid generational stereotypes and focus on individual

competencies, aligning selection criteria with organisational values.

This model is widely used in organisations because it connects emotional competencies

directly to leadership performance and workplace behaviour.

The following sections critically evaluate how employees apply these EI components in real

workplace settings.
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Conclusion and Recommendations

This report has explored the importance of emotional intelligence and mindfulness in

modern organisational settings.

Drawing on El models such as Mayer and Salovey’s Ability Model and Goleman’s
Mixed Model, the analysis demonstrated how employees apply El competencies self-
awareness, self-management, social awareness and relationship management in their

daily tasks and interactions.

The report also examined El characteristics across three generations X, Y and Z
highlighting how generational differences influence communication styles, resilience,
values and workplace expectations. Understanding these differences is essential for
recruitment and talent management, enabling organisations to attract diverse talent

and nurture inclusive, emotionally intelligent teams.

Employees use El to manage interpersonal relationships, handle conflict, adapt to

change and support organisational goals.

My professional example of managing company deliveries and invoice processes
demonstrates that El skills are essential even in operational roles, supporting accuracy,

communication, problem-solving and relationship building.

As workplaces continue to evolve, integrating EI and mindfulness into organisational
practices will enhance performance, strengthen teamwork, and support overall well-

being.

17



Recommendations

18

Introduce Emotional Intelligence Training provide structured El training programmes for
employees and managers, focusing on self-awareness, emotional regulation, empathy

and communication.

Implement Mindfulness Initiatives offer mindfulness sessions, meditation resources, or

stress-management workshops to help employees strengthen focus and reduce stress.

Integrate El into Recruitment use El-focused interview questions and assessments to

evaluate emotional competencies, especially when recruiting across different generations.

Develop Cross-Generational Communication Workshops facilitate sessions that help
teams understand differences in communication styles, working preferences and

motivational drivers.

Embed EI in Performance Management include El-based behavioural competencies in

performance reviews to support continuous development.

Promote Psychological Safety Create a culture where employees feel comfortable

expressing emotions, asking questions and seeking support without judgement.
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