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The modern workplace is fast-moving, diverse, and emotionally demanding. As technology and performance expectations increase, employees are expected not only to deliver results but also to communicate effectively, manage stress, and build positive relationships. This has led to growing interest in emotional intelligence (EI) and mindfulness as tools to improve wellbeing and organisational effectiveness. My line manager recently observed improvements in my own emotional intelligence during a presentation and asked me to present my understanding of these concepts to senior management. This report therefore explores what emotional intelligence and mindfulness mean, how they interact, and why they are relevant in the workplace.
The term emotional intelligence was introduced by Mayer and Salovey (1990), who described it as the ability to perceive, understand and manage emotions in oneself and others. Later, Daniel Goleman (1995) popularised the idea in a business context, presenting EI as a set of personal and social competencies that strongly influence professional success. Since then, EI has been linked to effective leadership, teamwork, and employee engagement (Zeidner et al., 2004). However, it is not without criticism. Scholars have questioned how EI is defined and measured, and whether it truly adds value beyond personality and cognitive ability.
Alongside EI, mindfulness has emerged as another important skill for managing workplace emotions. Jon Kabat-Zinn (1994) defines mindfulness as paying attention to the present moment intentionally and without judgment. In organisations, mindfulness has been used to improve focus, reduce stress, and support emotional regulation. Research suggests that mindfulness can enhance components of emotional intelligence, particularly emotional awareness and control (Jiménez-Picón et al., 2021).
This report will first critically evaluate theories and models of EI and mindfulness. It will then discuss how employees can apply these ideas in practice, including through the Mayer–Salovey model, EI training, recruitment, cultural sensitivity, and performance management. The report concludes with recommendations for how our organisation could embed these concepts to improve relationships, resilience, and performance. 
[bookmark: _Toc214297038]Theoretical Perspectives on Emotional Intelligence
Mayer and Salovey’s ability model is one of the most academically supported frameworks for understanding EI. It identifies four key branches:
1. Perceiving emotions - accurately recognising emotions in oneself and others.
2. Using emotions - applying emotions to facilitate thought and problem solving.
3. Understanding emotions - grasping how emotions evolve and influence behaviour.
4. Managing emotions - regulating emotions to promote growth and positive relationships (Mayer et al., 2016).
The Mayer Salovey Caruso Emotional Intelligence Test (MSCEIT) was developed to measure these abilities through tasks that assess emotional perception and reasoning. Because it is a performance-based test, it avoids some of the bias found in self-report questionnaires. The model treats EI as a genuine form of intelligence, rather than a personality trait.
However, the ability model has faced criticism. Studies have questioned whether EI is distinct from established traits such as empathy, agreeableness or conscientiousness. Others have found mixed evidence that EI scores predict job performance once IQ and personality are controlled (Landy, 2005). Some also argue that EI research suffers from the “jingle-jangle” problem different measures use similar terms to describe different concepts, which complicates comparisons (Zeidner et al., 2004). Despite these issues, the ability model remains a valuable framework for understanding how emotional reasoning operates in the workplace.
In contrast, Goleman’s mixed model presents EI as a set of competencies that include self-awareness, self-management, social awareness and relationship management. His approach is more practical for organisations because it links emotional intelligence to leadership and business performance. Similarly, Bar-On’s model combines emotional and social intelligence into five domains: intrapersonal, interpersonal, adaptability, stress management, and general mood. These “mixed” models are easier to apply in HR and leadership contexts, but they blur the boundaries between emotion, personality, and motivation.
A third perspective, Trait Emotional Intelligence, proposed by Petrides and Furnham (2001), defines EI as a constellation of self-perceptions about emotional abilities. Trait EI focuses on how people perceive their emotional competence, which can influence behaviour, even if those perceptions are not entirely accurate. While it lacks the precision of the ability model, it offers insight into how self-beliefs shape emotional behaviour at work.
Overall, no single EI model is perfect. The ability model offers theoretical rigour, while mixed and trait models are more practical for development and training. For organisations, the key is to understand what each approach measures and to apply them appropriately.
[bookmark: _Toc214297039]Mindfulness and Its Connection to Emotional Intelligence
Mindfulness complements emotional intelligence by improving awareness and self-regulation. When employees are mindful, they are better able to notice emotional cues, manage stress, and respond thoughtfully rather than react impulsively. Research shows that mindfulness training can enhance emotional regulation, empathy, and interpersonal effectiveness (Good et al., 2016). In essence, mindfulness helps strengthen the first and last branches of the Mayer–Salovey model perceiving and managing emotions.
Mindfulness operates through several mechanisms. It improves attention control, allowing individuals to observe their thoughts and emotions without immediately acting on them. This self-awareness supports emotional clarity and enables more deliberate responses in challenging situations. It also fosters compassion and empathy, which are crucial for effective teamwork and leadership. Studies indicate that employees who regularly practise mindfulness report lower stress levels, improved focus, and greater job satisfaction (Hülsheger et al., 2013).
However, mindfulness interventions are not a cure all. Some studies have weak methodologies or rely on self-reporting, and not all participants respond equally to training. Critics also argue that promoting mindfulness without addressing structural causes of stress can unfairly place responsibility for well-being on individuals. For mindfulness and EI to work effectively, they must be supported by an organisational culture that values openness, empathy, and emotional safety.
[bookmark: _Toc214297040]Applying Emotional Intelligence in the Workplace
Emotional intelligence can be developed and applied at every organisational level, from recruitment and training to performance management and leadership.
The Mayer, Salovey Model in Practice
Each branch of the Mayer–Salovey model can be applied to real workplace situations:
· Perceiving emotions: Managers who recognise subtle signs of frustration or disengagement can address issues before they escalate.
· Using emotions: Positive emotions can be harnessed to encourage creativity and teamwork, while awareness of negative emotions can signal areas of conflict or unmet needs.
· Understanding emotions: Recognising that anger may stem from anxiety or pressure enables more empathetic and effective responses.
· Managing emotions: Leaders who regulate their emotions during conflict model composure and help maintain team morale.
In my own presentation experience, recognising my anxiety and reframing it as excitement helped me project confidence and connect more effectively with the audience, an example of emotional management in action.
[bookmark: _Toc214297041]Emotional Intelligence Testing and Training
Organisations can use ability-based assessments such as the MSCEIT to identify development needs. The results can then inform targeted EI training focusing on self-awareness, empathy, and emotional regulation. Training should combine reflection, coaching, and role-playing scenarios that simulate emotionally charged situations. Integrating short mindfulness exercises into these sessions can further enhance awareness and control.
Emotional Intelligence in Recruitment and Performance Management
Recruitment processes can include EI competencies by adding behavioural interview questions and situational judgement tests that explore how candidates manage conflict or demonstrate empathy. However, EI should complement rather than replace traditional selection criteria. Relying solely on EI tests could introduce bias or overlook technical competence.
In performance management, organisations can incorporate emotional and social competencies into appraisal systems. For example, reviewing how managers handle conflict, support others, and manage stress provides a fuller picture of performance. Regular 360-degree feedback can also help employees understand how their emotional behaviour affects others.
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Cultural awareness is crucial when applying EI in diverse workplaces. In some cultures, direct emotional expression is valued, while in others, restraint is seen as professionalism. Training should therefore include discussions about cultural norms and the importance of adapting emotional behaviour to different contexts. Additionally, managers should be mindful of “emotional labour” the effort required to display emotions that align with organisational expectations. Without support, constant emotional regulation can lead to burnout.
Compassion and Team Relationships
Compassion is a natural extension of emotional intelligence. Compassionate leaders recognise distress in others and take constructive action to help. This creates psychological safety, encourages collaboration, and strengthens trust. Teams that practise empathy and compassion tend to communicate more effectively and recover from setbacks more quickly. Compassion does not mean lowering standards; rather, it involves balancing accountability with understanding.
[bookmark: _Toc214297043]Mindfulness as an Organisational Practice
To support EI, organisations can introduce mindfulness initiatives such as short, guided sessions, quiet spaces, or optional workshops. Even brief practices, like one-minute breathing exercises before meetings, can improve concentration and reduce tension. Embedding mindfulness into the organisational culture helps normalise emotional awareness and self-reflection. Managers can reinforce this by modelling calm, reflective behaviour and encouraging employees to pause before reacting under pressure.
However, for such initiatives to succeed, participation should be voluntary and supported by leadership. If mindfulness is perceived as compulsory or superficial, it can lose credibility. Combining mindfulness with EI training ensures that employees not only become more aware of emotions but also know how to respond constructively to them.
If mindfulness is imposed or treated as a superficial trend, it risks being perceived as performative or manipulative, undermining trust. Instead, organisations should frame mindfulness as a tool for personal and professional growth, not as a behavioural mandate. Integrating mindfulness with EI training creates a synergistic effect. Employees become not only more aware of their emotions but also equipped with strategies to manage them constructively. This dual approach enhances interpersonal dynamics, reduces burnout, and improves overall organisational performance. In public service contexts such as justice, healthcare, or social support where emotional labour is high and decisions carry significant human impact, mindfulness and EI together form a critical foundation for ethical, empathetic, and effective service delivery.
Advanced EI Models to Reference
Goleman’s Five Domains of EI.
Self-awareness: Recognising your own emotions.
Self-regulation: Managing emotional responses.
Motivation: Using emotions to pursue goals.
Empathy: Understanding others’ emotions.
Social skills: Building relationships and managing conflict.
Mayer-Salovey-Caruso Model (MSCEIT).
Focuses on EI as a cognitive ability: perceiving, using, understanding, and managing emotions.
Useful for discussing EI as a measurable skill, not just a personality trait.
Bar-On Model (EQ-i 2.0).
Includes composite scales like stress tolerance, impulse control, and interpersonal relationships.
Widely used in organisational settings for leadership development.
EI Assessment Tools.
Emotional Capital Report (ECR): Measures 10 EI competencies linked to leadership potential, such as self-confidence, adaptability, and relationship skills.
EQ-i 2.0: Offers a comprehensive EI profile with coaching strategies and development plans.
MSCEIT: Assesses EI as an ability, often used in academic and clinical settings.
These tools are often used in recruitment, coaching, and performance evaluations to identify emotionally intelligent candidates and leaders.
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Managers should tailor recruitment strategies to generational emotional intelligence (EI) traits Gen X values independence and emotional control, Gen Y (Millennials) prioritises collaboration and empathy, while Gen Z seeks authenticity and emotional openness.
Here’s a breakdown of key emotional intelligence characteristics across generations that managers should consider during recruitment:
Generation X (Born ~1965–1980)
Emotional Regulation & Independence tend to be emotionally self-reliant and value autonomy. They Prefer structured environments and clear expectations.
Stress Management: Often demonstrate resilience and composure under pressure. They grew up during economic uncertainty, fostering pragmatic emotional responses.
Recruitment Implication: Highlight roles with autonomy, stability, and clear boundaries. Assess EI through scenarios that test emotional control and decision-making.
Generation Y / Millennials (Born ~1981–1996)
Empathy & Collaboration: They have strong interpersonal EI and value teamwork, feedback, and emotional transparency. They’re comfortable expressing emotions and navigating group dynamics.
Self-Perception & Purpose: They seek meaningful work and alignment with personal values.         Emotionally they are attuned to workplace culture and inclusion.
Recruitment Implication: Use emotionally intelligent interviewers who can build rapport. Emphasize team culture, purpose-driven roles, and growth opportunities.
Generation Z (Born ~1997–2012)
Emotional Expression & Inclusivity: They openly express emotions and value authenticity. They expect psychological safety and emotional support at work.
Tech-Driven Emotional Awareness: Digital natives with high emotional exposure via social media. May struggle with emotional regulation due to constant stimuli.
Recruitment Implication: Prioritise mental health awareness and inclusive practices. Use digital tools for engagement and assess EI through adaptability and openness.
Strategic Considerations for Managers: Avoid one-size-fits-all EI assessments, use generationally sensitive tools like EQ-i 2.0 composites (Self-Perception, Interpersonal, Stress Management). Design emotionally intelligent recruitment experiences e.g., structured interviews for Gen X, collaborative tasks for Millennials, and authentic storytelling for Gen Z. Recognize emotional intelligence as dynamic and context-driven, shaped by upbringing, technology, and social norms.
The Civil Service actively evaluates EI through its Success Profiles framework, which includes behaviour-based questions (e.g. “Tell me about a time you managed a difficult stakeholder”) and strength-based questions (e.g. “How do you respond under pressure?”). These questions assess key EI traits such as emotional regulation, empathy, and interpersonal effectiveness. By understanding and developing these competencies, candidates can demonstrate their readiness to contribute to emotionally intelligent, inclusive, and high-performing teams.
[bookmark: _Toc214297045]Conclusion and Recommendations
Emotional intelligence and mindfulness provide valuable frameworks for improving individual and organisational effectiveness. EI helps employees understand and manage emotions, while mindfulness cultivates the awareness necessary to apply these skills. Together, they enhance communication, teamwork, and resilience. Yet, these approaches must be applied carefully and supported by the organisation’s systems and culture.
Recommendations for senior management:
1. Introduce EI and mindfulness development programmes.
Pilot an EI training course for managers focusing on self-awareness, empathy, regulation, and social skills. Integrate short mindfulness practices into these sessions to strengthen emotional control and attention.
2. Incorporate EI competencies into performance reviews.
Evaluate behaviours such as conflict resolution, emotional regulation, and empathy alongside technical performance. Provide coaching where development needs are identified.
3. Use EI in recruitment and promotion decisions.
Include behavioural interview questions that assess empathy, teamwork, and emotional resilience, but ensure EI measures are balanced with technical and cognitive assessments.
4. Foster an emotionally intelligent culture.
Encourage open communication, empathy, and psychological safety. Leaders should model vulnerability and compassion, demonstrating that emotions are not a weakness but a source of insight.
5. Support well-being through mindfulness.
Offer optional mindfulness workshops or digital resources. Encourage employees to take short pauses or reflection breaks during the day, helping to maintain focus and reduce stress.
6. Evaluate outcomes regularly.
Collect feedback and performance data to measure the impact of EI and mindfulness initiatives. Adjust programmes based on evidence and employee experience.
By implementing these recommendations, the organisation can develop a workforce that is emotionally aware, compassionate, and resilient. These qualities not only improve workplace relationships but also contribute directly to performance, engagement, and long-term success.
Incorporating emotional intelligence and mindfulness into recruitment practices is no longer optional, it’s essential for building resilient, inclusive, and high-performing teams. Managers must recognise that candidates from Generation X, Y, and Z bring distinct emotional profiles shaped by their socio-cultural contexts. Gen X may value emotional regulation and independence, Millennials thrive on empathy and collaboration, while Gen Z seeks authenticity and emotional openness.
Mindfulness enhances a manager’s ability to perceive these generational nuances without bias, fostering emotionally intelligent hiring decisions that align with organisational values. By combining EI frameworks with mindful awareness, recruiters can:
Assess emotional competencies relevant to each generation’s strengths and expectations.
Create psychologically safe recruitment environments that encourage genuine emotional expression.
Align candidate emotional traits with role demands, team dynamics, and long-term organisational culture.
Ultimately, emotionally intelligent and mindful recruitment is not just about selecting the right candidate, it’s about cultivating a workforce that thrives across generational lines, adapts to change, and contributes meaningfully to public service delivery.
Self-Reflection:
I assessed my Emotional Intelligence and found that I am good at reading people's emotions and body language. However, I identified areas to develop further, including managing stress under pressure, improving mindfulness, and maintaining consistent focus during demanding tasks. To work on these, I plan to practice regular reflection, meditation, and structured time management, while seeking feedback to enhance self-awareness.
 In my day-to-day work, I consider factors such as goal setting, workload balance, and support from peers and mentors, and I address challenges by breaking tasks into manageable steps and regulating my emotions. As the saying goes, “If you are tuned out of your own emotions, you will be poor at reading them in other people.” By actively working on these areas, I aim to strengthen both my personal growth and my ability to interact effectively with others, supporting overall development.
By embedding mindfulness into my daily routines, through reflection, emotional regulation, and intentional focus, I aim to deepen my emotional intelligence and enhance my professional effectiveness. These practices not only support my personal resilience but also improve my capacity to engage empathetically with others, especially in high-pressure environments. As I continue to develop these competencies, I am better positioned to contribute to a mindful, emotionally intelligent workplace culture that values clarity, compassion, and purposeful action.


































Bar-On, R. (1997) Bar-On Emotional Quotient Inventory (EQ-i): Technical Manual. Toronto: Multi-Health Systems.
Boyatzis, R.E., 2001. How and why individuals are able to develop emotional intelligence. The emotionally intelligent workplace: How to select for, measure, and improve emotional intelligence in individuals, groups, and organizations, 1, pp.234-253.
Cherniss, C., 2010. Emotional intelligence: Toward clarification of a concept. Industrial and Organizational Psychology, 3(2), pp.110–126
Consortium for Research on Emotional Intelligence in Organizations, 2023. Article References. [online] Available at: https://www.eiconsortium.org/references/articles_reference.html [Accessed 17 Nov. 2025].
Goleman, D. (1995) Emotional Intelligence: Why It Can Matter More Than IQ. New York: Bantam Books.
Grayson, R., 2013. Emotional intelligence: A summary. Retrieved on.
Good, D.J., Lyddy, C.J., Glomb, T.M., Bono, J.E., Brown, K.W., Duffy, M.K. and Lazar, S.W. (2016) ‘Contemplating mindfulness at work: An integrative review’, Journal of Management, 42(1), pp. 114–142.
Hülsheger, U.R., Alberts, H.J.E.M. and Feinholdt, A. (2013) ‘Benefits of mindfulness at work: The role of mindfulness in emotion regulation, emotional exhaustion, and job satisfaction’, Journal of Applied Psychology, 98(2), pp. 310–325.
Jiménez-Picón, N., Romero-Martín, R., García-Caro, M.P., Schmidt-Riovalle, B. and Cruz-Quintana, F. (2021) ‘Mindfulness and emotional intelligence as predictors of well-being in professionals’, International Journal of Environmental Research and Public Health, 18(10), pp. 1–13.
Kabat-Zinn, J. (1994) Wherever You Go, There You Are: Mindfulness Meditation in Everyday Life. New York: Hyperion.
Landy, F.J. (2005) ‘Some historical and scientific issues related to research on emotional intelligence’, Journal of Organizational Behavior, 26(4), pp. 411–424.
Mayer, J.D. and Salovey, P. (1990) ‘Emotional intelligence’, Imagination, Cognition and Personality, 9(3), pp. 185–211.
Mayer, J.D., Salovey, P. and Caruso, D.R. (2016) The Ability Model of Emotional Intelligence: Principles and Updates. New Haven: Yale University.
Petrides, K.V. and Furnham, A. (2001) ‘Trait emotional intelligence: Psychometric investigation with reference to established trait taxonomies’, European Journal of Personality, 15(6), pp. 425–448.
Watkin, C., 2000. Developing emotional intelligence. International Journal of selection and assessment, 8(2), pp.89-92.
Zeidner, M., Matthews, G. and Roberts, R.D. (2004) ‘Emotional intelligence in the workplace: A critical review’, Applied Psychology: An International Review, 53(3), pp. 371–399.
 

2

image1.png
Prifysgol Cymru
¥ Drindod Dew Sant

J University of Wales
Trinity Saint David




