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[bookmark: _Toc224206332]Summary of Report.

This report is being conducted to provide a more enhanced and detailed knowledge about how to coordinate Emotional Intelligence and Mindfulness within the company with various E.I models. This report will also include researched methods of the unique characteristics of the generational groups X, Y and Z, which will need to be assessed during stages of recruitment processes to ensure the ability of an effective workplace environment, also providing a retention and future-ready platform for managers and employees. Furthering this, it will include a conclusion, recommendations and references, towards the effective use of emotional intelligence and mindfulness in the workplace with a better understanding of the generational gaps within the societies of the modern world; this will be followed by a conclusion and references.










[bookmark: _Toc224206333]Report: Modernising workplaces with Mindfulness and Understanding the role of Emotional Intelligence.

For the attention of: Senior Management Team (SMT)
For meeting: July 2026
Report written by: Miss Mumtaz Aziz

[bookmark: _Toc224206334]1.Introduction.
Within the boundaries of the contemporary world, it is foreseeable that changes such as rapid shifts in technology and systems, diversity in workforce demographics, and a rising expectation-oriented employee’s well-being. In this modern environment, Emotional Intelligence (E.I) and mindfulness have paved the way to emerge as one of the essential competencies, gaining traction to support organisational performance, building a stronger relationship with employee engagement, and enhancing leadership skills within the organisation. 
So, what is emotional intelligence and mindfulness? Emotional intelligence is commonly known as an ability to recognise, understand, manage, and communicate one’s own emotions and those of others, a strong correlation of improved communication, conflict resolution, and decision-making skills have been noted. Mindfulness walks alongside emotional intelligence in aiding to adapt our thinking to more purposeful, and non-judgemental awareness of the present moment, this enables emotional intelligence to be more focused, enhancing emotional regulation and building resilience (John Schorling, 2021).

 (Rodríguez-Ledo et al., 2018) This journal indicates the relationship between emotional intelligence and mindfulness in Adolescents within a classroom environment, the tools that were used to evaluate were ‘CDE-SEC, EQi-Youth Version and the General Empathy Scale (GES)’ and the School Scope Scale (SSS) to assess the criteria for mindfulness competencies, the outcome suggests, that EI and mindfulness were related to many of the variables measured by the instruments. Showing a good mindfulness competence was particularly related to having a good general level of the EI trait, and to many of the assessed social and emotional variables.
This report aims to evaluate how employees can utilise emotional intelligence within their workplace. The report will also draw upon the established E.I models such as Goleman's Five-Component Model and Mayer, Salovey and Caruso’s Ability Model, it will critically examine the practical application of the E.I components in a organisational setting and explore how these skills can contribute towards a positive and productive working environment.
The report will be able to provide an analysis of the unique characteristics of different generational group gaps, specifically Generations X, Y (Millennials), and Z, by examining this we will be able to determine how these traits can influence recruitment, workplace expectations, and management strategies, this allows us to be aware of the differences which build on knowledge for the management teams who seek a cohesive, high performing teams in multigenerational environment (Nazim Khan, 2025).

The report will finally conclude with further recommendations for strengthening E.I and mindfulness within the workplace and across the teams, supporting leadership development, enhancing recruitment and retention strategies. These insights will be able to provide a stronger base for decision-making skills and contribute to a more effective environment with emotional intelligence incorporated within the organisation, making this an inclusive dynamic environment with a future-ready workplace (Joshi, 2025).

[bookmark: _Toc224206335]2.Critical Evaluation of Emotional Intelligence in the Workplace.
Emotional intelligence (E.I) has proven to be a frontline and central concept in positive adaptions of organisational behaviour, Leadership development and retaining a high performance with employees. Its relevancies stem from the recognition of technical skills alone are not sufficient to carry or navigate the interpersonal complexities of modern workplaces. This section will provide a critical evaluation of how employees can incorporate emotional intelligence in practice which will be supported by key theoretical models.
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Daniel Goleman is known to be a scientific journalist, an author, and a psychologist. Daniels Goleman’s concept originates from the Mayor, Salovey and Caruses model which will be discussed further on in the report.
Daniel Goleman’s model remains one of the most widely applied frameworks in organisational contexts. It discusses the five components as self-awareness, self-regulation, motivation, empathy and social skills. (Channell, 2021) states “Managers with emotional intelligence (EI) achieve objectiveness through their self-awareness, which promotes productive, motivated, and equal workplaces” And also concludes, “Emotional intelligence can be learned and applied to achieve goals and targets, as well as foster a happier and healthier work culture.” 

3.1. Self-Awareness.
Self-awareness enables employees to understand and recognise their own emotional triggers, strengths and their own limitations, which accordingly brings forward key processes of managing stress better, able to seek feedback positively and make informed decisions more effectively, drawing from the example of an employee having feedback with E.I can create An employee to think more consciously and with an open mindset which can generate a better managed relationship within the workplace rather than a defensive outcome.

Critical evaluation. Many organisations favour and prioritise performance metric over self-awareness practices, without considering a structured opportunity for reflection such as coaching, mindfulness training, counselling, this can create weaknesses to employees to understanding their own emotional patterns and how to manage them accordingly.

3.2. Self-Regulation.
Self-regulation is an actioning skill which involves managing disruptive and negative impulsive behaviour patterns and actively putting forth adaptions to change presently within the workplace platform, this enables employees to retain professionalism under pressure and reiterates the respond first technique minimising the reacting factor and demonstrating better flexibility.

Critical evaluation. Employees that have better judgement on their own self-regulation tend to contribute to a stable and psychologically safe environment. However, excessive use of self-regulation may supress authentic and raw emotions to express outwardly, which can lead to emotional fatigue or burnout, therefore organisations must balance emotional control with openness and with psychological safety in mind.

3.4. Motivation.
Goleman introduces motivation as an inner driven ability steer goals and ambitions towards a successful outcome, to pursue curiosity and achievement. A motivated employee will demonstrate resilience, persistence, and a commitment towards organisational goals.

Critical evaluation. Intrinsic motivation is attached to higher job satisfaction and better performance strategies. However, motivation can be undermined by poor leadership skills, uncertain expectations or lack of recognition which can hinder the goals and achievements set out. Emotional intelligence alone cannot compensate for any structural defects such as workload balance or limited career progression.

3.5. Empathy.
Empathy enables employees to understand each other's emotions and perspectives, this tool is important to navigating teamwork, resolving conflicts, and inclusive leadership skills.

Critical evaluation. Empathy strengthens relationship and reduces the number of conflicts or misunderstanding in a workplace, which can lead to less time-consuming measures. However, over empathising can lead to over exhaustion in higher demanding roles such as customer service, human resources, supervisory and so forth. Managers need to support employees in setting good boundaries.

3.6. Social Skills.
Social skills lay out a foundation for collaboration, communication, negotiation, and relationship management. Employees that possess social skills at higher levels can demonstrate better judgement, good navigational skills, easily influence outcomes, build a stronger bridge of trust and reliability, and contribute towards a positive and happier team force.
Critical evaluation. While social skills display good team effort, it can also get misinterpreted as charismatic rather than competence, employees will be diverse in cultural assets, and this may impact how social skills are seen and presented therefore managers would need to approach and adopt cultural sensitivity with care and provision.

[bookmark: _Toc224206337]4. Mayor, Salovey and Caruso’s Ability Model.
This emotional intelligence model was claimed by Mayor, Salovey and Caruso’s in 1990 as a four-component model for E.I. (Brackett, Delaney, and Salovey, 2025). This model conceptualises emotional intelligence as a cognitive ability into four sections of perceiving emotions, using emotions, understanding emotions, and managing emotions.

4.1. Perceiving Emotions.
This is heavily reliant on using verbal and non-verbal cues to interpret the present situation, concentrating on tone, facial expressions, and body language to determine the course. Accuracy is required to attain effective communication and early detection of any rising conflicts.

[bookmark: _Toc224206338]4.2. Using Emotions
Using emotions refers to the capacity to harness emotional states to support thinking and decision‑making. Individuals skilled in this area can draw on emotions to prioritise information, enhance creativity, and adapt their emotional state to the demands of the task. In organisational settings, this ability improves judgement, supports collaborative problem‑solving, and helps employees influence team climate through appropriate emotional expression.

4.3. Understanding Emotions.
The employees who can connect to understanding emotions, can predict rising situations and quickly gain control of escalation or de-escalation, this is useful in customer and leadership roles.

4.4.Managing Emotions.
This last section is about emotional regulation which involves influencing your own and others' emotions, managers use this ability to motivate and drive their teams, to resolving conflicts and to maintain morale.

Critical Evaluation of the Ability Model.
The Ability Model offers a structured and cognitively grounded approach to emotional intelligence, but it also presents limitations that affect its practical application. Its emphasis on measurable abilities provides academic rigour and allows for standardised assessment; however, this focus can make the model less accessible for everyday workplace training, where behavioural competencies and observable habits are often prioritised. Unlike Goleman’s mixed model, which integrates motivation, empathy, and social skills, the Ability Model does not fully account for personality traits or contextual factors that shape emotional behaviour in real organisational environments.
A further limitation lies in its assumption that emotional intelligence operates primarily as a cognitive skill. Critics argue that emotional responses are influenced by socialisation, organisational culture, and power dynamics factors that the model does not explicitly address. In hierarchical settings such as British Airways, for example, employees may recognise or understand emotions but feel constrained in expressing or managing them due to structural norms or role expectations. This highlights a gap between emotional ability and emotional enactment.
Despite these limitations, the model remains valuable for identifying specific emotional competencies that can be developed through targeted interventions. Its clarity and focus on discrete abilities make it useful for recruitment, leadership development, and performance evaluation, particularly in roles requiring high levels of interpersonal sensitivity.

[bookmark: _Toc224206339]5. Practical Use of E.I in the Workplace; Scenarios'.
5.1.Conflict resolution.
Employees that possess emotional intelligence have recognition of emotional triggers that aid to de-escalate conflict and seek collaborative solutions, E.I heightens active listening and reduces defensiveness therefore promoting constructive dialogue.

5.2.Leadership and Influence.
Leaders with emotional intelligence can promote trust value and communicate vision to tailor team's needs. E.I can aid transition and transform leadership to higher skills which according to (Channell, 2021) motivates empowerment and a shared purpose.

5.3.Team collaboration.
E.I enhances team effort by strengthening communication increasing empathy values and increase knowledge of diverse perspectives. Teams with collective E.I demonstrates stronger cohesion and problem-solving capabilities.

5.4.Customer Service.
Employees can use E.I to their advantage for difficult interactions by remaining calmer, actively listening, and addressing customer needs to improve customer satisfaction and long-term loyalty.

5.5.Change in Management.
E.I supports resilience during an organisational change. Employees with stronger E.I capacity can adapt much more quickly, able to manage uncertainty and support staff.

[bookmark: _Toc224206340]6.Limitations and Criticism in the Workplace.
Emotional intelligence, although widely recognised for its developmental value, presents several conceptual and practical limitations that complicate its application in organisational settings. A central concern relates to the uncertainty surrounding measurement, as EI assessments often vary in reliability and validity, raising questions about whether they accurately capture complex emotional competencies (Gignac, 2010). This issue is reinforced by evidence suggesting that EI contributes only modest incremental validity beyond established constructs such as personality and cognitive ability (Joseph and Newman, 2010). As a result, organisations risk overestimating the predictive power of EI when making decisions about recruitment, leadership development, or performance evaluation.
Another limitation concerns the over‑emphasis on soft skills, where organisations may prioritise emotional capabilities at the expense of addressing structural or operational issues such as technological infrastructure, service processes, or organisational design. This can lead to a misplaced belief that interpersonal competence alone can resolve systemic challenges. Additionally, EI frameworks have been criticised for cultural bias, as many models are grounded in Western norms of emotional expression and assertiveness (Mayer, Salovey and Caruso, 2016). Employees from cultures that value emotional restraint or indirect communication may therefore be misjudged as lacking emotional competence, even when their behaviour aligns with culturally appropriate norms.
A further limitation concerns the potential for manipulation, as individuals with high EI may use their interpersonal skills to influence others in ethically questionable ways. This risk challenges the assumption that EI is inherently prosocial and highlights the need for ethical safeguards in EI‑based training and assessment. Collectively, these issues demonstrate the importance of adopting a balanced and critical approach to EI in organisational practice, ensuring that emotional competencies complement rather than replace structural, ethical, and cultural considerations.

[bookmark: _Toc224206341]Cultural Sensitivity and EI
Cultural sensitivity deepens the critique of emotional intelligence by illustrating how EI frameworks can unintentionally privilege certain emotional norms while marginalising others. Emotional expression, regulation, and interpretation differ significantly across cultures, yet many EI models implicitly assume universality in emotional behaviour. When Western norms of openness, self‑expression, and individual emotional awareness are treated as benchmarks, employees from cultures that value restraint or hierarchical respect may be unfairly evaluated. This reinforces earlier concerns about measurement bias and the limited cultural generalisability of EI assessments (Mayer, Salovey and Caruso, 2016).
Cultural misalignment also intersects with the manipulation risk, as individuals whose emotional style aligns with dominant cultural expectations may be perceived as more emotionally intelligent and therefore gain disproportionate influence. This creates a subtle form of exclusion, where EI becomes a gatekeeping mechanism rather than a tool for understanding. Incorporating cultural sensitivity into EI practice helps mitigate these risks by recognising emotional norms as context‑dependent and socially constructed. Doing so supports more equitable evaluations, strengthens psychological safety, and contributes to genuinely inclusive organisational cultures.

[bookmark: _Toc224206342]7.Generational Characteristics in Recruitment and Management Process.
In the modern era of organisational changes there has been a rise in employing multiple generations who have individual distinct values, characteristics, expectations, and communication styles. The following table 1.1 will show you more about the differences between the generations. 


	
	Generation-X
(1965-1980)
	Generation-Y
(Millennials)
(1981-1996)
	Generation- Z
(1997-2012)

	Characteristics
	· Independent
· Self-reliant
· Value work life balance
· Preference; Autonomy and micro-management
· Adapting to technology training.
	· Tech-savvy and collaborative
· Value purpose, feedback, and career progression
· Preference; 
· Flexible hours
· Motivated by meaningful work and recognition
	· Digital natives
· Value diversity, inclusion, and mental health support
· Preference; 
· Fast communication methods and immediate feedback
· Entrepreneurial and creative.

	Recruitment
implications
	· Responds well to Clear job description and stability
· Attracted to flexibility in roles and professional development
	· Attracted to strong values and social responsibilities
· Expectations of transparency
· Developing pathways
	· Responds to modern recruitments strategies i.e. social media.
· Seek well-being incentives and inclusive cultures.

	Management
considerations
	· Provide autonomy and trust
· Offer opportunities for skill enhancement
· Avoid overly rigid structures
	· Provide regular feedback and coaching
· Offer innovation opportunities
· Support hybrid or flexible work hours
	· Provide structured onboarding and mentorship
· Use of digital tools for communication
· Encourage autonomy and creativity.



Table 1.1; a graphic description of differences between generations X, Y, and Z.
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Managing a multi‑generational workforce requires leaders to recognise and respond to the differing values, expectations, and working styles that shape employee behaviour. As shown in Table 1.1, generational groups vary significantly in their communication preferences, motivations, and approaches to work. These differences create both opportunities and challenges for organisational cohesion and performance.
· Communication: Generational preferences influence how information is exchanged. For example, Generation X often favours email and structured communication, whereas Millennials and Generation Z prefer collaborative digital platforms and real‑time interaction. Misalignment in communication styles can lead to inefficiencies or misunderstandings if not managed proactively.

· Conflict Resolution: Inter‑generational conflict may arise from differing work ethics, expectations of autonomy, or attitudes toward authority. Older employees may value procedural consistency, while younger employees may prioritise flexibility and rapid feedback. Without effective mediation, these differences can escalate into communication breakdowns or reduced team cohesion.


· Motivation: Motivational drivers vary across generations. Generation X often values stability and career security, Millennials seek purpose, development, and meaningful work, while Generation Z places greater emphasis on wellbeing, work–life balance, and inclusive organisational cultures. A uniform motivational strategy is therefore unlikely to be effective across all groups.

· Learning and Development: Younger generations typically expect continuous learning opportunities and digital training tools, whereas older employees may prefer structured, experience‑based learning. Tailoring development programmes to accommodate these preferences enhances engagement and knowledge transfer.


· Technological Adaptation: Millennials and Generation Z generally adapt quickly to new technologies, while older generations may require additional support or training. Leaders must balance innovation with inclusive implementation strategies to avoid creating technological divides within teams.

· Workplace Values: Research suggests that Millennials and Generation Z place higher value on organisational ethics, sustainability, and social responsibility, whereas older generations may prioritise organisational loyalty and long‑term stability. These differing value orientations can influence expectations of leadership and organisational culture.


Effective management of these differences requires leaders to adopt flexible, adaptive leadership styles that promote inclusion, psychological safety, and mutual respect. By recognising generational diversity as a strategic asset rather than a source of conflict, organisations can enhance teamwork, creativity, and relational strength. As Wut, Lee and Xu (2022) argue, multi‑generational diversity when managed effectively, can improve organisational learning, innovation, and overall performance.

[bookmark: _Toc224206344]9.Conclusion.
Emotional intelligence and mindfulness are an essential part of the modernisation of workforce and their associated complexities. Evidence suggests that mindfulness does not merely reduce stress, but actively fosters the self-regulatory facets of EI, such as emotional awareness and regulation, which are foundational for professional efficacy (o’sullivan, 2024) E.I supports effective communication, better leadership, stronger team driven force, and conflict resolution, whilst mindfulness enhances focus, resilience, empathy, openness, and to regulate emotions, they combine to create a healthier, well-balanced, and productive environment. By leveraging these psychological resources, (Khan et al., 2022). Evidence suggest organisations can mitigate the negative impacts of emotional labor and cultivate a resilient workforce capable of maintaining engagement amidst high-stress environments (Wut, Lee and Xu, 2022)
Generational diversity can be seen as a challenge and as an opportunity to seek a deeper understanding between the character differences to enable managers to tailor their approach to recruitment process effectively, to broaden their communication methods and motivational approaches.  Generational groups come with different and broader skills, perspective and innovation which can contribute to a better outcome for organisations.
Generation difference if not understood can lead to misunderstanding, deficient performance and increase in conflicts which can affect time management and productivity.
[bookmark: _Toc224206345]10.Further Recommendations.
· Implement E.I and mindfulness to all staff, with tailored program approach to leaders.
· Adopt flexible communication strategies that reflect on Generational preferences
· Strengthen well-being initiatives, coaching, stress relief resources, and mental health support.
· Develop a given pathway for generational diversity to have inclusive recruitment packages.
· Encourage reflective practices, feedback to encourage self-awareness and self-regulation.
· Attention to further developing trajectories and gender differences
 (Brackett, Delaney and Salovey, 2025).

By enabling and embedding the emotional intelligence with mindfulness practices within the work environment, organisations can strengthen employee bonding and engagement, improved performance and building a resilient team who are prepared for any future challenges.
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