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Introduction
Emotional intelligence (EI) is now seen as one of the most important skills in modern workplaces. Organisations today face rapid change, high competition, and diverse workforces. In this environment, technical skills alone are not enough. Employees and managers must also understand emotions — both their own and those of others — in order to work effectively. Goleman (1995) explains that people who are not aware of their own emotions struggle to understand other people’s feelings. This idea highlights why self-awareness is the starting point of emotional intelligence.
Emotional intelligence can be defined as the ability to recognise, understand and manage emotions in ourselves and in others (Mayer, Salovey and Caruso, 2008). Over time, different researchers have developed models to explain EI. Mayer and Salovey (1997) describe EI as a type of intelligence based on emotional thinking skills. Goleman (1998) focuses more on workplace behaviours such as self-control, motivation and social skills. Bar-On (1997) links EI to personality traits and coping skills. Although these models are different, they all agree that emotional awareness and emotional control are essential for success at work.
Mindfulness is closely connected to emotional intelligence. Kabat-Zinn (2003) defines mindfulness as paying attention to the present moment in a calm and non-judgemental way. Practising mindfulness helps individuals notice their emotions without reacting too quickly. Research shows that mindfulness improves emotional regulation and reduces stress (Good et al., 2016). Therefore, combining mindfulness with EI development can strengthen workplace performance and wellbeing.
This report will first evaluate how employees use emotional intelligence in the workplace, using key EI models. It will then examine generational differences — Generation X, Millennials (Generation Y), and Generation Z — and explain what managers should consider when recruiting and managing these groups. Finally, recommendations will be provided for senior management.
2. Critical Evaluation of Emotional Intelligence in the Workplace

2.1 Emotional Intelligence Theories and Their Relevance
There are three main approaches to emotional intelligence.
The first is the ability model by Mayer and Salovey (1997). They argue that EI is a real form of intelligence. It includes four abilities:
1. Recognising emotions
2. Using emotions to support thinking
3. Understanding emotional meanings
4. Managing emotions
This model is strong because it treats EI as a measurable skill rather than just a personality trait. However, some organisations find it difficult to apply this model practically because it focuses more on testing than behaviour.

	
	Ability Model of Emotional Intelligence (Mayer & Salovey, 1997)

	Core Idea
	Emotional Intelligence is a real form of intelligence that can be measured

	Approach Type
	Ability-based model

	Key Abilities
	1. Recognising emotions 
2. Using emotions to support thinking
3. Understanding emotional meanings
4. Managing emotions

	Strengths
	Treats Emotional Intelligence as a measurable skill rather than a personality trait

	Weaknesses
	Difficult to apply in organisations; focuses more on testing than behaviour


[image: Ability Model of Emotional Intelligence ...]
Figure 1: Ability Model of Emotional Intelligence. | Download Scientific Diagram
The second approach is Goleman’s mixed model (1998). He identifies five main components:
· Self-awareness
· Self-regulation
· Motivation
· Empathy
· Social skills
This model is widely used in business because it links EI directly to leadership and performance. However, critics argue that it mixes personality traits with emotional skills, which makes the concept less clear (Mayer et al., 2008).
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Figure 2 : A Milestone of Intelligent Development: Daniel Goleman’s Emotional Intelligence Theory - Experianta
	Component
	Description
	Example in Practice

	Self-awareness
	The ability to recognise and understand one’s own emotions and their impact on behaviour.
	A manager recognising they are stressed and avoiding reacting negatively to staff.

	Self-regulation
	The ability to control or manage emotional reactions, especially in difficult situations.
	Staying calm and professional during conflict or criticism.

	Motivation
	Being driven to achieve goals for internal satisfaction rather than external rewards.
	Persisting with a challenging project because of personal commitment to success.

	Empathy
	The ability to understand and share the feelings of others.
	A leader recognising when an employee is struggling and offering support.

	Social skills
	The ability to manage relationships, communicate effectively, and influence others.
	Resolving team conflicts and building strong workplace relationships.



The third model is Bar-On’s model (1997), which includes emotional and social competencies such as stress management and adaptability. This model highlights coping skills, which are very useful in stressful workplaces.
Five main components 
	Component
	What it Means
	Workplace Example

	Intrapersonal
	Understanding your own emotions
	Being aware of stress and managing your reactions in meetings

	Interpersonal
	Understanding others’ feelings
	Showing empathy to colleagues or clients

	Stress Management
	Coping with pressure
	Staying calm under deadlines

	Adaptability
	Flexibility and problem-solving
	Adjusting to change or solving unexpected issues

	General Mood
	Maintaining optimism and motivation
	Keeping a positive attitude at work

	
	Bar-on Model at workplace 

	Why It Matters in the Workplace
	- Links directly to real job behaviours 
- Teamwork and communication 
- Leadership effectiveness 
- Conflict resolution 
- Handling workplace stress

	Strengths
	- Easy to apply in real workplace situations 
- Focuses on observable behaviours 
- Useful for training and development

	Weaknesses
	- More like a personality model than true intelligence 
- Harder to measure objectively compared to ability models

	Summary
	Explains emotional intelligence as how well you manage yourself and your relationships at work, rather than just how well you can “think” about emotions




Overall:
· Ability Model: Best for measuring Emotional intelligence as a skill.
· Goleman’s Mixed Model: Best for leadership and performance applications.
· Bar-On Model: Best for practical workplace behaviour and stress management.
Each of these three models has strengths and weaknesses. The ability model is academically strong, while Goleman’s model is more practical for organisations. This model best for leadership, and Bar-On highlights coping and social competencies, making Emotional intelligence relevant for both personal and organisational success.

2.2 Self-Awareness at Work
Self-awareness means understanding your own emotions and how they influence your behaviour (Goleman, 1998). In the workplace, employees who are self-aware can recognise when they are stressed, frustrated or anxious. This helps them avoid negative reactions.
For example, during performance reviews, employees who lack self-awareness may become defensive. In contrast, self-aware employees reflect on feedback calmly and use it for improvement.
Mindfulness supports self-awareness by encouraging reflection (Kabat-Zinn, 2003). Employees who practise mindful breathing or journaling can better understand their emotional triggers. Research suggests mindfulness improves concentration and reduces emotional exhaustion (Good et al., 2016).
However, self-awareness alone is not enough. If employees understand their weaknesses but do not change their behaviour, performance will not improve. Therefore, organisations should combine reflection with coaching and development plans.


2.3 Self-Regulation and Emotional Control
Self-regulation refers to controlling emotional reactions, especially in difficult situations (Goleman, 1998). In fast-paced workplaces, employees often face pressure, deadlines and conflict. Without emotional control, impulsive behaviour may damage teamwork.
According to Mayer and Salovey (1997), managing emotions involves adjusting feelings to support growth and decision-making. Employees who regulate emotions effectively remain calm under pressure and respond professionally during disagreements.
Studies show that emotionally intelligent employees experience lower stress levels and better wellbeing (Zeidner, Matthews and Roberts, 2012). However, too much emotional control may lead to emotional suppression, which can reduce authenticity and trust. Therefore, regulation should not mean hiding emotions completely but expressing them appropriately.
Mindfulness techniques such as pausing before responding help employees manage reactions more constructively.
2.4 Motivation and Workplace Performance
Goleman (1998) explains that emotionally intelligent individuals are often internally motivated. They work towards goals because they find meaning in their tasks, not just for rewards.
Self-Determination Theory (Deci and Ryan, 2000) supports this idea. It states that people perform better when they feel autonomous, competent and connected to others. Emotionally intelligent leaders can create environments that support these needs.
However, motivation is influenced by organisational systems. If employees face unfair policies or lack recognition, emotional intelligence alone will not maintain motivation. Therefore, organisations must create supportive cultures alongside developing EI.


2.5 Empathy and Teamwork
Empathy means understanding other people’s feelings and perspectives (Cherniss, 2010). In diverse workplaces, empathy reduces misunderstandings and supports inclusion.
Employees who show empathy:
· Listen actively
· Respect different opinions
· Adapt communication styles
Research links empathy to effective leadership and better team performance (Harms and Credé, 2010). However, high empathy without boundaries may cause emotional fatigue, especially in caring professions.
Organisations should therefore train employees to balance empathy with professional boundaries.
2.6 Social Skills and Leadership
Social skills include communication, collaboration and conflict management. These skills are essential in team-based organisations.
Emotionally intelligent leaders use clear communication and build trust within teams. Research shows a positive relationship between EI and transformational leadership (Harms and Credé, 2010).
However, EI does not replace technical competence. Employees need both emotional and professional skills to perform effectively.
In conclusion, emotional intelligence improves workplace relationships, resilience and performance. When combined with mindfulness and supportive organisational practices, it becomes a powerful tool for success.

3. Generational Differences and Recruitment
Modern workplaces include multiple generations with different values and expectations. Managers must understand these differences to create effective work environments.

3.1 Generation X (Born 1965–1980)
Generation X employees often value independence and job security (Twenge, 2010). They grew up during economic uncertainty, which influenced their focus on stability.
Strengths:
· Self-reliance
· Strong problem-solving skills
· Practical experience
They may prefer less supervision and more autonomy. Managers should respect their experience and provide flexible work arrangements.
	Category
	Details

	Generation
	Generation X

	Birth Years
	1965–1980

	Key Characteristics
	Value independence, job security, and stability due to growing up during economic uncertainty (Twenge, 2010).

	Strengths
	• Self-reliance 
• Strong problem-solving skills 
• Practical experience

	Work Preferences
	Prefer autonomy, less supervision, and opportunities to work independently.

	Management Approach
	Managers should respect their experience, allow independence, and offer flexible working arrangements.





3.2 Millennials / Generation Y (Born 1981–1996)
Millennials value meaningful work and regular feedback (Ng, Schweitzer and Lyons, 2010). They are comfortable with technology and teamwork.
Strengths:
· Collaboration
· Adaptability
· Openness to diversity
However, research suggests Millennials report higher workplace stress levels (Twenge, 2017). Mindfulness programmes may support their wellbeing.
Recruitment strategies should highlight development opportunities and organisational purpose.
	Category
	Description

	Generation
	Millennials / Generation Y

	Birth Years
	1981–1996

	Key Characteristics
	Value meaningful work, regular feedback, and purpose in their jobs. Comfortable with technology and teamwork (Ng, Schweitzer & Lyons, 2010).

	Strengths
	• Collaboration 
• Adaptability 
• Openness to diversity

	Challenges
	Research suggests Millennials report higher workplace stress levels (Twenge, 2017).

	Wellbeing Support
	Mindfulness programmes and wellbeing initiatives can help manage stress and improve work–life balance.

	Recruitment Strategy
	Organisations should highlight career development opportunities, learning, and organisational purpose to attract Millennials.




3.3 Generation Z (Born 1997 onwards)
Generation Z is fully digital and highly connected through social media (Schroth, 2019). They prioritise diversity, mental health awareness and authenticity.
Strengths:
· Technological confidence
· Social awareness
· Desire for inclusion
However, they may have less experience with face-to-face communication. Managers should provide mentoring and structured development programmes.
	Category
	Description

	Generation
	Generation Z

	Birth Years
	1997 onwards

	Key Characteristics
	Fully digital generation, highly connected through social media, and values diversity, authenticity, and mental health awareness (Schroth, 2019).

	Strengths
	• Technological confidence 
• Social awareness 
• Desire for inclusion

	Challenges
	May have less experience with face-to-face communication.

	Management Approach
	Managers should provide mentoring, guidance, and structured development programmes.



3.4 Critical View of Generational Theory

While generational theory can help managers understand broad workplace trends, many researchers argue that its usefulness is limited if applied too rigidly. For example, studies such as those by Costanza et al. (2012) suggest that differences between generations are often smaller than commonly assumed and may be better explained by life stage, career position, education level, or individual personality, rather than simply birth year. This means that assuming all employees from one generation behave in the same way can lead to inaccurate expectations and ineffective management decisions.
One key limitation of generational theory is the risk of workplace stereotyping. For instance, assuming that younger employees always prefer digital communication or that older employees resist change can overlook individual strengths and motivations. Such assumptions may reduce employee engagement and create barriers to collaboration. Instead, organisations are encouraged to adopt a person-centred recruitment approach, focusing on competencies such as adaptability, communication skills, motivation, and learning ability rather than generational labels.
In this context, Emotional Intelligence plays an important role in managing age-diverse teams. Emotionally intelligent leaders are better able to recognise individual differences, respond appropriately to employee needs, and create inclusive environments where all generations feel valued. Skills such as empathy, active listening, and self-awareness help managers adjust their leadership style depending on the situation rather than relying on assumptions about age groups.
Emotionally intelligent leadership also supports the development of Psychological safety, which is an environment where employees feel comfortable expressing their ideas, asking questions, and sharing concerns without fear of criticism. Psychological safety encourages collaboration across generations, improves communication, and supports innovation because employees are more willing to contribute their perspectives.
Therefore, although generational research provides a useful starting point for understanding workplace diversity, effective recruitment and leadership strategies should prioritise individual capabilities, emotional intelligence, and inclusive management practices. This balanced approach helps organisations avoid stereotypes while building stronger, more adaptable, and more cooperative teams across all age groups.



4. Conclusion and Recommendations 

This report has examined the role of emotional intelligence and mindfulness in supporting effective workplace behaviour, leadership development, and employee wellbeing. Emotional intelligence includes key competencies such as self-awareness, self-regulation, motivation, empathy, and social skills. Together, these capabilities enable employees and managers to communicate more effectively, manage workplace challenges constructively, and build stronger professional relationships. As a result, emotional intelligence contributes positively to teamwork, leadership effectiveness, conflict resolution, and organisational performance. 

Different theoretical models provide valuable perspectives on emotional intelligence. For example, John D. Mayer and Peter Salovey (1997) describe emotional intelligence as a set of measurable emotional abilities, including perceiving, understanding, managing, and using emotions effectively. In contrast, Daniel Goleman (1998) emphasises workplace behaviours such as leadership influence, communication skills, and relationship management. When combined, these models provide a more comprehensive understanding of how emotional intelligence supports both individual capability and organisational effectiveness.
Mindfulness also plays an important role in strengthening emotional intelligence. Regular mindfulness practice helps individuals improve emotional regulation, reduce stress levels, and increase attention and self-awareness. This supports employees in responding more calmly to workplace pressure and enhances their ability to collaborate with others. However, the benefits of emotional intelligence and mindfulness are most effective when organisations actively support them through leadership role modelling, wellbeing initiatives, and the development of inclusive workplace cultures. Managers who demonstrate emotionally intelligent behaviour set expectations for respectful communication and positive team interaction. 
Generational diversity is another important factor influencing workplace behaviour and recruitment strategies. Employees from different generations may bring varied experiences, expectations, and strengths to the organisation. For example, Generation X employees often value independence, stability, and practical experience, while Millennials typically seek meaningful work, regular feedback, and opportunities for development. Generation Z employees frequently prioritise inclusion, authenticity, and mental health awareness. These differences can strengthen organisational performance by increasing creativity, knowledge sharing, and adaptability across teams. 
However, it is important that managers avoid relying too heavily on generational stereotypes. Research suggests that individual personality, professional experience, and life stage often influence workplace behaviour more strongly than generational identity alone. Therefore, organisations should focus recruitment and management strategies on individual skills, emotional intelligence, and adaptability rather than assumptions based on age groups.

Recommendations
Based on the findings of this report, several practical recommendations can support organisations in improving workplace effectiveness:
· Organisations should provide emotional intelligence training to develop communication, empathy, and leadership skills. 
· Managers should model emotionally intelligent behaviour to promote trust and positive working relationships. 
· Employers should introduce mindfulness programmes to support employee wellbeing and stress management. 
· Recruitment strategies should prioritise individual competencies such as adaptability, collaboration, and motivation rather than generational stereotypes. 
· Organisations should promote inclusive workplace cultures that value contributions from employees of all age groups. 
Overall, emotional intelligence and mindfulness are essential skills for modern workplaces. When supported by inclusive leadership and organisational practices, they can improve employee wellbeing, strengthen teamwork, and enhance long-term organisational success.
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