
 

 

 

 

Student Name: Anita Chavez Cobos 

Student Number: 2327141 

Module Code:  LCLM5006                                                                                                                                

Module Title: Developing Emotional Intelligence Skills 

Lecturer’s Name: kazeem Oseni 

Assignment Title: Component 2 - Individual written report 

 

 

 

 

 

 

 

 

 

 



Table of Contents 

Introduction ..................................................................................................1 

Critical Evaluation of Emotional Intelligence in the Workplace ....................2 

  1.1 Emotional Intelligence in Organisational Contexts ..............................3 

  1.2 Goleman’s Emotional Intelligence Model .............................................4 

  1.3 Mayer, Salovey and Caruso Ability Model ...........................................5 

  1.4 Bar-On Emotional-Social Intelligence Model .......................................6 

  1.5 Mindfulness as a Foundation for Emotional Intelligence .....................7 

Emotional Intelligence Characteristics Across Generations X, Y and Z ......8 

  2.1 Generational Diversity and Emotional Intelligence ………...................9 

  2.2 Generation X .......................................................................................10 

  2.3 Generation Y (Millennials) ...................................................................11 

  2.4 Generation Z ........................................................................................12 

  2.5 Managerial Implications for Recruitment .............................................13 

Conclusion ...................................................................................................14 

Recommendations .......................................................................................15 

Reference List ..............................................................................................16 

 

 

 

 

 

 

 

 

 

 



Introduction 

In an increasingly complex, fast paced and people-centred workplace, emotional intelligence 

(EI) and mindfulness have emerged as critical capabilities for employees and managers 

alike. Goleman (1998) argues that individuals who lack awareness of their own emotions are 

unlikely to interpret or respond effectively to the emotions of others, highlighting self 

awareness as a foundational component of emotional intelligence. Contemporary 

organisations now recognise that technical expertise alone is insufficient; emotional and 

interpersonal communication are equally influential in shaping performance, collaboration 

and wellbeing. 

Mindfulness, commonly defined as purposeful, present moment and non judgemental 

awareness (Kabat Zinn, 2003), plays a complementary role in strengthening emotional 

intelligence. By encouraging reflection and emotional awareness, mindfulness enables 

employees to manage stress, regulate emotional reactions and make more considered 

decisions. This is particularly relevant in modern workplaces characterised by high 

workloads, constant change and increasing workforce diversity.   

This report has been prepared for presentation to the Senior Management Team (SMT) and 

aims to demonstrate a critical understanding of mindfulness and emotional intelligence in the 

workplace. The report critically evaluates how employees utilise emotional intelligence 

components, drawing on established EI models. It further examines generational differences 

in emotional intelligence characteristics across Generation X, Y and Z, with a focus on 

recruitment and management implications. The report concludes with evidence-based 

recommendations for embedding emotional intelligence and mindfulness into organizational 

practice. 

 

 

 

 

 

 

 

 

 



Critical Evaluation of How Employees Use Emotional 

Intelligence Components in the Workplace 

Emotional Intelligence in Organisational Contexts 

Emotional intelligence refers to the capacity to recognise, understand, manage and apply 

emotions effectively in oneself and others (Mayer, Salovey and Caruso, 2004). In workplace 

settings, EI is associated with improved communication, reduced conflict, enhanced 

leadership capability and stronger employee engagement. Unlike cognitive intelligence, EI is 

widely viewed as a developable capability, making it particularly valuable for organisational 

learning and development initiatives (Goleman, 1998).  

However, the effectiveness of emotional intelligence is shaped by organisational culture, 

leadership behaviours and job demands. While emotionally intelligent employees may cope 

better with stress and interpersonal challenges, limited organisational support can restrict the 

practical application of these skills. This highlights the importance of viewing EI as both an 

individual and organisational responsibility. 

 

Goleman’s Emotional Intelligence Model 

Goleman’s (1998) model is one of the most influential frameworks in organisational 

psychology and identifies five key components: self-awareness, self-regulation, motivation, 

empathy and social skills. 

Self-awareness involves recognising one’s emotions strengths and limitations. In practice, 

self-aware employees are more receptive to feedback and better able to understand how 

their behaviour affects others. This support reflective practice and continuos improvement. 

However, critics argue that self-awareness alone does not guarantee behavioural change 

unless supported by self-regulation strategies (Cherniss, 2010). 

Self-regulation refers to managing emotional responses in a constructive manner. 

Employees with strong self-regulation are better equipped to handle pressure, manage 

conflict and adapt to organisational change. While emotional control is generally viewed 

positively, excessive regulation may result in emotional suppression, potentially increasing 

stress and reducing psychological wellbeing if not managed appropriately. 

Motivation within Goleman’s framework, reflects intrinsic drive, commitment and resilience. 

Emotionally intelligent employees are often more persistent and optimistic when facing 



challenges. Nevertheless, motivation can be undermined by organisational factors such as 

unclear goals or limited career progression, suggesting that EI cannot compensate fully for 

structural shortcomings. 

Empathy enables employees to understand colleagues’ perspectives and emotional states. 

Empathetic behaviour supports teamwork, inclusion and effective customer service. 

However, empathy must be balanced with professional boundaries, as emotional over 

identification may impair objective decision making. 

Social skills encompass communication, influence and conflict management. Employees 

with strong social skills contribute positively to organisational culture and collaboration. From 

a critical perspective, social competence without ethical grounding may be used 

manipulatively, reinforcing the importance of values-based leadership in EI application. 

 

 

Mayer, Salovey and Caruso Ability Model 

The Mayer Salovey Coruso model conceptualises emotional intelligence as a form of 

intelligence involving emotional information processing (Mayer, Salovey and Caruso, 2004). 

The four branches include perceiving, using, understanding and managing emotions.  

Accurate emotional perception supports effective communication and reduces 

misunderstandings. Using emotions to facilitate thinking challenges traditional 

assumptions that emotions hinder rationality, suggesting instead that emotions can enhance 

problem solving and creativity. However, emotional influence on cognition may also 

introduce bias if not critically evaluated.  

Understanding emotions allows employees to anticipate emotional reactions to 

organisational decisions, supporting change management. Managing emotions promotes 

emotional balance and constructive interpersonal influence, although ethical concerns arise 

if emotional management is used to control rather than support others. 

Bar On Emotional Social Intelligence Model  

The Bar-On Emotional-Social Intelligence Model presents emotional intelligence as a broad 

range of emotional and social competencies that influence an individual’s ability to cope 

effectively with environmental demands (Bar-On, 2006). The model includes key elements 

such as stress management, adaptability, interpersonal skills and general mood, linking 

emotional intelligence closely to wellbeing and overall effectiveness.  



This holistic perspective is particularly valuable in high-stress work environments, where 

emotional resilience and adaptability are essential for sustained performance. However, the 

model has been criticised for its conceptual breadth, as several components overlap with 

established personality traits rather than distinct emotional abilities. This overlap can limit the 

model’s precision and raise concerns regarding its validity as a standalone measure of 

emotional intelligence in organisational settings. 

Mindfulness as a Foundation for Emotional Intelligence 

Mindfulness plays a significant role in enhancing emotional intelligence by strengthening 

self-awareness and improving emotional regulation (Good et al., 2016). By developing 

greater awareness of thoughts, emotions and behavioural responses, mindful employees are 

better able to pause before reacting to challenging situations. This reflective approach 

supports more considered decision-making, improved interpersonal interactions and 

effective stress management in the workplace.  

Mindfulness also encourages emotional balance, enabling individuals to respond 

constructively rather than impulsively during periods of pressure or conflict. However, from a 

critical perspective, mindfulness initiatives may be limited in effectiveness if they are used as 

a substitute for addressing broader organisational issues such as excessive workloads, poor 

leadership or toxic cultures. Therefore, mindfulness should be integrated within wider 

organisational strategies that promote psychological safety, supportive leadership and 

sustainable working practices. 

Emotional Intelligence Characteristics Across Generations 

X, Y and Z  

Generational Diversity and Emotional Intelligence 

Contemporary workplaces are increasingly characterised by generational diversity, with 

employees from Generation X Generation Y (Millennials) and Generation Z working 

alongside one another. Each generation has been shaped by distinct social, economic and 

technological conditions, which in turn influence their values, communication styles and 

emotional intelligence capabilities.  

Emotional intelligence, defined as the ability to recognise, understand and manage emotions 

in oneself and others, does not develop in isolation but is influenced by life experiences, 

cultural norms and workplace exposure (Mayer, Salovey and Caruso, 2004).  



Understanding generational tendencies in emotional intelligence is therefore essential for 

managers seeking to build inclusive, high-performing teams. While generational theory 

should be applied cautiously to avoid stereotyping, it offers a useful framework for identifying 

broad patterns in emotional expression, motivation and interpersonal behaviour (Twenge, 

2017).  

From a recruitment perspective, recognising these tendencies can support more accurate 

assessment of emotional intelligence competencies and potential, rather than relying solely 

on traditional indicators such as confidence or assertiveness. 

Importantly, emotional intelligence should not be viewed as fixed within generational groups. 

Instead, managers must acknowledge that EI develops over time and is shaped by 

organisational culture, leadership style and opportunities for learning. A critical approach to 

generational differences enable organisations to harness emotional strengths across age 

groups while addressing developmental gaps through targeted support and training. 

Generation X  

Generation X employees are often characterised as independent, resilient and adaptable. 

Their emotional Intelligence strengths frequently include self regulation and autonomy, 

developed through experiences of organizational change. However, their preference for 

direct communication may be misinterpreted as emotional detachment, highlighting the need 

for nuanced EI assessment during recruitment. 

From an emotional intelligence perspective, Generation X employees frequently exhibit 

strengths in self-awareness and emotional control. They tend to value direct, honest 

communication and may prefer problem-focused approaches to conflict rather than 

emotionally expressive discussions.  

In practice, this can contribute positively to decision-making and performance under 

pressure. However, their communication style may sometimes be misinterpreted by younger 

colleagues as emotional detachment or lack of empathy, particularly in collaborative or 

emotionally expressive team cultures. 

Critically, while Generation X employees may possess well-developed self-regulation skills, 

they may be less inclined to openly articulate emotions or seek emotional support in the 

workplace. 

 



Generation Y (Millennials) 

Generation Y, commonly referred to as Millennials, are often characterised by their strong 

preference for collaboration, continuous feedback and meaningful work. From an emotional 

intelligence perspective, they frequently demonstrate high levels of social awareness and 

empathy, which supports teamwork and inclusive workplace relationships.  

Their openness to communication and feedback can enhance self-awareness and 

professional development when supported by effective leadership. However, this preference 

for regular feedback is sometimes interpreted as reduced emotional resilience or over-

dependence on reassurance. Critically, such perceptions risk oversimplifying generational 

differences.  

Managers should therefore focus on assessing emotional adaptability, stress management 

and learning capacity rather than relying on stereotypes. When appropriately supported, 

Millennials’ emotional intelligence can contribute positively to organisational culture and 

performance. 

Generation Z  

Generation Z employees typically display high levels of self-awareness and place strong 

importance on mental health and wellbeing (Seemiller and Grace, 2019). Having grown up in 

a digitally connected and socially complex environment, they are often comfortable 

discussing emotions and personal values in the workplace.  

While their emotional intelligence potential is significant, limited professional experience may 

affect their ability to regulate emotions effectively in high-pressure or conflict situations. 

Consequently, managers should focus on assessing emotional learning capacity, openness 

to feedback and adaptability during recruitment.  

With appropriate guidance and developmental support, Generation Z employees can 

develop strong emotional intelligence and contribute positively to organisational culture. 

potential is significant, limited workplace experience may affect emotional regulation 

professional contexts. Recruitment should therefore focus on emotional learning capacity 

and openness to development. 

 

 

 



Managerial Implications for Recruitment 

Managers should adopt evidence based, behaviour focused recruitment methods to assess 

emotional intelligence across generations. Structured interviews, situational judgement tests 

and reflective questioning allows recruiters to evaluate how candidates demonstrate self-

awareness, empathy and emotional regulation in realistic workplace scenarios.  

These approaches help reduce unconscious bias and minimise reliance on generational 

stereotypes, supporting fairer and more consistent evaluation processes (CIPD, 2023). 

Importantly, managers should assess not only current emotional intelligence capability but 

also a candidate’s potential for emotional development and adaptability.  

By embedding emotional intelligence criteria into recruitment practices, organisations are 

better positioned to build diverse, emotionally competent teams that can collaborate 

effectively and respond constructively to change. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Conclusion and Recommendations  

Conclusion 

     This report has critically examined the importance of emotional intelligence and 

mindfulness within contemporary workplace settings. Drawing on established emotional 

intelligence models, including those proposed by Goleman, Mayer and Salovey, and Bar-On, 

the discussion has demonstrated that emotional intelligence plays a vital role in enhancing 

self-awareness, emotional regulation, interpersonal relationships and overall organisational 

effectiveness. Employees who are able to recognise and manage their own emotions, while 

responding appropriately to the emotions of others, are better equipped to cope with 

workplace pressures, collaborate effectively and adapt to organisational change. 

The report has also highlighted the value of mindfulness as a foundational practice that 

supports emotional intelligence development. By encouraging reflective awareness and 

emotional regulation, mindfulness enables individuals to respond thoughtfully rather than 

react impulsively, contributing to improved decision-making and reduced workplace stress. 

However, the analysis emphasised that mindfulness initiatives must be embedded within 

broader organisational strategies and not used as a substitute for addressing systemic 

workplace challenges. 

Furthermore, the report explored emotional intelligence characteristics across Generation X, 

Y and Z, identifying both strengths and developmental considerations within each group. 

While generational differences influence emotional expression and workplace expectations, 

the analysis underscored the risks of stereotyping and reinforced the importance of 

assessing emotional intelligence on an individual basis. Managers must therefore adopt 

inclusive, evidence-based recruitment and management practices that recognise emotional 

intelligence as a developable capability. 

In conclusion, emotional intelligence and mindfulness represent essential competencies for 

modern organisations. When supported by appropriate leadership, inclusive recruitment 

practices and ongoing development opportunities, these capabilities can contribute 

significantly to employee wellbeing, effective collaboration and sustainable organisational 

performance. 

 

 



Recommendations 

Organisations should embed emotional intelligence within recruitment, performance 

management and leadership development processes to support long-term effectiveness. 

Managers should use evidence-based assessment methods, such as structured interviews 

and situational judgement tests, to identify emotional intelligence capabilities and 

development potential.  

Providing regular training and development programmes focused on emotional intelligence 

and mindfulness can further enhance employees’ self-awareness, emotional regulation and 

interpersonal skills. Additionally, organisations should promote psychologically safe working 

environments that encourage open communication and emotional expression.  

Mindfulness initiatives should be integrated with supportive leadership practices and realistic 

workload management rather than used in isolation. By adopting a strategic and ethical 

approach to emotional intelligence development, organisations can enhance employee 

wellbeing, improve collaboration and strengthen overall organisational performance. 

 

 

 

 

 

 

 

 

 

 

 

 



References 

Bar-On, R. (2006) ‘The Bar-On model of emotional-social intelligence’, Psicothema, 18, pp. 

13–25. 

Cherniss, C. (2010) ‘Emotional intelligence: Toward clarification of a concept’, Industrial and 

Organizational Psychology, 3(2), pp. 110–126. 

CIPD (2023) Emotional intelligence at work. London: Chartered Institute of Personnel and 

Development. 

Goleman, D. (1998) Working with emotional intelligence. London: Bloomsbury. 

Good, D.J., Lyddy, C.J., Glomb, T.M., Bono, J.E., Brown, K.W., Duffy, M.K., Baer, R.A., 

Brewer, J.A. and Lazar, S.W. (2016) ‘Contemplating mindfulness at work’, Journal of 

Management, 42(1), pp. 114–142. 

Kabat-Zinn, J. (2003) ‘Mindfulness-based interventions in context’, Clinical Psychology: 

Science and Practice, 10(2), pp. 144–156. 

Mayer, J.D., Salovey, P. and Caruso, D.R. (2004) ‘Emotional intelligence: Theory, findings, 

and implications’, Psychological Inquiry, 15(3), pp. 197–215. 

Salovey, P. and Mayer, J.D. (1990) ‘Emotional intelligence’, Imagination, Cognition and 

Personality, 9(3), pp. 185–211. 

Seemiller, C. and Grace, M. (2019) Generation Z: A century in the making. New York: 

Routledge. 

Twenge, J.M. (2017) iGen: Why today’s super-connected kids are growing up less 

rebellious, more tolerant, less happy – and completely unprepared for adulthood. New York: 

Atria Books. 

Ashkanasy, N.M. and Daus, C.S. (2005) ‘Rumors of the death of emotional intelligence in 

organizational behavior are vastly exaggerated’, Journal of Organizational Behavior, 26(4), 

pp. 441–452. 

Boyatzis, R.E. (2009) ‘Competencies as a behavioral approach to emotional intelligence. 

 


