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Introduction

Workplaces today are busy, fast-changing and often stressful. Employees are expected to deal with customers, managers, colleagues, technology and deadlines while still remaining professional. Because of this, emotional intelligence and mindfulness are useful skills for both employees and managers. Emotional intelligence means being able to understand emotions, manage reactions and communicate with others in a respectful way. It is strongly linked to teamwork, leadership and workplace relationships, especially when people are working under pressure (Coronado-Maldonado and Benítez-Márquez, 2023).
Mindfulness is also important because it helps employees stay focused on the present moment instead of reacting too quickly. Recent research shows that mindfulness can support emotion regulation, work engagement and employee wellbeing (Chen et al., 2022). This means that mindfulness can help workers think before they respond, especially during conflict or stressful situations.
This report will explain how employees may use emotional intelligence in the workplace, but it will use different models from the previous report. The main models used will be the Bar-On Emotional-Social Intelligence Model and the Trait Emotional Intelligence Model. The report will also discuss how managers should understand generational differences when recruiting people from Generation X, Millennials and Generation Z. This is important because younger generations now place strong value on growth, wellbeing and meaningful work (Deloitte, 2025).

Emotional Intelligence and Mindfulness in the Workplace

Meaning of Emotional Intelligence

Emotional intelligence (EI) is increasingly recognised as an important workplace capability because it supports how individuals think, behave and interact with others. Rather than focusing only on technical skills, EI highlights how people understand their own emotions and respond to the emotions of those around them. It can be described as the ability to process emotional information and use it to guide behaviour and decision-making in a constructive way (Coronado-Maldonado and Benítez-Márquez, 2023).
In practical terms, employees use emotional intelligence when they stay calm under pressure, respond professionally to criticism or collaborate with team members who may have different opinions. For example, someone with strong EI is more likely to listen actively and respond respectfully, even in stressful situations. In contrast, low emotional intelligence may lead to impulsive reactions, misunderstandings and workplace tension (Miao et al., 2021).
Mindfulness strengthens emotional intelligence by encouraging awareness and control over thoughts and emotions. When individuals practise mindfulness, they are more likely to pause and think before reacting, which improves communication and decision-making. This is especially important in busy work environments where quick reactions can sometimes lead to poor outcomes (Chen et al., 2022).
Overall, emotional intelligence and mindfulness work together to improve behaviour, relationships and performance at work.

Bar-On Emotional-Social Intelligence Model

The Bar-On model offers a different perspective on emotional intelligence by focusing on a combination of emotional and social competencies that influence how people cope with daily demands. This model groups emotional intelligence into several key areas, including intrapersonal skills, interpersonal skills, stress management, adaptability and general mood (Bar-On, 2021).
· Intrapersonal skills refer to how well individuals understand and express their own emotions. Employees who are strong in this area are able to recognise their feelings and communicate them clearly, which reduces confusion and improves teamwork.
· Interpersonal skills involve the ability to build relationships and show empathy towards others. In the workplace, this helps employees cooperate, support colleagues and maintain positive interactions.
· Stress management is a key part of this model. It focuses on how well individuals handle pressure and control emotional reactions. Employees with strong stress management skills are less likely to feel overwhelmed and more likely to remain calm in challenging situations (Miao et al., 2021).
· Adaptability refers to the ability to adjust to change and solve problems effectively. This is particularly important in modern workplaces where change is constant. Employees who are adaptable can respond positively to new situations and remain flexible in their thinking.
· General mood includes optimism and overall emotional wellbeing. Employees with a positive outlook are more likely to stay motivated and contribute to a productive work environment.
The Bar-On model is useful because it links emotional intelligence to everyday workplace behaviour. However, one limitation is that it includes a wide range of personality traits, which may make it harder to measure clearly compared to more ability-focused models (Ashkanasy and Daus, 2021).

Trait Emotional Intelligence Model

The Trait Emotional Intelligence (Trait EI) model provides another approach by focusing on emotional intelligence as part of an individual’s personality. This model suggests that emotional intelligence is not only about skills but also about how people see themselves and their emotional abilities (Petrides et al., 2021).
Trait EI includes factors such as emotional self-confidence, empathy, self-control and sociability. These traits influence how individuals behave in social and emotional situations. For example, employees with high emotional self-confidence are more likely to express their ideas clearly and handle feedback in a positive way.
Empathy within this model helps individuals understand others’ feelings, which improves communication and teamwork. Self-control allows employees to manage their reactions, especially during stressful situations, while sociability supports building strong professional relationships.
One advantage of the Trait EI model is that it recognises the role of personality in emotional behaviour. This makes it useful for understanding long-term patterns in how individuals interact at work. However, a limitation is that personality traits can be more difficult to change, meaning development may take longer compared to skill-based models (Petrides et al., 2021).
Despite this, the model is valuable in recruitment and personal development because it helps organisations understand how individuals are likely to behave in different situations.

How Employees Use Emotional Intelligence at Work

In the workplace, emotional intelligence is applied in many practical situations that affect performance and relationships. One of the most important areas is communication. Employees with strong EI are better at expressing their ideas clearly while also listening to others. This leads to fewer misunderstandings and stronger collaboration (Miao et al., 2021).
Another key area is handling conflict. Disagreements are normal in any organisation, but emotional intelligence helps employees deal with these situations in a calm and respectful way. Instead of reacting emotionally, they try to understand different perspectives and find solutions that benefit everyone.
Stress management is also strongly influenced by emotional intelligence. Employees who can manage their emotions are more likely to remain focused and productive, even when facing deadlines or pressure. Mindfulness techniques can further support this by helping individuals stay calm and present (Chen et al., 2022).
Teamwork is another area where EI plays a major role. Employees who understand emotions can adapt their behaviour to different personalities, which improves cooperation and trust within teams.
Finally, emotional intelligence is important for leadership. Managers who demonstrate EI can motivate employees, build trust and create a positive work environment. They are also better at recognising the needs of their team and responding appropriately.

Critical Evaluation of Emotional Intelligence

Although emotional intelligence offers many benefits, it is important to consider its limitations. One major advantage is that it improves communication, teamwork and employee wellbeing. Organisations that focus on emotional intelligence often experience higher engagement and better overall performance (Coronado-Maldonado and Benítez-Márquez, 2023).

However, emotional intelligence can be difficult to measure accurately. Unlike technical skills, emotional abilities are not always easy to observe, which can make recruitment and evaluation more complex (Ashkanasy and Daus, 2021).
Another issue is that emotional intelligence may sometimes be used in a negative way. For example, individuals with strong emotional skills could potentially influence or manipulate others for personal benefit. This highlights the need for ethical awareness in the use of EI.
In addition, different models of emotional intelligence focus on different aspects, such as skills or personality, which can create confusion in how EI is defined and applied.
Overall, emotional intelligence is a valuable concept, but it should be supported by training, ethical behaviour and a strong organisational culture to be truly effective.

Generational Differences in Recruitment

Why Generational Awareness Matters

Organisations today include employees from different age groups, and each group tends to have different expectations about work, communication and career development. These differences are shaped by the social, economic and technological environments people experienced while growing up (Costanza et al., 2021). As a result, individuals from different generations may approach work in different ways.
For managers, understanding these differences is essential, especially during recruitment. If organisations fail to recognise generational preferences, they may struggle to attract and retain employees. For example, younger candidates may expect flexibility and rapid communication, while older employees may prioritise job security and stability.
Emotional intelligence plays an important role here. Managers who are aware of their own assumptions and sensitive to others’ expectations are more likely to adapt their recruitment and management style. This leads to better communication, improved engagement and stronger workplace relationships (Coronado-Maldonado and Benítez-Márquez, 2023).
Therefore, generational awareness should not be seen as a challenge, but as an opportunity to build a more balanced and effective workforce.

Generation X

Generation X employees are often characterised by their independence, experience and practical approach to work. Many individuals from this generation have developed strong problem-solving skills and are comfortable working without constant supervision. They tend to value job stability, clear responsibilities and a structured work environment (Indeed, 2024).

In recruitment, organisations should focus on providing clear job descriptions and highlighting long-term opportunities. Generation X employees are more likely to respond positively to roles that offer security and respect for their experience.
However, some individuals in this group may be less comfortable with rapid technological changes compared to younger generations. Managers should recognise this and provide appropriate training and support. By using emotional intelligence, managers can understand these concerns and create a supportive environment that encourages development rather than resistance to change.
Overall, Generation X contributes reliability and experience, making them valuable in maintaining organisational stability.

Generation Y / Millennials

Millennials have grown up during a period of rapid technological development, which has influenced their expectations in the workplace. They are often described as ambitious, adaptable and interested in continuous learning (Deloitte, 2025). Unlike previous generations, Millennials tend to place strong importance on personal growth and meaningful work.
A key expectation of this generation is regular feedback and recognition. Millennials prefer managers who communicate openly and provide guidance on career development. They are also more likely to value flexible working arrangements, such as remote work or flexible hours.
From a recruitment perspective, organisations should highlight opportunities for learning, career progression and a positive work culture. However, one challenge is that Millennials may be more willing to change jobs if their expectations are not met, which can lead to higher turnover (Costanza et al., 2021).
Managers can address this by using emotional intelligence to understand employee motivations, provide support and create a sense of purpose within the organisation.

Generation Z

Generation Z is the most recent group entering the workforce and is highly influenced by digital technology. This generation is generally comfortable using online tools, learning quickly and adapting to new systems. They are often seen as innovative and open to change (Deloitte, 2025).
One of the main priorities for Generation Z is work-life balance and mental wellbeing. They expect employers to support their personal wellbeing and provide a healthy work environment. They also value diversity, fairness and inclusion within organisations.

In recruitment, companies need to use modern approaches, such as online applications, social media and fast communication. Clear career paths and supportive management are also important for attracting this group.
However, Generation Z employees may lack experience, which means they often need guidance and mentoring. Managers should use emotional intelligence to provide support, build confidence and help them develop their skills.
Overall, Generation Z brings creativity and digital knowledge, but they require a supportive and flexible workplace.

How Managers Can Recruit and Support Different Generations

Managing a workforce with different generations requires flexibility and understanding. Each group has its own expectations, and managers need to adjust their approach to meet these needs.
For example, Generation X may prefer stability and clear communication, while Millennials and Generation Z may expect flexibility, development opportunities and a positive work culture. If organisations apply the same approach to all employees, they risk losing talent.
Emotional intelligence is essential in this process. Managers need to be aware of individual differences, show empathy and adapt their communication style. This helps build trust and improves employee engagement.
In recruitment, organisations should use a mix of strategies. Traditional methods may still be effective for older generations, while digital platforms and fast communication are more suitable for younger candidates.
In addition, creating an inclusive workplace culture is important. This means respecting different perspectives, encouraging collaboration and providing equal opportunities for all employees.
Overall, generational diversity can strengthen organisations by bringing a wide range of skills, experiences and ideas. When managed effectively, it leads to better performance, innovation and long-term success (Costanza et al., 2021).

Recommendations

To improve workplace performance, organisations should take a proactive approach to developing emotional intelligence and mindfulness. Firstly, companies should introduce regular training programmes focused on emotional awareness, communication and stress management. These programmes can help employees better understand their emotions and improve how they interact with others. Since emotional intelligence can be developed over time, continuous learning is important (Petrides et al., 2021).
Secondly, organisations should ensure that managers are trained to apply emotional intelligence in leadership. Leaders who demonstrate empathy, active listening and emotional control are more likely to build trust and motivate their teams. This creates a more positive work environment and improves overall performance (Coronado-Maldonado and Benítez-Márquez, 2023).
Another key recommendation is to promote mindfulness and wellbeing practices within the workplace. This can include flexible working arrangements, mental health support and opportunities for employees to manage stress effectively. Research shows that mindfulness can improve focus, emotional regulation and job satisfaction (Chen et al., 2022).
In terms of recruitment, organisations should adapt their strategies to suit different generations. For example, they should use digital tools and fast communication to attract younger candidates, while also offering stability and clear job roles for more experienced employees. Understanding generational expectations can improve both recruitment success and employee retention (Deloitte, 2025).
Finally, organisations should create a fair and inclusive culture where emotional intelligence is used in a positive and ethical way. Employees should feel respected, supported and encouraged to express their ideas. This helps build trust and strengthens teamwork across all levels of the organisation (Ashkanasy and Daus, 2021).

Conclusion
In summary, emotional intelligence and mindfulness play a central role in shaping behaviour, relationships and performance within modern organisations. These skills enable employees to better understand their own emotions, manage reactions in challenging situations and interact more effectively with others. As workplaces continue to become more demanding and fast-paced, the ability to remain calm, focused and emotionally aware is increasingly important. Both the Bar-On Emotional-Social Intelligence Model and the Trait Emotional Intelligence Model highlight that emotional intelligence is not only about skills but also about personal characteristics that influence how individuals respond to everyday workplace situations (Petrides et al., 2021).
Furthermore, the importance of generational awareness cannot be ignored. Generation X, Millennials and Generation Z each bring different expectations, values and working styles into the organisation. For example, while older generations may prioritise job security and structure, younger generations are more focused on flexibility, development opportunities and wellbeing (Deloitte, 2025). Managers who fail to recognise these differences may struggle with engagement and retention. However, those who apply emotional intelligence are better equipped to understand these needs and create a more inclusive and supportive work environment (Coronado-Maldonado and Benítez-Márquez, 2023).
In addition, mindfulness complements emotional intelligence by helping employees stay present and respond thoughtfully rather than react impulsively. This improves decision-making, reduces stress and supports overall wellbeing, which are all essential for long-term organisational success (Chen et al., 2022).
Overall, organisations that actively invest in emotional intelligence, mindfulness and generational understanding are more likely to achieve higher employee satisfaction, stronger teamwork and improved organisational performance. These elements are no longer optional but are essential for building a resilient and successful workplace in the modern business environment.
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