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1.0 Introduction
Emotional intelligence (EI) and mindfulness have emerged as critical competencies in contemporary organisational settings. As businesses navigate increasingly complex interpersonal dynamics, generational diversity, and rapid technological change, the ability to understand, regulate, and apply emotions is no longer a peripheral skill—it is a strategic imperative. Emotional intelligence enables individuals to manage relationships, resolve conflict, and make emotionally informed decisions, while mindfulness enhances focus, emotional regulation, and resilience (Goleman, 1998; Brown & Ryan, 2003; Siegel, 2025).
This report critically evaluates how employees apply EI components in practice, drawing on five foundational models: Daniel Goleman’s behavioural framework, Salovey & Mayer’s cognitive ability model, Bar-On’s emotional-social intelligence model, Petrides’ trait-based model, and the Six Seconds action-oriented framework. These models offer complementary perspectives that support targeted development and assessment of EI across roles and generations.
The report also explores generational differences in EI expression across Generation X, Y, and Z, offering strategic recommendations for recruitment, leadership development, and organisational culture. By embedding EI and mindfulness into core HR and performance systems, the Senior Management Team (SMT) can foster a resilient, emotionally intelligent workforce equipped to thrive in a dynamic environment.
 
2.0 Emotional Intelligence in the Workplace
Daniel Goleman’s Emotional Competence Framework (1998) remains one of the most widely applied models in organisational contexts. It identifies five behavioural domains: self-awareness, self-regulation, motivation, empathy, and social skills. These competencies are essential for leadership, team collaboration, and conflict resolution. Goleman’s model is particularly effective in performance management systems and leadership development programmes, where emotional clarity and interpersonal effectiveness are critical (Goleman, 2000).
Salovey and Mayer’s Ability Model (1990) conceptualises emotional intelligence as a set of cognitive abilities. These include perceiving emotions, using emotions to facilitate thought, understanding emotions, and managing emotions. This model is useful for assessing how employees process emotional information and apply it to decision-making and problem-solving. It supports targeted development through tools like the MSCEIT, which measure emotional reasoning and regulation (Mayer, Salovey & Caruso, 2004).
Bar-On’s Emotional-Social Intelligence Model (2006) offers a broader view of EI by incorporating emotional wellbeing and adaptability. It includes five composite scales: intrapersonal (e.g. self-regard), interpersonal (e.g. empathy), stress management (e.g. impulse control), adaptability (e.g. problem-solving), and general mood (e.g. optimism). These dimensions align closely with mindfulness practices, which promote emotional regulation, stress resilience, and present-moment awareness (Mehler et al., 2024).
Petrides’ Trait Emotional Intelligence Model (2001) focuses on personality-linked emotional tendencies such as emotionality, self-control, sociability, and wellbeing. Unlike ability-based models, Trait EI is measured through self-perceptions and is particularly useful in recruitment and coaching contexts (Petrides & Furnham, 2000).
The Six Seconds Model of Emotional Intelligence offers a practical, action-oriented framework comprising three pursuits: Know Yourself (self-awareness), Choose Yourself (self-management), and Give Yourself (empathy and purpose). This model is ideal for structuring EI training programmes and coaching interventions across generational cohorts (Freedman, 2021).
 
2.1 Application of EI Components by Employees
Employees across various roles apply emotional intelligence components in ways that directly influence workplace dynamics and performance. Self-awareness enables individuals to recognise their emotional states and understand how these affect their behaviour and interactions. For example, an employee who identifies rising frustration during a team meeting may choose to pause and reflect before responding, thereby preventing conflict and maintaining professionalism.
Self-regulation builds on this by allowing employees to manage their emotions constructively. In high-pressure environments, those with strong self-regulation can remain calm, adapt to changing circumstances, and avoid impulsive reactions that may undermine team cohesion. Motivation manifests through an internal drive to achieve goals and maintain resilience. Employees who are emotionally intelligent often demonstrate persistence in the face of setbacks and align their personal values with organisational objectives.
Empathy plays a vital role in fostering inclusive and supportive workplace relationships. It allows employees to understand colleagues’ perspectives, respond sensitively to emotional cues, and build trust across diverse teams. Social skills encompass the ability to communicate effectively, resolve conflicts, and collaborate with others. Employees who excel in this domain contribute to a positive organisational climate by facilitating dialogue, managing interpersonal tensions, and promoting shared goals (Cherniss, 2010).
 
2.2 Mindfulness as a Complement to Emotional Intelligence
Mindfulness is increasingly recognised as a valuable complement to emotional intelligence, particularly in enhancing emotional regulation and cognitive clarity. By cultivating present-moment awareness, employees can observe their thoughts and emotions without judgment, which supports more deliberate and balanced responses. This practice reduces reactive behaviours that often escalate workplace tensions and instead promotes thoughtful engagement.
Moreover, mindfulness strengthens focus and attention, enabling employees to remain engaged in complex tasks and interpersonal exchanges. It encourages reflective decision-making by allowing individuals to pause and consider the emotional and ethical implications of their choices. When integrated into daily routines, mindfulness can improve emotional resilience, reduce stress, and support long-term wellbeing. As such, organisations that promote mindfulness alongside emotional intelligence training are better positioned to cultivate emotionally intelligent cultures that value self-awareness, empathy, and psychological safety (Doornich & Lynch, 2024; Selhub, 2025).
 
2.3 Benefits of Emotional Intelligence in Workplace Culture
The integration of emotional intelligence into workplace culture yields significant organisational benefits. Emotionally intelligent employees engage in constructive dialogue, support team cohesion, and foster trust. This emotional attunement enhances collaboration and morale, particularly in diverse or cross-functional teams. Goleman’s framework identifies empathy and social skills as key behavioural domains that underpin effective communication and relationship-building (Goleman, 2000).
EI also contributes to reduced absenteeism and burnout. The Bar-On Model highlights stress management and general mood as core components of EI. These dimensions support emotional resilience and wellbeing, enabling employees to regulate stress and maintain optimism in demanding roles (Bar-On, 2006).
Leadership effectiveness is another area positively influenced by EI. Leaders who demonstrate high EI are better equipped to inspire, motivate, and guide their teams through change and uncertainty. Goleman’s framework identifies self-awareness, self-regulation, and motivation as essential leadership traits. The Six Seconds Model further supports leadership development by offering actionable pathways—“Know Yourself,” “Choose Yourself,” and “Give Yourself”—that guide leaders in cultivating emotional clarity, resilience, and purpose (Freedman, 2021).
Furthermore, emotionally intelligent employees enhance customer service and stakeholder engagement. Salovey and Mayer’s Ability Model is particularly applicable in this context, as it emphasises the cognitive processing of emotional information. Employees who can accurately perceive and understand customer emotions are better positioned to respond empathetically and maintain composure under pressure (Siegel, 2025).
 
2.4 Challenges and Limitations of EI Development
Despite its benefits, the development and application of emotional intelligence in the workplace present several challenges. Cultivating EI requires time, intentional effort, and often professional coaching. Unlike technical skills, emotional competencies are deeply personal and may require individuals to confront uncomfortable emotions or behavioural patterns. This process can be resource-intensive and may not yield immediate results (Cherniss, 2010).
The Salovey and Mayer Ability Model highlights that EI involves cognitive processing of emotional information—skills such as perceiving, understanding, and managing emotions. These abilities vary significantly across individuals and may be influenced by cognitive style, emotional maturity, and developmental history. For example, an employee may be adept at perceiving emotions but struggle with managing them, requiring targeted coaching and reflective practice (Mayer, Salovey & Caruso, 2004).
Cultural and personality differences also influence how emotional intelligence is expressed and perceived. The Trait Emotional Intelligence Model (Petrides, 2001) emphasises that EI is shaped by personality-linked emotional self-perceptions. In some cultures, emotional restraint is valued, while in others, emotional expressiveness is encouraged. These variations can lead to misinterpretations or biases in assessing EI competencies. Similarly, introverted individuals may demonstrate empathy and self-awareness differently than extroverted colleagues, necessitating nuanced evaluation methods (Petrides & Furnham, 2000).
Another limitation is the risk of emotional labour and burnout, particularly in roles that demand high levels of empathy and emotional regulation. The Bar-On Model includes stress management and adaptability as core EI components, recognising that emotional resilience is essential for sustained performance. Employees in customer-facing or caregiving positions may experience emotional exhaustion if they are expected to consistently manage their emotions without adequate support. Organisations must therefore balance EI expectations with wellbeing initiatives and ensure that emotionally intelligent behaviours are recognised and rewarded appropriately (Grandey, 2000).
 
3.0 Generational Considerations in EI Recruitment
Understanding generational differences in emotional intelligence is essential for designing inclusive recruitment and development strategies. Each cohort—Generation X, Y, and Z—brings distinct emotional traits, communication preferences, and workplace expectations shaped by their socio-cultural and technological environments (Banu & Rani, 2024).
Generation X, born between 1965 and 1980, is often described as independent, pragmatic, and resilient. According to the Trait EI Model, Gen X employees typically score high in self-control and emotional stability, preferring autonomy and private stress management. They may be less expressive but demonstrate strong emotional regulation (Benning, 2024).
Generation Y, or Millennials, born between 1981 and 1996, are collaborative, feedback-driven, and purpose-oriented. Goleman’s Emotional Competence Framework aligns well with this cohort, as Millennials often excel in empathy, social skills, and motivation. Their formative years shaped by digital connectivity foster emotional transparency and inclusive communication (Tomar & Sharma, 2025).
Generation Z, born from 1997 onwards, is the most digitally native and socially conscious cohort. The Six Seconds Model is particularly relevant here, as Gen Z employees resonate with the “Know Yourself” and “Give Yourself” domains—emphasising emotional awareness and purpose. However, they may require support in “Choose Yourself,” which focuses on emotional regulation and decision-making (Freedman, 2021). Structured EI training and mindfulness practices, as supported by the Bar-On Model’s stress management domain, are especially beneficial for this group.
 
3.1 Recruitment Implications
Recruiting across generations requires a nuanced understanding of how emotional intelligence manifests in different age groups. One effective strategy is the use of EI assessments during interviews, such as scenario-based questions that evaluate empathy, emotional regulation, and interpersonal skills. The Salovey & Mayer Ability Model supports this approach by offering cognitive assessments like the MSCEIT, which measure emotional reasoning and perception.
Tailoring onboarding programmes to address generational EI strengths and gaps is also critical. For example, Gen X employees may benefit from autonomy-focused onboarding aligned with Trait EI preferences, while Gen Z recruits may require structured emotional support and resilience training based on the Six Seconds and Bar-On models (Banu & Rani, 2024).
Promoting intergenerational mentoring is another valuable approach. Pairing emotionally mature Gen X employees with emotionally expressive Gen Z colleagues can foster mutual learning and balance EI competencies across teams. Goleman’s framework supports this by emphasising empathy and social skills as key to relationship-building.
Importantly, recruiters must avoid bias when evaluating EI across generations. Emotional intelligence may be expressed differently depending on age, culture, and personality. A Gen Z candidate’s openness may be misinterpreted as immaturity, while a Gen X candidate’s restraint may be mistaken for disengagement. Recruitment processes should therefore be inclusive, flexible, and grounded in validated EI frameworks (Freedman, 2021; Usha & Sinchita, 2020).
 
3.2 Strategic Recommendations for SMT
To embed emotional intelligence into recruitment and workforce development, the Senior Management Team should consider several strategic actions:
• 	Develop EI competency frameworks aligned with generational traits. Use Goleman’s model to define behavioural competencies such as empathy and social skills for Millennials, and apply Trait EI domains like self-control and emotionality for Gen X and Z.
• 	Invest in EI training and mindfulness workshops across all levels of the organisation. The Bar-On Model supports this by identifying stress management and adaptability as key EI domains. Mindfulness practices such as journaling and breathing exercises can be integrated to enhance emotional regulation (Brown & Ryan, 2003; Selhub, 2025).
• 	Embed EI into performance reviews and leadership development initiatives. Goleman’s Emotional Competence Framework is ideal for structuring leadership assessments, while the Six Seconds Model provides actionable training modules—“Know Yourself,” “Choose Yourself,” and “Give Yourself”—to guide emotional growth.
• 	Monitor the impact of EI initiatives through engagement and performance metrics. Salovey & Mayer’s model supports the use of cognitive EI assessments, while pulse surveys and 360-degree feedback tools can track emotional climate and leadership effectiveness (Cherniss, 2010).
 
4.0 Conclusion
Emotional intelligence and mindfulness are no longer optional soft skills—they are strategic assets that underpin organisational resilience, adaptability, and long-term success. In today’s dynamic workplace, employees who demonstrate high EI are better equipped to navigate interpersonal complexities, manage stress, and contribute to collaborative cultures. These competencies are especially critical in multigenerational teams, where emotional expression and regulation vary significantly across Generation X, Y, and Z.
By integrating multiple emotional intelligence models—Goleman’s behavioural framework, Salovey & Mayer’s cognitive model, Bar-On’s wellbeing-focused structure, Petrides’ trait-based approach, and the Six Seconds action model—organisations can build a comprehensive EI strategy. Each model offers unique insights into emotional awareness, regulation, and interpersonal dynamics, supporting recruitment, leadership, and wellbeing across generational boundaries.
Embedding these frameworks into training, performance reviews, and culture-building initiatives enables the Senior Management Team to foster a resilient, emotionally intelligent workforce. This multi-model approach ensures that emotional intelligence is not only understood but operationalised—driving collaboration, innovation, and long-term organisational success.
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