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Introduction:

Emotional intelligence (EIl) and mindfulness are crucial skills in today’s workplaces that
greatly affect individual and team performance, leadership, and organisational culture.
Daniel Goleman popularised El, emphasising that understanding and managing one’s
emotions is essential to success, as well as effectively reading others’ emotions
(Goleman, 1995)

El involves being aware of your own and others’ emotions, practising self-control,
empathy, motivation, and relationship management. Research shows that employees
with high El handle stress better, communicate more effectively, and build stronger
teams, which leads to productive workplaces (Cherniss, 2010).

Mindfulness, or paying attention to the present moment without judgment, enhances
El by improving focus, creativity, and decision-making. Together, El and mindfulness
foster safe, trusting work environments that embrace diversity and promote
collaboration across generations (Good et al., 2016).

As workplaces become more diverse and remote, El and mindfulness skills are vital
to building cooperative teams, improving leadership, and developing inclusive
workplace cultures. Organisations adopting EI models see improvements in
leadership, employee well-being, and multigenerational team management, benefiting
the overall workplace.

This report explores how emotional intelligence models are used in organisations, how
they affect leadership, employee well-being, and how companies can manage
multigenerational teams. It also suggests practical ways to include El and mindfulness
in hiring, training, and leadership programs to improve performance and workplace
culture



Critical Evaluation of How Employees Use
Emotional Intelligence Components:

Definitions and Models:

Emotional intelligence is most often described using Daniel Goleman’s framework,
which includes five main components that help people do well at work and in life: self-
awareness, self-regulation, motivation, empathy, and social skills. Self-awareness is
knowing and understanding your own feelings, so you can see how your mood and
emotions affect your actions and decisions. Self-regulation is about controlling your
responses and staying calm, especially during stress or conflict. Motivation means
being driven from within to reach your goals and continue putting in effort, even when
things get hard. Empathy involves understanding how other people feel, which helps
you build strong connections and treat others with kindness. Social skills include how
you communicate, work as part of a team, and resolve disagreements in positive ways.

Other experts, like Bar-On with his Emotional Quotient Inventory, and Mayer and
Salovey with their Ability Model, add even more ideas about how emotional and social
skills support success at work. Researchers have shown that these areas of emotional
intelligence help people work together better, solve problems, and handle changes
and challenges more smoothly. Developing these skills helps employees become
better colleagues and leaders, creating happier, more effective workplaces (Salovey
et al, 2004; Goleman, 2021; Chanell, 2021).

Role of Self-Awareness:

Self-awareness means being able to notice and understand your feelings and
recognising how those emotions affect your thinking and actions at work. When people
are self-aware, they are more likely to stay calm, pause before reacting, and make
thoughtful decisions, especially in stressful situations. This awareness helps
employees understand their strengths and weaknesses, be confident, and work better
in teams. To become more self-aware, employees can keep a personal journal to write
down their feelings, thoughts, and what triggers their reactions throughout the day.
This habit allows them to reflect and spot patterns in their behaviour.

Another helpful practice is to ask for 360-degree feedback, where coworkers and
managers share their views on your work style and how you interact with others. This
type of honest feedback helps people see themselves from different perspectives and
make changes if needed. Research shows that self-awareness leads to better job
performance, stronger leadership, and healthier work relationships. People who are
self-aware build trust with their teams, handle conflicts better, and support a positive
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work atmosphere, which benefits the whole organisation (Goleman, 1995;
Landry,2019).

Importance of Self-Regulation:

Self-regulation is the skill of controlling your emotions and actions, especially during
tense or stressful moments at work. Employees with good self-regulation skills can
stay calm, avoid arguments, and help keep teams stable even when changes or
problems come up. These individuals can pause and think before reacting, making
decisions that are thoughtful instead of impulsive. They take responsibility for how they
feel and act, which leads to clearer communication and better relationships with
coworkers.

Building self-regulation can be practised through mindfulness exercises, which teach
people to become more aware of their feelings and choose positive responses.
Positive thinking and attending resilience workshops also help employees handle
challenges and bounce back from setbacks at work. Research shows that self-
regulation is linked to emotional resilience, the ability to adapt and remain strong in
the face of stress. As more employees develop self-regulation skills, organisations
benefit with fewer conflicts, more supportive teamwork, and a better work atmosphere
where everyone can collaborate peacefully and achieve shared goals (Gehrig &
Bonnstetter, 2022; Darby,2024).

Motivation:

Motivation is a key part of emotional intelligence and means having a strong inner
drive to reach goals, face difficult times, and keep a positive attitude even when things
get tough. Employees who show good motivation will set ambitious goals for
themselves and keep trying, even if they experience setbacks or failures along the
way. This type of positive outlook helps others on the team feel hopeful too, making
the whole group more determined.

When organisations create workplaces that focus on employee growth and praise both
small and large achievements, everyone feels more involved and willing to give their
best. Research shows that employees with high motivation can deal with stress better,
remain committed to their projects, and consistently perform at a high level, which
helps the whole team succeed. Motivated staff are also more likely to offer support to
coworkers, which builds trust and a spirit of teamwork. This is why organisations that
support emotional intelligence often experience less burnout, more creativity, and
better business results overall (Brough, 2025).

Empathy:

Empathy is the ability to truly understand and share in what another person is feeling,
which helps make the workplace a kind and welcoming space for everyone. When
leaders show empathy, they create a team environment where employees feel



comfortable sharing ideas, worries, or challenges. This builds trust and makes people
more likely to speak up, leading to happier staff and less turnover.

Empathy is especially important for jobs where people work closely together or help
customers, as it helps employees better understand different viewpoints and avoid
misunderstandings. Research has shown that workplaces with empathetic leaders
have stronger emotional bonds, more creative ideas, and higher job satisfaction.
Employees feel the organisation truly cares about them, so they try harder and support
one another. This emotional support makes problem-solving and teamwork much
easier, leading to better performance for both individuals and the whole team.
Employee engagement and creativity grow, and the entire work culture becomes more
positive and inclusive (Ma et al, 2024).

Social Skills:

Social skills are important abilities that help people communicate clearly, solve
problems, work well with others, and lead teams effectively. When employees have
strong social skills, they make friends more easily at work, feel comfortable sharing
their ideas, and help create a positive and supportive workplace culture. This helps
teams cooperate better, which improves communication and reduces
misunderstandings between coworkers. Training that focuses on communication and
giving feedback can improve how well people work together and how smoothly teams
function.

Developing social skills leads to higher job satisfaction and better teamwork, which
benefits both individuals and the whole organisation. Good social skills also help
employees adapt to new situations, manage conflicts calmly, and build trust with
colleagues. Strong social connections at work make the job more enjoyable and
encourage people to contribute more. These skills are valued by employers because
they support both personal growth and overall business success (Grainger, 2023;
Herrity, 2025; Anon,2022).

Application and Practices:

Organisations can help employees build emotional intelligence by offering formal
training programs, providing mentoring and coaching, and encouraging a culture
where open communication and continuous feedback are valued. Practical
approaches include regularly holding group team-building activities that help
employees get to know each other, workshops to learn how to handle emotions and
talk more effectively, and personal journaling exercises for employees to reflect on
their feelings and reactions to daily events. Coaching sessions can give individual
support, helping staff learn how to face personal and work challenges with confidence.

A good way to begin is by using emotional intelligence assessments during recruitment
to make sure new hires already have some of these skills or are ready to learn. Regular
El workshops and mindfulness sessions give staff a chance to keep improving and
practising their skills together, building a stronger team. Peer-support networks, where

6



colleagues check in on each other’s emotional well-being, help build a supportive
community at work.

These actions mean employees learn how to better understand and manage their
feelings, work well in teams, and create a positive, successful environment for
everyone. As a result, organisations see higher engagement, better teamwork, and
stronger overall performance.



Emotional Intelligence Considerations in
Multigenerational Recruitment:

Emotional intelligence is crucial when recruiting and managing a multigenerational
workforce, which typically includes Baby Boomers, Generation X, Millennials, and
Generation Z working together. Each generation brings different work values,
communication styles, and expectations, which can lead to misunderstandings if not
managed well. Developing emotional intelligence skills such as self-awareness,
empathy, and social skills helps leaders and employees bridge these gaps and respect
each other’s perspectives.

Unique Characteristics by Generation:

Generation X:

Generation X, born between 1965 and 1980, is known for its strong independence and
practical mindset. Often called the "latchkey generation," many Gen Xers grew up with
less adult supervision, which made them self-reliant and resourceful. They value
direct, clear communication and prefer straightforward feedback. At work, Generation
X tends to be pragmatic, focusing on solving problems and getting things done
efficiently. They show resilience, having lived through economic changes and
technological advances.

Though they may resist open discussions about emotions, they value honesty and
trust in their relationships. Gen X also balances work and personal life carefully,
seeking flexibility and stability. Tech-savvy but not dependent, they use technology as
a tool rather than a lifestyle. Loyal to employers who respect their contributions, they
stay committed when treated fairly but will move on if opportunities diminish.
Understanding these traits helps organisations manage Gen X effectively, creating
environments where they can thrive, contribute their experience, and maintain
productivity. This generation remains a vital part of leadership and workforce continuity
across many industries.

Generation Y — Millennials:

Generation Y, also known as Millennials, includes those born between 1981 and 1996.
This generation is very comfortable with technology, having grown up alongside the
internet, social media, and smartphones. They are highly collaborative and enjoy
working in teams where they can share ideas and learn from others. Millennials value
meaning and purpose in their work, wanting to feel that their job contributes positively
to society. Regular feedback and recognition are very important to them to stay
motivated and engaged.

Additionally, Millennials are much more open than previous generations to discussing
mental well-being and supporting diversity and inclusion in the workplace. They seek
flexible work environments that balance professional growth with personal life.
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Employers who provide opportunities for continuous learning and support empathetic
communication are more successful in attracting and retaining Millennial talent. This
generation’s strong desire for meaningful work, openness, and technology skills
makes them key players in modern workplaces

Generation Z:

Generation Z, born between 1997 and 2012, are true digital natives who have grown
up with advanced technology all around them. They prioritise authenticity in their work
and expect honest, transparent communication from their employers. Continuous
learning is very important to this generation, and they seek opportunities to develop
new skills regularly. Generation Z also values flexible work arrangements that allow
for better work-life balance. They are highly receptive to mindfulness and emotional
intelligence training, believing these skills support their well-being and productivity.
Furthermore, Gen Z prefers workplaces that are inclusive and emotionally supportive,
where diversity is celebrated, and mental health is openly discussed and prioritised.
They look for employers who foster positive cultures that encourage empathy and
understanding among team members. Overall, Generation Z’s focus on authenticity,
flexibility, and emotional support shapes their expectations and contributions in the
modern workplace, driving companies to adapt and innovate to meet their needs
(Anon,2025).

Successful recruitment in such diverse environments involves emotional intelligence
assessments to understand candidates’ abilities to connect and collaborate with
multiple generations. Leaders who develop emotional intelligence create a culture of
open communication, adaptability, and continuous learning, where team members feel
valued and motivated. Practical steps include fostering cross-generational mentoring,
encouraging feedback across age groups, and educating teams about different
communication preferences.

Recruitment and Selection Implications:

Recruitment and selection processes are greatly enhanced by considering emotional
intelligence (El) to ensure a good fit across multigenerational teams. Job descriptions
now often include ElI competencies like communication, empathy, and adaptability to
clearly signal the importance of these skills to candidates. During candidate
assessments, organisations use El evaluations and scenario-based interviews to
check how well applicants manage emotions and interact with others. These methods
help identify people who can work smoothly with different generations and adjust to
diverse workplace cultures.

Job Descriptions:

Job descriptions now often include emotional intelligence (El) skills such as effective
communication, empathy, and adaptability in their role requirements. This helps attract
candidates who can work well with others, understand diverse perspectives, and



adjust to changing workplace demands. Including EI competencies in job specs
signals the organisation's commitment to a positive culture and teamwork.

Assessment Techniques:

During recruitment, using El assessments alongside scenario-based interviews
provides valuable insight into candidates’ emotional skills. These techniques evaluate
how well individuals recognise and manage their emotions, adapt to challenges, and
relate with colleagues across different generations. This improves the chances of
selecting employees who can thrive in dynamic, multigenerational teams.

onboarding:

Develop tailored onboarding programs that address generational expectations
regarding communication style, feedback, and support

Onboarding programs are also tailored to meet the needs of different generations.
These programs consider preferences in communication styles, feedback
expectations, and support mechanisms to help new hires feel comfortable and valued
from day one. This customisation promotes engagement and helps new employees
connect better with their teams. By weaving emotional intelligence into recruitment and
onboarding, organisations create stronger, more adaptable teams ready to collaborate
well and succeed together over time (Darby,2024).

Managing Generation X, Y, and Z:

For Generation X:

e Organisations should give employees the freedom to make decisions and learn
on their own, helping them take charge of their growth. By encouraging open
conversations and regular feedback, they create a workplace where people feel
comfortable sharing their feelings and ideas.

For Millennials:

e Organisations can make work more meaningful for employees by setting clear
goals and showing how everyone’s job matters. Setting up mentorship
programs pairs employees with experienced colleagues who can help them
learn and grow. Giving regular feedback helps workers get support, talk openly,
and keep getting better at what they do.

For Generation Z:

e For Generation Z, organisations should provide access to digital well-being
resources and flexible work arrangements, along with dedicated programs that
support the development of emotional intelligence skills. By adjusting El
frameworks and updating recruitment practices to recognise generational
needs, companies can foster stronger workplace harmony, enhance
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collaboration, and unlock the full potential of diverse teams across all age
groups (Darby,2024; Anon,2025).

Managing Generation X, Y, and Z means understanding what each group values.
Generation X likes to work independently and values work-life balance. They want
flexible hours and clear career paths. Millennials (Generation Y) prefer meaningful
work, regular feedback, and chances to grow. Generation Z looks for purpose in their
work, likes to keep learning, and values diversity and inclusion. Good management
involves flexible work options, open communication, and personalised support.
Leaders should avoid micromanaging, instead promoting teamwork and trust.
Understanding and respecting these differences helps teams work better together and
keeps employees happy and motivated. This approach is key to a productive and
successful workplace.
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Conclusion:

Emotional intelligence (El) is a key factor for organisations to succeed in today’s fast-
changing world. It means being able to understand and manage your own emotions
as well as those of others. When employees develop strong El skills, they
communicate better, solve problems more effectively, and work well with others. This
creates less conflict and a happier, more positive work environment.

El involves five important abilities. Self-awareness helps employees recognise their
feelings and understand how these affect their decisions and actions. Self-regulation
allows them to control impulsive reactions and remain calm under pressure. Motivation
keeps employees focused on achieving goals and staying engaged with their work.
Empathy helps them understand and care about others’ emotions, building trust and
stronger team connections. Social skills make it easier to communicate, resolve
conflicts, and lead effectively.

Research shows that teams with high El are more productive, innovative, and have
lower staff turnover than teams with low El. Strong emotional intelligence is also
important for managing multigenerational workforces with different communication
styles and values. Leaders with high El create supportive workplaces that reduce
stress and encourage creativity.

For organisations to gain the full benefits of El, it should be integrated into hiring,
training, and company culture. Mindfulness practices complement El by improving
focus and open-mindedness. Together, emotional intelligence and mindfulness help
build resilient and adaptable teams, driving long-term success and a healthy
workplace where people feel valued and motivated. Investing in El is a smart choice
for any organisation aiming to thrive now and in the future.
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Recommendation:

e Embed El into recruitment and performance management practices.

e Investin cross-generational training programs that raise awareness of different
communication and emotional processing styles.

e Provide ongoing opportunities for mindfulness and EIl skill development,
including coaching and mentoring for all generations.

e Monitor and adapt El strategies to respond to evolving workplace demographics
and technologies.

Organisations that keep supporting research and investment in emotional intelligence
will be better equipped to handle changes and challenges as they arise. By prioritising
El, they stay flexible, strong, and able to compete successfully in today’s fast-changing
world.
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