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[bookmark: _Toc139360330]Introduction
Emotional intelligence has become one of the most key areas of study in modern organisational behaviour. The idea that people who understand and manage emotions perform better at work is widely accepted, particularly in workplaces that rely on teamwork, communication, and problem solving. Daniel Goleman's well-known statement that people who are not aware of their own emotions struggle to understand the emotions of others highlights the deep connection between self-awareness and effective relationships. Many organisations now consider emotional intelligence as valuable as technical skills, especially in roles that require leadership, teamwork, and customer interaction.
This report discusses three primary areas. First, it offers a critical evaluation of how employees may use the components of emotional intelligence at work, supported by well-known emotional intelligence models. Second, it explores how emotional intelligence may influence recruitment decisions across different generations, focusing on Generation X, Y and Z. Finally, the report ends with a conclusion and recommendations for managers and senior leaders. The aim is to show that emotional intelligence and mindfulness are essential for building healthy and productive workplaces in modern organisations.


[bookmark: _Toc1490314757]Critical Evaluation of How Employees Use Emotional Intelligence Components in the Workplace
Emotional intelligence is most commonly defined as the ability to recognise, understand and manage emotions in oneself and in others. Mayer and Salovey (1997) describe emotional intelligence as a set of mental abilities related to processing emotional information. Goleman (1995), however, expands this idea into a broader set of competencies that support workplace performance. Across these models, emotional intelligence can be grouped into several core components: self-awareness, self-regulation, motivation, empathy, and social skills.


[bookmark: _Toc783192541]Self-Awareness
Self-awareness is widely seen as the foundation of emotional intelligence. It refers to a person’s ability to recognise their own feelings, understand what causes them, and know how these feelings influence thoughts and actions. Employees with strong self-awareness tend to understand what triggers stress or conflict for them and are better able to respond calmly. Goleman (1995) argues that without self-awareness it is difficult to develop other emotional intelligence skills, because people cannot manage emotions they do not notice.
In the workplace, self-awareness allows employees to identify when they are becoming overwhelmed, defensive, or disengaged. A common example is recognising signs of frustration in a stressful meeting and taking a moment to pause rather than reacting impulsively. Research by Ashkanasy and Daus (2005) shows that employees with greater self-awareness are more likely to make thoughtful decisions and avoid emotional outbursts. This can improve communication, teamwork, and trust among colleagues.


[bookmark: _Toc2105854089]Self-Regulation
Self-regulation means managing one’s emotional reactions in a calm and constructive manner. Mayer and Salovey’s ability model describe this as the capacity to regulate emotions to support wellbeing and social functioning. At work, this skill is crucial during tricky situations, such as conflict, change, or pressure. Employees who can regulate their emotions are better able to stay focused and professional even when they feel stressed.
Goleman (1998) links self-regulation to reliability and adaptability. An employee who can manage disappointment or frustration is less likely to blame others or withdraw from challenges. Instead, they can respond to problems thoughtfully and maintain positive working relationships. Self-regulation is strongly connected to job performance in roles that demand emotional labour, such as social care, education, and customer service (Cherniss, 2010). Mindfulness practices, such as slow breathing or grounding exercises, can support self-regulation by helping employees notice emotions early and respond with control. When employees feel stressed or upset, a mindful pause can prevent emotional reactions that harm teamwork or attitudes.


[bookmark: _Toc2022714406]Intrinsic Motivation
Motivation within emotional intelligence refers to the drive to achieve goals for internal reasons, such as personal satisfaction or a sense of meaning, rather than for external rewards. Goleman (1995) states that emotionally intelligent individuals often maintain strong motivation even during setbacks because they feel committed to their work. At work, this means that employees with strong emotional intelligence may remain enthusiastic about challenges and show resilience. They are more likely to take initiative, pursue improvement, and maintain focus on long term results. Additionally, motivation leads to higher quality performance because individuals feel connected to their goals. Emotionally intelligent motivation is especially useful in modern workplaces where uncertainty and rapid change are common. Employees with internal motivation are better able to adapt and maintain a positive attitude even when tasks are demanding (Ryan and Deci 2000).


[bookmark: _Toc40787668]Empathy
Empathy is the ability to understand other people’s emotions and viewpoints. This does not mean agreeing with others but rather recognising their feelings and responding appropriately. Empathy is a core part of both Mayer and Salovey’s model and Goleman’s competence model. According to Goleman (1998), empathy is essential for teamwork and leadership because it allows employees to recognise the emotional impact of their action. Futhermore, empathy supports effective communication, reduces conflict, and encourages cooperation. For example, an empathetic employee might notice that a colleague is anxious before a presentation and offers support. In customer facing roles, empathy allows workers to respond in ways that calm customers and solve problems more effectively (Kellett, Humphrey and Sleeth, 2002). In leadership, empathy is linked to better engagement and lower staff turnover, because leaders who understand the emotions of their teams are able to provide more effective guidance, support wellbeing and create a positive climate.


[bookmark: _Toc984946993]Social Skills
Social skills include communication, relationship building, teamwork, and conflict management. Employees with strong social skills are able to collaborate, give feedback, influence others, and build positive working relationships. Goleman (1995) argues that social skills represent the outward expression of emotional intelligence, because they show how well a person applies emotional understanding when interacting with others.In modern organisations where teamwork is common, strong social skills are essential. Employees who communicate clearly can prevent misunderstandings and reduce conflict. People with strong social skills also tend to be good listeners, which creates trust and respect. It has also been suggested that employees with higher emotional intelligence are more cooperative, handle disagreements better, and contribute to positive team dynamics (Lopes, 2006).

[bookmark: _Toc1957374611]Mindfulness and Emotional Intelligence
Mindfulness supports all components of emotional intelligence by helping employees pay attention to the present moment without judgement. This increases awareness of emotions and surroundings. Studies, such as Hulsheger (2013) show that mindfulness reduces emotional exhaustion and improves emotional regulation at work.
Mindfulness encourages employees to pause before reacting, listen with greater attention and show compassion to others. This strengthens empathy and social relationships, which support a positive workplace culture.


[bookmark: _Toc788329802]Critical Perspective
Although emotional intelligence is widely praised, there are debates about its measurement and practical application. Some researchers argue that emotional intelligence overlaps with personality traits such as conscientiousness or agreeableness. Others suggest that emotional intelligence training may not always lead to lasting change. However, many studies support its value in environments where communication, teamwork and leadership are essential.Overall, employees who apply emotional intelligence skills tend to handle stress better, communicate more effectively, and build stronger relationships, which supports organisational performance.


[bookmark: _Toc468542150]Emotional Intelligence Considerations for Recruiting Employees from Different Generations
Recruiting employees from different generations requires an understanding of their diverse experiences, values and expectations. Emotional intelligence plays a significant role because it influences how individuals communicate, respond to feedback, and adapt to workplace culture. Each generation brings unique strengths and challenges to organisations, and managers must understand how emotional intelligence characteristics vary across these groups. For this section, the focus is on Generation X (born 1965 to 1980), Generation Y or Millennials (born 1981 to 1996), and Generation Z (born 1997 onwards).
[bookmark: _Toc1118039347]Generation X
Generation X employees often value independence, flexibility and practical problem solving. They grew up during a time of social and economic change, which shaped their self-reliance and resilience. Research by Smola and Sutton (2002) suggests that Generation X prefers a balanced approach to work, and values trust from managers.
Generation X employees are often confident and self-directed, which supports strong self-awareness. They may prefer to work independently, so recruiters should assess whether they can regulate emotions without close supervision. Emotional intelligence helps them manage stress, especially when balancing work and family responsibilities. Generation X may have strong interpersonal skills but can sometimes prefer direct communication. Recruiters should assess their ability to adjust communication styles to younger teams, particularly Generation Z, who may prefer digital communication. Emotional intelligence helps Generation X employees collaborate in diverse teams and manage conflict effectively. Technology has changed rapidly since Generation X entered the workforce. Emotional intelligence supports adaptability by helping employees stay open-minded and willing to learn new skills. Recruiters should consider whether candidates show curiosity, patience, and resilience during change.
[bookmark: _Toc495692257]Generation Y (Millennials)
Generation Y is known for being tech savvy, socially aware and motivated by meaningful work. They value teamwork, continuous feedback, and opportunities for development. Millennials place high importance on work that aligns with their values (Twenge, 2010). Emotional intelligence plays a significant role in recruiting Millennials because they often, Millennials often show strong values driven by motivation. They want work that feels purposeful and contributes to greater good. Recruiters should assess whether candidates display self-driven enthusiasm rather than focusing on external rewards. Emotional intelligence supports commitment and engagement. Millennials value collaboration and social interaction. Recruiters should consider their ability to work well in teams, manage relationships, and communicate respectfully. Emotional intelligence supports them in providing and receiving feedback, which is central to their preferred management style. Millennials grew up in a more diverse and connected world. They often value fairness, inclusion, and empathy. Recruiters should assess how well candidates understand different perspectives and work with people from various backgroundl. Also, millennials may experience higher levels of workplace stress, particularly in fast-moving roles. Emotional intelligence skills such as self-regulation can help them maintain balance and avoid burnout.
[bookmark: _Toc295805162]Generation Z
Generation Z employees are the newest group entering the workforce. They are highly digital, adaptable, and used to rapid change. They grew up with constant access to technology and global information. Research by Turner (2015) suggests that Generation Z may value stability and personal wellbeing more than Millennials. Generation Z is the most open generation for mental health. They value understanding emotions and expect employers to consider wellbeing. Recruiters should assess whether candidates show self-awareness and are comfortable discussing their needs constructively. Emotional intelligence supports resilience, especially in a digital world that can be overwhelming. They are also more comfortable with digital communication. They may prefer quick messages rather than long conversations. However, emotional intelligence helps them adjust communication styles depending on context. Recruiters should observe how well candidates can communicate face to face and online. Morover, generation Z likes learning opportunities and career growth and may lose motivation if tasks feel repetitive or unclear. Emotional intelligence supports self-motivation, adaptability, and willingness to take initiative. Recruiters should explore whether candidates demonstrate curiosity, problem solving, and long-term thinking. Lastly, although they are highly connected online, some may have less experience with face-to-face interaction. Emotional intelligence helps them develop empathy, manage conflict, and build workplace relationships. Recruiters should assess whether candidates show understanding of team dynamics and interpersonal sensitivity.


[bookmark: _Toc1430009758]Comparing Generations: Key Emotional Intelligence Considerations
Although each generation has unique characteristics, several emotional intelligence themes are important across all groups. Recruiters who understand emotional intelligence can select candidates with the interpersonal skills needed for a diverse and dynamic workplace.
• The ability to understand personal emotions supports resilience during workplace change.
 • Empathy and social awareness strengthen teamwork in multigenerational groups.
 • Adaptability helps employees navigate digital transformation and evolving organisational expectations.
 • Communication skills create positive relationships and prevent conflict.


[bookmark: _Toc1121155509]Conclusion
Emotional intelligence is essential for modern workplaces because it influences communication, teamwork, leadership, and wellbeing. Employees use emotional intelligence by understanding themselves, managing their emotions, staying motivated, showing empathy and building positive relationships. These skills improve performance and make workplaces more supportive and productive.
Generational differences also influence emotional intelligence. Generation X often values independence and stability, Millennials value collaboration and purpose, and Generation Z values adaptability, wellbeing and digital communication. Recruiters must consider how emotional intelligence affects expectations, communication styles and motivational drivers across these generations.
Overall, emotional intelligence and mindfulness are powerful tools that help organisations create healthy cultures, manage stress, and support impressive performance.


[bookmark: _Toc516611386]Recommendations
My first reccomendation is to provide emotional intelligence training for all staff. This should focus on self-awareness, empathy, communication, and conflict management. My second reccomendation is to incorporate emotional intelligence assessments into recruitment, and this may include behavioural interview questions or situational judgement tests. Another solution could be to offer mindfulness workshops, as these can help employees manage stress, support wellbeing and improve concentration. There also seems to be a need for adapting communication approaches to generational needs. For example, they offer digital tools for Generation Z while providing clear and direct communication for Generation X. Next, by encouraging cross generational mentoring, it helps employees learn from each other and develop stronger relationships. Another reccomendation is to promote a culture that values empathy and respect. Managers should model emotionally intelligent behaviour. Lastly, the final reccomendation would be to create wellbeing policies that support emotional self-regulation. This may include flexible working arrangements or mental health support. By following these steps, organisations can improve emotional intelligence across their workforce and strengthen the overall workplace culture.
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