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Introduction 
A major point made by Goleman (1998) regarding emotional intelligence (EI) is that if you are not in touch with your own emotions then you will be limited in your ability to read and understand the emotions of others. Given this statement, it is not surprising to see that EI and the practice of mindfulness have become a priority for managers today. The current work environment has become highly complex, subject to rapid changes, and characterised by a mix of both cultures and styles, therefore, technical proficiency alone will not guarantee organisational performance. It is equally clear that the way an individual understands, manages, and uses emotions, both within themselves and in their interactions with others, has a substantial effect on individual and corporate effectiveness (Goleman 2004; Cherniss & Goleman 2001). 

In response to a request from the line manager, this document has been prepared to provide information to the Senior Management Team (SMT) in advance of their scheduled meeting in July 2026. The content of this report is based on two complementary themes; the first discusses emotional intelligence (EI) and how its components can be used by staff members at work, through evaluation of established EI models learned throughout this module. Secondly, this document illustrates the defining traits associated with each of three generational cohorts (Gen X, Gen Y/Millennials and Gen Z), and explains how managers should take these distinctions into consideration when hiring and managing employees. At the conclusion of this document are recommendations to incorporate and make more intentional use of both mindfulness and EI in the leadership/management of people within the organisation.

2.0 Critical Evaluation: Emotional Intelligence Components in the Workplace

2.1 Goleman’s Mixed Model of Emotional Intelligence

Beginning with research by Salovey & Mayer in 1990 about emotional intelligence, it was Goleman who popularized the idea and put it into the management vocabulary in 1995 and 1998. Goleman's mixed model on emotional intelligence identifies five elements: self-awareness (understanding yourself), self-regulation (managing yourself), motivation (self-motivating), empathy (understanding others), and social skill (relating well to others) and each can develop over time, making the concept especially applicable to training and leadership development in the workplace (Goleman, 1998). The first three elements of Goleman's model are intrapersonal (how you understand and manage yourself) while empathy and social skill are interpersonal (how you relate with others).

2.2 Self-Awareness in Practice

Self-awareness is defined as the ability to identify emotions, strengths, weaknesses and values within oneself and how these impact others (Goleman, 1998). Employees with high levels of self-awareness can react constructively to feedback, accept their weaknesses and pursue ways to develop themselves. Furthermore, employees who are well aware of their emotions are also less likely to respond defensively when challenged. Sutton, Williams and Allinson (2015) show a positive correlation between emotional self-awareness and job performance as measured by increased ability to attain goals and a decrease in interpersonal conflicts.


From a practical standpoint, there are several inexpensive ways to develop self-awareness in the workplace. Several studies have shown that when employees participate in reflective journaling after work, participate in structured 360-degree feedback sessions and perform short mindfulness activities before important meetings, they demonstrate an increase in their emotional accuracy (Good et al., 2016). Most importantly, the aforementioned activities must be framed as developmental, not evaluative. When employees fear disclosing emotions that they are struggling with being used against them in performance evaluations, the honesty needed to build self-awareness is compromised. Therefore, it is essential for line managers to provide a psychological safety model that enables employees to develop self-awareness without fear of risk.

2.3 Self-Regulation and Mindfulness

Self-management refers to your capacity to cope with negative feelings/emotions and impulses by redirecting them toward positive, productive and helpful outcomes (Goleman, 1998). Self-management also demonstrates itself through maintaining your composure when under stress; controlling your impulses during a conflict; and by not instantly fulfilling your need for rewards that have long-term benefits. If you lack self-management skills, then you can have highly developed self-awareness; however, you will act inappropriately and be damaging to both team trust and client relationships when you are experiencing stress (Cherniss and Goleman, 2001).

There is now a substantial body of evidence linking mindfulness to improved self-regulation.Introducing a brief, but ultimately meaningful pause between stimulus and response allows individuals to engage their conscious minds in an effort to make better decisions that reflect value-based versus impulse-driven behaviour. Thus, as employees become mindful in their responses to the world (e.g. customer complaints, coworker conflicts), there will be fewer escalations, more measured decisions during times of crisis, and as a result, a more supportive corporate culture. 

2.4 Motivation, Empathy and Social Skill

Motivation is described by Goleman (1998) as having a passion for your work that goes beyond just money and status, and is also characterised by drive, commitment, optimism, and perseverance. By being emotionally intelligent, employees are able to continue pursuing their goals even when they experience difficulties. According to Self-Determination Theory (Deci & Ryan, 2000), employees have intrinsic motivation when they have autonomy, competence, and a relationship with others. Managers can create intrinsic motivation by providing meaningful feedback, framing tasks in terms of purpose, and providing opportunities for development; all of which link through EI to how leaders practice leadership.

The skill of empathy refers to the ability to comprehend the feelings of others and is becoming increasingly valuable in diverse workplaces. Empathy helps employees to appropriately interpret the unexpressed demands of co-workers, clients, and customers, which ultimately leads to trust among these parties. 

2.5 Mayer & Salovey’s Ability Model and Bar-On’s ESI Model

Although Goleman’s model of emotional intelligence is used as a predominant framework, there are other models of emotional intelligence that offer alternative definitions. One such model is Mayer and Salovey’s (1997) ability model which defines emotional intelligence as four cognitive abilities: perceiving emotion; using emotions to facilitate thought; understanding emotion; and managing emotion. The ability model is measured using performance-based measures like the MSCEIT (Mayer-Salovey-Caruso Emotional Intelligence Test), which assesses an individual’s ability to solve problems related to emotions. Supporters of this model argue that it is more rigorous since it isolates emotional intelligence from other individual differences such as personality traits (Mayer, Roberts, & Barsade, 2008). The ability model can also be used in the work place to better understand job tasks where emotional reasoning is required such as negotiations, mediation, and customer service.

The emotional-social intelligence (ESI) model proposed by Bar-On (2006) takes a more comprehensive approach by utilizing five composite components: intrapersonal, interpersonal, stress management, adaptability, and general mood. 

2.6 Critical Reflection on EI in the Workplace

Based on available Empirical evidence, there is a general positive correlation between Emotional Intelligence (EI) and several important workplace outcomes, such as job performance, leadership effectiveness, team cohesion, and reduced employee turnover (O’Boyle et al., 2011; Joseph and Newman, 2010). However, some contexts show stronger correlations than others when it comes to EI. EI can provide the greatest benefit in jobs with high emotional demands (e.g. healthcare, education, sales, and management), while jobs with a great deal of technical complexity (e.g. IT) tend to place more emphasis on cognitive ability and domain knowledge compared to EI (Joseph and Newman, 2010).

Additionally, there are ethical issues. Emotionally intelligent people are able to exert influence on others through their emotional connections—this ability can be abused by those who wish to manipulate others. Therefore, organizations must create a strong ethical framework in which they develop and utilize the ability to connect with their colleagues, customers, and communities through emotional intelligence, rather than for exploitation. Mindfulness, which has its foundation in the values of compassion and non-judgment, can assist in keeping emotional intelligence development on a positive path. Together, there is evidence to demonstrate that emotional intelligence does not provide all the solutions to problems faced by organizations, but when combined with mindfulness, ethical leadership and good human resource practices; it can provide a significant resource for improving organizational performance and employee well-being.

3.0 Generational Characteristics and Recruitment

Today’s workplace is unique for having four differing generations working together. As managers attempt to recruit effectively, they must have an understanding of the general attributes generally associated with Generation X, Generation Y (Millennials) and Generation Z, while also being cautious of the potential for creating stereotypes based on generational classifications. Generational classification should be considered as a single element of many which influence job candidates along with their personality, life stage, culture and personal circumstances (Costanza et al, 2012). On the other hand, if generational information is used appropriately it can assist you in developing jobs, advertising available positions, and providing onboarding and training material that resonates with employees from various generations.

3.1 Generation X

Generation X encompasses those born between 1965 and 1980; this group grew up as the economy underwent major reforms, households became dual-income, and technology usage exploded (Twenge et al., 2010). Those with Generation X ancestry tend to be independent, practical, and resourceful as a result of not having many traditional options available for creating a future. Generation X workers usually want to be independent of their managers (autonomy), balance work and life, and have clear expectations of how to perform at work. They typically feel comfortable working with computers due to their exposure through their adult years and are now generally in senior-level positions or in the middle(s) levels of management within today's corporations.

In order to attract Generation X candidates, organisations must focus on highlighting the following three attributes: autonomy at work (i.e., freedom), flexible hours, and the leadership teams' authority and status. If your organisation uses a long, prescriptive hiring process then it could deter that group from wanting to apply. Generation X individuals typically want to have an efficient and transparent hiring process that acknowledges their past experience. Once on board, Generation X tends to respond positively to mentoring young employees; especially when your organisation recognises the knowledge and skills of its members who provide mentorship.In addition, managers must understand that numerous Generation X workers are also helping to take care of their elderly parents, as well as supporting their own children. 

3.2 Generation Y (Millennials)

Millennials, also referred to as Generation Y, were born between 1981 and 1996. They are entering the workforce during a time of global uncertainty surrounding finance, the emergence of social media platforms and changing definitions of success in professional careers (Deal, Altman and Rogelberg 2010). This group is the first to be referred to as “digital natives” – though this term is not without controversy – and they also typically expect technology to be woven into every aspect of their work experience. Numerous studies support the premise that Millennials place a great deal of value on finding meaning in the work they do, developing themselves as professionals and receiving constructive feedback make them able to pursue opportunities in the way that they do, which leads them to be more open than any previous generation to change employers or job categories in search of the right fit (PwC 2011).


3.3 Generation Z

Generation Z, or Gen-Z, refers to those individuals born between approximately 1997 and onward, who will make up the youngest segment of the labor pool with a growing presence in the workforce. Members of this generation have had smartphones, social media, and access to digital services at their fingertips all their lives. They have had a unique way of seeing the world shaped by some of the world’s most recent noteworthy events including: the 2008 Economic Crisis, Climate Change, and, the COVID-19 Pandemic (Schroth, 2019). As such, Gen-Zers view jobs as pragmatic and generally want/need jobs that afford a level of job security. Consequently, mental health and wellness is important to Gen-Z employees and fairness, diversity and inclusion are important issues to the generation.

Generation Z candidates anticipate mobile-first recruitment, transparent conversation regarding pay and progression, and quick feedback following every stage of selection in recruitment language. They often have a low threshold for opaque and lengthy processes and may withdraw from selection if they feel that they have not been adequately informed. Platforms like LinkedIn, TikTok and Instagram are becoming increasingly important in building their first impressions of employers via employer branding (Gabrielova and Buchko, 2021).

Upon being employed, young adults from Generation Z typically require structured guidance during their initial development stages. They also desire regular communication with their supervisor and would like their mental health to be recognized. Generation Z members enjoy "mindfulness" practices such as designated focus time and discouragement of contacts after hours. Team leaders that demonstrate emotional stability and foster an atmosphere of psychological safety will be in a good position to retain employees belonging to Generation Z.

3.4 Implications for Managers and Recruitment Practice

Collectively, the generational profiles provide important insights for practice: First, no one method of recruiting will successfully engage all cohorts and as a result, companies should take a mixed-method approach to recruiting and should use multiple channels and modify the tone and content of the message according to the target cohort while remaining consistent with the underlying employer value proposition. Second, line managers are pivotal in helping teams perform effectively across generations as they must be able to adapt their leadership style by using the empathetic and social skill components of emotional intelligence to communicate with employees whose preferences and reference points differ greatly from their own. Third, where conflict occurs, it typically stems from differences between the communication styles, expectations around feedback and technology use of the different generations. By fostering team principles and communicating about various working methods, experienced and thoughtful leaders can avert considerable conflict. Consequently, generational consciousness can serve as the basis for designing and creating an inclusive work atmosphere instead of being divisive (Lyons and Kuron, 2014).
4.0 Conclusion and Recommendations

The report explores the relevance of mindfulness and emotional intelligence in the modern workplace and evaluates generational considerations during hiring processes. The review shows that emotional intelligence (especially with support from mindfulness practices) has a meaningful impact on performance, leadership effectiveness, team cohesion and employee well-being. This review also highlights that there is no one model for emotional intelligence; Goleman’s mixed model provides an useful framework for practice; Mayer and Salovey’s ability model supports rigorous assessment; and Bar-On’s ESI model provides emphasis on overall well-being as related to job satisfaction. Each generation (Generation X, Generation Y and Generation Z) brings unique expectations to recruitment processes and day-to-day management, but emotionally intelligent managers will be able to effectively adjust and navigate these differences.

On this basis, the following recommendations are offered to the SMT for consideration:

- Integrate emotional intelligence into the leadership development curriculum training by including Goleman’s 5 components of emotional intelligence and endorsing the Mayer & Salovey ability-based model assessed per the emotional intelligence measure. - Recommend a structured mindfulness training program with protection against “McMindfulness” designed to correspond with improvements in terms of workload improvements, role design improvements and creating psychological safety for employees. - Tailor recruitment messaging and channels to best reach each cohort to reflect their values; use messages that promote autonomy and trustworthiness among Generation X, purpose and growth for Millennials and transparency, wellbeing and digital access for Generation Z.
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