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Emotional intelligence (EI) has become an important skill in today's workplace because it helps employees understand and manage their own emotions while building positive relationships with others. Employees with high emotional intelligence are more likely to communicate effectively, work well in teams, solve conflicts and adapt to workplace challenges. As organisations become more diverse and fast-changing, employers increasingly value emotional intelligence alongside technical skills because it contributes to better performance, leadership and employee well-being (Yale School of Management, 2026; Simply Psychology, 2025).
Mindfulness is also becoming more important in modern organisations. It encourages employees to be more aware of their thoughts and emotions, helping them remain calm under pressure and make better decisions. Together, emotional intelligence and mindfulness support a positive working environment, improve collaboration and promote psychological safety.
This report aims to critically analyse the role of emotional intelligence and mindfulness in contemporary organisations. It examines how emotional intelligence can improve employee performance, communication, well-being and leadership by applying the models developed by Goleman, Mayer and Salovey, and Bar-On. The report also evaluates how managers can use emotional intelligence and mindfulness to recruit, manage and retain employees from different generations, creating a more inclusive, productive and psychologically safe workplace.
[bookmark: _Toc237551024]Emotional Intelligence in the Workplace
[bookmark: _Toc237551025]1.1 Goleman's Emotional Intelligence Framework
Daniel Goleman's Emotional Intelligence Framework is one of the most widely recognised models of emotional intelligence in the workplace. The framework explains that emotional intelligence is based on four key domains: self-awareness, self-management, social awareness and relationship management (Positive Psychology, 2025). These domains help individuals recognise and manage their own emotions while understanding and responding effectively to the emotions of others.
Self-awareness enables employees to understand their emotions, strengths and weaknesses, helping them make more informed decisions. Self-management focuses on controlling emotions, adapting to change and maintaining self-control under pressure. Social awareness, which includes empathy, helps employees understand the feelings and perspectives of colleagues, leading to better communication and teamwork. Finally, relationship management involves developing positive relationships, resolving conflicts and influencing others effectively. According to Goleman's framework, employees who develop these competencies are more likely to improve their performance, communicate effectively and contribute to a positive and collaborative working environment (Positive Psychology, 2025; Four Human Domains Model, 2025).
[bookmark: _Toc237551026]Mayer and Salovey's Ability Model
Mayer and Salovey developed the Ability Model to explain emotional intelligence as a set of mental abilities rather than personality traits (Mayer, Caruso and Salovey, 2016). The model consists of four related abilities: perceiving emotions, using emotions to support thinking, understanding emotions, and managing emotions. According to the authors, these abilities help individuals recognise emotions in themselves and others, understand how emotions influence behaviour, and respond appropriately in different situations.
In the workplace, the Ability Model helps employees improve communication, decision-making and problem-solving by encouraging them to understand emotional information before reacting. Employees who can accurately recognise and manage emotions are more likely to work effectively with colleagues, adapt to organisational change and resolve conflicts in a constructive way. As a result, the model suggests that emotional intelligence is an important skill that contributes to better individual and organisational performance (Mayer, Caruso and Salovey, 2016).
[bookmark: _Toc237551027]Bar-On's Emotional-Social Intelligence Model
Bar-On's Emotional-Social Intelligence (ESI) Model defines emotional intelligence as a blend of emotional and social competencies that are essential for self-awareness, fostering positive relationships, and effectively managing everyday challenges (Bar-On, 2006). In contrast to Mayer and Salovey's Ability Model, which regards emotional intelligence as a cognitive skill, Bar-On's framework encompasses a broader set of competencies that enhance both personal and professional effectiveness. The model identifies five key components: intrapersonal skills, interpersonal skills, stress management, adaptability, and overall mood (Bar-On, 2006).
These components help employees understand and express emotions, build positive relationships, manage stress and adapt to change. In the workplace, these competencies can support communication, collaboration and individual performance (Bar-On, 2006).
[bookmark: _Toc237551028]1.2 Improving Employee Performance through Emotional Intelligence
Emotional intelligence contributes significantly to employee performance by enabling people to recognise and regulate their emotional responses across various work situations. When employees have strong emotional intelligence, they tend to have a clearer understanding of their own capabilities and limitations, which supports more effective decision-making and stronger performance outcomes (The Critical Thought Lab, 2025). Alongside this, self-regulation helps employees stay composed during stressful periods, manage negative emotional reactions, and handle workplace difficulties in a professional manner. Motivation, too, plays a role in driving employees toward their objectives, sustaining their commitment, and supporting consistently high productivity.
Beyond individual performance, emotional intelligence strengthens collaboration by supporting clearer communication and stronger interpersonal relationships among colleagues. Employees who are skilled at recognising and managing emotions tend to function more effectively within teams, handle disagreements in constructive ways, and contribute to a more supportive team culture (Working Voices, 2025). 
[bookmark: _Toc237551029]1.3 Emotional Intelligence, Communication and Collaboration
Emotional intelligence supports better communication and collaboration by helping employees become more aware of their own emotional states while also recognising how others feel and think. Empathy plays a particularly key role here, as it enables employees to listen attentively, take in different perspectives, and respond in ways that are supportive rather than dismissive. This, in turn, helps minimise misunderstandings and fosters greater trust and cooperation among colleagues (Dayton, 2026). Self-awareness is equally important, as it helps employees recognise how their emotional state can shape their tone of voice, body language and word choice ultimately leading to communication that is clearer and more effective.
Emotional intelligence also proves valuable when it comes to teamwork and managing conflict. Employees who possess strong social and emotional competencies are better equipped to express their ideas clearly, engage in active listening, and adjust how they communicate depending on who they're working with (Teamhub, 2024). When disagreements arise, the ability to regulate emotions allows employees to stay composed rather than react on impulse. This, in turn, makes it easier to see the other person's point of view and shift focus toward resolving the issue rather than escalating tension (Dayton, 2026). 
[bookmark: _Toc237551030]1.4 Emotional Intelligence and Employee Well-being
Emotional intelligence plays a meaningful role in shaping employee well-being, as it equips individuals with the ability to recognise and manage their emotions when facing pressure and various workplace challenges. Employees who possess higher levels of emotional intelligence tend to have greater insight into their own emotional responses, are better able to keep negative feelings in check, and can navigate stressful circumstances more effectively. This, in turn, contributes to higher job satisfaction and more positive workplace behaviour, while also supporting stronger relationships with colleagues (Hwang, 2024). 
That said, the working environment itself also has a considerable bearing on employee well-being. According to CIPD (2026), workplace well-being encompasses several dimensions, including sound mental health, positive relationships, opportunities for personal growth, and meaningful work. Emotional intelligence can contribute positively across these dimensions by enabling employees to express their feelings, recognise what others need, and cultivate stronger working relationships. It can also strengthen employees' resilience when confronted with change, pressure or conflict. Nonetheless, emotional intelligence on its own is not sufficient to guarantee well-being, given that other factors such as workload, management approaches and working conditions also carry significant weight. For this reason, organisations are encouraged to pair emotional intelligence development with broader workplace practices that actively support employee health and well-being (CIPD, 2026).
[bookmark: _Toc237551031]1.5 Critical Evaluation of Emotional Intelligence
While emotional intelligence offers a range of workplace benefits, the concept is not without its shortcomings. One significant criticism centres on the lack of a unified definition. Various models emphasise different components Mayer and Salovey, for instance, conceptualise EI primarily as a cognitive ability, whereas Goleman and Bar-On adopt a broader view that incorporates a wider array of emotional and social competencies. This inconsistency makes it difficult to arrive at a clear, consistent definition or measurement of emotional intelligence (Conte, 2005).
A further limitation lies in the potential overlap between certain elements of emotional intelligence and pre-existing personality traits or social skills. This raises doubts about whether EI genuinely constitutes a distinct form of intelligence in its own right (The Mood Meter, 2025). It's also worth noting that possessing high emotional intelligence does not, by itself, guarantee improved performance or leadership capability, since other factors including organisational culture, working conditions, experience and technical competence also shape employee outcomes. That said, when paired with professional expertise, supportive leadership and a positive working environment, EI can still play a valuable part in enhancing communication, strengthening relationships and supporting employee well-being.
[bookmark: _Toc237551032]2. Managing a Multigenerational Workforce
[bookmark: _Toc237551033]2.1 Generational Characteristics and Their Impact on Organisational Effectiveness
The differences that exist between Generation X, Millennials and Generation Z can shape organisational effectiveness in both positive and negative ways. Because each generation tends to hold different expectations around communication, motivation and technology, misunderstandings between employees can sometimes arise. Generation X, for example, generally places a strong emphasis on independence and flexibility, whereas Millennials tend to favour collaborative work, regular communication and clear pathways for professional growth. Generation Z, meanwhile, also values working collaboratively but tends to place even greater weight on transparent communication, work that feels meaningful, mental health, and flexibility in how and when they work (Lee, 2022).
Technology adds a further layer of influence to how different generations work together. Generation X lived through the shift from analogue to digital technology, Millennials came of age during a period of rapid technological change, while Generation Z has grown up entirely within a digital environment (Lee, 2022). As a result, generations can differ noticeably in how readily they adopt new technologies and in their preferred communication styles. At the same time, this generational diversity can work to an organisation's advantage, since employees bring a wide range of experiences, skills and viewpoints to the table. It's therefore important for managers to recognise these differences and put in place flexible working practices that enable employees across generations to contribute meaningfully.
[bookmark: _Toc237551034]2.2 Using Emotional Intelligence to Manage a Multigenerational Workforce
Emotional intelligence gives managers the tools to better understand and respond to the varying needs and expectations of employees across different generations. Managers who demonstrate strong self-awareness and empathy are more likely to notice that employees differ in their communication preferences, sources of motivation and attitudes toward feedback. Rather than applying a uniform management approach across the board, managers can tailor their communication style and leadership methods to suit individual employees. 
Emotional intelligence also has a role to play in recruitment, employee development and staff retention. During the hiring process, organisations may choose to assess emotional competencies such as empathy, self-regulation and the ability to work well in teams particularly when identifying potential future leaders. Once employees are on board, managers can draw on coaching, mentoring and consistent feedback to build emotional intelligence across age groups. Reverse mentoring can also prove valuable in this respect: younger employees are often well placed to share insights into technology and emerging communication methods, while more experienced staff can offer professional expertise and emotional steadiness in return (Rothschadl, 2025). By understanding generational differences without falling back on stereotypes, managers can foster a more inclusive workplace where all employees feel valued and respected. This, in turn, can help strengthen intergenerational relationships, boost employee engagement, and support retention over the longer term.
[bookmark: _Toc237551035]2.3 Critical Evaluation of a Multigenerational Workforce
While Generation X, Millennials and Generation Z may bring different experiences and expectations to the workplace, managers should be cautious about assuming that all employees from a given generation will behave in the same way. Research indicates that generational differences in the workplace tend to be exaggerated, and that variation between employees is often better explained by other factors  such as age, career stage, individual experience and working conditions rather than generational membership alone (Atay and Williams, 2024). Placing too much reliance on generational stereotypes can therefore lead to unfair assumptions and leave some employees feeling marginalised.
A more effective approach is for managers to focus on individual needs while developing working practices that remain inclusive of employees across all age groups. Notably, qualities such as flexibility, clear communication and transparency tend to be valued fairly consistently across generations (Atay and Williams, 2024). With this in mind, managers should remain aware of generational differences without letting them dictate how individual employees are perceived or treated. By drawing on empathy, active listening and emotional awareness, managers can better understand each employee on an individual level and build a working environment that is both more inclusive and more productive.
[bookmark: _Toc237551036]2.4 Mindfulness in a Multigenerational Workforce
Mindfulness can be a useful tool for managers navigating a multigenerational workforce, as it helps them become more attuned to their own thoughts, emotions and automatic reactions. Managers who practise mindfulness are better positioned to listen attentively, stay composed and resist jumping to conclusions when communicating with their teams (Du and Xie, 2025). This allows them to engage with different perspectives on their own terms, rather than defaulting to generational assumptions.
Mindfulness can also help strengthen empathy and trust within manager-employee relationships. According to Du and Xie (2025), when leaders communicate mindfully, this can have a positive effect on employees' sense of psychological safety, with empathy and interpersonal trust serving as key contributing factors. In turn, this can help cultivate an environment where employees across generations feel more at ease sharing their ideas, concerns and opinions. Beyond this, mindfulness can support employees in managing stress, strengthening emotional regulation, and staying focused when navigating challenging situations (Simply Psychology, 2026). Taken together, then, combining mindfulness with emotional intelligence can equip managers to communicate more effectively, handle conflict constructively, and build a more inclusive workplace. That said, mindfulness should be seen as a complement to sound management practice rather than a substitute for addressing underlying organisational issues, such as excessive workload or poor working conditions.

[bookmark: _Toc237551037]Conclusion
In conclusion, emotional intelligence plays an important role in modern organisations by supporting employee performance, communication, collaboration and well-being. The models developed by Goleman, Mayer and Salovey, and Bar-On provide different ways of understanding how employees recognise, understand and manage emotions. 
Emotional intelligence is also important when managing a multigenerational workforce. Generation X, Millennials and Generation Z may have different experiences, expectations and approaches to work, but managers should avoid relying on generational stereotypes. Instead, emotional intelligence can help managers understand individual needs and adapt their leadership and communication styles. Mindfulness can further support this approach by improving emotional awareness, empathy and psychological safety. Therefore, organisations that combine emotional intelligence and mindfulness with inclusive management practices can create a more supportive and productive workplace while improving employee development, recruitment and retention.
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