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[bookmark: _Toc90483851]Emotional Intelligence and Mindfulness in the Workplace: A Critical Evaluation and Generational Perspective
[bookmark: _Toc1668183276]Introduction
“If you are tuned out of your own emotions, you will be poor at reading them in other people” (Goleman, 1995). This statement highlights the importance of emotional intelligence (EI) in both personal and professional contexts. Emotional intelligence refers to the ability to recognise, understand, manage, and influence one’s own emotions and those of others, and it has become increasingly significant in modern organisational settings . As workplaces become more diverse and fast-paced, employees are expected not only to perform technical tasks but also to manage interpersonal relationships effectively.
This report builds upon a prior poster presentation that explored emotional intelligence through personal experience while working at Tropic Skincare. The poster emphasised how EI can be developed through self-awareness, reflection, and mindfulness in a demanding work environment. These reflections align with existing research, which suggests that emotional awareness and regulation are key predictors of workplace effectiveness and well-being . The poster therefore provides a practical foundation for exploring emotional intelligence beyond theory.
The aim of this report is to critically evaluate how employees use emotional intelligence components in the workplace, supported by established models such as Goleman’s mixed model, Mayer-Salovey’s ability model, and Bar-On’s framework. Additionally, the report examines generational differences (Generation X, Y, and Z) and their impact on workplace expectations and recruitment strategies. By integrating personal reflection with academic theory, this report provides a comprehensive understanding of emotional intelligence and its organisational relevance .

[bookmark: _Toc915437914]1. Critical Evaluation of Emotional Intelligence in the Workplace
[bookmark: _Toc223400281]1.1 Emotional Intelligence Models
Emotional intelligence has been conceptualised through several theoretical models, each offering a different perspective on how emotional competencies influence behaviour. The three most prominent models are those developed by Goleman, Mayer and Salovey, and Bar-On, each contributing significantly to the field .
Goleman’s (1995) mixed model is widely applied in organisational settings and identifies five key components: self-awareness, self-regulation, motivation, empathy, and social skills. According to Goleman, emotional intelligence is “the capacity for recognising our own feelings and those of others and managing emotions well”. This model is particularly relevant to workplace environments because it links emotional competencies directly to leadership and performance outcomes.
However, despite its popularity, Goleman’s model has been criticised for lacking scientific rigour. Researchers argue that it combines personality traits, behaviours, and abilities, making it difficult to measure reliably . This raises concerns about its validity in academic research, although its practical application remains strong in organisational training.
In contrast, Mayer and Salovey (1997) conceptualise emotional intelligence as a cognitive ability. Their model includes four branches: perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions . This approach is more scientifically grounded and treats EI as a measurable form of intelligence.
Nevertheless, the Mayer-Salovey model is often criticised for being too theoretical and difficult to apply in real-world workplace contexts. Employees may struggle to translate these abstract abilities into practical behaviours without structured training or guidance.
The Bar-On (1997) model offers a mixed approach, focusing on emotional and social competencies such as stress tolerance, adaptability, and interpersonal relationships. It emphasises how these competencies influence overall well-being and performance . While comprehensive, this model overlaps with personality traits, making it difficult to distinguish emotional intelligence from general personality characteristics.

[bookmark: _Toc643999636]1.2 Application of Emotional Intelligence in the Workplace
The practical application of emotional intelligence can be observed through its core components, many of which were highlighted in the poster presentation. These components play a crucial role in shaping employee behaviour and workplace outcomes.
Self-awareness is considered the foundation of emotional intelligence, as it enables individuals to recognise their emotions and understand how these emotions influence their actions. In the poster, recognising stress during busy shifts at Tropic Skincare demonstrated self-awareness in practice. Research suggests that self-aware employees are better decision-makers and are more likely to engage in reflective learning .
Self-regulation involves managing emotions effectively, particularly in high-pressure situations. In fast-paced environments, such as retail, employees must remain calm and professional despite stress. Studies indicate that effective emotional regulation is associated with improved job performance and reduced workplace conflict .
Motivation refers to the internal drive to achieve goals and maintain performance. The poster highlighted intrinsic motivation through persistence during demanding shifts. Emotional intelligence research suggests that intrinsically motivated employees are more resilient and committed to organisational goals .
Empathy, another key component, enables individuals to understand and respond to the emotions of others. In the workplace, empathy enhances teamwork, communication, and customer service. Research highlights that empathy is particularly important in roles that require interpersonal interaction and collaboration .
Social skills involve effective communication, relationship management, and conflict resolution. Employees with strong social skills are more likely to build positive relationships and contribute to a collaborative work environment. However, cultural differences may influence how these skills are expressed and interpreted.

[bookmark: _Toc1144749856]1.3 Mindfulness and Reflection in Emotional Intelligence Development
The poster emphasised mindfulness and reflection as key strategies for developing emotional intelligence. Mindfulness involves maintaining awareness of one’s thoughts and emotions in the present moment without judgment. Research indicates that mindfulness practices can enhance emotional regulation, reduce stress, and improve overall well-being .
Reflecting on personal experiences, such as those encountered at Tropic Skincare, allows individuals to identify emotional triggers and develop coping strategies. For example, journaling or pausing before reacting can help employees manage their emotions more effectively. This aligns with research suggesting that reflective practices improve self-awareness and emotional control .
However, while mindfulness is beneficial, its effectiveness depends on consistent practice and organisational support. Without a supportive environment, employees may struggle to apply mindfulness techniques during high-pressure situations.

[bookmark: _Toc1846608244]1.4 Benefits and Limitations of Emotional Intelligence
Emotional intelligence provides numerous benefits in the workplace, including improved communication, stronger teamwork, and enhanced leadership effectiveness. Employees with high EI are better equipped to manage stress, resolve conflicts, and build positive relationships .
Despite these benefits, emotional intelligence also has limitations. Measuring EI accurately remains challenging due to differences between theoretical models. Additionally, emotional intelligence can be misused, for example, when individuals manipulate others’ emotions for personal gain. Cultural differences also influence emotional expression, which may affect the application of EI in diverse workplaces.

[bookmark: _Toc165435788]2. Generational Differences and Workplace Effectiveness
[bookmark: _Toc1813829742]2.1 Overview of Generational Diversity
Modern organisations are increasingly characterised by generational diversity, with Generation X, Millennials, and Generation Z coexisting within the workforce. These cohorts are often distinguished by differing values, behaviours, and expectations shaped by their socio-economic and technological environments (Rothschadl, 2025; Anwar, 2026). For instance, rapid digital transformation has particularly influenced Millennials and Generation Z, shaping their expectations for flexibility and communication, whereas Generation X developed in more traditional organisational structures.
However, the validity of generational differences has been increasingly challenged in recent literature. Parry and Urwin (2021) argue that many perceived differences are overstated and may instead reflect life stage or career progression rather than generational identity. This perspective suggests that categorising employees strictly by generation risks oversimplification and may lead to ineffective management strategies. In contrast, Rothschadl (2025) maintains that generational frameworks remain useful for identifying broad trends in workplace behaviour, particularly in relation to technology use and communication preferences.
From an emotional intelligence perspective, this debate is significant. If generational differences are exaggerated, then managers should focus more on individual emotional competencies rather than group-based assumptions. Conversely, if generational traits are meaningful, emotional intelligence becomes essential for adapting leadership styles to diverse employee needs (Wu, 2024). This highlights a key tension between individualised management versus generational-based strategies.
Ultimately, a balanced approach is required. While generational frameworks provide useful insights, over-reliance on them may reinforce stereotypes and limit organisational effectiveness. Emotional intelligence allows managers to navigate this complexity by recognising both individual differences and broader generational patterns, thereby supporting collaboration and performance in diverse teams. See figure 1 below.
[image: ](Figure 1)

[bookmark: _Toc1244411944]2.2 Generation X
Generation X employees are commonly characterised as independent, pragmatic, and resilient, largely due to their exposure to economic uncertainty and organisational restructuring (Rothschadl, 2025). These experiences have contributed to their preference for autonomy, job stability, and work-life balance. As a result, they are often viewed as self-sufficient employees who require minimal supervision.
[bookmark: _Int_hFET6ISq]From an emotional intelligence perspective, Generation X is frequently associated with strong self-regulation and problem-solving abilities (Banu and Rani, 2025). Their ability to manage stress and maintain professionalism in challenging situations is often seen as a strength in organisational contexts. However, this assumption can be critically challenged. While they may demonstrate emotional control, this does not necessarily equate to high emotional intelligence across all dimensions, particularly in areas such as empathy or adaptability to new communication styles.
A key limitation when managing Generation X relates to technological adaptation. Although many have successfully adjusted to digital tools, research suggests they may not engage with technology as intuitively as younger generations (Anwar, 2026). This can create communication gaps, particularly in digitally driven workplaces. However, this view can also be criticised as a stereotype, as technological competence is increasingly influenced by role and experience rather than age alone.
Furthermore, while autonomy is often valued by Generation X, excessive independence may reduce collaboration within teams. This presents a challenge for managers, who must balance independence with teamwork. Emotional intelligence plays a crucial role here, as managers must recognise when to provide autonomy and when to encourage collaboration (Wu, 2024).
In conclusion, while Generation X offers valuable strengths such as resilience and independence, these traits must be managed carefully. A purely autonomy-driven approach may limit team cohesion, highlighting the need for emotionally intelligent leadership that adapts to both individual and organisational needs.
[bookmark: _Toc87817316]2.3 Millennials (Generation Y)
Millennials are often described as collaborative, technologically proficient, and purpose-driven, reflecting the socio-cultural environment in which they developed (Rothschadl, 2025). They tend to prioritise meaningful work, career development, and organisational values, which differentiates them from previous generations (Esteves et al., 2024). These characteristics can contribute positively to innovation and engagement within organisations.
From an emotional intelligence perspective, Millennials are frequently associated with strong social awareness and communication skills, particularly in collaborative environments (Wu, 2024). Their preference for teamwork and feedback can enhance organisational performance when managed effectively. However, this assumption is not without criticism. Some studies suggest that Millennials’ reliance on feedback may indicate lower levels of self-regulation or resilience, particularly when faced with criticism or uncertainty (Banu and Rani, 2025).
This creates a critical tension: while Millennials are often seen as emotionally aware, their dependency on external validation may undermine their emotional independence. Additionally, their preference for digital communication can limit the development of deeper interpersonal relationships, which are essential for effective teamwork. This suggests that high technological competence does not necessarily equate to strong emotional intelligence.
Another challenge relates to retention. Millennials are more likely to change jobs if their expectations are not met, which can increase organisational turnover (Esteves et al., 2024). While this may reflect a desire for growth, it can also be interpreted as a lack of organisational commitment. This highlights the importance of emotional intelligence in leadership, as managers must balance providing opportunities with managing expectations.
In conclusion, Millennials bring valuable strengths such as collaboration and innovation, but they also present challenges related to resilience and retention. Emotional intelligence is essential for addressing these challenges, enabling managers to support development while maintaining organisational stability.
[bookmark: _Toc1484272397]2.4 Generation Z
Generation Z is widely recognised as the first fully digital-native generation, characterised by high levels of technological proficiency and adaptability (Rothschadl, 2025). They place strong emphasis on diversity, inclusion, and mental well-being, reflecting broader societal changes and increased awareness of social issues (Anwar, 2026). These values have significant implications for organisational culture and leadership.
From an emotional intelligence perspective, Generation Z is often perceived as highly emotionally aware, particularly in relation to social and ethical issues (Wu, 2024). However, this assumption requires critical evaluation. While they may demonstrate awareness of broader social concerns, research suggests they may struggle with interpersonal communication, particularly in face-to-face interactions (Banu and Rani, 2025). This highlights a potential gap between emotional awareness and emotional application.
Their reliance on digital communication may limit opportunities to develop key emotional intelligence skills such as empathy and conflict resolution. This creates a paradox: despite being highly connected, Generation Z may experience challenges in building deeper interpersonal relationships. However, this argument can be challenged by suggesting that digital communication represents a different, rather than inferior, form of interaction.
Another key issue is their expectation for rapid career progression and flexibility. While this ambition can drive innovation, it may also lead to unrealistic expectations and dissatisfaction if not managed effectively (Anwar, 2026). Emotional intelligence is therefore essential for managers to balance support with realistic goal-setting.
In conclusion, Generation Z brings valuable strengths such as adaptability and social awareness, but also presents challenges in communication and expectation management. Effective leadership requires a nuanced application of emotional intelligence to support their development while maintaining organisational performance. See figure 2 below.
[image: ] (Figure 2)
[bookmark: _Toc651996807]2.5 Implications for Recruitment and Management
The presence of multiple generations within the workforce has significant implications for recruitment and management practices. Organisations must balance the differing expectations of each cohort while avoiding overgeneralisation (Parry and Urwin, 2021). This creates a complex challenge for leaders, requiring both strategic flexibility and emotional intelligence.
From a recruitment perspective, tailoring strategies to different generations can enhance attraction and retention. For example, younger generations may respond more positively to digital recruitment methods and flexible work opportunities, while older generations may prioritise stability (Esteves et al., 2024). However, this approach can be criticised for reinforcing generational stereotypes, potentially overlooking individual differences.
In terms of management, emotional intelligence is widely recognised as a key factor in addressing generational diversity (Wu, 2024). Leaders must demonstrate empathy, adaptability, and communication skills to manage varying expectations. However, relying solely on emotional intelligence may not be sufficient. Structural factors such as organisational culture, leadership style, and job design also play a critical role in employee engagement (Anwar, 2026).
A key debate within the literature is whether organisations should adopt generation-specific strategies or a more individualised approach. While generational strategies can improve engagement, they risk oversimplification. In contrast, individualised approaches require higher levels of emotional intelligence but may be more effective in diverse workplaces.
Cross-generational collaboration presents both opportunities and challenges. Mentoring programmes can facilitate knowledge sharing, but differences in communication styles may lead to conflict. Emotional intelligence is essential for managing these interactions effectively.
In conclusion, organisations must adopt a balanced approach that integrates emotional intelligence with flexible management strategies. By recognising both generational trends and individual differences, organisations can enhance employee engagement, improve performance, and achieve long-term success.

[bookmark: _Toc1387326736]Conclusion
This report has critically explored the importance of emotional intelligence (EI) within contemporary workplaces, demonstrating that it is a fundamental capability influencing communication, leadership, and overall organisational effectiveness. By linking the theoretical discussion to the practical insights presented in the poster, it becomes clear that emotional intelligence is not simply an abstract concept but a lived and applied skill. The example of working in a fast-paced retail environment illustrates how competencies such as self-awareness, emotional regulation, and empathy are essential in managing pressure, maintaining professionalism, and supporting team cohesion (Wu, 2024). This reinforces the argument that EI is particularly valuable in roles that require constant interpersonal interaction.
The evaluation of key emotional intelligence models highlights an important academic debate regarding their applicability and validity. Goleman’s model offers practical relevance and is widely adopted in organisational contexts; however, its lack of conceptual precision limits its academic robustness. In contrast, the Mayer-Salovey model provides stronger theoretical grounding but is less accessible for practical implementation. Similarly, the Bar-On model expands the scope of EI but risks conflating emotional intelligence with broader personality traits. This comparison suggests that emotional intelligence should be understood as a multi-dimensional construct, where both theoretical insight and practical application are necessary for a comprehensive understanding.
In addition, the report has demonstrated that generational diversity plays a significant role in shaping workplace expectations and behaviours. While Generation X, Millennials, and Generation Z each bring distinct strengths such as independence, collaboration, and adaptability these differences are not absolute and should not be overgeneralised (Parry and Urwin, 2021). The critical discussion emphasises that generational frameworks, while useful, can oversimplify complex individual differences and risk reinforcing stereotypes if applied uncritically.
A key conclusion emerging from this analysis is that emotional intelligence acts as a unifying capability that enables organisations to effectively manage generational diversity. Leaders who demonstrate empathy, adaptability, and strong communication skills are better equipped to respond to varying employee needs and foster inclusive environments. However, it is important to recognise that emotional intelligence alone is not sufficient. Organisational success also depends on supportive structures, effective leadership practices, and a culture that values diversity and well-being (Anwar, 2026).
Ultimately, this report concludes that the integration of emotional intelligence with an informed and critical understanding of generational differences is essential for modern organisations. By moving beyond simplistic assumptions and adopting a more nuanced, emotionally intelligent approach to management, organisations can enhance collaboration, improve employee engagement, and achieve long-term sustainability in an increasingly complex and diverse workplace.

[bookmark: _Toc1484229725]Recommendations
Organisations should implement emotional intelligence training programs to enhance self-awareness, empathy, and communication skills. Managers should adopt flexible leadership styles that consider generational differences and individual needs. Mindfulness practices should be encouraged to improve emotional regulation and well-being. Recruitment strategies should be tailored to attract diverse age groups, and organisations should promote inclusive workplace cultures that support employee development.
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