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Introduction

To understand, interpret, and respond to other people’s emotions, first we need to understand our own. According to David Goleman, emotional awareness builds emotional intelligence (EI). EI has become an important tool for both academic and workplace environment. Emotional Intelligence includes key skills such as self-awareness, self-control, empathy, motivation, and social skills. These five skills are crucial for managing own stress, improve communication, and taking mindful decisions without spontaneity. 
The poster presentation, Emotional Intelligence Shaped by Emotional Awareness, shows how EI can be developed. It draws upon established academic models of emotional intelligence, particularly those proposed by Goleman (1995), and Salovey and Mayer (1990), which point out the cognitive and behavioral skills involved in managing, observing, and utilizing emotions effectively in personal and professional contexts. The poster informs about different ways of identifying and regulating one’s responses to emotions, and also cultivating positive habits using methods like; journaling, mindfulness practice, or seeking for help when needed.
This report will critically evaluate how EI can be used in workplace environments, using EI models. It will recognize then most relevant characteristics of EI, useful for recruiting people from different generations. The conclusion of this report highlights recommendations for supporting the development of EI and mindfulness within organizations. 

Main Body

Critical Evaluation: How Employees Use Emotional Intelligence Components in the Workplace

Emotional Intelligence is a very complex topic with a layered definition. Its framework is based on three pillars; identification, understanding, and management of emotions. The poster “Emotional Intelligence Shaped by Emotional Awareness” explains that emotions self-awareness, as Goleman’s theory explains, is the foundation for all emotional competencies. This perspective is supported by Salovey and Mayer (1990), whom describe EI as a set of cognitive skills used for observing, understanding, and managing emotions. The use of both models supplies a strong foundation for understanding how employees apply EI in workplaces.


Self-Awareness in the Workplace

Self-awareness is the ability to perceive other people’s emotions, understand what leads to them and how they influence one’s behavior and decision-making process.
The poster proves this statement by showing practices such as journaling, which helps recognize emotional triggers and evaluate their reactions to different situations.
In a workplace context, employees with strong self-awareness are better at recognizing and managing their stress levels, adapting their communication, and reflecting on mistakes. They are more likely to recognize own frustration or higher stress levels during demanding tasks, adjust their communication style based on their emotional state, and reflect on mistakes without becoming defensive (Thomas International, 2022). Additionally, self-awareness helps them have a clearer understanding of their personal strengths and limitations, allowing them to seek support when needed and make better use of their abilities. 
Goleman (1995) claims self-awareness to be a foundation of emotional intelligence (EI). He thinks it supports accuracy and individuality, emotional control, and informed decision-making. To illustrate this statement, I will use an example. A worker who observes any symptoms of rising stress levels or frustration can stop themselves and take a break to calm down, and then adjust their response to the issue professionally. On the contrary, a person who lacks self-awareness will most likely overreact emotionally. That, in consequence, can lead to conflict, reduce clarity, or even damage professional relationships, which affects not only personal wellbeing, but also a team performance.

Self-Regulation in the Workplace

In order to define Self-Regulation, I would like to refer to Salovey and Mayer (1990). They believe, self-regulation is a crucial skill for leadership, for positions that require customer-facing, and for effective teamwork. They categorize it as a emotional management ability. Self-Regulation, in its core, is a skill of managing emotions to our own benefit. The poster presents few strategies that can help develop Self-Regulation, for example taking mindful pauses, practicing mindfulness, and seeking help when needed. In a workplace setting, Self-Regulation can be very useful, because it allows employee to stay professional during demanding and stressful tasks, it helps avoiding impulsivity, which can damage teamwork, and it improves adaptation skills when uncertainty occurs. A workplace example might include an employee who, when confronted with criticism, manages their initial emotional reaction and responds thoughtfully. This behavior reinforces trust, reduces conflict, and supports collaborative problem-solving (Redcliffe Training,2025).




Motivation as an EI Component in Organizations

The poster highlights motivation to be one of the most important part of emotional intelligence (EI). Understanding emotions helps people learn, stay focused, and persist when facing difficulties. In organizational contexts, emotionally intelligent motivation reflects intrinsic drive, optimism, and commitment to achieving goals.
Employees that demonstrate high levels of EI-related motivation are more likely to remain effective when faced with difficulties, take initiative in their work, maintain positive outlook, and create significant personal and professional goals. 
According to Goleman (1995), motivation is linked to emotional patterns that support long-term success. For instance, a person who keeps pursuing organizational goals despite obstacles proves emotionally intelligent motivation. In contrary, those with lower emotional awareness may be more easily demotivated or dependent on external approval.





Empathy in a Workplace

Empathy is a skill of observing, understanding, and responding accordingly to other people’s emotions. Empathy is an essential part of emotional intelligence, as it is presented in the poster. Following Salovey and Mayer (1990), we can consider empathy is a key component for interpreting others’ emotions and respond constructively. In a workplace environment, empathy is important in effective communication, teamwork, and relationship building. Emotionally intelligent workers use empathy for supporting colleagues in dealing with problems, recognizing rising tension or frustration and responding appropriately, and adjusting their communication styles to different emotional needs. For example, a manager with empathy skills will be able to understand an employee has an anxiety during a team meeting and can offer a private session or any other support, or even lessen workload. This kind of behavior help employees feel valued and understood. Empathy contributes to a positive organizational culture by promoting trust, inclusion, and safety (Goleman, 1996).

Social Skills and Interpersonal Competence

The poster features social skills as a key component of emotional intelligence. Social skills are a set of other skills like communication, conflict management, teamwork, and relationship building that all together help one become a social person. The poster emphasizes success factors such as communication and support-seeking as a practical representation of social skills (Schutte, 2001).  Employees with strong social skills are able to communicate with respect and clearness, their work across diverse teams is more effective, they easily build trust among other employees, and are able to handle conflict to the benefit of the team.  Bar-On’s social-emotional model (not included in the poster) aligns closely with these behaviors. Social skills are particularly important in leadership roles, where influencing, coaching, and collaboration are core responsibilities (Parker, Bar-On, Goleman, 2005).

Mindfulness as a Foundation for EI Development

Mindfulness is a key component of emotional intelligence and a central part of the poster, in the section “Ways of controlling my emotions and staying mindful”. Mindfulness helps to fortify attention skills, emotional focus, and unaffected perception. An individual can become more sensible to their own thoughts and emotions by exercising mindfulness. This practice will allow them to be less impulsive in their responses. In a workplace environment, practicing mindfulness commits to a better self-regulations and empathy, being more effective and focused worker, reducing stress and high expectations, and improves active listening skills and patience. When employees stay present during interactions, they are more likely to understand other’s perspectives, communicate respectfully, and respond with empathy. By incorporating mindfulness techniques- such as pausing, breathing, and grounding exercises- employees can better manage workplace pressure and maintain emotional balance. These practices support and promote a calm, reflective approach to workplace challenges, ultimately leading to improved wellbeing and performance (Goleman, 1996).


Critical Evaluation of EI in Workplace Application

Regardless of many advantages, emotional intelligence has its limitations. A central problem of Emotional Intelligence is that EI can be hard to measure accurately.
Most of EI assessments depend on people’s self-reporting via questionaries, which means a possibility for dishonest answers that are socially acceptable rather than true. This can decrease the trustworthiness of the results. A further issue with emotional intelligence at workplace is that employees with a deep emotional 
self-awareness may misuse EI skills to impact or even manipulate others for personal benefit. EI could be used immorally if not steered by clear values and organizational standards, instead of helping teamwork. Cultural diversity also can modify how emotions are expressed and understood. What is considered emotionally intelligent behavior in one culture may not be viewed the same way in another. This means EI cannot be applied in a single, universal way across all workplaces. However, when emotional intelligence is used ethically and supported by practices such as mindfulness, self-reflection, and organizational support, its benefits are strengthened. These supports help individuals use EI responsibly, improve emotional control, and build positive workplace relationships. Overall, despite its limitations, EI remains an important factor in personal development and organizational (Thompkins, 2023).

Unique EI Characteristics for Recruiting Generation X, Y and Z Employees

Different generations bring diverse communication styles, emotional background, and different motivation into workplace setting. This has a huge impact on emotional intelligence (EI) expression across age groups. The poster’s framework concentrates on communication skills, persistency, help-seeking, self-regulation, and self-reflection, which intends to help understanding hoe EI strengths and development needs to alternate between generations, especially in recruiting and managing people (KangHyun, 2011).

Generation X 

People born between 1965 and 1980 are typically defined as Generation X, and often characterized by self-dependence and adaptability.  Generation X workers often value the talent, justice, self-determination, and free choice in a workplace setting. They did grow up experiencing economic uncertainty, organizational restricting, and the early stages of technological revolution, which has contributed to their independence and pragmatic outlook on work and life. These events have built and shaped their discipline, perseverance, and realistic approach to career expansion. 
From an emotional intelligence perspective, Gen X employees commonly demonstrate strong self-regulation, as they tend to manage their emotions effectively and maintain composure in challenging situation. They are accustomed to managing pressure and uncertainty, which enables them to remain emotionally controlled. The emotional stability is very valuable skill in leadership, problem-solving, and crisis-management roles.  These skills can be checked during recruitment process by asking behavioral questions, in order to investigate candidate’s reaction to stressful situations, conflict, or organizational changes (Mccrindle, Wolfinger,2009). 
Their motivation is often linked to job security, autonomy, and trust, making them appropriate for the roles that involve responsibility and independent decision-making. Unlike younger generations who usually priorities rapid progression, Gen X employees tend to value roles that offer recognition for their experience. From an EI standpoint, this reflects a strong connection between intrinsic motivation and emotional maturity. Recruiters should therefore highlight stability, flexible working arrangements, and opportunities to apply existing skills when engaging Gen X candidates.
Empathy and mutual understanding among people in Generation X often manifests in practical problem-solving rather than over emotional expression. They would prefer to show support, offer guidance, or mentoring rather than verbal reassurance.  This kind of approach can prove efficient in a workplace setting, but it may require adjustment when managing Millennials or Generation Z employees, who often seek emotional validation and regular feedback. Training in inclusive leadership and emotional awareness can help Gen X managers strengthen their empathic engagement across generations.
With regard to social skills, their communication style is generally straightforward, and pragmatic, which can be useful in productivity-driven environments. The Generation X is comfortable with traditional as well as electronic communication me, as they have adapted to technological change over decades. Their straightforwardness may sometimes be seen as emotionally reserved, particularly by younger generations, who expect co-workers to be emotionally open. However, recruiters and managers should consider their ease for adaptation when working within intergenerational teams, particularly with generation Z who expect more emotional openness and feedback, may benefit from guidance or mentoring by older staff (Rothschadl, 2025).
Overall, Generation X brings emotional resilience, emotional control, and practical empathy to the workplace. Their EI strengths make them well-suited to leadership and mentoring roles, particularly in organizations undergoing change. An adaptive communication and cross-generational understanding can further enhance their effectiveness in modern, diverse workplaces.

Generation Y/Millennials

Generation Y or as they also called Millennials, consist of people born between 1981 and 1996. This age group has been raised beside fast technological advancement, which has strongly impacted their communication style, their work ethic, and their relationships in professional environments.  Based on above statement, we can conclude that EI plays a pivotal role when recruiting Generation Y.
A noteworthy characteristic related to Emotional Intelligence in this age group is their interpersonal communication’s style. They tend to offer open dialogue and seek for collaborative working settings rather than strict hierarchy. 
Empathy, deep respect for others, and inclusion in workplace relationships make Millennials very effective and productive in positions that require teamwork, relationship-building, and contact with customers and earning their trust.
Their comfort with both digital and face-to-face communication also allows them to adapt easily to different work settings (Rothschadl, 2025).
 Another competency related to Emotional Intelligence and commonly associated with Generation Y is self-awareness. In comparison to older generations, they are more willing to accept feedback and constructive criticism, and generally more willing to think over and improve their own performance. Millennials tend to see feedback as an opportunity for personal growth and career advancement. Their open minds and self-awareness are essential for understanding and supporting the development of EI in organizations, as comprehending personal emotions helps to recognize how our own behavior impacts others.
Motivation among Millennials is often driven not only by financial incentive but also by personal fulfilment. They usually look for roles that correspond with their values and offer opportunities for learning, development, and progression. Work-life balance is also highly valued, as Millennials recognize the connection between wellbeing and long-term performance. From an emotional intelligence perspective, this reflects intrinsic motivation, emotional regulation, and resilience, all of which contribute to sustained engagement at work.
In addition, Millennials are generally more open about emotional wellbeing in the workplace. They are more willing to discuss stress, mental health, and emotional challenges, helping to normalize these conversations. This openness can contribute to greater transparency and psychological safety within teams, particularly in roles that require trust and ethical decision-making. However, organizations must provide supportive structures to ensure emotional expression is managed professionally.
Overall, Generation Y demonstrate EI characteristics that are highly relevant to modern workplaces (Sheahan, 2005).

Generation Z

Generation Z is represented by people born after 1996 and classifies as the youngest generation of employees. Those are the workers who grow up in digital era with constant access to internet, TV, computers, and smartphones, and within these devices they had constant access to online platforms and social medias. The reality the grew up in strongly influenced their lifestyle, their ways of communication, emotional intelligence, and approach to career development. When recruiting members of Generation Z is crucial to consider their emotional intelligence (EI). They often value things like authenticity, diversity, or inclusion, over hierarchy, recognition, or self-determination. They do expect organizations to follow those values in their day-to-day operations as well as their policies (Mccrindle, Wolfinger, 2009).
A notable aspect of Generation Z, in terms of emotional intelligence, is the mindfulness and self-awareness. A vast majority of people in this age group characterize with a strong sense of individuality and are aware of their identity. They like to be clear about their values, boundaries, and expectations at work. Their behavior often supports ethical decision-making, as they are free to express their opinions and advocate for causes, they believe in. Recruiters should see this as an advantage to the organizations, because candidates from Gen Z tend to look for positions that correspond with their beliefs and organizational culture.
People usually associate Generation Z with a great deal of empathy as well as need for feeling included. Gen Z is likely to prove significant levels of cultural awareness, and hypersensitivity to fairness, diversity, social justice, and equality. These characteristics align precisely with Emotional Intelligence aspects, which may contribute positively to inclusive workplace and collaborative team dynamics.
Regardless of many positive sides of Gen Z, they can show some difficulties when it comes to emotional self-regulation. Different challenging events, like economic crisis, global epidemic, social changes, or uncertainty can expose them to higher levels of stress and frustration, which they will find difficult to handle. Many of people in Gen Z are open about their feelings and mental health, they may require extra support during hard periods in order to manage emotional pressure. It is worth for organizations to think about providing them with wellbeing programs and mindfulness training. 
Generation Z main characteristic is a strong digital skill, and therefore a digital communication. Their abilities with social media, photo/video tools, digital communication, and various messaging platforms give them confidence. On the contrary, they might need some help with face-to-face conversations, especially in formal and professional settings.
Generally, Generation Z brings valuable emotional intelligence features to the workplace environment. They have the potential to boost organization’s ethical awareness and inclusivity, when supported appropriately (Zarra, 2017).

Recommendations

In order for organizations to improve Emotional Intelligence among its employees they can incorporate few practices into their day-to-day operations. First recommendation is integrating mindfulness training to elevate self-awareness and emotional self-regulation. Secondly, they can involve questions and activities related to Emotional Intelligence into their recruitment process. Another thing worth starting is a EI development program for different generations This will help co-workers from different age groups to integrate and do a better teamwork. They should also encourage mindfulness practices like journaling or feedback sessions. Lastly, I would recommend generally promoting a supportive culture that fosters empathy, communication, and resilience (Frothingham, 2024).

 
Conclusion

To summarize, the poster’s foundation of emotional intelligence is emotional self-awareness, which stands consistent with presented EI models. All essential EI abilities like empathy, self-regulation, emotional awareness, motivation, and social skills can be improved by practicing mindfulness, and emotional understanding. Individuals who achieved those competencies tend to do better at performing various tasks, they are more collaborative, they communicate better, and their wellbeing is improved in both academic and professional environments. Generational differences further shape how EI appears in the workplace, meaning organizations must adjust their recruitment processes and development approaches for Generation X, Y, and Z. Emotional Intelligence and mindfulness together form a powerful combination that enhances resilience, adaptability, and interpersonal effectiveness.
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