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Introduction
Emotional intelligence (EI) and mindfulness have become essential components of effective performance in modern organisations, where collaboration, adaptability, and interpersonal relationships significantly influence operational outcomes. Emotional intelligence refers to the capacity to perceive, understand and manage one’s own emotions as well as the emotions of others. Research consistently shows that individuals with higher EI demonstrate stronger interpersonal communication, improved problem-solving abilities, and enhanced resilience in challenging professional environments (Alkahtani, 2020). As organisations grow more complex and fast-paced, EI has evolved from being a supplementary “soft skill” to a core competency needed for effective leadership and teamwork. Mindfulness, understood as the practice of maintaining present-moment awareness with openness and without judgement, further strengthens EI. Mindfulness supports emotional regulation, reduces stress and encourages reflective rather than reactive behaviour. Recent studies highlight that mindfulness promotes greater self-awareness and enhances one’s ability to understand emotional cues in others, improving engagement and overall performance in organisational settings (Alotaibi, 2025).Foundational research in the field also shows that emotional intelligence contributes significantly to both educational and occupational success. Bar-On (2005) argues that EI represents a set of emotional and social competencies that influence how individuals cope with daily demands, build relationships, and adapt to workplace pressures. This has been further supported by more recent business-focused analyses, which demonstrate that EI is a key differentiator in intergenerational workforce performance, increasing cohesion and reducing communication barriers between employees of different age groups (Fedorova ,2024). In addition, empirical studies examining EI across different labour segments suggest that emotional skills directly influence motivation, conflict management and adaptability—factors that are critical for maintaining organisational stability in rapidly changing environments (Akduman ,2014). More recent organisational studies also emphasise that emotionally intelligent employees contribute to healthier work climates, improved collaboration and reduced turnover, making EI a strategic priority for modern management (Caruso, Bienn & Kornacki, 2006). At the same time, scholars warn that EI must be developed ethically, as emotional awareness without moral grounding can lead to manipulation or ineffective communication strategies (Zeidner ,2004). In this context, EI and mindfulness are no longer optional developmental tools but essential capabilities for building resilient, adaptable and high-performing teams. Their combined influence supports clearer thinking, healthier communication, and more stable professional relationships key elements for navigating organisational complexity. The purpose of this report is to explore how emotional intelligence and mindfulness enhance organisational performance. The first section critically evaluates how employees apply EI components in the workplace, supported by established EI models studied in class. The second section examines generational differences in emotional characteristics across Generation X, Y and Z, with a focus on how managers can incorporate EI considerations into recruitment strategies. The report concludes with key findings and practical recommendations for strengthening EI and mindfulness across the organisation.




Emotional Intelligence in the Workplace
Emotional intelligence (EI) is one of those abilities that, although it does not appear on an employment contract, shows up in every interaction. You can feel it in the way a colleague responds to stress, in how a leader handles a tense situation, or in how two people manage to work together without conflict. In modern organisations, where the pace is fast and pressures are high, EI has become a central element of performance. Goleman’s model is the most widely used in organisations because it explains EI through behaviours that are easy to observe: self-awareness, self-regulation, motivation, empathy, and social skills (Goleman, 2020). For example, self-awareness means that an employee understands their own emotions and recognises how these emotions influence their actions. An employee who knows they become irritable under pressure may consciously choose to take a short break before making a decision. This is supported by Bratton, Dodd and Brown, who show that employees with high self-awareness make better decisions and perform better in leadership roles (Bratton, Dodd & Brown, 2011). Self-regulation is perhaps the most visible component in the workplace. Imagine an unhappy customer or a mistake made by a colleague. An employee with high EI manages to stay calm, listen, and handle the situation without escalating tension. In contrast, a lack of this ability can lead to conflict, impulsive reactions, or damaged relationships. Here, EI functions as a filter: the emotion exists, but it does not dictate the behaviour. Intrinsic motivation, another element of Goleman’s model, helps employees remain focused even when things become difficult. People with high EI are usually more persistent because they understand their negative emotions and do not allow them to interfere with their desire to perform well. They seek meaning in their work and actively engage in improving processes, without needing pressure from a manager. The relational components of EI—empathy and social skills—are the ones that most strongly influence the work environment. Empathy means noticing that a colleague is stressed, asking if they need help, or explaining a task differently if you see they are struggling. Jordan and Ashkanasy show that teams with empathetic members collaborate more effectively, manage conflicts better, and achieve stronger results (Jordan & Ashkanasy, 2006). In practice, empathy builds trust, and trust builds performance. Bar-On views EI more broadly, including social competencies and adaptability (Bar-On, 2005). In a constantly changing environment, this adaptability is crucial. For example, in a transport company where schedules shift, delays occur, or urgent requests appear, employees with high adaptability manage situations without panic and without placing additional pressure on the team. Bar-On explains that EI helps individuals cope with daily stress and remain functional and balanced. The link between EI and mindfulness is becoming increasingly important. Mindfulness helps employees become more aware of their reactions and respond more thoughtfully in tense situations. Jacobs, Shaver and Ziegler show that people who practise mindfulness have better emotional control and respond with greater calm and clarity under pressure (Jacobs, Shaver & Ziegler, 2018). For example, a dispatcher or warehouse worker can use simple breathing techniques to reduce stress during busy periods, helping them maintain efficiency and positive relationships with colleagues. EI development is also influenced by workplace culture. Caruso, Bienn and Kornacki argue that emotionally intelligent workplaces encourage open communication, reflective practice and healthier decision-making processes (Caruso, Bienn & Kornacki, 2006). At the same time, critical perspectives show that EI must be applied ethically, since individuals with high EI but low moral grounding could use emotional insights manipulatively (Zeidner et al., 2004). This highlights the need for EI training to include ethical reflection, not just emotional skills. In reality, people are not “born” with high EI—they develop it gradually. Many build EI through difficult experiences: conflicts, mistakes, losses, or moments when they realised their emotional reaction affected a colleague or client. An employee truly begins to know themselves when they understand how they react to stress and what they can do to manage those emotions better. EI therefore becomes the result of reflection and continuous learning, strengthened by supportive leadership and organisational culture.
In practical terms, EI is clearly visible in situations such as:
• Conflict management – instead of reacting impulsively, employees with high EI look for solutions, not for someone to blame.
• Effective communication – they listen actively, ask clarifying questions, and avoid rushed interpretations.
• Decision-making – EI helps them avoid becoming overwhelmed by emotions and make more logical decisions.
• Adapting to change – EI reduces anxiety and increases flexibility.
There are, however, limits. EI is difficult to measure and can sometimes be confused with personality. In some cases, an individual with high EI but without strong ethics may use emotional information for manipulation. This is why EI must be developed alongside solid professional values. Despite these limitations, EI remains an indispensable skill. In a professional world where collaboration, relationships and adaptability are just as important as technical abilities, EI becomes a major differentiator for both employees and organisations.


Emotional Intelligence Characteristics Across Generations (X, Y, Z)
Emotions within each generation do not appear by accident. The way people understand stress, express emotions, manage relationships, or handle conflict is shaped by the period in which they grew up, the parenting styles of that era, society, technology, school, and economic stability. Research on emotional intelligence clearly shows that EI is shaped by the formative environment, not just by biology (Mayer, Caruso & Salovey, 2003). This environmental influence explains why Generations X, Y, and Z react differently to criticism, change, authority, or pressure, as early emotional experiences significantly determine lifelong emotional patterns (Morales-Rodríguez, 2024).
Moreover, emotional resilience is consistently shown to be a product of socio-political conditions rather than purely individual traits (Morales-Rodríguez, 2024). Therefore, to understand emotional intelligence across generations, we must first explore the fears, patterns, and emotional habits each generation learned at home, at school, and in society. Comparative studies support that generational emotional tendencies emerge from cultural context, not innate differences (Banu & Rani, 2025).
Generation X (1965–1980): “Raised with scarcity, shaped into independence”
Generation X grew up during economic instability, repeated recessions, and major social changes. Many were “latchkey kids,” because both parents worked and divorce rates had increased significantly. This early autonomy profoundly shaped their emotional identities, reinforcing emotional suppression and reliance on self-regulation (Mayer, Caruso & Salovey, 2003).
How their EI was formed
· Their parents (Baby Boomers) were strict and work-oriented, rarely discussing emotions.
· The media promoted the idea of being a “survivor,” not being “sensitive.”
· Schools were rigid, disciplined, and offered little emotional support.
· Early jobs were marked by competition, instability, and psychological distance.
This emotional climate required strong emotional restraint, a pattern confirmed by generational research showing that Gen X tends to regulate emotions internally rather than express them (Van Rooy & Viswesvaran, 2007).
Emotional outcome
They learned that:
· emotions must be controlled rather than expressed;
· independence is essential;
· asking for help may signal weakness;
· loyalty to work provides stability.
This results in a generation that excels in self-regulation, an EI component strongly associated with resilience (Wong & Law, 2005). However, their emotional distancing can limit empathy-based interactions in diverse teams.
Deep emotional fear
Losing stability, due to growing up in economic uncertainty.
Comparative studies confirm that Generation X displays the most conservative and restrained emotional profile among all active workforce generations (Banu & Rani, 2025).
Millennials / Generation Y (1981–1996): “Pressure to succeed in a changing world”
Millennials experienced a more emotionally supportive upbringing, with parents focused on validation and emotional openness. Schools encouraged self-esteem and creativity, while society promoted ambition. However, entering adulthood during the 2008 financial crisis disrupted their expectations, creating a generation marked by both emotional intelligence and emotional pressure (Morales-Rodríguez, 2024).
What they learned emotionally
· Parents tried to “repair” Gen X’s emotional deficits by providing constant validation.
· Schools encouraged them to believe they “can become anything,” raising internal expectations.
· Media showcased success, rarely failure.
· Their early jobs were insecure, competitive, and sometimes disappointing.
EI outcomes
Millennials possess strong empathy and social awareness, characteristics supported by organisational research (Wong & Law, 2005). Their upbringing with constant feedback means they perform best in environments where communication is transparent and frequent (Saeed, 2023). At the same time, their high expectations often lead to conflict anxiety.
Meta-analysis findings show that Millennials have the strongest interest in emotional growth, reflective practice, and EI self-improvement compared to older generations (Van Rooy & Viswesvaran, 2007). Their emotional patterns are therefore shaped by both early validation and adult instability.
Deep emotional fear
Not being good enough.
This fear is rooted in the performance-driven culture they internalised during childhood and reinforced by modern professional pressures (Banu & Rani, 2025).
Generation Z (1997–2012): “Technology, anxiety, and hyper-connection”
Generation Z is the first cohort raised entirely in the digital era. Their emotional wiring has been shaped by constant connectivity, instant gratification cycles, and public visibility through social media (Zubery & Baruah, 2025). Their worldview is also influenced by global events such as the pandemic, political polarisation, and climate-related anxiety.
Formative factors
· Social media → continuous comparison and validation cycles.
· Millennial parents → emotionally open but often anxious, transmitting emotional intensity.
· Global instability → pandemics, inflation, wars, climate fears.
· School pressures → digital overload, high academic expectations, and competitive assessment environments.
How EI manifests in Gen Z
Studies show that Gen Z excels in recognising emotional cues online—an expanded form of digital empathy (Zubery & Baruah, 2025). However, they face challenges with face-to-face communication, long-term focus, and emotional stability. They show high tolerance for diversity and inclusion, but often lower tolerance for stress (Morales-Rodríguez, 2024). This makes self-regulation their weakest EI component (Saeed, 2023).
Deep emotional fear
Not being accepted, due to constant social comparison and public identity shaping.
Typical emotional habit
Fragmented attention, which leads to faster emotional reactions and difficulty managing emotional load over time.
What managers must consider when recruiting across generations
Generation X
· Prefer stability, clarity, and predictable responsibilities.
· Favour direct, concise, drama-free communication.
· Are motivated by respect, trust, and autonomy (Wong & Law, 2005).
Millennials
· Want regular feedback and transparency.
· Need to feel their work has meaning and long-term value.
· Thrive under empathetic, supportive leadership (Saeed, 2023).
Generation Z
· Need structure, emotional support, and psychological safety.
· Prefer fast, visual, digital communication formats.
· Require explicit training in stress management and emotional regulation (Zubery & Baruah, 2025).
Conclusion
Emotional intelligence and mindfulness have become essential elements of modern organisational performance, closely linked to employees’ ability to manage stress, collaborate effectively, and make balanced decisions. Research shows that EI is a set of learned skills influenced by both personal contexts and the professional environment (Mayer, Caruso & Salovey, 2003). In addition, the development of mindfulness enhances emotional regulation and resilience, which are crucial under current working conditions (Morales-Rodríguez, 2024). The analysis of generational differences demonstrates that emotional styles are not accidental but the direct result of socio-economic context, parenting styles, and media influence. Generation X developed an emotional intelligence style focused on self-control and stability, while Millennials show higher empathy but also a strong need for feedback and meaning (Wong & Law, 2005). In contrast, Generation Z faces challenges in self-regulation but excels in digital adaptation and online empathy (Zubery & Baruah, 2025). These differences confirm meta-analytic perspectives suggesting that EI is significantly shaped by context and the formative experiences of each generation (Van Rooy & Viswesvaran, 2007). Therefore, organisations that understand these characteristics can develop more effective leadership strategies, adapt recruitment processes, and create a work climate where each employee feels valued according to the needs of their generation.
In conclusion, investing in the development of emotional intelligence and mindfulness is not merely a wellbeing initiative but a strategic element that strengthens an organisation’s long-term performance, adaptability, and stability especially within a professional environment marked by generational diversity.


Recommendations
Based on the analysis conducted, it is clear that the development of emotional intelligence and mindfulness must become a strategic priority for any organisation aiming to improve performance, manage generational diversity, and reduce emotional tensions within teams. The differences between Generations X, Y, and Z show that employees have distinct emotional needs, and a single management style cannot work for everyone. Therefore, the recommendations below offer practical and adaptable directions.
1. Implement personalised emotional development programmes for each generation
Research shows that EI is a skill that can be learned and improved through practice and targeted training (Mayer, Caruso & Salovey, 2003). However, programmes must be adapted to the reality of each generation:
· Generation X benefits from training focused on flexibility, empathetic communication, and emotional openness.
· Millennials respond well to emotional self-regulation and anxiety-reduction programmes, as they face high internal pressure (Wong & Law, 2005).
· Generation Z needs training in stress management, attention control, and self-regulation, due to increased vulnerabilities in these areas (Saeed, 2023).
The organisation should offer regular—not occasional—training to reinforce healthy emotional behaviours.
2. Introduce mindfulness practices into daily work routines
Mindfulness supports emotional self-regulation and resilience, which are essential for younger generations but beneficial for employees of all ages (Morales-Rodríguez, 2024). Recommended practices include:
· micro-breathing breaks during long shifts or office work;
· 5-minute mindfulness sessions at the beginning of meetings;
· access to guided audio resources;
· quiet spaces for mental reset.
These interventions reduce impulsive reactions and increase long-term emotional stability.
3. Adapt leadership styles to the emotional needs of each generation
A single management approach does not work in a multigenerational team. Leaders should:
· provide clarity and autonomy for Gen X;
· offer continuous feedback and a sense of purpose for Millennials;
· provide emotional support and clear structure for Gen Z (Banu & Rani, 2025).
To achieve this, managers should receive training in emotional leadership, as EI is directly correlated with managerial performance (Wong & Law, 2005).
4. Develop a communication system adapted to each generation’s style
Emotional differences strongly affect communication preferences:
· Gen X prefers direct, concise, drama-free discussions.
· Millennials prefer collaboration, open conversations, and dialogic feedback.
· Gen Z prefers visual, rapid, short-form communication.
The organisation should combine:
1.face-to-face meetings,
2.digital communication,
3.quick updates,
4.one-to-one sessions
to meet the needs of all employees.
5. Integrate EI into the recruitment and onboarding process
EI predicts performance in complex roles and social interactions (Van Rooy & Viswesvaran, 2007), therefore it should be assessed from the start. Recommended actions include:
· situational interviews that test empathy, self-regulation, and collaboration;
· practical scenarios requiring candidates to respond to conflict;
· EI assessments using validated tools.
Onboarding should include training in communication, emotional expectations, and organisational values.
6. Build an organisational culture that normalises emotional expression
Generation Z and Millennials are much more open to expressing emotions, whereas Generation X tends to be more reserved. To avoid conflict, an organisational culture must exist where:
· emotions are discussed normally, without stigma;
· emotional feedback is given professionally;
· leaders model self-regulation and empathy (Zubery & Baruah, 2025).
This type of culture reduces tensions and enhances cohesion
7. Encourage intergenerational mentoring and emotional value exchange
Generations can develop each other emotionally:
· Gen X can share resilience and self-discipline.
· Millennials can share collaboration, empathy, and flexibility.
· Gen Z can contribute creativity and digital intelligence.
Two-way mentoring programmes help employees learn emotionally from one another and reduce generational barriers.
Concluding recommendations
In summary, the organisation should adopt:
· personalised EI training;
· mindfulness integrated into daily routines;
· leadership adapted to generational needs;
· multi-style communication;
· EI-based recruitment processes;
· a healthy emotional culture;
· intergenerational mentoring.
These strategies create a stable, harmonious, and productive environment where each generation feels seen, understood, and valued, and where collective performance increases significantly.
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