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This report details the strategic importance of Emotional Intelligence (EI) which is the skill of understanding feelings for success in the modern workplace. Daniel Goleman's observation sets the stage: "If you are tuned out of your own emotions, you will be poor at reading them in other people" (Goleman, 1995). This simple truth confirms that self-awareness is the crucial first step to effective professional conduct.
​Following a presentation on enhancing personal EI skills, this document is presented to the Senior Management Team to show how EI, when guided by the Bar-On Model and the principles of mindfulness, drives business success. The report will critically examine how employees use the five Bar-On EI components, linking them directly to staff health and wellbeing and resilience in the face of change. Furthermore, it will analyse the unique EI traits in Generation X, Y, and Z to guide successful recruitment. The goal is to prove that investing in these crucial non-cognitive skills is vital for building a stronger, more adaptable workforce.
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Emotional intelligence (EI) is a key factor that supports personal effectiveness, collaboration, and emotional stability within professional environments. The Bar-On Model (1997) defines EI as a collection of non-cognitive skills that influence how well individuals understand themselves, relate to others and cope with daily demands. It highlights five main components: intrapersonal, interpersonal, stress management, adaptability, and general mood. In the workplace, these components help employees to regulate their emotions, handle conflict constructively, adapt to change and sustain motivation. When supported by mindfulness practices, EI can be developed intentionally to create a culture of awareness, empathy and resilience.
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The intrapersonal component focuses on self-awareness, emotional self-expression and self-regard essential qualities for understanding one’s emotional triggers and managing reactions appropriately. Employees who possess high intrapersonal intelligence recognise how their emotions influence their thoughts and behaviours, enabling them to make better decisions and maintain professionalism, even under stress.
For example, an employee who receives constructive feedback without becoming defensive demonstrates self-awareness and emotional control. They can acknowledge feelings of discomfort but still use the feedback for self-improvement. According to Goleman (1995), self-awareness is the foundation of emotional intelligence because it allows individuals to monitor their internal states and make conscious choices.
Mindfulness plays a critical role in enhancing self-awareness. Through mindfulness practices such as focused breathing, reflection and observation of thoughts, employees can recognise emotional patterns before reacting impulsively. The Mindfulness-Based Stress Reduction (MBSR) programme developed by Kabat-Zinn (2003) encourages this kind of emotional observation without judgment. Organisations like Google have integrated MBSR into their training programmes through initiatives like “Search Inside Yourself,” which helps employees to pause, reflect, and respond with clarity rather than react automatically (Siyli, 2025).
Self-awareness also promotes ethical decision-making and accountability, which are vital for workplace integrity. Employees who are mindful of their strengths and limitations are more likely to seek support, communicate transparently, and maintain trust within teams.

[bookmark: _Toc213577801]Interpersonal: Building and Managing Relationships

The interpersonal component of the Bar-On Model focuses on empathy, social responsibility and relationship management. In professional contexts, these skills enable employees to work collaboratively, show compassion, and resolve conflicts constructively. Empathy, in particular allows employees to understand the perspectives and emotions of colleagues or clients, which is essential for teamwork and customer service.
For example, with a The Mayer–Salovey–Caruso Emotional Intelligence Test in healthcare or service industries, employees can detect subtle emotional cues such as stress or discomfort in patients or customers and respond appropriately. This ability improves satisfaction and builds trust. Mayer, Salovey and Caruso (2000) suggest that emotionally intelligent individuals can manage both their own and others’ emotions to create positive outcomes in interactions (Palmer et al., 2005).
Mindfulness reinforces interpersonal intelligence by promoting active listening and presence. When employees pay full attention during conversations, they communicate respect and openness, reducing misunderstandings. Mindfulness encourages pausing before reacting allowing people to respond thoughtfully instead of defensively. The British Army, for example, incorporated mindfulness training to strengthen teamwork and interpersonal trust among soldiers. It helped members to stay calm under pressure, improving cooperation during high-stress missions (Tobias et al., 2022).
Social responsibility, another element of interpersonal intelligence involves contributing to a positive work culture. Employees who demonstrate compassion and fairness help to build inclusive environments where everyone feels valued. In contrast, a lack of empathy or respect can damage relationships and increase workplace tension. Therefore, developing interpersonal EI and mindfulness together creates emotionally healthy and collaborative organisations.
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Stress management is another vital part of the Bar-On Model, referring to an individual’s ability to handle pressure, tolerate stress and control impulses. Modern workplaces often expose employees to tight deadlines, high workloads and constant change. Without effective emotional regulation, such stress can lead to burnout, poor decision-making and reduced productivity.
Employees with strong emotional intelligence use coping strategies like reframing negative thoughts, focusing on what can be controlled and maintaining perspective during challenges. They avoid overreacting emotionally and instead respond rationally. For instance, an emotionally intelligent employee who faces a project delay might calmly analyse the situation, adjust timelines and communicate openly with the team, instead of panicking or blaming others (Srivastava, and Tang, 2015).
Mindfulness supports stress management by encouraging awareness of bodily and emotional signals of stress. Practising mindfulness helps employees slow down and observe what is happening internally before reacting. This process allows them to choose a balanced response. The Mindfulness-Based Stress Reduction (MBSR) programme has shown significant benefits for employee wellbeing, including reduced anxiety and improved concentration (Creswell, 2017).
Organisations such as Transport for London (TfL) have adopted MBSR-based mindfulness training to reduce staff stress levels and absenteeism. Reports show that employees experienced improved emotional regulation, lower burnout, and increased engagement after participating in mindfulness courses (Hall, 2013). Similarly, companies like Google and the Army observed that mindfulness enhanced resilience and focus under pressure.
By combining EI with mindfulness, employees learn to accept stress as a part of professional life rather than resisting it. Recognising this helps employees to manage transitions with patience, trust and optimism qualities central to the Bar-On Model’s stress management component.
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The adaptability element of the Bar-On Model (2017) includes reality testing, flexibility and problem-solving. It reflects how well individuals adjust their thoughts and behaviours to changing circumstances. In today’s workplaces, where technological and organisational changes are constant, adaptability is essential for maintaining effectiveness and innovation.
Emotionally intelligent employees use adaptability to assess situations realistically, reframe challenges as opportunities, and modify their approach when needed. For example, during organisational restructuring, an adaptable employee might proactively learn new systems and collaborate with new team members instead of resisting change.
Mindfulness directly supports adaptability by encouraging acceptance of impermanence, the understanding that change is constant. When employees embrace rather than resist change, they remain open to growth and learning. The LinkedIn Learning course “Embracing Change with Mindfulness” highlights principles such as change is normal, mindset matters and gratitude helps, which encourage individuals to perceive change positively. (Chill Anywhere, 2021). Employees who approach change mindfully are more resilient, as they focus on learning rather than fear of loss. 
Also, adaptability requires patience and self-trust. Mindfulness fosters these traits by helping individuals recognise their progress and allow time for adjustment. By practising presence, employees learn to manage uncertainty with confidence. According to Bar-On (2006), emotionally intelligent individuals display realistic optimism, they see difficulties clearly but believe in their ability to overcome them.
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The final component of the Bar-On Model is general mood, and it includes happiness and optimism. These elements influence motivation, morale and engagement within the workplace. A positive general mood enables employees to handle setbacks constructively, remain hopeful about future outcomes and sustain enthusiasm for their work.
Optimism does not mean ignoring difficulties but rather maintaining faith in one’s ability to manage them. For instance, when a project fails, an optimistic employee views it as an opportunity for growth rather than as personal failure. This mindset fosters persistence and creativity. Bar-On (2007) emphasised that a positive mood contributes to emotional wellbeing and effective functioning across all EI components.
Mindfulness complements optimism by cultivating gratitude and appreciation for the present moment. Regular mindfulness practice trains the mind to focus on what is going well rather than solely on challenges. This approach aligns with the idea that gratitude helps, boosting resilience and emotional balance.
Research on workplace wellbeing shows that mindfulness interventions, such as MBSR, increase job satisfaction, emotional stability and overall happiness (Good et al., 2016). For example, Google’s mindfulness programmes have been shown to improve empathy, communication, and optimism among employees, creating a more compassionate and productive culture.
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The combination of Bar-On’s Emotional Intelligence framework and mindfulness practices provides a powerful foundation for developing resilient, balanced and high-performing employees. Emotional intelligence supports self-awareness and relationship management, while mindfulness enhances focus, acceptance and compassion.
Both approaches are essential for staff health and wellbeing. Through mindfulness-based programmes like MBSR, employees learn to slow down, observe their emotions and manage reactions effectively. This reduces the impact of workplace stress and supports a healthier organisational climate. Research indicates that workplaces that integrate mindfulness with emotional intelligence training report lower absenteeism, higher job satisfaction and stronger interpersonal relationships (Hyland et al., 2015).
Ultimately, emotionally intelligent employees who practise mindfulness are better equipped to navigate both expected and unexpected changes. They understand that endings and beginnings are part of continuous growth and that responding calmly and compassionately benefits not only themselves but the entire organisation.
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In today’s multigenerational workforce, understanding emotional intelligence (EI) has become essential for effective recruitment and team cohesion. To ensure high-performing teams, managers must look beyond traditional skills and recognise that employees from different age groups Generation X (born 1965–1980), Generation Y or Millennials (born 1981–1996), and Generation Z (born after 1996) possess unique EI profiles shaped by their technological and cultural environments (Dwyer and Azevedo., 2016). Understanding these characteristics, especially through the lens of the Bar-On Model, is vital for assessing cultural fit, leadership potential, and resilience during recruitment. By hiring for generational balance, we can proactively manage team friction and leverage diverse emotional strengths. The Bar-On Model of Emotional Intelligence provides a valuable framework for managers to assess and support these differences through five key dimensions: intrapersonal skills, interpersonal relationships, stress management, adaptability and general mood. Applying EI principles helps managers select candidates who not only possess technical competence but also demonstrate emotional awareness, flexibility and resilience, qualities that enhance teamwork and organisational wellbeing.
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Intrapersonal intelligence or self-awareness, self-regard and emotional expression varies across generations due to different social and technological influences. Generation X employees, who grew up during economic and social transition, often value independence and self-reliance (Parry & Urwin, 2017). They typically prefer autonomy at work and have strong self-direction. Managers recruiting Gen X candidates should look for self-awareness expressed through confidence, responsibility, and a realistic understanding of personal limits.
Millennials (Gen Y), on the other hand, are known for their focus on purpose and work-life balance. They often seek meaning in their roles and are open about emotions and wellbeing (Deal et al., 2010). During recruitment, emotionally intelligent managers should recognise that Millennials appreciate open dialogue and constructive feedback. Demonstrating empathy and mindfulness in interviews by listening attentively and acknowledging their motivations helps to build trust and engagement.
Generation Z, raised in a fully digital era, tends to communicate rapidly and visually. However, their constant online exposure can sometimes reduce emotional depth or increase anxiety (Goh and Lee., 2018). Managers can use EI to assess whether Gen Z applicants show awareness of their emotional triggers and the ability to manage digital stress. Mindfulness-based approaches, such as reflection on experiences or self-regulation exercises, can help these younger employees strengthen self-awareness and resilience.
When managers understand intrapersonal differences through the Bar-On Model, they can identify not only candidates’ competencies but also their emotional readiness and ability to learn from feedback. Encouraging mindfulness practices such as short breathing exercises or reflection journals during onboarding can help employees from all generations become more self-aware and emotionally grounded.
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Empathy, communication and social responsibility is crucial in bridging generational gaps. Each generation communicates differently, shaped by culture, technology and education. For example, Generation X values direct communication and respect for expertise, while Millennials prefer collaboration and feedback and Generation Z tends to communicate through digital platforms and expects quick responses (Schullery, 2013).
Managers with high interpersonal EI can navigate these differences by adjusting their communication style. When recruiting, they should assess how well candidates demonstrate empathy and adaptability in social interactions. For instance, asking behavioural interview questions such as “Tell me about a time you resolved a conflict at work” can reveal the applicant’s emotional awareness and relationship management skills.
Mindfulness supports interpersonal connection by fostering presence and non-judgmental listening. When recruiters listen actively and show genuine curiosity, candidates from all generations feel respected. This reduces tension and supports inclusion. In organisations like Transport for London (TfL), mindfulness-based training has improved communication between staff of different ages and backgrounds, enhancing mutual respect and collaboration.
Furthermore, empathy and social responsibility are increasingly valued by younger generations. Millennials and Gen Z often seek employers whose values align with social and environmental responsibility (Chatzopoulou and de Kiewiet., 2021). Managers who demonstrate emotional intelligence and mindfulness in recruitment conversations are more likely to attract these candidates, as they convey authenticity and purpose. 
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Workplace stress affects generations differently due to varying coping mechanisms and expectations. Generation X employees are often balancing work, family and financial responsibilities, making them prone to stress from competing demands. They tend to value stability and autonomy, so emotionally intelligent managers should recognise their need for flexible working arrangements and appreciation for their experience.
Millennials, in contrast, often face pressure from constant performance monitoring and social media comparisons. They may experience burnout if they feel overconnected or undervalued. Employers who apply Bar-On’s stress management principles such as impulse control, emotional regulation and stress tolerance can design supportive environments where employees feel safe to discuss challenges without stigma (Dwivedi and Lewis., 2021).
Generation Z workers, entering the workforce during rapid technological and global change, may face uncertainty and anxiety. Mindfulness-based approaches like Mindfulness-Based Stress Reduction (MBSR) can help them cope with unexpected changes by encouraging reflection, calm focus, and acceptance. The U.S. Army and Google have both implemented MBSR programs to strengthen resilience and focus, showing that mindfulness reduces stress and enhances clarity under pressure (Creswell, 2017).
Recruiters and managers can use mindfulness-informed EI to identify candidates who handle pressure constructively. For example, an interview task that involves solving a problem under time constraints can reveal how applicants manage emotional stress. Managers should observe not only performance but also emotional composure and problem-solving style.
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Adaptability is one of the Bar-On Model’s central elements and it refers to flexibility, reality testing and problem-solving. Generational differences influence how employees view and respond to change. Generation X, having experienced major technological shifts, is generally adaptable but prefers gradual transitions(Calvo-Porral and Pesqueira-Sanchez., 2020). Millennials are comfortable with fast-paced environments and digital tools but may struggle with uncertainty. Generation Z thrives in innovation but may find it difficult to cope when things move too slowly or when feedback is unclear (Burstein, 2013).
Emotionally intelligent managers understand that change is normal and that each generation processes it differently. When recruiting, they should look for candidates who demonstrate open-mindedness and optimism toward learning new systems or roles. Asking situational questions like “Describe a time you had to adapt to a big change at work” can reveal flexibility and emotional maturity (Pulakos and Schmitt, 1995).
Mindfulness enhances adaptability by encouraging patience and perspective. The principle of “endings are important” teaches employees to reflect on lessons learned before moving on, while “mindset matters” highlights that how one perceives change affects how one responds. These ideas are essential for multigenerational workplaces, where attitudes toward change can vary widely (Hey et al.,2007).
For example, Millennials and Gen Z often expect rapid growth and constant feedback, while Gen X may prefer consistency. By practising mindfulness and emotional intelligence, managers can help bridge these differences, encouraging mutual understanding and collective adaptability. In doing so, they cultivate a workforce that views change not as a threat but as an opportunity for growth and innovation.
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The general mood element of the Bar-On Model comprising of optimism and happiness, plays a significant role in employee engagement and motivation. Generation X often values recognition of expertise and practical achievements, while Millennials and Generation Z seek purpose, feedback, and wellbeing initiatives that reflect their holistic values.
Recruiters with high EI can recognise how each generation defines satisfaction and motivation. For instance, offering flexible working for Gen X, growth opportunities for Millennials and creative, tech-driven projects for Gen Z can increase optimism and happiness. Managers should also demonstrate optimism themselves, as emotionally intelligent leadership sets the emotional tone for the workplace (Njoroge and Yazdanifard., 2014).
Mindfulness supports a positive general mood by promoting gratitude and perspective. When employees reflect on what they appreciate, whether it’s teamwork, mentorship or learning, they become more resilient and motivated. Practices like brief team mindfulness sessions or gratitude reflections can improve morale and strengthen intergenerational harmony (Swickert et al., 2019).
Organisations that combine EI and mindfulness report measurable benefits in wellbeing and performance. Research by Hyland et al. (2015) shows that mindfulness training increases empathy, emotional balance and optimism across age groups. When managers apply these insights during recruitment, they not only select emotionally intelligent individuals but also build inclusive and emotionally healthy workplaces.
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Emotional intelligence (EI) and mindfulness are essential qualities for modern workplaces, supporting both individual and organisational effectiveness. Using the Bar-On Model, employees can strengthen their intrapersonal awareness, interpersonal relationships, stress management, adaptability and general mood to create healthier and more productive environments. Mindfulness complements these components by enhancing focus, empathy, and emotional regulation, helping employees cope with both expected and unexpected changes. Programmes such as MBSR adopted by organisations like Google, Transport for London and the Army demonstrate the positive impact of mindfulness on wellbeing and performance. Ultimately, emotionally intelligent and mindful workplaces are more collaborative, resilient and adaptable to change, leading to sustained success and employee satisfaction. Developing EI is therefore not only a personal skill but also a strategic organisational investment for long-term growth and wellbeing.
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1. Integrate EI and mindfulness training into employee development programmes, using the Bar-On Model to assess and strengthen self-awareness, adaptability, and optimism.
2. Offer MBSR-based wellbeing initiatives to reduce stress and promote resilience, following successful examples from Google, TfL, and the Army.
3. Incorporate EI assessment tools during recruitment to evaluate candidates interpersonal skills and emotional regulation across generations (X, Y, and Z).
4. Encourage a culture of reflection and gratitude, where employees are supported to embrace change as part of personal and professional growth.
5. Provide ongoing manager training in emotional intelligence and mindfulness to enhance leadership effectiveness, communication and team cohesion.
By embedding EI and mindfulness throughout organisational culture, employers can nurture emotionally aware, flexible, and high-performing teams that thrive in changing environments.
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