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Introduction
Emotional Intelligence and Mindfulness
Emotional intelligence is the ability to recognize, understand,  and manage emotions in oneself and others  (Goleman, 1998).  Mindfulness is the practice of maintaining present-moment awareness with non-judgmental attention (Schutte and Malouff, 2011). Together, they enhance leadership and teamwork by fostering empathy, emotional regulation, and clear communication.  Leaders with high emotional intelligence build trust and psychological safety, while mindful team members reduce reactivity and improve collaboration.  Leaders and teammates who cultivate these skills create an inclusive, high-performing environment where individuals feel valued and empowered. The Johari Window (Gardiner, 2023) complements this model by illustrating how self-awareness and feedback shape interpersonal effectiveness.  The report shows how emotional intelligence and mindfulness strengthen workplace communication, resilience, and collaboration.  They highlight generational differences in Gen X, Millennials, and Gen Z. Together, emotional Intelligence, mindfulness, and adaptive leadership create cohesive, innovative, and resilient teams prepared for future organisational challenges.
Emotional Intelligence in the Workplace
Goleman's Five Components of Emotional Intelligence
Daniel Goleman identifies five key components of emotional intelligence (EI): self-awareness, self-regulation, empathy, motivation, and social skills.  These skills enable individuals to regulate emotional responses, build relationships, and perform effectively in both personal and professional settings.   Below, the Jahari Window is embedded into Daniel Goleman's emotional intelligence framework. 
1. Self-Awareness: Self-awareness is the ability to recognise and understand one's emotions, triggers, and behavioural patterns.  It allows employees to reflect on how their moods affect decision-making and interactions. It aligns with the open area of the Johari Window and is known to self and others. Expanding this area with feedback improves emotional clarity.
Example:  A supervisor at a retail department notices that his anxiety levels rise when attending a meeting for a performance review and reflects on the cause - fear of disappointing others. He seeks feedback from a peer, which helps him prepare with empathy and clarity. 
Evaluation:  While self-awareness promotes thoughtful responses, it requires time and reflective practices, which may be limited in a fast-paced environment. It also requires reflection and feedback.  Without feedback, the Blind Spot (Johari Window), what others see but we don’t - remains large.
2. Self-Regulation:   Self-regulation involves emotional impulses, maintaining composure, and adapting to change.  It supports professionalism and conflict resolution.
Example:  A Tesco employee handles an angry customer by pausing to reflect, taking a deep breath, and responding calmly, preventing escalation.
Evaluation:  Over-regulation may suppress valid emotional responses, leading to stress or passive communication. Balance is essential, according to Mehier et al. (2024). It can also expand the Hidden Area -what we know but choose not to share- if emotions are consistently withheld.
3. Motivation:  Motivation refers to the internal drive to achieve goals and persist through challenges.  It's linked to resilience and performance.
Example:  A student-employee sets a goal to improve customer satisfaction scores and tracks progress weekly, staying focused despite academic pressure.
Evaluation:  Motivation can take a drastic turn for the worse without clear goals or feedback.  Leaders must align tasks with purpose to sustain engagement, according to Vali (2025). Motivation thrives in an environment where the Open Area (Johari Window) is encouraged- goals are shared, feedback is welcome, and progress is visible. Without this, motivation will decline due to isolation or unclear expectations
4. Empathy:  Empathy is the ability to understand other people's emotions and perspectives, which fosters trust and collaboration.  It helps to reduce the Blind Area by turning into non-verbal cues and feedback.
Example: A manager notices a team member looking tired and withdrawn, takes him aside, and talks to him privately. With clear empathy and understanding, the manager offers support and adjusts the workload. 
Evaluation:  Empathy must be balanced with boundaries. Excessive emotional involvement may lead to fatigue or blurred roles, especially if the Hidden Area is neglected and emotions are not shared openly.
5. Social Skills:  Social skills encompass effective communication. Influence, conflict management, and teamwork.  They enable employees to build rapport and lead with confidence. They are essential for expanding the Open Area through dialogue, feedback, and trust building.
Example: In a multicultural team, a coordinator will adapt their communication style by using visuals and inclusive language to ensure clarity.
Evaluation:  Strong social skills can be misinterpreted amongst cultures.  Authenticity and accountability are key to avoiding superficial engagement. However, if feedback is avoided, the Blind Area may persist, limiting growth
Goleman's framework provides a comprehensive perspective on emotional intelligence in the workplace.  When applied thoughtfully, these components enhance leadership, resilience, and teamwork.  However, their effectiveness depends on context, organisational culture, and access to reflective tools and training.  The Goleman's framework and the Johari Window together offer a powerful lens for personal and professional development.  While Emotional Intelligence focuses on managing emotions and relationships, the Johari Window highlights the importance of feedback and disclosure, expanding self-awareness and team effectiveness.  When used together, they foster reflectiveness, resilience, and emotionally intelligent workplaces.
Comparing Mayer-Salovey and Bar-On Models of Emotional Intelligence
Emotional Intelligence (EI) has evolved through multiple frameworks, two of the most influential being the Mayer-Salovey Ability Model and the Bar-On Mixed Model. Both models aim to explain how individuals perceive, manage, and use emotion. Also, to explain how they differ in structure, measurement, and applications.
1. Mayer-Salovey Ability Model:  Developed by Mayer-Salovey (1990), this model defines (EI) as a set of cognitive abilities related to emotional processing. It comprises four branches: perceiving emotions, using emotions to facilitate thought, understanding emotions, and managing emotions effectively.  These abilities are viewed as mental skills that contribute to intelligent behaviour (Salovey & Mayer,1990) 
Example: A student at university recognizes that they are experiencing anxiety before a presentation (perceiving), uses this awareness to prepare more thoroughly (using), understands that the anxiety stems from a fear of judgment (understanding), and applies breathing techniques to remain calm (managing), during the presentation. EI is like an intelligence comparable to IQ, linked with performance-based tests such as the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT), which presents emotion-related tasks to measure ability rather than self-perception (Mayer, Salovey & Caruso, 2000). This approach can be resource-intensive to administer and may overlook stable personality or motivational factors that influence behaviour.
2. Bar-On Mixed Model:  Developed by Reuven Bar-On (1997), this model visualises EI as a broader set of emotional and social competencies, personality traits, and well-being indicators (Bar-On, 1997).  Its domains include intrapersonal Skills (self-awareness, self-regard), interpersonal skills (empathy, social responsibility),
Adaptability (problem-solving, adaptability), stress management (impulse control, stress tolerance), and general mood (optimism). The Bar-On Emotional Quotient Inventory is designed to capture perceived competencies and is used in organizational development, coaching, and well-being programmes.  The model is practical and easy to apply, but self-report measures can be bias.   Emotional intelligence can overlap too much with personality, making it harder to prove that EI adds unique value.
 Key differences concern definition, measurement, and application.  Mayer-Salovey frames emotional intelligence as an ability-based model, viewing it as a set of cognitive skills for perceiving, using, understanding, and managing emotions to support intelligent behaviour.  Bar-On frames EI as a collection of emotional traits and competencies that support everyday functioning. Assessment relies on self-report inventories that are simpler to administer and directly applicable for workplace interventions. Diagram 1 comparing the two models is illustrated below.
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Workplace Application with Examples
1. Enhancing Communication
Application: 
Individuals with emotional intelligence communicate more effectively.  They can interpret non-verbal cues, comprehend tone, and sustain empathy throughout conversations.
Example:  Tesco strengthens communication by embedding emotional intelligence practice into colleague wellbeing, listening programs, manager training, and customer service coaching to improve listening. Tesco offers a range of Well-being packages (counselling, 24/7 support, mental health apps, and internal resources), so colleges have access to emotional support that protects psychological safety and keeps difficult conversations manageable at work. Tesco's “Listen and Fix” listening exercise gathers colleagues' feedback, surfaces communication issues, and drives visible responses.  This approach builds trust and demonstrates that leaders act on what they say, as stated by   Nelson (2012).  During the pandemic, Tesco applied mental health communication and tailored support for front-line staff, acknowledging that clear, compassionate messaging and accessible resources are essential for sustaining staff resilience and effective communication, as stated by Cole (2020). Tesco creates a culture where colleagues feel heard, supported, and respected. 
The organisation also shows that emotionally intelligent communication leads to stronger teams, better service, and a resilient workforce.
2. Team Building and Collaboration
Application:
Emotional intelligence cultivates trust and unity among team members.  Recognizing emotions can pave the way for a more empathetic and supportive team environment, according to K.C. Steineman (2025).
Example: L'Oréal, a French multinational cosmetics and beauty brand, promotes team building and collaboration through emotional intelligence by integrating empathy, self-awareness, and a positive team culture into its leadership development and frontline training. “Mood Mirror”, L'Oréal's first-of-its-kind reality experience, online hands-free makeup try-on service,  showcased at CES 2025, where emotional intelligence and AI were combined to create a beauty tech experience that responds to users' emotions.  The purpose of this reality experience was to help online users discover makeup looks that spark happiness by analysing their emotional reactions in real-time.

How “Mood Mirror” Works
· Users try on makeup virtually using L’Oréal’s AR technology.
· The mirror uses Emotion AI to detect facial expressions and emotional responses.
· Based on these reactions, it recommends shades and styles that align with the user's mood and preferences according to Ces. tech (2025),
 The empathy-driven system interprets emotional cues to personalize recommendations.   Self-awareness and Joy come into play when users reflect on how different looks make them feel, enhancing emotional connections to products.  Hand-free emotion-sensitive interactions make beauty more accessible and intuitive.  This event demonstrates how L'Oréal utilizes emotional intelligence not only in team building but also in customer experience, bridging emotion, technology, and personal expression to foster deeper engagement.
Part 3:   Generational Differences in Recruitment
The Definition of Generation X, Y, and Z
Generation X, Y (millennials), and Z are defined by their birth years and shaped by cultural, technological, and economic experiences.    These generational cohorts influence workplace dynamics, communication style, and consumer behaviour.
a. Generation X (1965-1980) 
Generation X includes individuals born between 1965 and 1980.  They grew up during times of economic uncertainty and major social changes, witnessing events such as the end of the Cold War, according to Anon (2024). This generation was among the first to adopt digital communication, bridging traditional and modern work practices. Known for valuing independence and work-life balance, Gen X often demonstrates adaptability and resilience. Making them effective in navigating both technological and organizational transitions.
b. Generation Y (1981-1996)
Gen Y ( millennials), born between 1981 and 1996, came of age during the rapid rise of the internet and mobile technology, making them true digital natives. The Millennials experienced significant global events such as the Great Recession and the COVID-19 pandemic, which shaped their ability and resilience.  Known for their comfort with technology and collaborative mindset, Millennials value flexibility, purpose-driven work, and continuous learning.  They can integrate digital tools with interpersonal skills, positioning them as strong contributors in modern globalized workplaces. 


c. Generation Z (1997-2012)
Gen Z consists of individuals born between 1997 and 2012, making them the first generation to grow up fully immersed on the internet,  social media and modern technology. They value collaboration, inclusivity, and innovation, and thrive in both academic and professional environments. Shaped by economic uncertainty and global social movements, Gen Z is known for its entrepreneurial spirit and diverse identity. Their ability to adapt quickly to technological change and advocate for social responsibility positions them as forward-thinking contributors in today’s dynamic workplace, shaped by globalization, economic uncertainty, and rapid technological change.
Generational Cohorts in the Workplace
 Table 1 below is a comparison of Generations X, Y, and Z, highlighting their core characteristics and workplace values.
Table 1
	Generation
	Birth 
Years
	Core
Characteristics
	Workplace 
Values

	Gen X
	1965-
1980
	Independent, resourceful, pragmatic, and adaptable.

	Autonomy, clear expectations, work-life balance, and meaningful contribution are what Gen Z values, according to  Barclay (2024).

	Gen Y (Millennials)
	1981-
1996
	Collaborative, tech-savvy, purpose-driven, and entrepreneurial.
	Teamwork, feedback, professional growth, social responsibility, and work-life integration are the values of Gen Y, according to Lee (2022).

	Gen Z
	1997-
2012
	Digital natives, innovative, socially conscious, and entrepreneurial.
	Inclusivity, transparency, flexibility, mental health, and meaningful impact are the values of Gen Z, according to Perry (2023).




The comparison of Gen X, Y (Millennials), and Z highlights how each cohort brings unique core characteristics and workplace values shaped by their cultural and technological contexts.  Gen X emphasizes independence and balance, Millennials focus on collaboration and purpose, and Gen Z champions inclusivity, flexibility, and social consciousness.  These distinctions allow organizations to design communication strategies, leadership approaches, and team structures that respect diverse values.  Emotional intelligence serves as a vital bridge, enabling managers and employees  to navigate generational differences with empathy, adaptability, and respect, fostering inclusive and thriving workplaces.
How Generations X, Y, and Z Express and Regulate Emotions Differently Through Upbringing, Technology, and Social Context
Generation X (1965-1980) grew up during unpredictable times, the rise of personal computers, which were programmable using magnetic cards and were the first devices to bring computing power to a wider range of users beyond large institutions.  Their upbringing fostered a strong sense of independence, leading them to handle their emotions with self-reliance and a practical approach.   For example, a Gen X manager may prefer to cool off privately after a workplace conflict rather than openly discuss feelings.  Their emotional expressions tend to be measured and direct, reflecting a value for autonomy and boundaries Lee, 2022).
Generation Y Millennials (1981-1996) came of age during globalization and the internet boom.  They express emotions more openly and value collaboration and feedback.  For example, Millennials normally use workplace platforms like Teams to share their frustration, celebrate their achievements, and seek validation and peer support.  Their regulation strategies include aligning well-being with professional growth, such as recommending mental health days. Research shows that Millennials score higher in interpersonal emotional intelligence, reflecting their emphasis on purpose and teamwork, as stated by  Nahata and Joshi (2024).
Generation Z (1997-2012) grew up immersed in smartphones, social media, and a global crisis. Gen Z is highly expressive, often using emojis, memes, and TikTok videos to convey emotions instantly. For example, a Gen Z employee might post a short video expressing stress or joy rather than write a formal email.  Their regulation strategies include authenticity, inclusivity, and mental health awareness, though constant digital exposure can heighten stress. Studies highlight Gen Z’s strong emotional awareness but challenges in regulation due to online pressures and climate anxiety, according to Freedman (2022).
Generational Differences in Team Communications and Cohesion
Teams consist of people with different backgrounds, ages, and experiences.  These differences can be powerful but can also create challenges.
Enhancements:  When differences are respected, they bring fresh ideas.  For example, younger team members might introduce new digital tools while older colleagues contribute practical experiences. Culturally diverse, can also improve decision-making (Differences,2025), and people approach issues from different perspectives. This variety leads to stronger innovation and better decision-making. 
Challenges: Differences can cause misunderstanding.    Generation gaps can lead to frustration, such as when one group prefers quick formal communication, and the other structured meetings. Cultural differences in language and tone can become an issue and create tension amongst peers.  If these issues are not addressed, teams may struggle with trust and cohesion, reducing productivity, according to (Why, 2025)
Balancing Both:  The key is leadership and emotional intelligence.  Managers who adapt communication styles, encourage open dialogue, and promote inclusion can turn differences into strengths. For example, setting clear expectations while allowing flexibility helps to balance autonomy with collaboration.  Teams that embrace build resilience, empathy, and stronger bonds.  Differences can either enhance or challenge team communications and cohesion.  Success depends on how organisations choose to manage and value them.
How Generational Differences Inform HR and Management Practices
Performance Feedback Practice  across Generations
Feedback is a universal HR and management practice, but generational difference shapes how it is delivered. Table 2 below consists of a comparison table of Performance Feedback for each Generation











Performance Feedback
	Generations
	HR Implications
	Management Practice Implications
	Why This Approach Works

	Gen X (1965-1980)
	HR should design structured appraisal systems with clear performance metrics and annual reviews.
	Managers deliver feedback in formal, scheduled sessions, focusing on measurable outcomes and stability.
	Gen X values autonomy and transparency, shaped by economic uncertainty in their formative years, according to Walter (2023).

	Millennials       (1981-1996)
	HR should embed feedback into monitoring and development programmes, linking reviews to growth and wellbeing.
	Managers adopt a coaching style, providing regular constructive feedback and aligning tasks with the organisational purpose.
	Millennials expect application, dialogue, and career progression, influenced by globalization and digital expansion, as stated by  Lee (2022b).

	Gen Z (1997-2012)
	HR must integrate digital platforms for real-time feedback alongside inclusivity and mental health policies.
	Managers apply simple, authentic feedback via apps or collaboration tools, emphasizing innovation and stability.
	Gen Z are digital natives who value immediacy, transparency, diversity, and stability


Emotional intelligence in the workplace is vital for managing generational diversity, ensuring that HR and management practices remain inclusive and efficient.  The Performance feedback comparison table shows that while the practices are consistent across organisations, their applications must be tailored to generational values.
Conclusion
Emotional Intelligence (EI) and mindfulness are critical foundations for modern workplaces.  EI enables employees and managers to recognise, regulate, and respond to emotions, while mindfulness fosters present-moment awareness and resilience.  Together, they strengthen communication, reduce conflict, and enhance collaborations.  In multigenerational teams, these skills are essential as each generation expresses and manages emotions differently.
Generation X (1965-1980) grew up valuing independence, stability, and clear expectations, so they prefer structured systems and autonomy at work.  Millennials (1981-1996) focused on collaboration, feedback, and career growth, thriving environments that offer mentoring, well-being support, and purpose-driven opportunities.  Generation Z (1997-2012) are digital natives who expect inclusivity, authenticity, and innovation, responding best to instant communication, diversity initiatives, and sustainability commitments.  These differences show that while all generations share the same workplace, HR and management practices must adapt to balance autonomy for Gen X, collaboration for Millennials, and inclusivity for Gen Z.
Recommendations
1. Provide EI and mindfulness training to improve empathy and resilience.
2. Tailer HR Policies: autonomy for GenX, collaboration for Millennials, and inclusivity for Gen Z.
3. Train managers in adaptive leadership, flexing communication styles across generations.
4. Diversity recruitment messaging: stability for Gen X growth, for Millennials, and stability for Gen Z.
5. Promote an inclusive culture, with diversity, well-being, and sustainability.
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