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1.0 Introduction
Modern organisations are increasingly recognising the significance of emotional intelligence (EI) and mindfulness as an essential competence for improving individual performance, team cohesion, and leadership effectiveness. EI has become a strategic capability for organisations seeking to enhance employee performance, collaboration, leadership effectiveness, and cross-generational workforce integration. As workplaces become more diverse multi-generational and fast-paced, the ability of employees and managers to understand, regulate and apply emotional intelligence constructively has become a core driver of organisational success. Daniel Goleman’s (1998) assertion that individuals who are tuned out of their own emotions struggle to understand others’ feelings, captures a central theme in contemporary management thinking: emotional self-awareness is foundational to interpersonal effectiveness.
Using important theoretical models including Mayer and Salovey's Ability Model (1997), Goleman's EI framework (1995; 1998), and Bar-On's Emotional-Social Intelligence Model (2006), this report assesses how workers implement EI components in the workplace. Using Wiedmer’s three-factor EI framework, the evaluation integrates key theoretical models including the Bar-On Model, Mindfulness-Based Stress Reduction (MBSR), and Management by Walking Around (MBWA) to examine how EI supports recruitment and management of employees from diverse generational groups. It also examines unique generational characteristics relevant to EI, focusing on Generations X, Y (Millennials), and Z, and outlines how these may influence recruitment decisions. Understanding generational differences helps managers adopt emotionally intelligent strategies that enhance inclusivity, attract suitable candidates, and strengthen team cohesion.
Recommendations for senior management on incorporating EI and mindfulness into leadership practices, hiring, learning and development (L&D), and organizational culture are included in the report's conclusion. Senior leaders may develop a psychologically secure, adaptive, and productive workforce by integrating EI and mindfulness into organizational structures. 
[bookmark: _Toc216904156]2.0 An Analysis of Employees' Use of Emotional Intelligence at Work
[bookmark: _Toc216904157]2.1 Understanding emotional intelligence in the workplace.
Emotional intelligence (EI) is referred to as the ability to identify, interpret, and control one's own and perceive other’s emotions. The concept originated with Salovey and Mayer (1990), who described EI as a form of social intelligence. Later, Goleman (1995) popularised it in the management field, linking EI to leadership, performance, and workplace behaviour. Across the EI models, a number of core themes become plain: self-awareness, emotional regulation, empathy, motivation, and interpersonal skills. Employees apply these elements daily, both consciously and subconsciously, through interactions with colleagues, customers, and stakeholders.

[bookmark: _Toc216904158]2.2 Application of the Ability Model in the Workplace
EI is conceptualized as a cognitive talent with four branches according to Mayer and Salovey's ability model. These include perceiving emotions, using emotions to facilitate thought, understanding emotions, and managing emotions (Salovey & Sluyter, 1997) as shown in the figure below.
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Figure 1 Mayer and Salovey Ability Model

Perceiving emotions
Employees skilled in this area, accurately read facial expressions, tone of voice, and body language. For example, during team meetings on employee may sense tension or disengagement and adjust their communication style accordingly. Critical evaluation shows that although perception is fundamental, bias, and cultural differences can distort accuracy. Thus, while perception underpins empathy, it requires mindfulness and reflective practice to minimise misinterpretation.

Using emotions to facilitate thought
Emotional intelligence employees understand that emotions can guide problem-solving. Positive emotions broaden cognitive flexibility, supporting creativity, whereas mild tension may improve focus on detail (Mayer, et al., 2004). Mindful employees can consciously shift emotional states, for instance, through breathing techniques. This will enhance concentration before important tasks. However, critics argue that not all individuals are equally capable of using emotions strategically, and organisational pressures may inhibit emotional adaptability.
Understanding emotions
This branch involves recognising emotional patterns and predicting outcomes. For example, understanding that rapid change can cause anxiety among colleagues. Employees who understand emotions can pre-empt conflict or resistance. A limitation, however, is that understanding does not guarantee appropriate behaviour. For instance, employees may understand colleague's frustration yet still respond defensively if they lack emotional regulation.
Managing emotions
Effective emotional management allows employees to cope with stress, remain resilient, and communicate constructively. For example, employees receiving negative feedback may acknowledge their feelings, regulate their response, and use the feedback as a learning opportunity. While emotional regulation is one of the strongest predictors of performance, critics note that organisations often undervalue the time and support needed to develop this skill.
In summary, these abilities define emotional intelligence as a type of intellectual competence that focuses on emotional information, allowing people to work with rather than against their emotions.

[bookmark: _Toc216904159]2.3 Goleman’s Emotional Intelligence Model
Goleman framework (1998) comprises of five components: self-awareness self- regulation, motivation, empathy, and social skills. The model is widely used in management and plays a crucial role in workplace functioning.
Self-awareness
Strong self-awareness among employees allows them to identify their emotional triggers, strengths, and limitations. This supports ethical decision-making and authentic communication. Self-awareness is particularly useful in customer-facing roles where employees must quickly understand their emotional reactions. A critical limitation is that self-awareness is difficult to measure objectively, and the development often relies on feedback and reflective practice which many organisations do not adequately provide (Boyatzis & Parker, 2000).
Self-regulation 
Self-regulation enables employees to adapt to change, manage ambiguity and avoid impulsive reactions. It helps prevent conflict escalation. For example, an employee who feels undervalued may pause before reacting, seek clarification, and engage in a constructive conversation. However, self-regulation can sometimes be misinterpreted as emotional suppression. Over-regulation can lead to suppression, reduce authenticity or innovation.
Motivation
Intrinsic motivation drives employees to set goals, show initiative and maintain optimism. Emotional intelligent employees channel emotions towards productive outcomes. For example, using disappointment as motivation to improve performance. Despite this, people’s motivation may be influenced by external factors such as organisational culture like rewards and leadership behaviour (Myers & Sadaghiana, 2010). That means that EI alone cannot account for motivational differences.
Empathy
Empathy is not an exclusive phenomenon, meaning all or nothing according to Bošnjaković & Radionov (2018) as cited by Pionke & Graham (2021). Empathy is more likely composed of various kinds and intensities of demonstrating and experiencing empathy, from merely being impacted by others' suffering to fully comprehending them and anticipating potential outcomes.
Empathy, including cognitive and emotional empathy, enables employees to understand diverse perspectives. It is crucial for team collaboration, enhance customer experience, and inclusive leadership. Empathy helps employees navigate conflict by recognising underlying emotions rather than focusing solely on behaviour. Nevertheless, high empathy may also burden employees in emotional demanding roles, potentially leading to burnout if not balanced with boundaries.
Social skills
Social skills related to effective communication, relationship building, conflict resolution and influencing others. Employees with strong social skills collaborate more effectively and contribute to a positive team climate. However, critics suggest that social skills can be used manipulatively if not guided by ethical values (Grant & Parker, 2009).

[bookmark: _Toc216904160]2.4 Bar-On’s Emotional Social Intelligence Model and Workplace Dynamics
Bar-On conceptualises EI as a mix of emotional and social competences grouped into five domains: Intrapersonal skills, interpersonal skills, stress management, adaptability, and general mood. This model emphasises emotional functioning within social contexts (Bar-On, 1997).
Intrapersonal skills (self-awareness, commercial free guard, assertiveness)
Employees with strong intrapersonal intelligence approach work confidently and communicate assertively without aggression. These skills contribute to individual personal effectiveness but may be influenced by upbringing and personality, meaning development may require sustained effort (Bar-On, 2006).
Interpersonal skills (empathy, social responsibility)
These skills support collaboration and organisational citizenship behaviour (OCB). Employees who show empathy and social responsibility help create a culture of trust. However, interpersonal demands can be taxing in high-tension environments.
Stress management (stress tolerance, impulse control)
Resilient employees cope with workload pressures and uncertainty. Mindfulness techniques such as breath awareness, grounding exercises, can improve stress tolerance. Nevertheless, stress-management expectations may unfairly shift responsibility from organisational systems to individuals by expecting them to cope.
Adaptability (problem solving, flexibility)
Employees who adapt quickly to new procedures or technology demonstrate emotional flexibility. Adaptability enhances productivity but may be hindered by organisational rigidity or poor change management.
General mood (optimism, happiness)
Optimism and positivity influence morale and job satisfaction. Positive employees can boost team energy, though excessively positive behaviour may mask genuine issues.

[bookmark: _Toc216904161]2.5 Wiedmer’s Emotional Intelligent Model
The three factors in Wiedmer's emotional intelligence (EI) model, proposed in a 2015 study include perceiving (understanding) emotions, emotional regulation, and emotion use. These three factors are a variation of the four-branch Ability Model of EI developed by Mayer and Salovey,
Emotional understanding  
Emotion understanding refers to an individual’s ability to identify, interpret, and make sense of emotional cues. Widmer argues that understanding one’s emotional landscape is the foundation of effective interpersonal behaviour. This aligns with the Bar-On Model, which emphasises interpersonal competencies such as empathy, social responsibility, and relationship building, are critical to workplace functioning (Bar-On, 1997). 
Emotion Regulation
Emotion regulation refers to constructively managing emotional responses, which is crucial for maintaining productivity, resolving conflicts, and adapting to stress. Wiedmer’s approach aligns with Mindfulness-Based Stress Reduction (MBSR), emphasizing mindfulness, breathing exercises, and cognitive reframing to reduce emotional reactivity (Kabat-Zinn, 2003). This concept also relates to the Bar-On dimension of stress management, encompassing impulse control and stress tolerance.
Emotional Use
Emotion use refers to channelling emotional information into effective problem solving, decision-making, and motivation. This aligns with the Ability Model of EI (Mayer, et al., 2004), which views emotions as data that can guide reasoning. It also links to MBWA, which uses emotional engagement to build trust and boost motivation through presence and informal communication.

[bookmark: _Toc216904162]2.6 Mindfulness as a foundation of EI
Non-judgmental awareness of the present moment is the definition of mindfulness (Kabat-Zinn, 2003). Mindfulness improves emotional self-regulation, attention control, and empathy (Shapiro, et al., 2006). Mindful employees react less impulsively, listen attentively and better at perspective-taking. Research indicates that mindfulness training improves workplace relationships and reduces conflict (Good, et al., 2016). However, mandatory mindfulness programmes may be seen as manipulative when participation if it is not voluntary. (Purser, 2019). Mindfulness practices help improve focus and resilience in individuals.

[bookmark: _Toc216904163]2.7 Limitations and Critical perspectives 
Critics question EI’s conceptual clarity, measurement consistency, and potential misuse (Landy, 2005). EI may also be culturally biased and overemphasised in context where structural or technical competences are more relevant. Even so, when integrated ethically, EI remains a strong predictor of leadership effectiveness and employee wellbeing.

[bookmark: _Toc216904164]3.0 EI Considerations for Recruiting Employees from Generations X, Y and Z
[bookmark: _Toc216904165]3.1 Generational Differences
Generational theory suggests that people born within certain timeframes share life experiences shaping their values and behaviours (Parry & Urwin, 2011). While generations must be used cautiously, awareness of generational patterns can help managers design emotionally intelligent recruitment strategies. 
[bookmark: _Toc216904166]3.2 Generation X (1965-1980)
EI related characteristics
Independent, self-sufficient, and pragmatic, they prefer clear communication with little emotional connotations, place a high value on work-life balance, and have gained resilience as a result of economic and social change (Smola and Sutton, 2002). 
Managers with strong emotion understanding can detect early signs of frustration arising from micromanagement or inefficient processes in Generation X who value independence and work-life balance. This aligns with Bar-On’s emphasis on flexibility and problem-solving.
Generation X values consistent emotional regulation in leaders, interpreting volatility as a sign of incompetence. Mindfulness-Based Stress Reduction (MBSR) can aid managers in meeting these expectations. 
Generation X values autonomy and results. Emotion use becomes essential when motivating them through logic-driven communication combined with appreciation for their independence. MBWA helps managers connect authentically without micromanaging.
Recruitment implications
Managers should adopt a straightforward communication style and demonstrate trust in autonomy. EI competences such as adaptability, assertiveness and self-regulation are particularly relevant. Recruiters should be mindful that generation X applicants may be less expressive emotionally and should not interpret emotional restraint as disengagement.
[bookmark: _Toc216904167]3.3 Generation Y/ Millennials (1981–1996)
EI related characteristics 
Collaborative and feedback driven. They feel free to express your emotions. They also have a fervent desire for meaningful work and an inclusive environment and have high digital literacy (Myers & Sadaghiana, 2010). 
Millennials tend to be technologically adept, competitive, and cautious of personal data misuse. Emotion understanding is essential for interpreting their preference for frequent feedback and meaningful work. Millennials are more likely to communicate emotions openly; managers must accurately interpret this to maintain engagement.
Millennials prefer leaders who model emotional awareness and resilience, benefiting from calm and empathetic communication.
They do best in settings that are purpose-driven and collaborative. Encouragement, constructive criticism, and enthusiasm are examples of emotionally positive communication that managers can employ to boost productivity. By fostering trust, emotion use also lessens cynicism resulting from concerns about data privacy.
Recruitment implications
Millennials respond well to emotionally intelligent recruitment that emphasises transparency, empathy, and opportunities for development. Managers should assess competency such as teamwork, empathy, adaptability, and openness to feedback. They should also evaluate resilience, and a number of studies show Millennials may express stress more intensely.

[bookmark: _Toc216904168]3.4 Generation Z (1997-2012)
EI related characteristics. 
Virtual communication is nothing new to digital natives. They value mental health support. Their expectations are high for diversity and psychological safety. Emotionally aware but may lack confidence in face-to-face communication (Williams, et al., 2018).
Generation Z is pragmatic, financially cautious, and often more prone to anxiety due to global uncertainty and digital pressures. Emotion understanding helps managers recognise anxiety signals, understand their preference for mental health support, and create psychologically safe environments.
Generation Z faces increased workplace anxiety, requiring managers who can provide clarity and emotional stability. MBSR techniques, such as grounding exercises, can help leaders foster supportive environments. 
Generation Z values security, financial stability, and mental well-being. Emotion use enables managers to inspire confidence, reduce stress, and maintain engagement. Leaders who communicate authentically and transparently can positively influence Gen Z’s work motivation.
Recruitment implications
Gen Z candidates prefer personalised communication and clear expectations. Managers should assess emotional regulation, communication skills, and adaptability. EI is key to establishing rapport during virtual recruitment. Managers should avoid assuming that digital fluency equates to interpersonal competence.
[bookmark: _Toc216904169]3.5 Multi-Generational EI Recruitment Strategy
Managers should use the following for emotional recruitment across generations: 
· Adjust communication styles to reflect candidates' emotional preferences. 
· Avoid stereotypes by assessing individual differences.
· Integrate behavioural EI assessments. 
· Demonstrate empathy, inclusion, and psychological safety as organizational values. 
· Train interviewers in mindfulness to reduce bias (Kappen and Clinebell, 2017).
Recommendations for senior managers
1.	Recruitment and leadership development should incorporate EI training. In addition to technical abilities, organizations should evaluate emotional intelligence (EI) competencies, especially empathy, adaptability, and stress tolerance. Recruitment decisions for emotionally demanding positions can be supported with the Bar-On EQ-i.
2.	Adopt mindfulness-based development programmes. MBSR interventions can help leaders enhance emotional regulation, reduce reactivity, and promote mental well-being, improving cross-generational communication.
3.	Strengthen relationship-based management practices. Using MBWA, leaders should interact regularly and authentically with employees to promote trust, transparency, and emotional connection.
4.	Customise management strategies for each generation. Generation X values autonomy, Millennials need regular feedback, and Generation Z requires psychological safety and mental health awareness.
5.	Build emotionally inclusive cultures. Organisations should promote open dialogue, mental health support, and flexible working structures to meet the emotional needs of diverse generations.

[bookmark: _Toc216904170]4.0 Conclusion 
Emotional intelligence (EI) is essential for effectively managing a multigenerational workforce, particularly when viewed through Wiedmer’s dimensions of understanding, regulation, and use of emotions. EI theories and frameworks such as the Bar-On Model, Goleman’s framework, the Ability Model, along with practices like mindfulness (MBSR) and management by walking around (MBWA), all offer useful insights into how employees perceive, analyse, and regulate emotions. This helps leaders interpret and regulate emotions to build stronger workplace relationships. Generational differences shaped by socio-historical contexts influence emotional expectations and behaviours at work, making EI especially important for managing Generations X, Y, and Z. By enhancing self-awareness, emotional regulation, and communication, EI and mindfulness foster inclusive cultures, improve collaboration and performance, and support employee well-being across generations.
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