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Emotional intelligence is the ability to recognize, understand, and manage your own emotions and interactions with others. It means being aware of how you and those around you feel and using that awareness to make thoughtful decisions and respond appropriately. People with strong emotional intelligence can stay motivated, interpret social signals, and form meaningful connections. (Frothingham, 2024). 
Mindfulness builds self-awareness by helping people notice their thoughts and emotions. This calm focus supports emotional intelligence, which improves decision-making, stress management, and teamwork. When people practice mindfulness regularly, they become more aware of their emotional responses and better able to manage them. Emotional intelligence then helps individuals and teams communicate clearly, stay motivated, and build stronger relationships, all of which contribute to a healthier, more productive workplace.
Emotional intelligence helps leaders and team members understand their own feelings and the feelings of others. This makes it easier to make good decisions, stay motivated, and build strong relationships.
This report was prepared following feedback from my line manager, following my recent poster presentation, where my line manager highlighted that my emotional intelligence has grown. I have been asked to share my personal understanding of emotional intelligence and mindfulness not just what they mean, but how they show up in day-to-day work. The aim is to give the Senior Management Team (SMT) a clear, honest view of how these skills can support leadership, teamwork, and overall performance, especially as we head into the new year.
This report explores emotional intelligence components, compares key models, and examines generational differences in recruitment.
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2.1 Discuss Goleman’s five components of EI.
1. Self-awareness – In Goleman’s emotional intelligence model, self-awareness is the first key skill. It means being able to notice your emotions, understand where they come from, and see how they affect your thoughts and actions. This helps people make better decisions, manage stress, and build stronger relationships at work. (Novark Services, 2025). 
The frameworks listed below can be used to strengthen and improve self-awareness:
· Johary Window
· SWORT analysis

2. Self-regulation – Self-regulation means staying calm, thinking before reacting, and managing your emotions in tricky situations. In the workplace, this helps people manage stress, respond to feedback professionally, and avoid conflict. For example, a team leader who gets criticized in a meeting might choose to stay calm and respond politely instead of reacting angrily. This ability to manage emotions constructively is recognized as a key component of emotional intelligence (Goleman, 1998).
To improve self-regulation, people can practice mindfulness, take short breaks when they feel stressed, and reflect on how they respond to challenges. Other ways to strengthen self-regulation 
· Take deep breaths or use grounding to stay calm.
· Pause before reacting count to five or jot down your thoughts.

3. Social skills/ awareness – Having good social skills helps people work well with others by using emotional understanding in everyday communication, having the ability to communicate clearly by listening carefully, speaking clearly, using body language, and being respectful and persuasive. In the workplace, these skills help managers build strong relationships with their teams and help employees connect with co-workers and leaders and be able to manage conflicts. Good social skills lead to better teamwork, fewer problems, and a more positive work environment. (Cherry, 2023). 

4. Relationship management – Relationship management is about how we connect with others — not just socially, but in ways that build trust, resolve conflict, and encourage collaboration. In the workplace, this skill shows up when someone handles disagreements calmly, gives constructive feedback, or motivates their team during challenging times. (Boyatzis, 2009). For example, a team leader who listens to concerns and finds fair solutions helps maintain a positive working environment. On the other hand, poor relationship management can lead to tension, miscommunication, and low morale. To improve this skill, it helps to practice active listening, show appreciation regularly, and approach conflicts with empathy and a focus on shared goals (Boyatzis and McKee, 2005).

5. Motivation - Motivation, in the context of emotional intelligence, refers to being driven by internal values like purpose, growth, or achievement rather than just external rewards such as money or recognition. In a professional setting, motivated individuals tend to be proactive, resilient, and committed to their work (Goleman, 1995). For instance, an employee who stays focused on delivering quality results despite setbacks demonstrates strong internal motivation. This mindset boosts productivity and inspires others. To strengthen it, employees can set meaningful goals, reflect on how their role contributes to the bigger picture, and celebrate progress along the way. Surrounding yourself with positive influences and staying connected to your personal values can also help maintain drive and enthusiasm. (Goleman, 1995). 
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Emotional Intelligence (EI) has been conceptualised through three major models that emerged from decades of research into the role of emotions in human behaviour and performance. These are Goleman’s EI performance model, Bar‑On’s EI competencies model, and Mayer, Salovey, and Caruso’s EI ability model. While each framework emphasises different dimensions, they collectively highlight how emotional and social skills shape cognition, decision‑making, and interpersonal effectiveness (Goleman, 1995; Bar‑On, 1997; Mayer, Salovey and Caruso, 2000).
Goleman’s model is the most widely recognised in organisational contexts. He defines EI as an array of skills and competencies that contribute directly to managerial and leadership performance. His framework is structured around multiple capabilities. These capabilities are further expressed through twelve subscales, including emotional self‑awareness, adaptability, achievement orientation, empathy, teamwork, and inspirational leadership (Goleman, 1998). Goleman’s model stands out because it helps leaders bring out the best in their teams whether that’s managing conflict, keeping people motivated, or shaping a strong workplace culture. While Goleman’s model is widely applied in leadership development, critics argue it lacks the empirical rigor of Mayer and Salovey’s ability-based framework (Faltas, 2017).
Bar‑On’s competencies model, by contrast, takes a broader psychological perspective. He defines EI as a set of emotional and social behaviours that influence how individuals understand themselves, express feelings, relate to others, and cope with daily demands. His framework is organised into five scales: self‑perception, self‑expression, interpersonal, decision‑making, and stress management. These are supported by fifteen subscales, such as self‑regard, assertiveness, problem‑solving, impulse control, and optimism (Bar‑On, 1997). Unlike Goleman’s performance‑oriented approach, Bar‑On’s model emphasises wellbeing and adaptability, highlighting how emotional and social competencies underpin resilience and effective functioning in both personal and professional domains.
The third major framework, Mayer, Salovey, and Caruso’s ability model, positions EI as a form of intelligence rather than a set of traits or behaviours. Their model focuses on four branches of emotional abilities: perceiving emotions, facilitating thought, understanding emotions, and managing emotions. This approach emphasises how emotional information can be harnessed to guide reasoning, enhance problem‑solving, and build stronger relationships (Mayer, Salovey and Caruso, 2000). The ability model is distinctive in its scientific orientation, treating EI as a measurable cognitive ability that interacts with traditional intelligence to improve decision‑making and social functioning.
Taken together, these three models provide complementary perspectives. Goleman’s model highlights the workplace relevance of EI, showing how competencies such as empathy and inspirational leadership drive organisational performance. Bar‑On’s framework underscores the importance of emotional and social wellbeing, emphasising adaptability and resilience in everyday life. Mayer, Salovey, and Caruso’s model contributes a rigorous, ability‑based perspective, framing EI as a cognitive skill that can be assessed and developed. While they differ in emphasis, all three models converge on the idea that emotions are not peripheral but central to human behaviour, shaping how individuals think, act, and connect with others. 
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· Supports effective performance management and the development of personal growth plans (PDPs).
· Staff who track progress and adjust their behaviours show higher emotional intelligence and stronger goal attainment.
· Promotes accountability and fosters a culture of ongoing improvement.
Emotional intelligence (EI) is increasingly recognised as a key driver of performance, collaboration, and adaptability in the workplace. When applied effectively, it enhances not only individual development but also team dynamics and organisational culture. One of the most practical ways EI is embedded into professional settings is through performance management systems and personal development plans (PDPs) (Novark Services, 2025).
Employees with high emotional intelligence are more likely to reflect on their behaviours, monitor their progress, and adapt in response to feedback. For example, an employee who recognises that they become defensive during performance reviews may set a PDP goal to improve their receptiveness to constructive criticism. This self-awareness a core EI component enables them to regulate their emotional responses, leading to more productive conversations and stronger working relationships (Goleman, 1995; Frothingham, 2024).
Self-regulation also plays a critical role in managing workplace stress and maintaining professionalism under pressure. Consider a customer service representative dealing with a difficult client. Rather than reacting emotionally, they pause, regulate their response, and communicate calmly preserving the company’s reputation and their own wellbeing. Techniques such as mindfulness, deep breathing, and reflective journaling can be integrated into PDPs to support this kind of emotional control (Cherry, 2023).
Social awareness and relationship management are equally vital. Employees who can read non-verbal cues, empathise with colleagues, and navigate interpersonal dynamics are better equipped to collaborate and resolve conflict. For instance, a team member who notices a colleague is disengaged during meetings might check in privately, offering support or adjusting their communication style. These behaviours foster psychological safety and trust essential ingredients for high-performing teams (Goleman, 1995; Frothingham, 2024).
Motivation, particularly intrinsic motivation, is another EI trait that supports goal achievement and accountability. Employees who are driven by personal values and a sense of purpose tend to take ownership of their development. A marketing executive, for example, might set a stretch goal to lead a cross-functional campaign not for recognition, but to challenge themselves and contribute meaningfully to the organisation. This mindset fuels resilience and continuous improvement, especially in fast-paced or uncertain environments (Goleman, 1995; Cherry, 2023).
From a managerial perspective, emotionally intelligent leaders use EI to deliver feedback with empathy, tailor development plans to individual needs, and create a culture of growth. Rather than focusing solely on KPIs, they consider how employees feel about their progress and how to support their long-term aspirations. Embedding EI into PDPs through reflective questions, coaching conversations, or 360-degree feedback helps employees align their emotional growth with professional goals (Frothingham, 2024).
In summary, emotional intelligence is not a standalone trait but a practical toolkit that enhances performance, development, and workplace relationships. When integrated into performance management and PDPs, it encourages self-awareness, accountability, and adaptability all of which are essential for thriving in today’s dynamic work environments (Goleman, 1995; Novark Services, 2025).
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3.1 Define Generation X, Y, and Z. 
Gen X = independent realists balancing work and life.
Gen Y = collaborative seekers of meaning and recognition.
Gen Z = digital natives, fast-moving, socially aware innovators.
Generation X (born 1965–1980) is known for its adaptability, pragmatism, and resilience. Often referred to as the “forgotten generation,” Gen X professionals tend to value autonomy, direct communication, and work–life balance. Their leadership style blends traditional values with modern practices, making them influential bridge-builders in multigenerational teams (Michaelides, 2024; USC Career Centre, 2024).
Generation Y, or Millennials (born 1981–1996), came of age during rapid technological change and global uncertainty. They prioritise purpose-driven work, collaboration, and continuous feedback. Millennials are tech-savvy, socially conscious, and motivated by recognition and development opportunities, often seeking flexibility and meaningful engagement at work (Trumbler, 2024; TriSearch, 2024).
Generation Z (born 1997–2012) are true digital natives, having grown up with smartphones, social media, and AI. They value speed, inclusion, and psychological safety, and are passionate about causes like sustainability and diversity. Gen Z employees expect instant feedback, flexible work arrangements, and emotionally intelligent leadership. Many prefer freelance or portfolio careers over traditional roles (Katz, 2024; Bennett, 2024).
These generational traits not only shape workplace preferences but also influence how individuals express and regulate emotions, a key consideration for emotionally intelligent leadership and recruitment.
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Generational cohorts shape how individuals think, work, and interact in the workplace. Each group reflects the social, technological, and cultural context of its upbringing, influencing values, communication styles, and expectations.
In today’s evolving workplace, generational cohorts play a significant role in shaping how people think, communicate, and collaborate. Social change, technological advancement, and shifting values mean that employees from different generations such as Baby Boomers, Generation X, Millennials, and Generation Z often approach work with distinct expectations and behaviors. These differences can influence everything from feedback preferences to communication styles, and when misunderstood, may lead to friction, unconscious bias, or missed opportunities for growth. However, when organizations recognize and value each generation’s contributions, they can foster a more inclusive, productive, and innovative environment. Understanding generational dynamics is not just about managing diversity, it’s about leveraging complementary strengths to build resilient, emotionally intelligent teams. (LinkedIn Learning, 2020).
	Generation
	Approx. Birth Years
	Core Characteristics
	Workplace Values

	Generation X
	1965–1980
	Self-sufficient, flexible, independent, committed to maintaining a strong work–life balance. (Leibow, 2014; Grimes, 2011).
	They like to work independently, make their own decisions, and have control over how they complete tasks. favor clear, direct, and practical conversations. (Robinson, n.d.)

	Generation Y (Millennials)
	1981–1996
	Tech-savvy team players who seek meaningful work and value regular feedback. thriving in collaborative environments where guidance and recognition are consistently provided (Wiedmer, 2015; Said, Rashid and Othman, 2020).
	They enjoy collaborating and contributing to shared goals, seek growth through learning and mentoring, value praise and feedback that affirms their efforts. as recognition and guidance are central to their motivation and professional development (Wiedmer, 2015).


	Generation Z
	1997–2012
	referred to as digital natives, naturally using technology in all aspects of life. They are entrepreneurial, independent, and creative, favoring flexible or self‑made careers. At the same time, they are socially aware, valuing inclusion, sustainability, and ethical workplaces (Wiedmer, 2015).
	Priorities diverse teams, flexible roles, and mental wellness. They are socially and environmentally aware, valuing inclusion and ethical workplaces, while seeking flexible arrangements that support wellbeing and balance (Wiedmer, 2015).
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a. Generation X
· Prefers emotional restraint; professionalism valued.
· Influenced by less digital upbringing and individualistic work culture.
· May rely on self-regulation and autonomy (Bandura, 1986).
Generation X often express and regulate emotions with restraint and professionalism, shaped by their upbringing and social context. As the first “latchkey” generation, many grew up with absentee parents, which encouraged independence and self‑reliance. Their less digital childhood and exposure to major social changes fostered pragmatism and autonomy, with workplace behaviors emphasizing balance and resistance to micromanagement. As a result, Gen X employees tend to rely on self‑control and direct communication, preferring efficiency and autonomy over overt emotional expression (Schroer, 2015).
b. Generation Y (Millennials)
· Comfortable sharing emotions; value feedback and collaboration.
· Use digital communication for emotional connection.
· More open to empathy and social awareness (Goleman, 1995).
Generation Y tends to express and regulate emotions more openly than previous cohorts, shaped by their upbringing in a socially connected and technologically advanced environment. They are comfortable sharing emotions and value feedback, often using digital communication such as email and text messaging to maintain emotional connections. Their preference for collaboration and mentoring reflects a stronger orientation toward empathy and social awareness, as they seek affirmation and guidance to regulate emotions in workplace contexts (Wiedmer, 2015).

c. Generation Z
· Emotionally expressive and mental-health conscious.
· Value authenticity, inclusion, and psychological safety.
· Use online expression and expect emotionally intelligent leadership.
Generation Z tends to express and regulate emotions in ways that reflect their unique upbringing, constant exposure to technology, and socially conscious environment. As digital natives, they have grown up immersed in online platforms, where emotional expression is often immediate and public, shaping their preference for openness and instant feedback. Their upbringing, marked by greater independence and access to digital tools, has encouraged self‑expression but also highlighted the need for guidance in managing emotional information. At the same time, they are socially and environmentally aware, valuing authenticity, inclusion, and psychological safety. These traits mean they expect leaders to demonstrate emotional intelligence, creating spaces where wellbeing, diversity, and ethical practices are prioritized (Wiedmer, 2015).
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Enhancements
· Different views: Each generation adds unique ideas that improve teamwork.
· Shared learning: Working together helps everyone learn and respect each other.
· Balanced styles: Gen X’s calm, Gen Y’s openness, and Gen Z’s tech skills boost flexibility.
· Innovation: Younger staff improve tech use; older staff bring structure and experience.
Challenges
· Communication: Older staff often prefer face-to-face chats; younger ones use digital tools to connect.
· Feedback: Millennials and Gen Z want regular feedback, while Gen X and Boomers are more self-directed.
· Work values: Boomers link long hours to dedication; younger generations value flexibility and balance.
· Leadership: Traditionalists respond to clear direction; Gen X dislike micromanagement, and Gen Y/Z want empathetic leaders.
Generational differences can be both helpful and challenging for team communication and cohesion. On the positive side, each generation brings its own strengths: older workers often provide structure and experience, while younger ones add creativity and digital skills. Together, this mix can spark innovation and balance different styles of working. At the same time, differences can cause friction. Some prefer face‑to‑face conversations, while others rely on digital tools. Younger generations often want regular feedback, whereas older one’s value independence. Leaders need to adapt their approach to bridge these gaps and create teams that feel connected and respected (Wiedmer, 2015).
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A. Recruitment Practices
· Ask interview questions that explore emotional intelligence, like empathy and adaptability.
· Tailor job ads and messaging to what each generation values:
· Gen X: independence and job security
· Gen Y: purpose and chances to grow
· Gen Z: inclusion and wellbeing
· Use EI tools or assessments during the hiring process to spot emotionally aware candidates.
B. Management Practices
· Adjust how managers communicate:
· Gen X: prefer clear, results-focused feedback
· Gen Y: respond well to coaching and collaboration
· Gen Z: value inclusive, tech-friendly communication
· Encourage mentoring across generations to share emotional strengths.
· Offer training in mindfulness and emotional intelligence to build team understanding.
· Support leaders who lead with empathy, self-awareness, and adaptability.
Understanding how different generations express and regulate emotions helps HR and managers design better practices. In recruitment, interview questions can explore emotional intelligence skills such as empathy and adaptability. Messaging should also reflect what each generation values. Generation X often look for autonomy and security, Generation Y are motivated by purpose and growth opportunities, while Generation Z place importance on diversity, wellbeing, and authenticity. Including emotional intelligence assessments in selection can highlight candidates who will thrive in diverse teams (Wiedmer, 2015; LinkedIn Learning, 2020).
In management, adapting communication styles is essential. Generation X usually prefer clear, results‑focused feedback. Generation Y respond better to collaborative coaching that supports their development, while Generation Z expect inclusive communication that often uses digital tools. Cross‑generational mentoring can also be powerful, allowing older employees to share experience and resilience, while younger ones contribute openness and digital fluency. Training in mindfulness and emotional intelligence further supports understanding across teams, helping employees manage friction that arises from differences in values, behaviours, or identity (LinkedIn Learning, 2020).
At the same time, HR and managers must be cautious not to stereotype individuals based solely on generational labels. While broad patterns exist, each employee has unique experiences and preferences. Over‑generalising can risk exclusion or misunderstanding. By balancing awareness of generational trends with sensitivity to individual needs, organisations can use diversity as a strength, creating workplaces that are supportive, innovative, and resilient (Wiedmer, 2015).
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Emotional intelligence (EI) and mindfulness help people understand their own emotions and respond better to others. In the workplace, this leads to stronger teamwork, better leadership, and improved performance. Goleman’s five EI components self-awareness, self-regulation, motivation, empathy, and social skills show how emotions affect decision-making and relationships. Mindfulness supports EI by helping people stay calm, focused, and aware of their feelings.
Generational differences also shape how emotions are expressed. Gen X tends to be independent and reserved, Gen Y values feedback and purpose, and Gen Z seeks inclusion and wellbeing. These differences can improve teamwork but may also cause misunderstandings. Managers need to adapt their approach to support all generations.
To build emotionally intelligent workplaces, organisations should:
· Use EI in recruitment: Ask questions about empathy and adaptability. Match job ads to what each generation values.
· Train managers: Teach leaders to adjust their communication style and lead with empathy.
· Support mentoring: Encourage older and younger staff to learn from each other.
· Offer EI and mindfulness training: Help staff manage stress and build better relationships.
· Avoid stereotypes: Treat people as individuals, not just by their generation.
By using EI and mindfulness every day, teams become more connected, motivated, and ready to handle challenges together.
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