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1. Introduction 
“If you are tuned out of your own emotions, you will be poor at reading them in other people."
— Daniel Goleman
      Emotional intelligence (EI) has become a vital skill in modern organizations, influencing performance, leadership, teamwork, and the overall workplace atmosphere. Salovey and Mayer (1990) described EI as the ability to perceive, understand, and manage emotions in oneself and others. Over time, researchers such as Goleman (1998) and Boyatzis (2018) have expanded this concept into a multidimensional framework that is vital for effective professional functioning. As workplaces become increasingly complex and diverse across generations, EI offers a valuable approach for navigating interpersonal differences, managing stress, and overcoming communication challenges. 
     Mindfulness complements EI by fostering self-awareness and emotional regulation through focused, non-judgmental attention to the present moment (Kabat-Zinn, 2013). Integrating mindfulness into organisational life enhances resilience, empathy, and mental clarity (Hölzel et al., 2011), which are essential for emotionally intelligent behaviour.
     This report, prepared for the Senior Management Team, critically evaluates the application of emotional intelligence components in the workplace, drawing on established models and theories. It also explores how generational differences—particularly between Generation X, Y (Millennials), and Z—affect EI-related behaviours and recruitment strategies. The analysis concludes with recommendations to enhance EI and mindfulness in workforce development and management practices.
2. Emotional Intelligence Components and Workplace Application
      Individuals can achieve a successful career and foster better relationships by cultivating their emotional intelligence. Studies have shown that people with high levels of emotional intelligence tend to have greater career success, foster stronger personal relationships, possess practical leadership skills, and are healthier than those with low emotional quotient (EQ). Moreover, competitive advantage can be achieved through EQ-related capacities, such as creating trusting relationships, enhancing energy and effectiveness in high-pressure situations, and shaping the future (Cooper,1997). 
 2.1 Overview of Emotional Intelligence Models
      The concept of Emotional Intelligence gained significant traction in recent years, primarily fueled by Daniel Goleman's bestselling book. Initially defined by Peter Salovey and John Mayer in 1990, EI is characterized by three primary components: the ability to appraise and express emotions, regulate emotions, and utilize emotions effectively, each of which can be further divided into specific areas (Neubauer & Freudenthaler,2005). 
      Mayer and his colleagues differentiate between “mental ability models,” which concentrate on the aptitude for processing emotional information, and “mixed models,” which view Emotional Intelligence (EI) as a multifaceted construct. The latter includes aspects of personality alongside the ability to perceive, assimilate, understand, and manage emotions. These mixed models encompass motivational factors and emotional traits such as self-concept, assertiveness, and empathy (Bar-On, 1997; Goleman, 1995).

Figure 1.Emotional Intelligence Models


 2.2 Application of EI Components in Workplace Contexts
      The components of Emotional Intelligence (EI) — self-awareness, self-regulation, motivation, empathy, and social skills — play a crucial role in shaping workplace performance, leadership, and overall well-being. Research consistently shows that employees and leaders with high EI communicate more effectively, handle stress better, and contribute positively to team cohesion and organisational outcomes (O’Boyle et al., 2011).
	Self-Awareness
Self-aware employees recognise their emotions, strengths, and limitations, which enables them to reflect on their behaviour and adapt constructively. For instance, a manager who notices their frustration rising during a meeting can pause, reassess, and respond calmly — fostering trust and credibility among colleagues (Verywell Mind, 2018).

	Self-Regulation
This component involves managing impulses and maintaining composure in high-pressure situations. Employees who can self-regulate are better equipped to handle workplace stress and adapt to change. Studies have shown that higher emotional regulation is associated with reduced burnout and greater team stability (Frontiers, 2022).

	Motivation
Emotionally intelligent individuals are often driven by intrinsic factors such as achievement, growth, and purpose rather than external rewards. This internal motivation supports persistence, optimism, and alignment between personal and organisational goals (Luthans et al., 2005).

	Empathy
Empathy enables employees to understand and respond appropriately to others’ emotions, thereby enhancing teamwork, inclusivity, and client relations. Workplaces that cultivate empathy often report improved morale, engagement, and collaboration (Mental Health America, 2021).

	Social Skills
Strong social and communication skills underpin conflict management, leadership, and collaboration. Teams with leaders who exhibit strong social-emotional competence demonstrate higher levels of cooperation and trust (ManageMagazine, 2024).



Figure 2. EI Components in the Workplace
       Many organisations now integrate EI and mindfulness into their leadership and wellbeing strategies. Programmes that emphasise reflective practice, coaching, and emotional support— such as those implemented by ADP — have been shown to improve decision-making, resilience, and workplace relationships (ADP, 2025).
      However, EI is not without limitations. Its effects can vary depending on industry, job type, and cultural context. Moreover, measuring EI remains complex — self-report tools can be biased, and ability-based assessments are often resource-intensive (Bhagwan and Anupama, 2025). Critics also argue that EI may overlap with personality traits, raising questions about its distinctiveness.
      In summary, EI provides a valuable framework for enhancing personal effectiveness, leadership, and organisational culture. Yet, its full potential depends on contextual application, reliable measurement, and ongoing emotional skill development.

        2.3 Mindfulness and Emotional Regulation at Work
      Mindfulness helps employees manage their emotions more effectively by promoting awareness of their thoughts and feelings, enabling them to respond to situations more thoughtfully and intentionally. When workers practice mindfulness, they become better at reframing stressful situations and less likely to bottle up their emotions. In a workplace study, Movassagh et al. (2019) found that employees who underwent mindfulness-in-motion training exhibited higher use of cognitive reappraisal and reduced emotional suppression—two key indicators of healthier emotional regulation.
     Other research shows similar benefits. Hülsheger et al. (2013) found that mindfulness reduced emotional exhaustion and improved job satisfaction, especially in emotionally demanding roles. Mindfulness also fosters better relationships at work by enabling employees to pause before reacting, which can help reduce conflict and enhance communication (Glomb et al., 2011). Because mindfulness enhances awareness and emotional control, employees are better equipped to remain calm during challenges and recover more quickly from stress (Schutte & Malouff, 2011).
      Overall, mindfulness supports emotional balance and resilience in the workplace. Employees who practice it tend to feel less overwhelmed, handle stress more effectively, and create more positive interactions with others (Glomb et al., 2011; Hülsheger et al., 2013; Movassagh et al., 2019).
For example, Google introduced the Search Inside Yourself programme, a mindfulness-based emotional intelligence course for employees. Research on the programme has shown improvements in emotional regulation, empathy, and reduced stress, resulting in higher team performance and better interpersonal communication (Shapiro et al., 2018).
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 2.4 Critical Evaluation of EI’s Impact on Organisational Success
       Emotional intelligence (EI) has been widely promoted as a key factor in organisational success because it influences how employees understand and manage their own emotions and those of others. Research shows that higher EI is associated with more substantial leadership effectiveness, improved teamwork, and better decision-making under stress (Goleman, 1998; Wong & Law, 2002). Employees with high EI tend to communicate more clearly and maintain positive relationships, which supports a healthier work environment and reduces conflict (Côté, 2014). From a performance perspective, emotionally intelligent leaders can motivate their teams more effectively, resulting in higher productivity and greater organisational commitment (Mayer et al., 2008).
     However, EI is not without criticism. One key issue is measurement: emotional intelligence can be assessed as an ability, a personality trait, or a behaviour, and different tools often produce inconsistent results (Mayer et al., 2016). Some studies argue that the impact of EI on performance is exaggerated and overlaps with personality traits such as empathy and conscientiousness (Antonakis et al., 2009). Additionally, high EI can be misused; individuals with good emotional awareness may manipulate others to achieve personal goals, which raises ethical concerns in the workplace (Kilduff et al., 2010). Therefore, while EI can contribute to organisational success, it should not be viewed as a stand-alone solution.
     Overall, EI appears to be beneficial when used ethically and supported by other competencies, such as technical skills, clear communication, and a positive organisational culture. Its impact is most substantial when organisations intentionally integrate EI training into leadership development and team processes rather than treating it as a trend or quick fix (Côté, 2014). In short, EI can be a powerful tool for success, but its effectiveness depends on how it is defined, measured, and applied.
3. Generational Differences and EI in Recruitment
      Understanding the unique characteristics of Generations X, Y, and Z is essential for modern recruitment. Research shows that each group has been shaped by different social and technological environments, influencing how they view work and respond to employers. Generation X, who entered the workforce before the digital revolution, tend to value job stability, clarity, and autonomy. They often prefer structured career paths and clear expectations from employers (Agarwal et al., 2022). Millennials, also known as Generation Y, who came of age during a period of rapid globalization and digital expansion, are more focused on flexibility, meaningful work, and growth opportunities. They seek regular feedback and expect transparent communication from leaders (Fuchs et al., 2024). Meanwhile, Generation Z—digital natives entering the workforce most recently—prioritize development, autonomy, and purpose, but they also expect a strong alignment between personal values and employer branding (Gerber et al., 2024). Compared to Gen X, both Millennials and Gen Z value work–life balance more and are attracted to organizations that offer flexibility and technological integration (Kim & Lee, 2023). For recruiters, this means adopting emotionally intelligent strategies that recognise these generational preferences: stability and structure for Gen X, flexibility and growth for Millennials, and purpose and authenticity for Gen Z.
		Dimension
	Generation X (1965–1980)
	Generation Y / Millennials (1981–1996)
	Generation Z (1997–2012)

	Core Work Values
	Value stability, clarity, and autonomy; loyal to organizations and prefer defined career paths (Agarwal et al., 2022).
	Seek meaningful work, feedback, and development; value flexibility and purpose (Fuchs et al., 2024).
	Prioritize growth, authenticity, and purpose; expect fast progression and digital integration (Gerber et al., 2024).

	Motivation Factors
	Security, recognition, and independence.
	Career growth, collaboration, and work–life balance.
	Personal fulfilment, diversity, and opportunities for innovation.

	Communication Style
	Prefers direct and formal communication; comfortable with both email and face-to-face meetings.
	Favour collaborative and transparent communication; enjoy regular feedback and mentorship.
	Expect fast, digital, and informal communication through messaging or social media.

	Technology Use
	Adapted to technology but may prefer hybrid approaches.
	Highly comfortable with digital tools but value personal connection.
	As fully digital natives, expect mobile-first recruitment and virtual onboarding.

	Recruitment Messaging
	Highlight job security, structured progression, and reliability.
	Emphasize flexibility, professional growth, and meaningful contribution.
	Focus on innovation, authenticity, diversity, and digital fluency.

	Preferred Management Style
	Independent but responsive to experienced leadership.
	Coaching-oriented leadership and frequent feedback.
	Collaborative, transparent leaders who empower autonomy.

	Emotional Intelligence Considerations
	Appreciate respect and recognition for experience.
	Respond to empathy, inclusion, and purpose-driven culture.
	Value authenticity and openness; sensitive to inauthentic messaging.






                  3.1 Emotional Intelligence Across Generations X, Y, and Z
         Generational experiences shape how individuals express and apply emotional intelligence in the workplace. Generation X, who built their careers during a period of economic uncertainty and limited digital communication, tend to demonstrate strong self-regulation, adaptability, and empathy derived from real-world experience and face-to-face interaction (Agarwal et al., 2022). Millennials, also known as Generation Y, are often described as socially aware and highly collaborative, valuing teamwork, inclusion, and meaningful feedback. However, the pressures of constant digital connectivity can make maintaining emotional balance more difficult (Fuchs et al., 2024; Kim & Lee, 2023). Generation Z, raised entirely in the digital age, typically shows high self-awareness and sensitivity to diversity and authenticity but may face challenges in developing deeper interpersonal emotional skills due to their reliance on online communication (Gerber & Müller, 2024; Zahra, 2024). These generational tendencies underscore the importance of organizations recognizing and adapting to differing emotional intelligence strengths—drawing on Gen X’s composure and empathy, Gen Y’s social connection and collaboration, and Gen Z’s openness and authenticity—to foster effective communication and engagement across the multigenerational workforce.

 3.2 Implications for Recruitment and Management Practices
        In shaping recruitment and management practices for a multigenerational workforce, organisations should draw on findings from the literature that highlight distinct generational expectations and emotional intelligence (EI) competencies. For example, the classic work of Daniel Goleman (1998) emphasizes that organizations must assess “emotional and social competence” when selecting and promoting staff, not just technical skills (Goleman, 1998). This implies recruiters should integrate EI-based criteria and behavioural interviews designed to surface self-regulation, empathy, and adaptability. Meanwhile, the generational‑workforce text by Generations at Work (Zemke, Raines & Filipczak, 2013) shows that different groups (Gen X, Millennials/Gen Y, and Gen Z) hold varying values around feedback, flexibility, and career trajectory — recruiters must therefore tailor job adverts, communication style, and selection processes accordingly. Similarly, the book Managing the Multi-Generational Workforce (DelCampo, Haggerty & Knippel, 2010) highlights that management styles must evolve: Gen X employees may favour autonomy and clear outcomes, Millennials seek frequent feedback and meaning, and Gen Z expect tech-driven, authentic and purpose-aligned roles. Hence, managers need to adapt their leadership style, performance review cadence, and development pathways to recognise these preferences. Given that emotional intelligence is a cross-generational asset but expressed differently by each cohort, recruitment messaging and management systems should emphasise trust, experience, and clarity for Gen X; growth, collaboration, and flexibility for Millennials; and authenticity, digital fluency, and value alignment for Gen Z. By doing so, organisations can improve attraction, engagement, and retention across generational groups.
For example, Unilever uses EI-based behavioural interview questions and gamified assessments to evaluate candidates’ adaptability, empathy, and emotional regulation. This EI-focused recruitment approach led to a 16% improvement in employee retention and reduced hiring costs (Unilever Recruitment Review, 2023).
4. Conclusion and Recommendations
Emotional intelligence (EI) and mindfulness play a significant role in enhancing workplace effectiveness, leadership success, and employee well-being. EI enables individuals to understand and manage emotions, communicate effectively, and build positive working relationships (Salovey & Mayer, 1990; Goleman, 1998). Core EI components, including self-awareness, self-regulation, motivation, empathy, and social skills, enhance decision-making and teamwork while reducing conflict and stress (Boyatzis, 2018; Côté, 2014). Mindfulness complements EI by strengthening emotional regulation, reducing emotional exhaustion, and improving resilience (Hülsheger et al., 2013; Schutte & Malouff, 2011).
Generational differences further influence how EI is expressed in the workplace. Generation X values autonomy and direct communication (Agarwal et al., 2022), Millennials prioritise collaboration and feedback (Fuchs et al., 2024), and Generation Z seeks authenticity and digital engagement (Gerber & Müller, 2024). Understanding these variations supports more effective communication and leadership practices across diverse teams.
However, challenges persist regarding the measurement of EI and conceptual clarity. Researchers argue that EI can overlap with personality traits and that some individuals may use emotional awareness manipulatively (Antonakis et al., 2009; Kilduff et al., 2010). Therefore, EI should be applied ethically and embedded within organisational culture.
Recommendations
1. Provide EI development training based on reflective practice.
EI workshops and feedback activities can enhance interpersonal behaviour and communication (Cherniss, 2010).
2. Introduce mindfulness programmes to support emotional regulation.
Mindfulness training can lower stress and improve emotional control (Hülsheger et al., 2013).
3. Use EI criteria in recruitment and selection processes.
Behavioural interviews can help identify emotionally competent candidates (Zeidner, Matthews & Roberts, 2004).
4. Apply emotionally intelligent leadership tailored to generational needs.
Leaders should adjust communication styles to match Generation X, Y, and Z expectations (Agarwal et al., 2022).
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Ability Model (Mayer, Salovey & Caruso, 2000)
Defines EI as a set of mental abilities.
Focus: Perceiving, Using, Understanding, Managing Emotions.
Workplace Application: Improves emotional accuracy, decision-making, and leadership insight.
Tool: MSCEIT (Mayer-Salovey-Caruso Emotional Intelligence Test).
Limitation: Overly cognitive; neglects motivation and personality.



Mixed Model (Goleman, 1998)
Integrates emotional abilities, motivation, and social skills.
Focus: Self-Awareness, Self-Regulation, Motivation, Empathy, Social Skills.
Workplace Application: Enhances communication, teamwork, and leadership effectiveness.
Use: Leadership and employee development programs.
Limitation: Difficult to measure objectively; overlaps with personality traits.


Trait Model (Petrides, 2009)
Defines EI as self-perceived emotional traits within personality.
Focus: Emotional Awareness, Expression, Stress Management, Self-Motivation, Assertiveness.
Workplace Application: Supports wellbeing, resilience, and personal development.
Tool: TEIQue (Trait Emotional Intelligence Questionnaire).
Limitation: Relies on self-report, may include bias.
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