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1. [bookmark: _Toc236902584]Introduction

This report will examine the role of emotional intelligence & mindfulness within the modern workplace, considering Goleman’s emotional intelligence framework, Mayer & Salovey’s ability model & Bar-On’s emotional- social intelligence model, drawing comparisons of the relevance or limitations encountered when evaluating staff performance from employees in different generations. 
The report will explore how utilizing EI will support leadership in implementing strategies that promote safe working environments to create professional relationships for success amongst a workforce that comprises of Generation X (Born between 1965- 1980) Generation Y also known as millennials (Born between 1981-1996), Generation Z (Born 1997-2012) adolescence born after 2012 are known as generation Alpha, who are not yet of working age. 
“Salovey & Mayer defined emotional intelligence as the ability to monitor one’s own & others’ emotions to discriminate among them & to use the information to guide one’s thinking & actions, whereas Goleman explained that emotional intelligence is any underlying personal characteristic that is not represented by cognitive intelligence. In contrast, Bar-On viewed emotional intelligence as non-cognitive capabilities & competencies that influence an individual’s ability to cope with environmental demands & pressures successfully.” (Kanesan and Fauzan, 2019, p. 2)













2. [bookmark: _Toc236902585]Emotional Intelligence in the Workplace
The core components of emotional intelligence must be taken into consideration by the SMT within any organisation for the benefit of its staff to ensure success across all generations within its workforce. The way self-awareness may be demonstrated could differ between Gen X, Y & Z depending on their cognitive ability & comprehension of self. 
Self-awareness & emotional literacy are all dependent on the individual, managing equality within the workforce will require SMT to take on board the unique approach each generation has adapted as coping strategies to meet their objectives. The elder members of the workforce in Gen X may value face-to-face interactions with stakeholders where appropriate, compared to a Gen Y or Z employee who may have a preference of quicker & less personal exchanges via digital media such as social communication or alternative messaging services. “These differences aren’t obstacles- they’re opportunities to build a more resilient, innovative team when you harness the emotional quotient effectively.” (Thompson, 2025, para.3) 
Goleman’s emotional intelligence framework professes that 80% of success at work is determined by emotional intelligence & only 20% by ordinary intelligence. The 5 components that make up the framework emphasises on the individual’s self-awareness, self-regulation, social skills, empathy & motivation.
Mayer & Salovey’s ability model focuses on four sets of emotion processing abilities which are arranged in order from being very basic to higher level abilities. Starting with perception, appraisal & expression of emotions, the individual must be able to identify & differentiate emotions within themselves & others. Facilitation of thinking derived from interpersonal communication methods & problem-solving abilities. Understanding & analysing emotions & reflecting on regulating their emotions by remodeling past behaviors to prevent, reduce or eliminate unwanted results.
Bar-On’s model comprises of 5 dimensions. It considers; The intrapersonal skills an individual should value such as self-regard, emotional self-awareness, assertiveness, self-actualization & independence, interpersonal skills needed for dealing with others; empathy, interpersonal relationship management skills for social responsibility, adaptability; problem- solving, flexibility & reality testing, stress management, tolerance & impulse control, General mood: happiness & optimism (Kanesan and Fauzan, 2019).
 


[bookmark: _Toc236902586]2.1 Emotional Intelligence Models
The core components of emotional intelligence should be considered by employees & SMT when supporting workplace performance, collaboration & wellbeing. Self-awareness, self-regulation, empathy & relationship-management skills can influence how well employees communicate, respond to pressure, manage conflict & make decisions. However, the effectiveness of emotional intelligence may depend on the individual, workplace culture & the organisational circumstances in which it is applied.
Goleman’s framework can be applied across Generations X, Y & Z because its five components are relevant to all employees, although they may be demonstrated differently. Generation X employees may express motivation & self-regulation through resilience, experience & commitment, while Millennials may place greater emphasis on collaboration, feedback & purpose. Generation Z may demonstrate emotional awareness through openness about wellbeing, inclusion & digital communication. 
A strength of Goleman’s model is that it provides senior management with practical competencies that can support communication, leadership & conflict management across a diverse workforce. However, the model is broad & may be difficult to measure objectively, so should not be used to assume that every employee within a generation shares the same emotional abilities. Overall, it is most useful when managers apply its components to individual workplace needs rather than relying on generational stereotypes.
Mayer, Caruso & Salovey’s Ability Model provides a useful structure for comparing how Generations X, Y & Z may perceive emotions & use them to facilitate thought. Generation X’s self-reliance & pragmatic communication style may mean that emotions are interpreted through tone, facial expressions & changes in behaviour rather than through direct emotional disclosure (Ansbacher,2025). Millennials may combine some emotional restraint with a stronger expectation of open communication, collaboration & psychological safety. 
Generation Z may demonstrate greater emotional precision by using more specific language to identify feelings & by expecting greater authenticity from colleagues/ managers. When using emotions to support thinking, Generation X may draw upon workplace experience, independent reflection & its modernization from analogue to digital systems. 
Millennials may rely more heavily upon networking, collective discussion & immediate access to information/ feedback, whereas Generation Z may use rapid digital verification & a shared emotional vocabulary to interpret situations. Banu and Rani (2025) similarly associate Generation X with self-control & problem-solving, Millennials with collaboration & adaptability, & Generation Z with inclusivity to emotional awareness.
Differences may also be visible in how emotions are understood & managed. Generation X employees may remain composed under pressure & use practical experience to recognise when frustration or cynicism is developing & may utilise transferable skills to remedy tension. 
Millennials may be more willing to examine mixed emotions & regulate their mood through communication, feedback & collaboration. Generation Z may engage more openly with both pleasant & unpleasant emotions, moving beyond general descriptions such as feeling “stressed” to distinguish between emotional states such as inadequacy, anxiety or the feeling of overwhelm. This may help them anticipate how emotions could change as a workplace situation develops.
Key strengths of the Mayer & Salovey model are that it divides emotional intelligence into identifiable abilities that can be assessed & developed, rather than treating EI solely as a fixed personality characteristic. According to (Health Education England, n.d., p. 2). EI is learnable & associates higher EI with reduced stress, improved coping during change & more harmonious working relationships. However, these generational patterns should not be treated as universal. Banu & Rani acknowledge that existing evidence is limited by cross-sectional, Western-focused research & insufficient consideration of cultural or contextual differences. The model is therefore most useful when managers use it to identify individual development needs rather than assuming that ages of the workforce  will solely determine their EI capabilities.
Bar-On’s Emotional-Social Intelligence Model provides an even broader framework for comparing the emotional & social functioning of Generations X, Y & Z. Within the intrapersonal aspect, Generation X may demonstrate critical thinking, resourcefulness & independence, although this can be accompanied by cynicism or reluctance to rely upon others. Their interpersonal approach may be direct and autonomous, with a preference for resolving conflict personally & some scepticism towards hierarchy (McKenna, 2023; Pawlak, Serafin and Czarkowska-Pączek, 2025).
Generation Y may display stronger preferences for collaboration, inclusion & transparent communication, alongside a desire for feedback and coaching. Their experience of growing alongside the internet may also support technological confidence, ethical awareness & digital teamwork. (Montana and Petit, 2008; Ötken and Erben, 2013).
Generation Z may demonstrate greater emphasis on individual identity, self-reflection with personal values. However, frequent self-evaluation may also increase their vulnerability to anxiety. The interpersonal relationships they have may place greater importance on affection, belonging & support networks, while technological fluency can support continuous learning, non-linear career development & rapid adaptation to change. (Muchtar, 2025; Pawlak, Serafin and Czarkowska-Pączek, 2025; Gideon, 2026).
Differences are also apparent within Bar-On’s general mood & stress-management dimensions. Generation X may maintain optimism through authenticity, practical decision-making & active coping despite balancing employment with responsibility for older parents & younger dependants. However, independence may result in avoidant behaviours or reluctance to request help when overwhelmed (Ötken and Erben, 2013).
 Generation Y may be less cynical, more optimistic & more likely to prioritise flexibility with work–life balance. Exposure to social media, digital fatigue, frequent task-switching, & expectations of rapid results may affect patience & information processing. 
Generation Z may possess stronger mental-health literacy & be more willing to engage with wellbeing initiatives or stress-management programmes. At the same time, digital distractions, preferences for immediate rewards & impulsive responses under stress may create challenges for emotional regulation (Muchtar, 2025; Pawlak, Serafin and Czarkowska-Pączek, 2025; Gideon, 2026). 
A strength of Bar-On’s model is that it connects emotional intelligence with adaptability, interpersonal relationships, mood & coping under pressure. These patterns should not be treated as fixed characteristics but be understood as possible tendencies rather than unchangeable abilities, as age, gender, career stage, culture within the organisation & individual personality may offer stronger explanations for emotional behaviour (Stelling, 2023).

2.2 [bookmark: _Toc236902587]Applying the Core Components of EI
Self-awareness & emotional literacy levels vary within multi-generational workforces. The mixed approaches taken by individuals trying to recognise different emotions, triggers or ways to acknowledge strengths & weaknesses within themselves & others are linked to their preferred methods for receiving feedback & selected methods of collaboration & how they decide to communicate. Whilst generation X may tend to hold a skeptic view of hierarchies; this belief shapes their attitude towards authority figures. As this generation manages to hold more senior leadership or higher managerial positions within organizations, it is often their decision-making that shapes the culture within organisations. (Mulvanity, Electa. W, 2001).
Self-regulation, mindfulness & wellbeing is also dependent on the individual, Generations Y & Z are more likely to pause before reacting & manage stress better by displaying a willingness to engage with external support for their mental health & general wellbeing. They often explore various coping strategies & support networks to avoid isolation. Whereas Generation X, who may have been highly independent from adolescence generally have more life experience due to age. They tend to lean into reliance of avoidant behaviours to mask helplessness in times of uncertainty or dealing with pressure. Mindfulness cannot compensate for poor working conditions or excessive stress levels. (McKenna, 2023; Pawlak, Serafin and Czarkowska-Pączek, 2025).   . 
Empathy & relationship management is dependent on the individual’s ability to understand the perspectives of others. All 3 generations must be flexible in adapting their preferred communication methods to facilitate collaboration & acceptance of the differences/ individuality within multi-generational teams, to ensure harmonious relationships & avoid unnecessary conflict by causing offence or distress to colleagues.  


3. [bookmark: _Toc236902588]Managing a Multigenerational Workforce
SMT must take into consideration that different pressures affect the people they manage in a multitude of ways. Approximately 28.7% of adults aged 20-34 lived with their parents in 2025, compared with 25.4% in 2015 (Office for National Statistics, 2026). Due to the initial outlay of first time buying the median house price to disposable income ratio in 2024 was 7.9 in England, compared with 5.3 in Scotland, 5.4 in Wales & 4.6 in Northern Ireland (Office for National Statistics, 2025a). 
A global survey in 2026 found that 55% of Gen Z & 52% of millennials were delaying major life decisions, including; marriage, starting families, further education or starting their own businesses due to their financial circumstances. The researchers investigated more than 22,500 people across 44 countries (Deloitte,2026).
Generations Y & Z have also been exposed to repeated social & economic disruptions which has almost normalised uncertainty amongst the younger adults within the workforce. This has reinforced the importance they place on financial security, wellbeing & adaptability they need from employment. The cost of living was considered an important issue by 90% of people aged 16-29 and 89% of those aged 30-49 in Great Britain. Placing emphasis on the financial decisions these members of the workforce are more likely to make (Office for national statistics, 2025b).
To help mitigate some of the concerns & personal pressures faced by the employees, SMT should opt for emotionally intelligent & mindful approaches in strategy, rather than assuming each of the employees from the same generations require identical support. Recruitment incentives should provide transparency regarding salary expectations, progression, flexibility & overall job security. As these factors could influence the decisions of employees experiencing financial uncertainty. When managing staff, leaders could offer flexible working arrangements, condensed hours, job share roles, wellbeing check-ins, varied communication methods & access to impartial financial or mental-health support. Retention may also be improved through clear progression opportunities, constructive feedback & psychologically safe conversations where employees can raise concerns without fear of judgement, ensuring the proposed support measures remain inclusive & fair to the workforce.

[bookmark: _Toc236902589]3.1 Characteristics & Expectations of Gen X, Y & Z
In comparison to Gen X & earlier generations, Millennials & Gen Z individuals are reaching traditional milestones significantly later in life. The average age of first-time mothers increased from 23 in 1970, to 29 by 2020 (Office for National statistics, 2025c). They may remain more financially connected to their parents for longer & delay forming independent households, purchasing their own homes/ properties or starting families. These circumstances may increase the importance placed on salaries, job security/ progression options & flexible working arrangements. 
Although Generations Y & Z have greater access to digital communication & online communities, technological connection does not remove the risk or experience of social isolation. 27% of adults aged 16-29 & 28% aged 30-49 reported feeling lonely consistently, often or some of the time. In comparison to 19% of adults aged 50-69 & 16% aged 70 & over (Office for National statistics, 2025d). Managers & SMT should avoid assumptions about the wellbeing of the digitally confident employees & offer frequent face-to-face interaction or in person work-based support. Implementation of a combined approach will promote opportunities for team connection, accessible support & psychologically safe spaces where the employee can discuss concerns. 


3.2 [bookmark: _Toc236902590]Values, Communication, Motivation & Technological Adaptability
Values held may also differ across generations: Gen X may prioritise stability & autonomy, Millennials flexibility & collaboration, &Gen Z wellbeing, inclusion & meaningful work. As communication preferences differ across generations, organisations have increasingly digitised processes to improve efficiency, provide faster responses & automate routine tasks. Millennials & Gen Z may favour instant messaging & email, whereas Gen X may prefer more direct, face-to-face communication. Gen X may be motivated by recognition, independence & financial reward, while Millennials may value development & progression. Gen Z may respond more positively to coaching, clear career pathways & wellbeing support. Gen X has adapted from analogue to digital working, Millennials developed alongside the internet, & Gen Z is generally digitally fluent; however, all generations may still require appropriate training when new workplace systems are introduced
3.3 [bookmark: _Toc236902591]EI & Mindfulness, Conflict Management & Inclusive Leadership Across Generations
Differences in language & social expectations may create conflict where some Gen X employees are less familiar with current terminology surrounding gender identity, while younger employees may expect their identities & pronouns to be explicitly respected. Younger age groups are also more likely to report diverse sexual & gender identities, meaning inclusive communication is increasingly relevant within multigenerational workplaces (Office for National Statistics, 2023; Office for National Statistics, 2025). 
Emotionally intelligent leaders within SMT should use empathy, self-awareness & self-regulation to recognise personal bias, address misunderstandings & establish respectful standards. Mindfulness may help employees pause before responding defensively during sensitive conversations. SMT should provide clear guidance, inclusive training & early conflict resolution, while distinguishing between an accidental mistake & repeated disrespect. ACAS advises that deliberately using a transgender employee’s former pronouns may constitute harassment (ACAS, 2024).

[bookmark: _Toc236902592]4. Recommendations
SMT can aim towards implementing face-to-face discussions combined with email or digital meetings via platforms like Microsoft teams or zoom. Providing employees with summaries of discussions held in their absence. Active listening techniques bridge generational gaps effectively. The "3-2-1" method: identifying three points of agreement, two questions for clarification, & one area for further discussion. 
This structured approach helps team members from different generations feel heard while minimizing emotional miscommunications. For conflict resolution, implementing the "perspective rotation" technique where team members briefly adopt another generation's viewpoint. This simple practice has been shown to increase empathy by 40% and reduce emotional friction during disagreements. (Thompson, 2025). 
SMT can also explore cross generational mentoring, this would allow for experienced employees to share organisational knowledge while younger employees support digital learning for those who may need assistance upskilling their digital capabilities.
4. [bookmark: _Toc236902593]Conclusion
Although Generations differ in their communication preferences, workplace expectations & responses to new & emerging technology, all employees value feeling included, respected & should be offered appropriate support & access to opportunities without barriers. EI & Mindfulness can assist managers & SMT’s recognition of the individuals’ needs within the workforce, as this will eliminate conflict & facilitate communication more effectively. It is important that the generational categories are only used as guidance over being fixed assumptions about the individuals, their personalities, or lived experiences. The culture within the organisation could be influencing the behaviours of the employees rather than their ages.
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