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1. EMOTIONAL INTELLIGENCE AND MINDFULNESS IN THE WORKPLACE

2. By Maricel Apetrea

3. 1. Introduction 

The evolution of modern organisations has created a workplace where technical capability alone is insufficient for sustained performance, teamwork, and leadership effectiveness. The growing emphasis on collaborative work, employee wellbeing, and organisational resilience has elevated the role of emotional intelligence (EI) and mindfulness as critical competencies for employees and leaders across all sectors. Emotional intelligence, broadly described as the capacity to perceive, understand, regulate, and use emotions constructively, has become a cornerstone of effective interpersonal relationships and organisational behaviour. Meanwhile, mindfulness—defined as a non-judgemental awareness of the present moment—has emerged as a complementary practice that enhances emotional self-regulation, reduces stress, and improves decision-making accuracy.

In organisations characterised by rapid change, diverse teams, digital transformation, and increasingly demanding customers, EI provides employees with the ability to navigate interpersonal complexity. It enables individuals to recognise the emotional climate, manage conflict, build trust, and communicate with clarity. For leaders, EI is associated with higher levels of employee engagement, motivation, and organisational citizenship behaviours. As Daniel Goleman (1995) famously proposed, emotional competencies may matter more than cognitive intelligence (IQ) in determining leadership success. The quote in the assessment brief—“If you are tuned out of your own emotions, you will be poor at reading them in other people”—captures the central principle that self-awareness forms the foundation of emotional and social capability.

This report addresses three key areas relevant to emotional intelligence and mindfulness in contemporary workplace practice.
First, it critically evaluates how employees use different emotional intelligence components in day-to-day organisational activities, drawing on major EI models, including the Ability Model (Mayer and Salovey, 1997), Goleman’s Mixed Model (1995; 1998), and the Bar-On Emotional-Social Intelligence Model (1997). These models offer distinct perspectives on EI as either a cognitive-emotional ability, a cluster of learnable competencies, or a combination of personality traits and social skills.

Second, the report explores how EI manifests differently across generational cohorts—specifically Generation X, Generation Y (Millennials), and Generation Z—and how managers should adapt recruitment strategies to account for these differences. As multigenerational workforces become the norm, understanding how each group perceives and expresses emotion is essential for fair assessment and effective talent acquisition.

Finally, the report concludes with recommendations for integrating EI and mindfulness into organisational development, leadership programmes, and recruitment systems. Together, these components aim to support the creation of emotionally intelligent workplaces that foster psychological safety, collaborative engagement, and long-term sustainability.

4. 2. Critically Evaluate How Employees Use Emotional Intelligence in the Workplace 

5. 2.1 Understanding Emotional Intelligence in Organisational Contexts

Emotional intelligence (EI) is broadly defined as the ability to recognise, understand, manage, and utilise emotions effectively in oneself and others. In workplace settings, EI influences communication, teamwork, leadership, decision-making, and conflict resolution. Employees with higher EI are typically more adaptable, better at managing stress, and more capable of navigating organisational change.

Three core EI models—Mayer and Salovey’s Ability Model, Goleman’s Mixed Model, and Bar-On’s Emotional-Social Intelligence Model—provide conceptual frameworks to evaluate how EI manifests in employees’ behaviour.

6. 2.2 Mayer and Salovey’s Ability Model: EI as Cognitive-Emotional Processing

The Ability Model conceptualises EI as a set of four cognitive abilities:
1. Perceiving Emotions
2. Using Emotions to Facilitate Thinking
3. Understanding Emotions
4. Managing Emotions

According to this model, emotionally intelligent behaviour results from correct emotional reasoning rather than personality traits.

7. 2.2.1 Perceiving Emotions

Employees use this ability to accurately detect emotional cues through facial expressions, tone of voice, or body language.
Workplace example: An employee noticing a colleague’s frustration during a meeting may adjust their communication to de-escalate tension.

Critical evaluation:
While perception is foundational, critics argue that emotional cues are often culturally or individually ambiguous, which may lead to misinterpretation. Additionally, remote and hybrid working environments make non-verbal cues harder to detect.

8. 2.2.2 Using Emotions to Facilitate Thinking

Emotionally intelligent employees can harness moods to enhance creativity or analytical thinking.
Example: A sense of enthusiasm during brainstorming often boosts creative problem-solving.

Critical perspective:
However, overuse of emotions in decision-making can lead to bias, especially when emotions override logic. Organisations must therefore encourage a balance between emotional intuition and analytical reasoning.

9. 2.2.3 Understanding Emotions

This involves recognising emotional dynamics, such as the causes and consequences of emotions.
Example: Understanding that stress may arise from workload imbalance can help employees offer support or recommend resources.

Critique:
This assumes a level of emotional vocabulary and psychological insight that not all employees possess. It is also influenced by cultural norms surrounding emotional expression.

10. 2.2.4 Managing Emotions

This ability determines how well individuals regulate their own emotions and influence others’ emotions constructively.

Example: Employees managing pressure in customer-facing roles must maintain composure despite challenging interactions.

Critical view:
Effective emotional regulation requires self-awareness and mental energy. Employees facing burnout or poor wellbeing may struggle to regulate emotions, affecting performance. This limitation highlights the relationship between EI and workplace wellness.

11. 2.3 Goleman’s Mixed Model: EI as Competence-Based Learning

Goleman’s model integrates emotional competencies that predict leadership and job performance. These are grouped into five main clusters:
1. Self-awareness
2. Self-regulation
3. Motivation
4. Empathy
5. Social skills

Unlike the Ability Model, Goleman emphasises behavioural competencies that can be learned and developed throughout one’s career.

12. 2.3.1 Self-awareness

Employees with strong self-awareness understand their emotional triggers, strengths, and limitations.

Example:
A manager recognising their tendency to become impatient during tight deadlines may plan tasks earlier or delegate more effectively.

Critical evaluation:
Self-awareness is difficult to measure objectively, and many employees overestimate their emotional capabilities. This self-perception bias can undermine personal development.

13. 2.3.2 Self-regulation

This competency helps employees manage disruptive impulses and maintain professionalism.
Example: An employee receiving negative feedback might pause and reflect instead of reacting defensively.

Limitations:
Excessive emotional control can lead to emotional suppression, contributing to higher stress levels and reduced authenticity in workplace relationships.

14. 2.3.3 Motivation

Goleman defines this as an emotional drive aligned with organisational goals.
Example: Employees who display resilience during setbacks show strong emotional commitment.

Critical view:
Motivation can be affected by organisational culture, reward structures, and job satisfaction. Therefore, high EI cannot fully compensate for negative work environments.

15. 2.3.4 Empathy

This is essential for collaboration, leadership, and diversity management.
Example: Empathy enables managers to understand how organisational changes affect employees emotionally.

Limitations:
High empathy without boundaries can lead to emotional exhaustion or “compassion fatigue”, especially in caring professions.

16. 2.3.5 Social Skills

This competency enables employees to build relationships, influence others, and manage conflict.

Example: Team leaders use social skills to align team members with project goals.

Critical perspective:
Some critics argue that social skills may be used manipulatively if not anchored in ethical behaviour. Additionally, certain personality types (e.g., introverts) may excel in EI but express social skills differently.

17. 2.4 Bar-On’s Emotional-Social Intelligence Model

Bar-On’s model views EI as a combination of emotional and social competencies, including:
· Intrapersonal skills
· Interpersonal skills
· Stress management
· Adaptability
· General mood

This model emphasises wellbeing and psychological functioning.

18. Workplace relevance:

Employees demonstrating adaptability and stress management perform better in dynamic environments and cope more effectively with change.

Critique:
Some researchers argue that Bar-On’s model overlaps with personality traits, making EI indistinguishable from established constructs such as extraversion or neuroticism.

19. 2.5 Practical Application of EI Components in the Workplace

20. 2.5.1 Communication

Emotionally intelligent employees communicate more effectively, adapting tone and wording to audience needs. They listen actively, clarify misunderstandings, and provide constructive feedback.

21. 2.5.2 Conflict management

EI helps employees identify underlying emotions driving conflict and approach disagreements with empathy and logic.

22. 2.5.3 Teamwork and collaboration

Teams with high collective EI demonstrate higher trust, reduced miscommunication, and stronger cohesion. EI supports inclusivity, especially in diverse teams.

23. 2.5.4 Leadership effectiveness

EI enhances transformational leadership behaviours, such as inspiring followers, coaching staff, and fostering psychological safety.

24. 2.5.5 Stress management and resilience

Emotionally intelligent employees cope better with workload pressure, change, and setbacks.

25. 2.6 The Role of Mindfulness in Enhancing EI

Mindfulness strengthens emotional intelligence by:
· Increasing self-awareness (through reflection on emotional states)
· Supporting emotional regulation (through techniques like breathing and grounding)
· Reducing impulsive reactions
· Improving empathy and active listening
· Enhancing focus and clarity

Mindfulness-based interventions such as Mindfulness-Based Stress Reduction (MBSR) and workplace meditation sessions have shown measurable improvements in emotional regulation and interpersonal relationships.
26. 2.7  Critical Discussion: Limitations, Ethical Considerations, and Organisational Challenges 

Although emotional intelligence is widely recognised as a critical factor in workplace effectiveness, it is essential to approach the concept critically. Despite extensive research supporting its relevance, EI remains subject to conceptual ambiguity, measurement challenges, and concerns regarding its ethical use in organisational settings. These issues must be evaluated to ensure EI is implemented responsibly and with an awareness of the potential risks associated with misapplication.

One prominent limitation concerns the measurement and validity of EI assessments. While models such as Mayer and Salovey’s Ability Model propose objective testing through instruments like the MSCEIT, critics argue that self-report measures used in mixed-model approaches can be influenced by social desirability bias. Employees may exaggerate attributes such as empathy or self-regulation to appear more competent, especially in high-stakes contexts such as recruitment or promotion. Furthermore, mixed-model EI assessments may overlap with established personality constructs, raising questions about whether they measure truly distinct emotional competencies or simply repackage traits like agreeableness or emotional stability.

Another challenge relates to the contextual and cultural variability of emotional expression. Emotional cues that are intuitive in one culture may be misinterpreted in another, creating opportunities for misunderstanding. For example, employees from collectivist cultures may express emotions more subtly, prioritising group harmony, whereas those from individualistic cultures may communicate emotions more openly. This complexity makes it difficult to apply EI frameworks universally without cultural bias. Organisations must therefore be cautious when interpreting EI behaviour, ensuring assessments consider cultural norms, communication styles, and diversity-related factors. Failing to do so may lead to biased evaluations of employees’ emotional capability and unfair judgements about their suitability for leadership roles.

Ethical considerations also arise in the organisational use of EI. Because emotional intelligence concerns the inner emotional life of employees, excessive monitoring or assessment may infringe on psychological privacy. Some scholars have argued that EI can be used manipulatively, particularly within the domain of social influence. Employees with strong social skills may potentially exploit EI competencies to manipulate colleagues or clients, particularly in competitive or high-pressure environments. This highlights the need for ethical guidelines that ensure EI development remains aligned with transparency, integrity, and organisational values.

A further critical issue concerns the emotional labour associated with EI expectations. In many roles—especially customer service, healthcare, and education—employees are required to regulate emotions continuously, suppress negative feelings, and display positive affect to maintain professionalism. Although EI can help individuals navigate these demands, overreliance on emotional regulation may contribute to burnout, compassion fatigue, or depersonalisation. Emotional labour becomes particularly harmful when employees are expected to maintain a positive emotional climate without adequate organisational support or realistic workload expectations. This underscores the need for organisations to balance EI expectations with investments in wellbeing, workload management, and psychological resources.

Finally, organisations must recognise that EI alone cannot compensate for structural or systemic issues. High EI may enable employees to navigate conflict or ambiguity, but it cannot resolve problems arising from poor leadership, toxic cultures, or inadequate job design. Emotional intelligence should therefore be understood as a complementary component of organisational functioning rather than a substitute for effective management practices or structural reform.

Overall, these limitations and ethical considerations highlight the need for organisations to adopt a balanced, evidence-based, and culturally informed approach to EI. When integrated thoughtfully—and supported by mindfulness practices that promote authentic, non-coerced emotional awareness—EI can significantly enhance workplace functioning. However, without critical reflection, organisations risk misusing or oversimplifying EI, potentially harming employee wellbeing and undermining organisational integrity.



27. 3. Emotional Intelligence Characteristics Relevant to Recruiting Different Generations 

Modern workplaces consist of at least three active generational cohorts: Generation X (born 1965–1980), Generation Y or Millennials (1981–1996), and Generation Z (1997–2012). Each group has distinct values, expectations, communication styles, and emotional expressions shaped by social, technological, and economic influences. When recruiting, managers must consider how EI traits manifest differently across these cohorts to ensure fair assessment and effective talent acquisition.

28. 3.1 Generation X: Independent and Self-Regulating

Generation X employees are typically characterised by independence, self-reliance, and adaptability.

29. EI Characteristics Relevant to Recruitment
· Strong self-regulation:
Many Gen X workers developed emotional resilience through economic instability and rapid technological change.
· Preference for direct communication:
Recruiters should evaluate candidates’ ability to express concerns assertively yet constructively.
· Work–life balance orientation:
EI assessments should explore how they manage stress and boundary-setting.
· Moderate empathy and collaboration:
Gen X values teamwork but often prefers autonomy.

30. Recruitment implications
· Assess EI through scenario-based interviews focusing on self-management and adaptability.
· Avoid overly emotional or informal assessment styles that may appear unprofessional to Gen X candidates.

31. 3.2 Generation Y (Millennials): Collaborative and Empathetic

Millennials are known for valuing purpose, teamwork, and feedback-rich environments.

32. EI Characteristics
· High social awareness and empathy:
Millennials are often attuned to team dynamics and inclusion.
· Preference for frequent feedback:
Their EI is linked to open communication and relational transparency.
· Digital emotional expression:
Comfortable expressing emotions through digital channels (video meetings, messaging platforms).
· Purpose-driven motivation:
EI assessment should address their intrinsic motivations and alignment with organisational values.

33. Recruitment implications
· Recruiters should use EI tools that highlight collaboration, ethical reasoning, and communication.
· Situational judgment tests (SJTs) can assess ability to navigate interpersonal challenges.
· Provide transparent communication about organisational culture and development opportunities.

34. 3.3 Generation Z: Tech-Savvy but Emotionally Complex

Generation Z, the newest workforce entrants, were raised in the digital era, with diverse social networks and heightened awareness of mental health.

35. EI Characteristics
· High digital emotional literacy:
They communicate emotions effectively online but may struggle with in-person cues.
· Greater emotional openness but also higher anxiety:
Mental health pressures may affect emotional regulation under stress.
· Value authenticity and social justice:
Their empathy is often tied to ethical issues and inclusivity.
· Preference for immediate feedback and rapid communication:
Patience and long-term planning may be less developed early in their careers.

36. Recruitment implications
· Recruiters should assess both digital and face-to-face communication skills.
· Provide psychologically safe interview environments to reduce anxiety.
· EI testing should evaluate adaptability, resilience, and interpersonal problem-solving.
· Present opportunities for coaching, mentorship, and wellbeing support.

37. 3.4 Managing Generational EI Differences Fairly

Recruiters should avoid stereotyping while still recognising patterns in generational behaviour. Key considerations include:
· Use EI assessments that are culturally and generationally neutral.
· Ensure interview panels are trained to recognise unconscious bias.
· Offer flexible communication formats (video, in-person, written).
· Evaluate EI in context, understanding that generational upbringing influences emotional expression.

38. 4. Conclusion and Recommendations (≈500 words)

39. 4.1 Conclusion

Emotional intelligence is a foundational capability that influences communication, teamwork, leadership effectiveness, and organisational wellbeing. Through established models such as the Ability Model, Goleman’s Mixed Model, and Bar-On’s Emotional-Social Intelligence Model, EI can be understood as a combination of emotional awareness, regulation, motivation, empathy, and social capability. Employees who develop strong EI contribute to high-performing, resilient, and collaborative workplaces. Mindfulness acts as a powerful complement to EI, strengthening self-awareness, emotional regulation, empathy, and clarity in decision-making.

As organisations become increasingly multigenerational and technology-driven, managers must recognise that EI manifests differently across Generation X, Y, and Z. These differences influence communication preferences, stress responses, and motivational drivers. Recruitment strategies must therefore adapt to evaluate EI fairly, considering generational identity without allowing stereotypes to distort decision-making. When used thoughtfully, EI-based recruitment tools can help organisations identify candidates who will contribute positively to workplace culture and teamwork.

40. 4.2 Recommendations
1. Integrate EI Training into Employee Development
Organisations should provide continuous training in self-awareness, empathy, conflict resolution, and communication. Mindfulness programmes—such as short meditation sessions, reflective journaling, or stress-management workshops—should be built into wellbeing initiatives.
2. Embed EI Competencies into Recruitment and Selection
Use structured interviews, behavioural questions, and situational judgement tests to assess emotional regulation, adaptability, empathy, and collaboration. Avoid personality-biased tests that lack scientific validity.
3. Provide Generationally Inclusive Assessment Processes
Offer flexible communication modes and consider the candidate’s generational background when interpreting emotional expression. For example, Gen Z may express anxiety more openly, while Gen X may appear emotionally reserved.
4. Develop Emotionally Intelligent Leadership
Managers should model EI through active listening, transparent communication, and emotionally aware decision-making. Leadership development programmes should incorporate EI coaching and real-time feedback.
5. Promote a Culture of Psychological Safety
Employees should feel safe expressing concerns, emotions, and ideas without fear of negative judgement. This environment enhances team cohesion and supports emotional learning.

Overall, emotional intelligence and mindfulness are essential for creating workplaces that are adaptive, supportive, and capable of thriving in complex organisational landscapes. By integrating EI into recruitment, leadership, and everyday practice, organisations can cultivate more resilient, collaborative, and high-performing teams.
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