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[bookmark: _Toc495823415][bookmark: _Toc406539860][bookmark: _Toc2068878298]Introduction:
Organisations today operate in environments that are fast moving, demanding and highly interconnected. This has increased expectations for employees at all levels to manage relationships, work effectively under pressure and respond with clarity during challenges. Emotional intelligence has therefore become an important skill within modern workplaces. Daniel Goleman, a key writer in this field, argues that recognising and understanding personal emotions allows people to also understand the emotions of others, which directly affects teamwork, communication and leadership. His argument highlights that technical skills alone are no longer enough for workplace success.
Mindfulness has also become more visible in professional settings. It is considered a practice that helps people stay aware of the present moment and avoid acting on automatic reactions. Studies have shown that employees who use mindfulness techniques often experience reduced stress, clearer thinking and improved emotional management. Since mindfulness helps people gain better control over emotional responses, it supports the development of emotional intelligence. Together these areas can influence communication, conflict handling, motivation and trust.
This report focuses on three areas. First, it critically evaluates how employees can use the different components of emotional intelligence in the workplace by linking them to relevant models. Second, it analyses unique characteristics found across different generations and explores how these characteristics affect emotional intelligence expectations during recruitment. The report uses examples from Generation X, Generation Y and Generation Z. Finally, it provides a conclusion and recommendations that management teams can apply when developing emotional intelligence within the organisation.
The importance of emotional intelligence has grown as workplaces become more diverse and more collaborative. Employees frequently work across departments and form teams with people from different generations and backgrounds. This increases the importance of understanding how personal emotions influence workplace behaviour and outcomes. Emotional intelligence is not only linked to performance but also to job satisfaction, turnover intention and leadership effectiveness. Mindfulness contributes by helping employees avoid reacting to emotions without thinking and instead supports thoughtful and constructive behaviour.


[bookmark: _Toc1132846225][bookmark: _Toc258614024][bookmark: _Toc1529866971]Critical Evaluation of and Employees Emotional Intelligence Components: 
Emotional intelligence, often shortened to EI, refers to the ability to recognise, understand and manage personal emotions while also being able to recognise and respond to the emotions of others. Employees use these abilities daily when communicating, resolving conflict, collaborating and responding to organisational demands. Several models help explain how emotional intelligence works and how employees apply these components within the workplace.


[bookmark: _Toc758558689][bookmark: _Toc1915301739][bookmark: _Toc1886563425]Goleman’s Five Component Model
Goleman’s model is one of the most widely recognised frameworks. It includes self awareness, self regulation, motivation, empathy and social skills (Goleman, 1995). Each of these components contributes to workplace behaviour in different ways.
Self-awareness is the foundation of emotional intelligence. It involves understanding personal emotions, strengths and limitations. Employees with strong self awareness can identify when they feel stressed, frustrated or overwhelmed. This allows them to pause before reacting, which reduces emotional outbursts and improves communication. For example, a customer service employee who notices rising frustration during a difficult customer interaction can recognise the emotion early and use calming strategies. Research suggests that self awareness strongly influences decision making and reduces impulsive behaviour (Eurich, 2018).
Self regulation refers to the ability to manage emotions effectively. Employees with good self regulation avoid reacting aggressively or defensively. This helps maintain professional relationships even during conflict. In project teams, self regulation supports patience and problem solving because employees control emotional impulses. Studies show that employees who regulate their emotions well tend to perform more effectively in high pressure environments (Gross, 2015).
Motivation, within emotional intelligence, relates to internal drive rather than external rewards. Motivated employees set goals, stay committed and maintain a positive attitude. Research has shown that emotionally intelligent employees are more likely to demonstrate resilience when facing obstacles (Ryan and Deci, 2000). This is because they can manage disappointment and continue working with determination.
Empathy is the ability to understand the feelings and viewpoints of others. In the workplace, empathy helps employees respond sensitively in conversations, respect differences and build trust with colleagues. For example, employees who show empathy can support team members experiencing stress or personal issues. Empathy strengthens teamwork and reduces conflict. Studies emphasise that empathy plays a key role in leadership effectiveness and employee engagement (Kock et al., 2019).
Social skills involve managing relationships, communicating clearly and resolving conflict. Employees with strong social skills can work collaboratively and encourage cooperation between team members. This component is essential for roles that involve negotiation, customer interaction or cross departmental teamwork. Goleman argues that social skills link personal emotional intelligence to group effectiveness.




[bookmark: _Toc1210530157][bookmark: _Toc1014561652][bookmark: _Toc1337227836]Mayer and Salovey’s Ability Model
Mayer and Salovey introduced another influential model that describes emotional intelligence as a set of mental abilities rather than personality traits. Their four branch model includes perceiving emotions, using emotions, understanding emotions and managing emotions (Mayer and Salovey, 1997).
Perceiving emotions refers to recognising emotional cues in facial expressions, tone of voice and body language. Employees use this ability in meetings, customer interactions and team discussions. Accurate emotional perception helps employees notice when colleagues feel stressed or disengaged. Research shows that employees who recognise emotional cues early can respond more appropriately, which reduces misunderstandings (Mayer et al., 2008).
Using emotions involves applying emotions to improve thinking, decision making and problem solving. For example, mild stress can help employees focus during important tasks, while positive emotions can support creativity. Employees who understand how emotions influence thinking can adjust their emotional state to match the task.
Understanding emotions includes knowing how emotions develop and change over time. For instance, frustration can grow into anger if not addressed. Employees who understand emotional patterns can manage workplace relationships more effectively. They can also interpret group dynamics, such as recognising when a discussion is becoming tense.
Managing emotions is the highest level in this model. It involves controlling personal emotions and influencing emotions in others. Employees use this skill when calming a distressed colleague, motivating a team or reassuring someone who feels uncertain. Studies show that emotional management improves leadership and organisational outcomes (Joseph and Newman, 2010).

[bookmark: _Toc1030399101][bookmark: _Toc640086340][bookmark: _Toc252673975]Employee Use of Emotional Intelligence in Workplace Behaviours:
Employees apply emotional intelligence in several workplace situations. These include communication, conflict resolution, teamwork, leadership, customer service and change management.
Communication improves when employees understand their emotions and express themselves clearly. Emotional intelligence helps employees maintain professionalism even when stressed. Conflict resolution becomes smoother when employees recognise their emotions, stay calm and listen empathetically. EI encourages people to seek solutions instead of reacting defensively. Teamwork benefits greatly from emotional intelligence. Teams with emotionally intelligent members experience higher trust, cooperation and cohesion. Empathy and social skills help members support each other and share ideas without fear of judgement. Leadership is strongly influenced by emotional intelligence. Leaders who display high EI inspire confidence, build strong relationships and create positive environments. Research shows a strong link between leader EI and team performance (Harms and Crede, 2010). Customer service relies heavily on emotional awareness. Employees who understand customer emotions can respond more effectively and handle complaints with professionalism. Change management is smoother when employees manage stress and support each other emotionally. Emotionally intelligent employees are more adaptable and help others stay positive during uncertainty.
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Although emotional intelligence has many benefits, there are criticisms. Some researchers argue that EI is difficult to measure accurately and overlaps with personality traits like agreeableness (Landy, 2005). Others state that too much emotional control may lead employees to hide genuine feelings, which might reduce authenticity. Despite these criticisms, most studies show that emotional intelligence has a positive effect on workplace performance, leadership and well being.
Emotional intelligence components, especially when combined with mindfulness, offer valuable support for employees in managing everyday professional challenges. The models by Goleman and Mayer and Salovey provide useful foundations for training and development programmes.
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Recruiting employees from different generations requires managers to recognise that generations vary in their attitudes, communication preferences, expectations and emotional behaviours. Emotional intelligence plays an important role in understanding these differences and selecting candidates who can adapt well to the organisation.
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Generation X employees are often described as independent, resilient and practical. They grew up during economic uncertainty in many countries and learned to adapt quickly. As a result, they often value stability, responsibility and autonomy.
In terms of emotional intelligence, Generation X candidates often show strong self management skills because they are used to working independently. They tend to stay calm under pressure and handle workplace challenges through problem solving. However, they may prefer direct communication and might be less comfortable with emotional expression if compared to younger generations. Employers should therefore assess EI components such as empathy and social skills, especially for leadership or customer facing roles.
Research suggests that Generation X employees value fairness, work life balance and clear expectations (Smola and Sutton, 2002). During recruitment, managers should consider how candidates demonstrate emotional control, resilience and collaborative skills.
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Generation Y is known for being adaptable, technologically skilled and socially aware. They value meaningful work, teamwork and continuous feedback. Millennials often expect open communication and supportive leadership.
When it comes to emotional intelligence, Generation Y candidates usually show strong social awareness. They are more comfortable discussing emotions and are skilled at teamwork. Their empathy levels tend to be high due to exposure to global connectivity and increased cultural diversity.
However, studies show that Generation Y may experience higher stress levels because they face pressures related to performance, achievement and digital overload (Twenge, 2010). During recruitment, managers should assess EI competencies such as self regulation, resilience and motivation. Millennials respond well to organisations that promote well being, mindfulness and emotional support.


[bookmark: _Toc500724434][bookmark: _Toc2000959537][bookmark: _Toc1254176865]Generation Z (Born from 1997 onwards):
Generation Z is the most digital generation out of the lot. They grew up with constant access to technology, social media and rapid information exchange. As a result, they are skilled at multitasking and fast learning. They value diversity, inclusion and flexibility.
Generation Z candidates often show strong awareness of global issues and tend to be open minded. Their emotional intelligence strengths include empathy, social awareness and adaptability. However, research indicates that high social media use can affect emotional regulation, stress levels and self esteem (Odgers and Jensen, 2020). Recruitment therefore should involve evaluating emotional stability and ability to manage emotions constructively.
Generation Z prefers transparent communication, instant feedback and supportive working environments. They value organisations that prioritise well being, mental health and purpose driven work. Managers should focus on emotional intelligence components such as self regulation, teamwork, communication and interpersonal skills.
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Managers must recognise that emotional intelligence appears differently across generations and that a recruitment approach suitable for Generation X may not be effective for Generation Z. Generation X tends to prefer direct communication, while Generation Y values collaborative dialogue and Generation Z responds best to communication that is digital, fast and clear. Emotional expression also varies, as younger generations are generally more comfortable discussing their emotions. Motivation and values differ as well, with Millennials often seeking purpose in their work, while Generation Z places greater emphasis on flexibility. Stress management needs also change across generations, since Generation Z may require more emotional support due to the pressures linked to constant digital engagement. In terms of teamwork and collaboration, younger generations commonly expect inclusive environments where emotional support and open communication are part of everyday working relationships.
Recruiters must therefore adjust selection methods to assess emotional intelligence fairly across generations. Structured interviews, emotional scenario questions and teamwork exercises help evaluate EI reliably. Understanding generational emotional patterns also supports better onboarding and retention.
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Emotional intelligence and mindfulness play an essential role in modern workplaces. Employees use emotional intelligence to communicate clearly, resolve conflict, work collaboratively and respond effectively under pressure. Goleman’s model and the Mayer and Salovey ability model demonstrate how emotional intelligence components influence workplace behaviour. Although there are some criticisms regarding measurement, research strongly supports the value of EI in improving performance, leadership and well being.
Understanding emotional intelligence also helps managers recruit employees from different generations. Generation X, Y and Z each bring unique strengths and challenges related to emotional intelligence. Recognising these differences supports fair recruitment, improved team performance and stronger organisational culture.
The organisation should introduce emotional intelligence training by offering regular workshops that develop self awareness, empathy and social skills, which will support clearer communication and stronger teamwork. It is also helpful to encourage mindfulness practices, since short mindfulness sessions or wellbeing programmes can reduce stress and improve emotional regulation. Recruitment processes should include EI based methods such as structured interviews, role play and emotional scenario questions to assess candidates fairly across generations. The organisation should also promote multi generational collaboration through workshops and mentoring programmes that reduce generational gaps and strengthen emotional understanding within teams. Finally, leadership development programmes should focus on building high emotional intelligence so that future leaders can manage relationships, motivate employees and create positive working environments.
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