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[bookmark: _Toc224901490]1. Introduction
Emotional intelligence (EI) is necessary for success in the organisation, particularly if the situation calls for interaction with others (Arora, 2017). EI has been defined as the ability to understand and control one’s own emotions as well as the emotions of other people to facilitate thinking and action (Salovey and Mayer, 2004). Various models have been employed to measure EI. The models include ability-based models, trait-based models, and mixed models that combine cognitive and personality factors (Nadler et al., 2020).
Emotional intelligence is strongly associated with mindfulness, described as the awareness of the present moment in a non-judgmental way (Bishop et al., 2004), and both concepts focus on emotional awareness and control. Mindfulness has a vital role in emotional awareness and regulation, both of which are essential in the work environment. EI, together with mindfulness, leads to better work performance, improved relationships, and the well-being of the employee (Good et al., 2016).
This report critically evaluates emotional intelligence and mindfulness in the workplace, including significant models and how managers can work effectively with Gen X, Millennials, and Gen Z. the report highlights differences in communication, values, expectations, showing how EI and mindfulness support work performance and team effectiveness.

[bookmark: _Toc224901491]2. Emotional Intelligence and Mindfulness in the Workplace
Employees with high emotional intelligence can manage their own emotions and respond to situations in the workplace more effectively (Arora, 2017). Some theoretical models to define EI are the ability model of EI developed by Mayer and Salovey (1997), mixed model of Goleman (1998) and trait model of Petrides (2009). These theoretical approaches provide a foundation for understanding the application of EI in organisations.
On the other side, mindfulness can increase awareness of thoughts and emotions in the present moment, and can add to important components of EI, such as self-awareness and self-regulation (Bishop et al., 2004). As a result, mindfulness can improve how employees manage emotions and respond to workplace settings. 

Goleman’s Mixed Model in the Workplace
According to Daniel Goleman (1998), emotional intelligence (EI) can be defined as the ability to understand one’s emotions as well as the emotions of others, the ability to motivate oneself, and the ability to manage emotions. The model has been widely used in organisational settings because of its practical applicability. Goleman’s Mixed Model has five distinct components of EI (Lubbadeh, 2020), as fallowing:
Self-awareness refers to the ability to recognize and understand one’s own emotions, strengths, weaknesses, and values (Goleman, 2002). Employees who demonstrate self-awareness, will be more effective in recognizing how stress affects their communication and can prevent conflicts and enhance cooperation (Irawan, 2024). Self-aware employees can recognize how their emotions impact their behaviours and decision-making processes (Boyatzis et al., 2000).  
Self-regulation entails controlling impulses, adapting to situations, and controlling emotions (Goleman, 2002). Employees who have high self-regulation skills can handle criticism in a positive way and remain calm in situations where the pressure is high (Sfetcu, 2023). Managers can mange team discussions in conflicting situations, ensuring collaborative solutions without allowing negative emotions to interfere (Hopkins and Yonker, 2015).
Motivation reflects intrinsic drive and persistence in achieving personal and organizational goals (Goleman, 1998). A motivated employee is engaged in problem-solving and is more likely to tackle interpersonal conflicts rather than avoiding them, thus facilitating easy functioning in a team (Brackett and Katulak, 2013)
Empathy refers to the employee’s capacity to understand and take into consideration the emotions and perspectives of fellow employees (Goleman, 2002). Empathetic employees are more likely to be inclined towards forecasting the responses of fellow employees, hence increasing the chances for conflict resolution through negotiation or compromise (Irawan, 2024),
Social skills comprise building relationships, communication, influencing, and conflict resolution (Goleman, 2002). In a team, these skills can enhance the confidence, creativity, and problem-solving abilities, while negative emotions can lower the team members’ morale and performance. Employees with good social skills contribute to building teams, collaboration, and influencing group dynamics. (Lubbadeh, 2020).
Although the applicability of this model was noted in organisational settings, it has been subject to criticism, especially when it comes to the incorporation of personality traits into emotional abilities. This makes it hard to differentiate emotional intelligence from other personality traits.

Mayer-Salovey Ability Model in the Workplace
The Mayer-Salovey Ability Model is one of the earliest models of EI, being described as the capacity to monitor one’s emotions and those of others, and to use this information to regulate one’s thinking and behaviours (Meyer et al., 2004). The Mayer-Salovey model comprises four abilities, as fallowing:
Perceiving emotions entails the ability to recognize and clearly state emotions through facial expressions, tone, and body language. In the workplace, this ability, also known as emotion decoding accuracy, supports effective leadership, negotiations, and team management (Kafetsios et al., 2025). For example, leaders who perceive emotions of their employees can achieve success in managing teams (Emery, 2012).
Using emotions to facilitate thought is the ability to use emotions in reasoning, decisions, and problem-solving. For example, employees can use positive emotions to improve their motivation and negative emotions to identify the need for change in their strategies. Alos, they can use their emotions to focus and solve problems. (Mayer et al., 2004).
Understanding emotions is the ability to understand how emotions change and how are related to each other, which can help in situations of conflict and change (Mayer et al., 2004). Employees who understand emotions can anticipate how other people in the company would react in situations where there is change, stress, or conflict. This enables stronger team morale, empathetic communication, and better collaborations. Employees that use this can develop of leadership abilities, team efficiency, and employee’s well-being, including lower levels of stress and high levels of job satisfaction (Kafetsios et al., 2025).
Managing emotions refers to the ability to regulate one’s emotions and, at the same time, influence the emotions of others in a positive manner. Employees with high emotion management skills have reported higher levels of job satisfaction and lower levels of stress (MacCann et al., 2020). The leader may use emotion management for improving the morale of the team, avoiding any kind of conflict, and promoting teamwork, as well as building trust, motivation, and flexibility among team members (Choudhary et al., 2017). 
Overall, the model has a strong theoretical background regarding emotional intelligence is although the importance placed on cognitive ability may limit the estimation of other personality traits.

The Trait Emotional Intelligence Model
The Trait Emotional Intelligence Model define emotional intelligence as a set of emotion-related personal qualities and tendencies, including emotion perception, emotional management, empathy, and impulsivity, which can be quantified by self-report methods (Petrides and Furnham, 2006). The four dimensions of this model are Emotionality, Self-Control, Well-Being, and Sociability.
Emotionality is the ability to recognize, express, and connect with the emotions of oneself and others; thus, can assist employees to develop successful relationships (Petrides, 2009).
Self-Control entails regulating emotions, impulsiveness, and stress; it thus enables employees to stay calm in a pressurized environment (Petrides, 2009). 
Well-Being entails emotions linked to accomplishment, self-esteem, and expectation; it is vital in motivation and job satisfaction (Petrides, 2009).
Sociability entails being socially assertive and sensitive; it entails regulating others’ emotions effectively and excelling in communicating and participating in social situations (Petrides, 2009). 
This depicts that Trait EI is a complex and multi-dimensional construct
Unlike ability EI, Trait EI is usually measured using questionnaires or 360-degree feedback tools and is concerned with individuals’ self-perceptions of their own EI in comparison to actual performance (Petrides, 2011). Research has shown that Trait EI is associated with positive outcomes in the workplace, such as job satisfaction, leadership, and group performance. For instance, individuals who score high in Trait EI tend to be successful in their work when they must display emotional labour since they can manage their emotions and respond appropriately to others (Joseph and Newman, 2010). Additionally, groups of individuals with high levels of Trait EI have shown superior group performance and cooperation (Jordan et al., 2002).
However, despite all these advantages, Trait EI has been subject to severe criticism. Firstly, there has been concern raised regarding the overall accuracy of the use of self-reporting, as it has been considered to possess a high social desirability effect and misperception of one’s overall personality (Hjalmarsson and Dåderman, 2022). Secondly, there have been concerns raised regarding the similarity of Trait EI and other established personality models, such as Big Five Personality Traits, as highlighted by Antonakis (2004). Thirdly, Trait EI is considered to have an influence on performance only when emotions are high and not when they are cognitive (Côté, 2014).
Although there are such limitations and criticisms, Trait EI has been acknowledged to have some value within an organizational setting, from a recruitment and development of staff perspective, as it does offer some form of insight into one’s perception of emotions.

Mindfulness in the Workplace
Mindfulness is also beneficial as it works together with emotional intelligence by increasing an individual’s awareness of their thoughts and emotions at a specific moment without any kind of criticism. This is beneficial for some key elements of emotional intelligence, such as self-awareness and self-regulation (Bishop et al., 2004). Employees who are mindful of the situation can easily identify what triggers their emotions and act accordingly under controlled conditions at the workplace, unlike when they are impulsive (Hilton et al., 2019).
Mindfulness has been adopted by various work organizations as a technique to enhance the performance of the employees. Large organizations like Google and General Mills have been successful in adopting mindfulness-based programs at the work environment for the improvement of employee performance (Forbes, 2017). Different studies have shown that mindfulness can enhance workplace performance since it can enhance attention, emotional stability, decision-making capacity, as well as reduce stress, burnout, and psychological discomfort (Hilton et al., 2019).
Also, in a work environment, mindfulness has been associated with improved interpersonal relations since a person becomes more attentive, empathetic, and present during interactions with co-workers (Good et al., 2016). From an emotional intelligence perspective, mindfulness improves emotional management skills; thus, it can be related to both Goleman’s mixed model of emotional intelligence and Mayer and Salovey’s ability-based model of emotional intelligence. 
Therefore, adopting mindfulness in the workplace can positively impact emotional intelligence in a way that leads to a healthier and more productive working environment.

Critical Evaluation
One of the main differences between the various EI models is the measurement and application of the models. Mayer-Salovey ability EI is based on cognitive abilities, which is usually measured using performance-based assessments. In contrast, the Goleman model and the Trait Emotional Intelligence Model measure emotional intelligence in terms of behavioural skills and self-perceptions, usually measured using a self-report or a multi-rater assessment. This indicates that the mixed and trait models of emotional intelligence are more applicable in the workplace. However, it is apparent that the accuracy of the assessment is questionable since self-reporting is often biased and can be considered a measure of personality.
It can therefore be argued that though the ability model is strong in theory, it is limited in its practical application in the workplace by its cognitive orientation. The mixed and trait models, though more relevant in terms of organisational performance, lack conceptual clarity and distinctiveness. As so, emotional intelligence is viewed as one of several factors which impact on employee performance.
Furthermore, mindfulness has been related to emotional awareness and management; thus, it can be considered a factor in the development of EI in practice. However, various indirect effects of mindfulness exist depending on the individual or business environment (Hilton et al., 2019). For example, mindfulness can be used to build focus levels, lower stress levels, and enhance emotional intelligence. However, it is considered a secondary factor.

[bookmark: _Toc224901492]3. Generational Differences and Their Impact on the Workplace
Differences in the generational groups have a major impact on work values in an organisation. A generational cohort can be defined as a group of people who were born in a certain range of years and have had similar social and historical experiences during their formative years. In today’s working environment, Generation X, Y, and Z are a major part of the workforce. Every generation brings its own values to the working environment (Dick, 2019).

Generation X
Generation X includes individuals born between 1965 and 1980. Generation X employees in the workplace are characterized by their need for stability, flexibility, independence, and a balance approach between work and personal life, since they grew up in a period of social and economic change (Day, 2023).
Generation X are described as pragmatic and result-oriented, preferring to work individually and initiate things instead of being supervised (Usmani et al., 2019). They prefer flexibility and opportunities for professional development, which are beneficial for their career development. However, lack of recognition, career progression, and development is known to influence their turnover intentions (Kian & Yusoff, 2012). To manage Generation X employees at the workplace, it is important for the manager to provide them with independence and flexibility at their workplace and opportunities for their career development.
In addition, Generation X employees may have a degree of scepticism towards their authorities and may prefer transparent leadership styles, as they grew up in an uncertain economic and social environment. Generation X employees may also enjoy working in an environment that balances productivity with enjoyment (Pasla et al., 2021). Therefore, managers can effectively manage and motivate Generation X employees by providing trust, flexibility and clear communication.
Studies have shown that Generation X employees may be stereotyped as being less loyal to the organization, often termed “job-hoppers” because of their tendency to switch jobs in search of better opportunities. Generation X employees may be loyal, but their loyalty may be conditional, as they are more likely to be loyal to organizations that offer job security, fair treatment and opportunities for growth (Mahoney, 2015). Employers have to offer their Generation X employees secure working conditions, recognition, and carer progression to retain them.
With regards to technology, Generation X workers are caught between the older and the younger generation, having witnessed the move from analogue to digital technology. As a result, they have moderate technology skills, using face-to-face communication and electronic tools (Tasheva, 2024). Therefore, Generation X workers ought to be offered various communication channels by their management to boost their productivity in a technology-driven world.

Generation Y (Millennials)
Generation Y, also known as the Millennials, includes people born between 1980 and 2000 (Day, 2023). Generation Y can be defined as a cooperative generation, adaptable, and well-educated, most of them being highly qualified compared to the past generations (Usmani et al., 2019).
Millennials are often more team-oriented and thus thrive in a working environment that encourages group work and shared problem-solving. Millennials are very sensitive to diversity, equality, and inclusiveness, and are vocal about their opinions and expect regular feedback from their managers (Usmani et al., 2019). This underlines the need for organisations to adopt open communication and supportive leadership in the workplace, to effectively manage the millennials.
According to Kian and Yusoff, (2012), the Millennials are driven by meaningful, flexible, and enjoyable work arrangements, and they are likely to express loyalty towards an organisation that meet these expectations. However, various studies indicate that the Millennials may have lower levels of employee engagement if their expectations are not met, especially on work-life balance and work arrangements (Park and Gursoy, 2012). Therefore, managers need to provide a flexible supporting environment that allows for development and positive experiences in the workplace. Also, the Millennial generation is likely to seek alternative opportunities if their needs are not met (Atieq, 2019), as so managers need to provide them with a meaningful work experience and a work environment to build their loyalty.
Tasheva, (2024) observed that Millennials tend to be comfortable and confident when using technology, as they can easily adapt to technology in a rapid manner. Therefore, it is imperative for managers to provide adequate technological support for employees to boost engagement within the work setting. 
In addition, the Millennials appreciate the importance of the significance of continuous learning and development, feedback, and recognition of their contributions (Atieq, 2019). The Millennials appreciate the opportunity of developing their skills and becoming competitive in the job market (Naim, 2014). Therefore, it is imperative for managers to ensure the employees have the opportunity for continuous development

Generation Z
Generation Z is a term used to denote people born between 1997 and 2012. This generation of workers is the most recent and the most "tech-savvy", adaptable, and thriving in fast-paced environment, being good candidates to enter the workforce. (Day, 2023) They expect streamlined communication and technology utilization in the workplace since they are being born in a rapidly evolving technology world (Dick, 2019). 
In the workplace, Generation Z seeks the stability of job security, work-life balance, meaningful work, as well as opportunities for career advancement and financial stability (Dimokas, 2025). Studies show that pay is a factor for Generation Z but the significant job motivator for them is mentoring, ongoing feedback and personal development (Sharma and Pandit, 2020). As a result, managers need to facilitate an environment for learning, feedback, and communication to thrive, which is important in managing Gen Z.
Based on Dimokas’ (2025) studies, the salary expectations of Generation Z might be higher or unrealistic. Thus, the right career paths should be provided for the employees of Generation Z by the managers in a realistic manner.
Additionally, Generation Z is comfortable using digital communication and would prefer communicating virtually than face to face (Niemczynowicz et al., 2023). Although this is beneficial in terms of improving efficiency and adaptability in the workplace, it might act as a challenge in improving interpersonal skills and conflict resolution skills (Dimokas, 2025). Manage should encourage the use of both digital and face-to-face communication to increase efficiency and the development of interpersonal skills.
Another aspect is that Generation Z employees value transparency and open communication. They like to be listened to and included in the decision-making process within the work environment. This is essential in enhancing their motivation within the work environment (Schawbel, 2014). Another factor to be considered is the fact that the Generation Z employees must have a flexible work environment to enable them to grow. They also need technology to enable them to be efficient in different environments (Gaidhani et al., 2019). To manage and retain Generation Z employees, managers should provide a flexible, technological and an open communication environment.

[bookmark: _Toc224901493]4. Recommendations
· Emotional intelligence assessments when recruit and manging employees, should be incorporated by organisations.
· Training programs for the development of emotional intelligence, should be included by organisations, especially for managers.
· Mindfulness training programs must be included by organisations to ensure the well-being of employees.
· Managers must use flexible styles of management by considering the generational differences of employees.
· Communication styles must be prioritized by organisations to increase the engagement of employees.
· Organisations should prevent stereotypes when managing employees.

[bookmark: _Toc224901494]5. Conclusion
In conclusion, this report has critically examined emotional intelligence, mindfulness, and generational differences in the workplace. In the workplace, emotional intelligence, help employees manage effectively their emotions and foster good working relationships. However, the various models show that there is a limitation in theory and measurement. The ability-based models give a strong basis in theory, and the mixed and trait models give a more practical application, although they show overlap with personality traits. This suggest that emotional intelligence is only one of several factors that determine performance.
Mindfulness is a further aspect that contributes to emotional intelligence. Although it is associated with positive outcomes in the workplace, it is usually indirect and depends on individual and organisational factors. It is important to note that mindfulness is a complement and not included in emotional intelligence theories.
Generational differences that exist in Generation X, Millennials, and Generation Z in the working environment, are also discussed in the report. It is important to understand that each of these generations has its characteristics, in terms of communication, and motivation. Alos, management style is subject to change depending on individual differences.
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