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[bookmark: _Toc1951164366]INTRODUCTION
Emotional intelligence as well as mindfulness stands as two essential ingredients or attributes in the modern working environment since according to the research carried out by Abaker et al. (2025), they practically assist individuals to well understand themselves and understand other people. According to Extremera et al. (2018), employees with emotional intelligence can easily understand the emotions of others since they understand their own emotions. Employees in most work environments face pressures, deadlines, and personality issues, thus making self-awareness, self-control, empathy, and social skills essential for effective performance (Andres, 2025; Extremera et al., 2018). An example to support this is a team leader who is always seen calm whenever there is a conflict and ensure to actively and attentively listen, always stands a good chance to resolve disputes easily and restore peace to enhance the growth of the business. This illustrates the impact of EI and mindfulness on communication skills as Babatunde et al. (2023) indicates. This report involves a critical evaluation of how employees use their emotional intelligence at work through the application of major models and theories. Further, it will discuss how a manager can understand generational differences, such as Generation X, Generation Y, and Generation Z, to create a positive work environment, as explained by Dick (2019).

[bookmark: _Toc111478833]EVALUATING HOW EMPLOYEES IN THE WORKPLACE MAY USE EMOTIONAL INTELLIGENCE COMPONENTS (EI).
Emotional intelligence (EI) is defined as the ability to identify, understand, control, and influence emotions in oneself and others (Extremera et al., 2018). Emotional intelligence was introduced by Daniel Goleman, and he focused on its significance in the workplace who explained it as the ability to be effective at work (Channell, 2025). Emotional intelligence in the workplace allows employees to cope with work-related challenges, facilitate communication, and create a conducive environment for collaboration, as discussed by Extremera et al. (2018). Mindfulness allows employees to be focused and not act impulsively in the workplace (Abaker et al., 2025).
[bookmark: _Toc1211992518]Components of Emotional Intelligence
According to Goleman's model, the five primary components of EI consist of self-awareness, self-regulation, motivation, empathy, and social skills (Antonopoulou, 2024; Channell, 2025). Self-awareness is the ability to recognise emotions and understand their effect on behavior and decisions, as explained by Channell (2025). For instance, when an employee realises their frustration is rising during a team meeting, they can pause to respond to the situation to avoid conflicts. Self-regulation is the ability to manage emotions effectively to be professional and adapt to changing situations (Antonopoulou, 2024). Motivation is the inner drive to accomplish goals and push through challenges to achieve success (Antonopoulou, 2024). Empathy is the capacity to recognise the emotions of others, while social skills involve the ability to create positive relationships with others (Antonopoulou, 2024; Channell, 2025)
According to Mayer and Salovey's ability model, EI can be defined as a cognitive-emotional ability that consists of four branches, which are perceiving emotions, facilitating thought through emotions, understanding emotions, and managing emotions, as explained by Sfetcu (2020). As explained by Sfetcu (2020), this model emphasises the idea that EI can be measured as an ability and can be strategically applied in the work setting. For instance, a manager can recognise the signs of stress from employees (perceiving emotions), motivate employees to think and discuss problems (facilitating thought), recognize the emotional effects of organizational change (understanding emotions), and take measures to assist employees (managing emotions), as explained by Sfetcu (2020). Furthermore, the Bar-On model defines EI as emotional and social competencies such as interpersonal skills, adaptability, stress management, and overall mood (Bar-On, 2006). This model is particularly applicable to workplaces with high interpersonal interactions, as it enables the employee to cope with complex social situations effectively (Bar-On, 2006).
[bookmark: _Toc391250364]Application of Emotional Intelligence in the Workplace
Employees use EI in many different ways to improve performance and culture in the workplace. According to Andres (2025), workers who are self- aware can simply identify the source of their stress and take practical steps to deal with it before it eventually negatively impacts them. Self-regulation helps employees resolve conflict constructively (Regmee, 2018). While conflict is inevitable in any team project, self-regulated employees are better able to listen to the opposing views of others, respond constructively, and negotiate a compromise without making the conflict worse (Regmee, 2018; Sharma et al., 2024). Furthermore, employees who are motivated help to attain organisational objectives beyond their normal job responsibilities (Rackman, 2022). As highlighted by Rackman (2022), they take initiative, more willing to take challenging assignments, and they inspire others through their commitment. The significance of empathy among employees was revealed in a study conducted by Worley (2019). This is because, for example, the empathetic nature of a project manager may enable him to understand that a member of his team is having problems, hence taking the most appropriate and necessary action to boost the morale of that employee (Worley, 2019). Social skills are the basis for effective collaboration, networking, and leadership (Riggio, 2020). For example, a team leader's good communication skills, awareness of the team's efforts, and facilitation of dialogue may help to create loyalty and trust, thus improving the team's productivity, as explained by Riggio (2020). Again, mindfulness can be a supplement to EI because it can improve employees’ awareness and control over their emotions. According to Abaker et al. (2025), employees who practice mindfulness can practically recognise the first signs of stress or frustration, take time before reacting, and approach issues carefully, as also revealed by Zheng et al. (2022) that mindfulness interventions have a great potential of improving emotional regulation and reduce burnout.
[bookmark: _Toc1845157037]Benefits of Emotional Intelligence in Workplace Interactions
The benefits of EI in interactions at the workplace are evident. Firstly, EI improves communication (Riggio, 2020). An employee with high EI is able to adapt the information being sent according to the emotional state of the target audience, thereby reducing conflicts (Channell, 2025). Secondly, EI improves teamwork (Antonopoulou, 2024). Teams composed of individuals with high EI are more cohesive and collaborate effectively (Antonopoulou, 2024). This is because team members empathize with one another, thereby reducing conflict situations. Thirdly, EI improves leadership (Sfetcu, 2020). A person with high EI inspires, motivates, and directs teams while effectively managing changes in the organization (Sfetcu, 2020). Lastly, EI improves the well-being of employees. An employee who effectively manages emotions is more satisfied at work while experiencing low burnout rates (Abaker et al., 2025; Zheng et al., 2022).
[bookmark: _Toc1658016563]Challenges of Emotional Intelligence in the Workplace
There are challenges associated with the implementation of EI in the workplace. For instance, some people may not be self-aware, and this may make it hard to identify their personal biases and emotional triggers (Channell, 2025). Others may not be empathetic, especially in a diverse work environment where different cultures may be involved (Antonopoulou, 2024). Moving forward, as Abaker et al. (2025) pointed out, overdependence on EI may be detrimental to the workforce, especially if the person lacks technical skills (Riggio, 2020). Example, the person may be good at EI but not good at decision-making, and this may not be beneficial to the company. In addition, the work environment may not be conducive for the implementation of EI. For example, the company may be competitive, and this may not be good for the expression of emotions, thus affecting the success of EI (Olsson, 2024). Finally, as discussed by Bru-Luna et al. (2021), the objective measurement of EI may not be easy, and the self-report method may not be an accurate measure to gauge the actual emotional intelligence skills.
[bookmark: _Toc2009137986]EI Practical Workplace Scenarios
1. Resolution of conflict: In a situation where two or more workers disagree or ague about a project’s priority list, the team leader, with a high level of EI, will actively listen to their concerns and attempt to find a solution that will satisfy both parties, maintaining harmony and productivity in the workplace, according to Riggio (2020). 
2. Change Management: A company goes through a restructuring process. Managers with empathy and social skills will be able to handle their workers’ anxiety and communicate company information to reduce their workers’ stress levels and increase their engagement in the company’s success, according to Sfetcu (2020). 
3. Customer Service: An employee understands a customer’s frustration and resolves a problem with a satisfactory solution by controlling their emotions and showing empathy towards the customer, resulting in an increase in customer satisfaction, according to Extremera et al. (2018) and Worley (2019). 
4. Team Motivation: A manager uses motivational techniques to boost their workers’ engagement and productivity during a tight deadline. They also show their workers appreciation and help them with their emotional needs, resulting in a boost to their motivation and production levels, according to Antonopoulou (2024) and Rackman (2022). 
These examples clearly exemplifies that EI does not exist only in theory, but has practical direct influence in real-life situations and moreover, affects the success and efficiency at the workplace.
[bookmark: _Toc1454157187]Integrating EI Models into Workplace Development
By strategically applying EI models in organisations, individual as well as collective performance is improved. Goleman’s model is applicable in leadership development programs, Mayer & Salovey’s model is applicable in cognitive-emotional development programs, while the Bar-On model is applicable in HR development programs focusing on adaptability, interpersonal skills, and stress management (Antonopoulou, 2024; Bar-On, 2006; Sfetcu, 2020). For example, during recruitment, EI assessment tools are used to select individuals who are able to manage workplace stress as well as effectively collaborate with others. Performance appraisals of employees are also based on EI competencies, thereby helping them develop not only required skills but also emotional as well as interpersonal skills (Riggio, 2020; Abaker et al., 2025).
It is important to state that organisations can adopt EI training through workshops, coaching, and mindfulness techniques (Abaker et al., 2025). Encouraging practices such as reflection through journaling emotions or peer feedback also supports self-awareness and empathy (Antonopoulou, 2024; Channell, 2025). Additionally, mentoring programs can also be introduced to ensure that the employees get to interact with people who possess well-developed EI skills and act as role models in the application of EI competencies (Riggio, 2020; Sfetcu, 2020). It is important to emphasise that, successfully incorporating EI into daily practices and culture significantly helps in ensuring that ensures that EI skills form a great part in decision-making, communication, and leadership, and not just an abstract comcept(Abaker et al., 2025; Dick, 2019).
[bookmark: _Toc935916649]Critical Reflection
While the importance of EI is obvious, there must be a process of development and support for it to flourish further. Employees EI skills may differ due to perhaps their unique individual experiences, the working environment they find themselves, and even their cultural background, thus following the discussions by Extremera et al. (2018). It is therefore necessary that in the provision of training to employees, these factors be recognised to ensure the training is individualised, diverse, and adaptable (Abaker et al., 2025; Extremera et al., 2018). Furthermore, EI needs not to be overemphasised in relation to other critical skills that are equally important for proficient performance, and it is important that organisations incorporate emotional as well as cognitive intelligences to maintain performance.


[bookmark: _Toc1095743586]GENERAL DIFFERENCES AND RECRUITMENT: KEY CHARACTERISTICS FOR EFFECTIVE WORKPLACE MANAGEMENT
Managers should be aware that employees from different generations have different values, expectations, and behavioural traits to bring to the organisation and according to Fuchs et al. (2024), these generations include Generation X (born 1965-1980), Generation Y or Millennials (born 1981-1996), and Generation Z (born 1997 or later).
[bookmark: _Toc804731285]Generation X
Generation X employees possess high level of experience, and they are independent and self-sufficient (Dixon, 2022; Fuchs et al., 2024). Dixon (2022) highlighted that, generation X employees have experienced economic uncertainty and organisational restructuring. This has resulted in Generation X employees valuing job security and stability (Fuchs et al., 2024). Management should understand that Generation X employees value independence and do not require supervision. In terms of emotional intelligence, it is evident that Gen X workers exhibit high levels of self-regulation and problem-solving abilities (Negruşa, 2024). Example, a Gen X leader may be able to stay calm in an emergency and use his or her experience to make crucial decisions. This perfectly aligns with some EI theories like that of Goleman’s self-regulation and motivation factors, as discussed by Channell (2025). Indeed, it is also important for a manager to understand that Gen X workers may be resistant to technological advancements, as Dixon (2022) indicated, therefore employers must evaluate their willingness to adapt to technological changes. 
[bookmark: _Toc1453243090]Generation Y (Millennials)
 Generation Y employees are described as having a high need to find meaning in their work, to collaborate with others, and to be given feedback (Dixon, 2022). According to Dixon (2022), they place a greater emphasis on teamwork, career development, and culture compared to the preceding generations (Generation X). In terms of emotional intelligence, Generation Y employees can be described as having high empathy skills (Machová et al., 2020). For instance, if the employee works in a healthcare or customer service industry, he or she would focus on the client's satisfaction by actively listening to the client and empathising with him or her. This is a characteristic of the interpersonal aspect of emotional intelligence as described by the Bar-On model (Bar-On, 2006). However, they may also need frequent feedback and recognition, which may be a challenge for the manager if they are used to working independently (Negruşa, 2024). During recruitment, the manager should consider the candidates’ expectations regarding supervision (Machová et al., 2020). For example, they should be asked about their feedback preferences. This would help the manager understand if the organisation would be able to meet the candidates’ expectations. Furthermore, the Millennials tend to be highly adaptable to technology and innovative in the workplace (Fuchs et al., 2024). The manager can capitalise on the strength of the Millennials by giving them responsibilities that involve technology or innovation, as discussed by Machová et al. (2020).

[bookmark: _Toc315175950]Generation Z
Generation Z (Gen Z) is the latest generation to enter the workforce and is known to be highly digital literate, diversity conscious, and flexible (Apata and Oyenuga, 2025). As pointed out by Apata et al. (2025), they have been brought up in a fast-paced digital world, which impacts their way of communicating. In the context of EI, Gen Z employees tend to be more open about their mental health and emotional state (Khanna et al., 2025). They would probably be more inclined towards workplaces that promote mindfulness as a way of working (Khanna et al., 2025). For instance, a Generation Z employee would probably be comfortable working in a place where there is freedom of expression.
However, they may not have hands-on experience and good emotional skills because of a lack of exposure in the workplace (Fuchs et al., 2024). Managers need to take this into account when recruiting by not only assessing their skills but also their emotional quotient. Situational judgment tests can be used to assess how well an employee handles stress or conflict in the workplace, as noted by Singh et al. (2024). 

[bookmark: _Toc1414277945]Comparison of the Generations: Implications for Recruitment
These differences between the different groups of employees would place the manager in a better position to make recruitment decisions (Fuchs et al., 2024). Although the Gen X brings independence, the Millennials bring collaboration, and the Gen Z brings innovation (Dixon, 2022; Apata & Oyenuga, 2025). The differences between the different groups of employees would also present conflicts (Fuchs et al., 2024). For example, the Gen X manager would require little supervision, whereas the Gen Z employee would require supervision (Apata & Oyenuga, 2025). Without emotional intelligence, the differences would result in conflicts (Channell, 2025). Thus, a manager must use EI skills while recruiting by demonstrating empathy towards generational needs, incorporating inclusive communication strategies, and avoiding stereotypes and making individual assessments.
[bookmark: _Toc545368992]Creating an Inclusive Work Environment
In order to create an efficient working environment, it is important for managers to focus more on inclusion than recruitment (Fuchs et al., 2024). This includes understanding that all generations have something important to offer to the working environment (Dixon, 2022). For instance, Gen X and Gen Z employees can be encouraged to work together through a mentorship program (Apata & Oyenuga, 2025). This will help the Gen X employee share their experience, as well as help the Gen Z employee develop emotional intelligence skills (Khanna et al., 2025). Moreover, the organization should be encouraged to adopt flexible working policies to cater to all the different needs (Fuchs et al., 2024). For instance, the Gen X generation may need stability, the Millennials generation may need growth, while the Gen Z generation may need a balance between working and life (Dixon, 2022; Apata and Oyenuga, 2025). Additionally, mindfulness could be beneficial to all the different employee generations (Zheng et al., 2022). This is because mindfulness could be beneficial in helping individuals focus better, as it could help them be emotionally intelligent (Zheng et al., 2022). 
[bookmark: _Toc240180106]Critical Evaluation
Generational theory can be useful; however, there are some demerits of this theory. Not all people can be classified according to these generations; overuse of this theory may result in bias in recruiting people (Negruşa, 2024). Moreover, emotional intelligence plays an essential role in managing generational diversity. A leader with a high level of EI will be able to cope with the demands of their employees despite their age differences (Channell, 2025). Another demerit of this theory is that behaviour can be influenced more by organisational culture rather than generations (Dixon, 2022). For example, organisational culture may help bridge the gap between generations through instilling values like respect and cooperation among people.

[bookmark: _Toc1364587507]CONCLUSION
Emotional Intelligence (EI) and mindfulness are important skills that can be utilised to improve interpersonal skills within the workplace. The discussions indicates that the theories of emotional intelligence presented by Goleman, Mayer and Salovey, and Bar-On are important models that can be utilised to understand how individuals within the workplace regulate their emotions to improve their interpersonal skills (Extremera et al., 2018; Bar-On, 2006). For instance, individuals who practice EI skills or components such as self-awareness, empathy, and self-regulation are likely to cope with stress, resolve conflicts, and work for the common good of the organisation (Riggio, 2020). However, emotional intelligence is a complex construct that is challenging to develop and measure; it is important to balance EI with technical skills (Channell, 2025). In addition, there are generational differences between Gen X, Gen Y, and Gen Z that influence the work environment (Fuchs et al., 2024). Therefore, it is essential for managers to integrate emotional intelligence with an understanding of diversity to create a positive work environment.

[bookmark: _Toc27809855]RECOMMENDATIONS
It is highly recommended that organisation ensure to organise training sessions, primarily focusing on EI and mindfulness to increase self-awareness and communication skills among their employees, in line with the assertions by Abaker et al. (2025). Example, employees can be helped in managing their emotions when facing a stressful situation through the organisation of short workshops and other reflection exercises. Moreover, managers can use EI-based tools in hiring new talent, such as situational judgment tests, to measure the emotional skills of potential employees, also in line with the research by Singh et al. (2024). Additionally, organisations can develop inclusive work environments that address generational differences by providing flexible work arrangements and clear communication styles (Fuchs et al., 2024). In fact, mentorship programmes can also be a great tool, whereby Gen X employees can be paired with Gen Z employees to improve efficiency.
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