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1. Introduction
Emotional intelligence (EI) is a vital concept to identify the effective function in the modern work environment. It was first introduced by Mayer and Salovey in 1990 and further refined in 1997, being defined as the ability to recognise, manage an understand one’s own and others’ emotions, and to use this emotional information to guide thinking and behaviour (Mayer and Salovey, 1997) This indicates that EI is not only about the awareness of emotions, but also about its practical application in decision-making and relationships. Different models have been developed to measure EI, such as the ability-based, trait-based, and mixed models. (Dhani and Sharma, 2016).
In addition to EI, mindfulness has also considered relevant in the workplace. Mindfulness refers to the capacity of being able to direct attention to the present moment in a non-judgmental manner, being aware of the internal thoughts as well as the external environment (Jing, 2016).
This report critically discusses the concepts of emotional intelligence and mindfulness in the workplace, referring key models and their practical application. The report would also analyse how managers can effectively deal with different generations of employees, such as Generation X, Y, and Z. In this context, the importance of emotional intelligence with regards to better performance and working environment would also be discussed.

[bookmark: _Toc225021633]2. Emotional intelligence and mindfulness in workplace 
Emotional intelligence concept has been considerably studied through different theoretical models, each offering a diverse picture on the impact of emotions on employee behavior and performance. The most popular models to explain the concept of emotional intelligence at the workplace are the Mayer-Salovey ability model, Goleman’s Mixed Model, and The Trait model.
In addition, mindfulness is also recognized as an important concept in the workplace, as it enhances employee’s awareness of their thoughts and emotions in the present moment. 

Mayer-Salovey’s Ability Model 
Emotional intelligence, as defined by Mayer and Salovey (1997), is the ability to monitor, use, understand, and regulate emotions in oneself and others to inform thought and action. This model is recognised as the first ability-based model of EI, focused on the cognitive processing of emotions rather than personality traits (Dhani and Sharma, 2016). Mayer-Salovey ability model defines EI as a group of four interrelated abilities as follows:
Perceiving emotions is the capacity to recognize or express emotions precisely in oneself or others. Employees use the ability to recognize their emotional state or the emotional state of others at the workplace and interpret the emotions.This skill encourages effective communication and reduces misinterpretations; and differentiating between sincere and deceptive emotions, which is essential in professional relations (Dhani and Sharma, 2016).
Using emotions to facilitate thought means using emotions to support thinking and decision making. Employees have emotional states that they utilize in order to prioritize information and do things differently based on how they feel (Mayer &andSalovey, 1997).
Understanding emotions is about being able to see the complex emotions and recognise the development of emotions over time. Employees utilize this ability to understand of changes in their own and others’ emotions, such as changing from frustration to acceptance. This contributes to resolving conflict and enhancing interpersonal relationships in the workplace (Mayer and Salovey, 1997).  
Managing emotion entails the ability to manage one's own emotions as well as the emotions of others. Employees can utilise this ability to be open to both positive and negative emotions and regulate emotional reactions when required. In tense, urgent situations, this ability helps maintain focus and manage responses appropriately under stress or high pressure (Dhani and Sharma, 2016).
However, the ability model has been criticised for relying on performance-based tests, which many not fully predict emotional abilities in real workplace contexts (Dhani and Sharma, 2016). Moreover, accuracy of measuring emotional intelligence remains difficult and can struggle to predict workplace performance consistently. Although there are many limitations to this model, it does have a strong theoretical foundation for understanding emotional abilities as well as how everyone’s performance contributes to employee effectiveness (Sfetcu, 2023).

Goleman’s Mixed Model 
Daniel Goleman developed a mixed model of emotional intelligence, which combines personal skills and traits and emphasises the importance of emotional intelligence practical application in organisational settings (Goleman, 2001). The model tends to be more practical than other models because it focuses on behaviours and on performance in the organisation (Riaz, 2024). The model is based on four main dimensions:
Self-awareness is the ability to understand and recognise one’s own emotions, thoughts, and behaviours (Goleman, 2001). In the workplace, it prevents employees from reacting impulsively and facilitates good communication, as well as make informed decisions and understand how their emotions shape their behaviour. Employees with high self-awareness are more likely to reflect on their behaviours and seek feedback to improve performance (Taylor et al., 2003). However, self-awareness only may be worthless without the ability to regulate emotions.
Self-management is the ability to manage one’s own emotions, actions, and impulsive tendencies, specifically during difficult situations. It enables effective decision-making, as well as helps employees not panic (Goleman, 2001). People who have good skills of self-management manage conflict and remain emotionally regulated better (Riaz, 2024). However, this may be limited, because emotional intelligence is frequently measured via self-report, that may be perceived as biased (Lopez-Zafra and Gartzia, 2014).
Social awareness is the ability to perceive one’s behaviour and behaviour in the context of others by socialising and understanding emotions. Employees use this by being aware of the emotions of co-workers, predict how people will respond and modify their communication (Goleman, 2001). It includes empathy and organisational awareness, allowing employees to respond more effectively in decision-making and team interactions (Rehman, 2020). Higher emotional intelligence is associated with more co-productive conflict resolution, such as compromise and cooperation (Côté and Hideg, 2011). 
Relationship management is the act of managing and building human relationships. Employees may use this skill to resolve conflicts, to communicate clearer, and maintain productive working relations. This brings together the ability to empathise and the ability to control emotions, allowing people to impact others and facilitate collaboration in the workplace (Goleman, 1995). This skill leads to good teamwork and thus organisational success. 
However, the model by Goleman has been criticized as having some similarities to personality traits, thus resulting in confusion and the inability to differentiate emotional intelligence. Additionally, the use of self-reporting measures may lead to a lack of objectivity. Although the model is applied in practice, the above limitations raise concerns about the reliability and validity of emotional intelligence.

The Trait Emotional Intelligence Model
The trait model of EI, proposed by Petrides and Furnham (2001), views EI as a stable trait of personality rather than a skill that is developed through learning and training. This model is also related to behavioural tendencies, personality traits, and self-perceptions, which refer to the way individuals respond to emotionally charged situations (Bru-Luna et al., 2021). The trait model of EI includes fifteen dimensions of personality, which fall into four factors as fallowing:
Well-being is composed of feelings of self-esteem, confidence and overall emotional positivity. Such well-being may help employees be motivated and satisfied in their jobs which ultimately can lead them to excel in their roles and be more engaged in their work (Petrides, 2009). However, because trait EI is based on self-perception, it may not correspond to true behaviours or outcomes, as individuals might overestimate their emotional abilities (Hjalmarsson and Dåderman, 2022).
Self-control is a process that involves managing emotions, impulses, anxiety, and stress, allowing employees to stay calm under pressure. This can contribute to enhanced decision-making and more valuable responses to the workplace challenges (Petrides, 2009). However, excessive reliance on self-report measures may limit the objectivity of these assessments and reduce their reliability (Hjalmarsson and Dåderman, 2022).
Emotionality is the ability to recognize, express feeling and connect with one emotion, as well as the emotions of other people. At work, employees high in emotionality can develop deeper human relations, grater empathy, which strengthens team cooperation and interpersonal communication. However, this trait has been criticized for containing elements such as broader personality types like emotional sensitivity, thus raising the question as to whether (or not) it measures things like emotional intelligence (Antonakis, 2004)
Sociability is the capacity for influencing, sharing or interacting with others effectively. Employees with strong sociability skills manage relationships to the best of their ability, are good in work styles teams, and can adapt to any social situation. Although this is conducive to collaboration and leadership, the validity may be influenced by the wider environmental and cultural context (Côté, 2014). 
Trait EI applies in the organizational setting as it predicts the way employees generally handle emotions and cope with stress, promoting teamwork, and coping capacities (Bru-Luna et al., 2021). However, it is important to note that the self-report method makes the test vulnerable to bias and the false self-concept, which affects the reliability and accuracy of the test results (Hjalmarsson and Dåderman, 2022).

Mindfulness in the Workplace
Mindfulness is defined as deliberate attention/awareness to bodily sensations, emotions and thoughts with the intent to build awareness of them and non-judgemental acceptance of these experiences (Grossman, 2015). In the working environment, mindfulness interventions may be used more to guide employees and managers to become more aware and to develop awareness directly or indirectly based on the use of a structured program (Vonderlin et al., 2020).
Mindfulness interventions to promote more awareness in the workplace have been documented as enhancing attention regulation, body awareness, emotion regulation via the neurological and physiological changes that may lead to a better quality of life. Mindfulness application could also take different forms (mindfulness-based interventions like MBSR or mindfulness‐informed approaches) and this potentially has different results, depending on how the method is utilized (Michaelsen et al., 2023).
Mindfulness can assist employees in adjusting their work demands by enabling them to observe their thoughts and reactions without judgement, therefore reducing impulsive behaviour while at the same time increasing clarity and objectivity. This will enable people to better monitor their emotional, cognitive, and behavioural responses to accomplish their work-related goals (Roemer, 2021).
Mindfulness in the workplace may be used to facilitate some of the important aspects of emotional intelligence, like self-awareness and self-regulation, through the improvement of the employee’s capacity to effectively manage their responses to emotions (Bishop et al., 2004).
However, while mindfulness can positively impact an individual’s task performance and relationships through better self-regulation, this will vary depending on how an individual applies mindfulness in their life and can vary across contexts (Choi et al., 2022).


Critical Evaluation
Emotional intelligence and mindfulness have given deep insights into the behavior of individuals in the workplace, but their impact and effectiveness depend on how these constructs are conceptualised and measured. The Mayer–Salovey ability model is more theoretically informed in this respect, by being based on cognitive abilities but is more objective than other ones. Yet, because it relies on performance-based evaluations, it struggles to accurately predict actual behaviour in the workplace consistently (Dhani and Sharma, 2016). On the other hand, Goleman's mixed model is more practical and generally applicable in the organisational setting, as it mainly focuses on behavioural competence.  However, the model has been criticized due to overlap with personality traits which limits its conceptual clarity (Riaz, 2024). Additionally, the trait model gives useful background about the behaviour that individuals tend to display, but it is based on self-report measures which can be biased in the process and make it less objective (Hjalmarsson and Dåderman, 2022). Mindfulness enhances emotional intelligence through self-awareness and emotional regulation skills, but its effectiveness (and efficacy) is subjective, and relies significantly on individual practices, as well as upon the context of the organisation (Choi et al., 2022). 
Generally, all these models are useful in providing guidelines to understand the emotional intelligence in the workplace, but their limitations also emphasize the need for a combination of approaches to function better. 

[bookmark: _Toc225021634]3. Generational Differences in the Workplace: Implications for Management 
A generation can be defined as a group of individuals who were born over a similar period and have common experiences that shape their values, attitudes, and behaviors (Berge, 2022). Generational differences can be defined as differences in behavior and values that are influenced by social and historical factors rather than individual factors (Hu et al., 2025). These differences are of critical importance in the work environment and have their effects. For instance, Generation X, Y, and Z have their own expectations and ways of communicating and working. Thus, a manager should be aware and comprehend these characteristics to make an informed decision on recruiting and create a productive and balanced work environment.

Generation X
Generation X were born roughly between approximatively 1960 and 1980 and were raised during an economically uncertain time that promoted independence and self-reliance (Wiedmer, 2015). This is why they generally view autonomy as a virtue in the workplace, as so managers should provide them with independence while not controlling them in an excessive manner. This demographic is also popular for working at the intersection between a traditional and a modern style of organization, thus managers should deliver a blend of structured processes and flexible working techniques (Chan and Lee, 2023). 
In addition, Generation X employees are typically practical and result-oriented, focusing on outcomes rather than processes, hence managers must provide clear targets yet leave some flexibility in how tasks are completed (Usmani et al., 2019). Additionally, according to Chan and Lee, (2023), they value work-life balance, and managers should offer flexible work arrangements to support these needs.
Generation X tends to focus more on their own career developments than loyalty to an organization, and, consequently, they enjoy working in places that promote skill development and productivity. They are open to feedback, opportunities for growth and challenging workloads and enjoy flexible working arrangements and autonomy as a group (Akdogan et al., 2020). As a result, managers should be able to give instructions to the employees concerning the tasks to be accomplished while giving the freedom to operate autonomously.
Moreover, Generation X prefer transparent, rather than coercive communication, and can sometimes show doubt towards authority, so managers need to ensure trust and clarity of communication. Therefore, they are more likely to be in favour of recognition, and as such, constant feedback and recognition by the manager are likely to enhance motivation and job satisfaction (Pasla et al., 2021).
Overall, Generation X is generally characterized by adaptability, independence and work-life balance (Lima and Rahman, 2025). Understanding these characteristics will help organizations develop more effective strategies in recruiting, handling, and retaining with Generation X.

Generation Y (Millennials)
Generation Y, also known as the Millennials, comprises people born between 1981 and 1996 (Gurunathan and Lakshmi, 2025). This is the largest segment in the workforce, and they prefer flexible work, work for a purpose, and communication through technology (Lima and Rahman, 2025). Therefore, managers ensure flexible work, purposeful work, and communication that motivates and enhances the productivity of the employees belonging to the Generation Y.
Millennials tend to be goal-oriented and aim to succeed. However, they also tend to be willing to challenge the status quo when they feel decisions made are unreasonable. This is a trait towards transparency, fairness, and inclusion in the workplace. They have been brought up in a world of rapid technological changes and globalization. They tend to be highly familiar with digital tools and rely heavily on digital communication in their professional as well as personal lives (Yinghui et al., 2020). Managers should involve them in decision-making where appropriate and ensuring work is meaningful and goal-oriented, and in the same time they should enable digital communication to effectively keep Millennials engaged. 
Moreover, they are also team-oriented individuals who are good at working together as a team to solve problems collaboratively. They are also supporters of diversity, equality, and inclusiveness, as well as openness in expressing their views and opinions. They also demand feedback and leadership, implying the importance of openness in the workplace (Usmani et al., 2019). Managers are required to develop a teamwork culture among the employees, as it enhances employee engagement through feedback.
Further, Millennials are intrinsically motivated by success, career progression, and achievement, so personal goals and results play an important role in working with them. Their decisions are shaped by their ambitions and experiences, which can lead to diverse expectations in the workplace. They value opportunities for development, recognition, and progression within an organisation (Bencsik et al., 2016). Thus, managers should provide clear career paths, acknowledge accomplishments, and link tasks with clear objectives to support their motivation and long-term engagement.
In addition, the Millennials are intrinsically motivated by success, progression, and achievement, and thus personal goals and success are very important for them. The millennials’ decisions and choices are based on their personal ambitions and experiences, and thus they may have different expectations in the workplace. They value development, recognition, and progression within the company within an organisation (Bencsik et al., 2016). Thus, managers should provide clear career paths, acknowledge accomplishments, and link tasks with clear objectives to support their motivation and long-term engagement. 

Generation Z 
Generation Z refers to individuals born between 1997 and 2012 and is the youngest generation currently in the workforce. Generation Z has been identified as a technologically savvy, entrepreneurial, and committed to inclusion and diversity (Lima and Rahman, 2025). Generation Z is also known as the "digital natives" because they have been brought up in a world where they have constant access to the internet and modern technology. This affects the way they communicate and the way they expect to work (Kirchmayer and Fratricová, 2020).
Generation Z is highly educated, with many individuals’ seeking higher education compared to the previous generation, though with limited work experience (Hughes, 2020). They also prefer digital means of communication and are comfortable working in fast-paced technology-driven environments (Kirchmayer and Fratricová, 2020). Hence, managers should be able to give clear instructions, support their development via training and mentoring, and use digital means of communication to engage them effectively
Generation Z has digital competence, adaptability, and preference for continuous change and challenges. Also, they are highly globally connected since they born in a highly digitalized and complex world, which has influenced their expectations concerning work. Consequently, Generation Z is considered ambitious, technologically savvy, and highly enthusiastic about career development (Bencsik et al., 2016). Therefore, managers should provide clear communication, encourage continuous learning, and utilize technology to engage the members of Generation Z and integrate them into the workforce.
Additionally, Generation Z has distinct skills and expectations, especially concerning communication and learning. To work effectively with Generation Z, there is a need to build trust, mentorship, and share knowledge, and opportunities for feedback, thus matching the employees’ needs with the organisational objectives (Jayanthi and Mathews, 2023).

[bookmark: _Toc225021635]4. Recommendations
Some recommendations for organisation, based on this report are:
· Organisations should invest in employees training to enhance their EI, self-awareness and their ability to connect well with their co=workers, as explained in EI models. 
· Mindfulness should be introduced to employees, as it helps to regulate their emotions and to improve their ability to control stress in the workplace. 
· Leaders need to be more flexible an adjust their leadership styles to different generation groups, giving autonomy and development, especially for Gen X, Y, and Z. 
· Companies need to consider EI when recruit and develop their employees, as this helps them identify employees who can mange their emotions. 
[bookmark: _Toc225021636]5. Conclusion
In conclusion, this report has critical analysed emotional intelligence and mindfulness applied in the workplace and its significance to improving employee productivity and effectiveness. The report analysed how employees can use the emotional intelligence components from various models’ emotional intelligence, which included the ability model according to Mayer Salovey, the mixed model according to Goleman, and the trait model. This showed that all these models provide useful insights on what exactly emotional intelligence entails, although they are limited on measurement and reliability. While the ability model is highly theoretical, the mixed model and the trait model are very applicable in the real-world setting, notwithstanding the issue of subjectivity and the various personality traits. Overall, emotional intelligence and mindfulness can be regarded as important tools, but their effectiveness would depend on the applicability of the two concepts in the real-world setting. Moreover, the discussion on the generational differences highlighted the need for the manager to have the ability to satisfy the expectations of the various employees from different generations.
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