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Organisations today need emotional intelligence (EI) and mindfulness because performance demands have increased, and workplaces have become more complex and diverse. People who fail to understand their emotions will struggle to identify and handle the emotions of others according to Goleman (1995). Current workplace environment requires employees to demonstrate effective EI because it enables them to succeed in their roles.
The ability to recognise and control emotions in personal and social situations defines EI (Salovey and Mayer, 1990; Goleman, 1998). Research shows that employees with high EI perform better in stress management and conflict resolution and maintain better working relationships (CIPD, 2023; Mullins and Christy, 2016). The practice of mindfulness enables people to develop better emotional control and psychological strength which leads to improved workplace wellness (Kabat-Zinn, 2003; Hyland et al., 2015).
The Senior Management Team (SMT) received this report to analyse EI and mindfulness practices in the workplace. The first section uses established theoretical models to evaluate employee EI application in the workplace. The second section examines distinct EI patterns between Generation X and Generation Y (Millennials) and Generation Z workers to determine their impact on recruitment and workforce management strategies. The report presents actionable recommendations to build EI capabilities and implement mindfulness practices throughout the organisation for better performance and leadership development and employee wellbeing.

[bookmark: _Toc216198615]Critically evaluate how employees in the workplace may use emotional intelligence.

The ability to recognise and understand emotions and their management in personal and social relationships defines EI (Salovey and Mayer, 1990). Goleman (1995) popularised EI by demonstrating its direct link to workplace success and leadership abilities and organisational achievement. The modern workplace demands EI as an essential skill for both leadership positions and employee success.
All organisational staff members need to handle emotional demands which include managing workload stress and dealing with interpersonal conflicts and handling customer complaints and handling organisational changes. The combination of technical skills no longer provides sufficient support for achieving success in modern work environments. Emotionally intelligent behaviour helps employees manage workplace challenges by building their ability to handle stress and change and maintain professional conduct (CIPD, 2023). The practice of mindfulness enhances EI through its development of emotional self-awareness and self-regulation skills by teaching people to stay present and focused (Kabat-Zinn, 2003).

The EI framework developed by Goleman (1998) stands as one of the most influential models in organisational psychology. The model consists of five essential competencies which include self-awareness, self-regulation, motivation, empathy and social skills. The workplace behaviour of employees depends directly on these competencies.
People who possess self-awareness when they understand their emotional states and how these emotions affect their actions. People who demonstrate high self-awareness can detect their stress levels, frustration, and disengagement before these emotions start to harm their work performance (Goleman, 1995). An employee who detects emotional exhaustion will take appropriate measures to get help and modify their work schedule and express their workload issues through constructive dialogue instead of letting stress build into burnout.
Employees who possess self-regulation skills learn to control their spontaneous reactions and handle their emotions in appropriate ways. Workers who maintain emotional control in high-stress environments such as healthcare and customer service and finance maintain professional conduct when managing challenging situations (Mullins and Christy, 2016). The employees maintain their composure while delivering solutions and showing respect to others. The workplace environment becomes safer psychologically while employees experience reduced tension.
The model of Goleman defines motivation as the combination of internal drive, sustained effort and positive outlook. The commitment of employees to their goals stays strong when they face tough times. Research shows that employees who are emotionally motivated demonstrate better job engagement and reduced absenteeism while achieving superior performance results (Boyatzis and McKee, 2005). The willingness of motivated employees to acquire new skills and adjust to changed job responsibilities becomes more pronounced during organisational transformations such as digital change and restructuring.
Through empathy employees develop the ability to recognize how others feel in their emotional state. Employees who demonstrate empathy create better workplace relationships through their effective communication and sensitive team interactions (Goleman, 1998). The presence of empathy in team environments leads to better trust relationships and improved teamwork and inclusiveness among different workforce groups.
Social skills enable employees to oversee relationships and conflicts and lead others while working together as a team. The CIPD (2023) states that employees who excel at social skills handle workplace politics better while building successful teams and fostering positive organisational environments.

Critical Evaluation:
The model of Goleman provides useful practical applications for organizational training, yet researchers criticise its overlap with personality traits and its insufficient measurement standards (Antonakis, 2004). The model maintains its value because it transforms emotional competencies into measurable workplace behaviours that organisations can teach and evaluate.
Salovey and Mayer (1990) established EI as the ability to recognise emotions and use them in personal and social contexts. Goleman (1995) made emotional intelligence widely known through his research which proved its direct link to workplace achievement and leadership potential and organisational success. The contemporary workplace requires emotional intelligence as an essential competency which applies to both management roles and regular staff members.
All members of an organisation must learn to manage emotional challenges which include workload stress management and interpersonal conflict resolution and customer complaint handling and organisational uncertainty management. The combination of technical skills no longer provides sufficient support for achieving success in modern work environments. The practice of EI enables employees to overcome workplace challenges because it develops their ability to manage stress and adapt to change and maintain professional conduct (CIPD, 2023). The practice of mindfulness helps people develop EI by teaching them to recognise their emotions and control them through present-moment focus (Kabat-Zinn, 2003).

The EI framework developed by Goleman (1998) represents one of the most popular models in organisational psychology. The model consists of five fundamental elements which include self-awareness and self-regulation and motivation and empathy and social skills. The specific competencies determine how employees behave in their workplaceenvironment.
People who possess self-awareness understand their emotional states and how these emotions affect their actions. People who show high self-awareness can identify their stress levels, frustration, and disengagement before these emotions start to damage their work performance (Goleman, 1995). An employee who identifies their emotional exhaustion will seek help and adjust their work schedule and use proper communication to share their workload problems instead of letting stress develop into burnout.
People who demonstrate self-regulation skills learn to manage their instant reactions while expressing their emotions properly. Staff members who control their emotions perform at a professional level when dealing with challenging situations that occur in high-pressure settings including healthcare and customer service and finance (Mullins and Christy, 2016). The employees stay composed while providing solutions and showing respect to others during challenging situations. The psychological environment of the workplace becomes more secure while staff members experience decreased stress levels. The motivational component of Goleman's model explains how people sustain their natural drive while continuing to show determination and maintain optimal performance.
The model developed by Bar-On directly connects to mental health outcomes. People who show strong emotional-social intelligence skills tend to avoid developing chronic anxiety and emotional burnout and work disengagement (Boyatzis, 2018).
Critical Evaluation:
The model developed by Bar-On provides valuable connections between EI and mental health and wellbeing. The model faces criticism because it contains broad categories which duplicate existing personality and mental health assessment tools.
Mindfulness requires people to focus their attention on present moments while avoiding any form of judgment (Kabat-Zinn, 2003). The practice of mindfulness at work helps employees build better self-awareness and emotional control and attentional abilities.
Mindful workers gain better emotional state recognition, and they avoid sudden reactions when dealing with stressful work situations. The practice of mindfulness enables employees to stop and observe their emotions before selecting a logical answer during conflicts or high-pressure situations (Good et al., 2016). The practice of mindfulness directly enhances employees' ability to regulate their emotions and empathise with others.
Research findings indicate that workplace mindfulness practice leads to reduced stress levels and better concentration and emotional stability and improved psychological health (Hyland et al., 2015). Mindfulness practice at work leads employees to develop better job satisfaction and improved decision-making abilities and stronger interpersonal connections.
Critical Evaluation:
The success of mindfulness programs depends on how well organisations support their employees through their cultural environment and leadership approach. Mindfulness programs fail to create lasting change because they need organizations to provide employees with manageable workloads and protected psychological environments and supportive leadership.

Teamwork success depends on EI as its fundamental factor. People who demonstrate high EI skills achieve better communication results and handle conflicts effectively while developing strong team trust (Mullins and Christy, 2016). Employees who practice empathetic listening develop the ability to hear multiple viewpoints which stops conflicts from developing. Socially competent staff members handle team problems through team-based solutions instead of competitive approaches.
The ability to communicate effectively stands as a critical requirement for teams that consist of members from different cultural backgrounds and professional disciplines. The implementation of EI-based communication methods helps teams avoid stereotyping and interpersonal conflicts which commonly occur when working with diverse groups (CIPD,2023).

Leaders who demonstrate high EI achieve better results in their leadership roles. Leaders who demonstrate high EI abilities establish workplaces which provide emotional security to their staff members through value-based support and motivation (Goleman, 1998). The combination of employee engagement and innovation and productivity and retention rates increases when organisations implement ethical leadership practices (Harvard Business Review, 2017).
Leaders who possess high EI skills can use their abilities to manipulate others when they lack moral principles (Antonakis, 2004). Organisations need to integrate EI into their ethical leadership systems and governance frameworks for proper implementation.

The widespread acceptance of EI has not stopped experts from raising multiple concerns about its validity. Research indicates that EI shares common characteristics with personality traits and emotional stability and social intelligence competencies (Cherniss, 2010). The inconsistent results from different EI assessment tools create doubts about their ability to produce reliable measurements.
The absence of proper organisational systems and toxic leadership environments and excessive workloads make EI insufficient to generate lasting performance results. EI needs to work together with fair policies and supportive leadership and effective organisational structures to produce lasting performance results.
[bookmark: _Toc216198616]Emotional Intelligence Across Generations: Implications for Recruitment and Management 
The contemporary workplace contains multiple generations of workers because Generation X and Generation Y (Millennials) and Generation Z employees work together. The social environment and economic conditions and technological advancements of each generation period have formed unique patterns for EI development and workplace application. The essential role of EI in workplace success requires managers to understand generational differences when they recruit and manage their staff (CIPD, 2023; Mullins and Christy, 2016). Organisations that ignore generational differences between employees will experience poor communication and decreased employee engagement and performance and rising workplace conflicts.
The independent nature of Generation X people who were born between 1965 and 1980 combines with their emotional strength and their ability to adapt to new situations. The employment entry of this generation occurred during times of economic instability and technological change and increased job competition. The combination of these professional experiences developed their ability to control their emotions and solve problems (Twenge, 2017). The EI model of Bar-On (2006) shows that Generation X workers demonstrate high emotional control and stress tolerance which matches their emotional-social intelligence profile. Their emotional awareness developed through many years of work experience enables them to handle conflicts effectively and respond logically when under pressure. The direct and task-oriented communication style of Generation X employees focuses on work tasks instead of emotional support and they prefer independent work environments (Mullins and Christy, 2016). The selection process for Generation X employees should focus on candidates who demonstrate emotional self-control and ethical decision-making skills and leadership potential and organisational change management abilities. The CIPD (2023) recommends behavioural interviews which evaluate Generation X candidates' ability to handle workplace conflicts and uncertainties and their responses to failure for EI assessment.
The Millennial generation also known as Generation Y entered the world between 1981 and 1996 during a period of fast technological growth and worldwide connections and increasing academic and social competition. The generation shows two main characteristics which include teamwork and social consciousness and a search for meaningful work. The emotional intelligence model of Goleman (1998) shows that Millennials possess exceptional social abilities and empathy and interpersonal understanding. The workforce values emotional validation and meaningful work and safe psychological environments and leaders who demonstrate emotional intelligence. The constant exposure to social media and digital comparisons and performance expectations has made Millennials more emotionally sensitive while also increasing their anxiety levels (Twenge, 2017). The intrinsic motivation of Millennials leads them to show strong commitment when their work matches their personal values although they might face challenges with emotional control during prolonged stressful situations. The recruitment process for this generation requires managers to evaluate candidates based on their emotional stability and their ability to adapt in communication and their self-regulation skills and their ethical understanding. The practice of workplace mindfulness proves effective for Millennials because it helps them develop better emotional control and improved concentration and stress management abilities (Good et al., 2016; Hyland et al., 2015). Organisations that do not support emotional wellness among their Millennial employees will experience higher employee departures and decreased employee engagement.
The newest and fastest-growing workforce segment consists of Generation Z members who were born after 1997. The digital native generation of Generation Z members experienced their entire life within a fast-paced interconnected world that emphasised social responsibility. The core values of this generation include mental health awareness and inclusivity and emotional authenticity (Seemiller and Grace, 2019). The EI profile of Generation Z shows they possess strong emotional awareness specifically regarding their mental health and safety needs. The lack of professional experience prevents Generation Z members from developing effective emotional regulation abilities for handling demanding workplace situations. The emotional nature of Gen Z employees combined with their desire for authenticity makes them struggle with managing conflicts in person and setting professional boundaries and controlling their emotions during stressful situations. The digital nature of their communication and their brief time in formal organisations has shaped their behaviour (Seemiller and Grace, 2019). The recruitment process for Gen Z employees requires managers to select candidates who demonstrate learning flexibility and emotional flexibility and share organisational values and show willingness to receive guidance. The development of emotional competence in Generation Z professionals requires structured onboarding programs and emotional intelligence training and guidance from experienced Generation X and Millennial staff members (CIPD, 2023). Modern organisations face both opportunities and challenges because three different emotional generations exist together. The different communication approaches and emotional displays and feedback requirements and perception of authority and technology adoption between generations create generational conflicts. The emotional demands of Millennials and Generation Z make Generation X employees feel emotionally demanding and overly sensitive according to Mullins and Christy (2016). The different emotional requirements between generations create communication breakdowns which result in team members disconnecting from each other.
Leaders who demonstrate emotional intelligence skills effectively handle the challenges that come from working with different age groups. Leaders who show empathy and social awareness and adapt their communication methods create better conditions for team members from different age groups to trust each other (Goleman, 1998). Leaders who adapt their management approach to fulfil the emotional needs of various age groups create environments where staff members receive both leadership direction and emotional backing while participating in open discussions and developing mutual comprehension. The implementation of these strategies decreases the chances of age-related team conflicts while building up the organization's cultural foundation.
The practice of mindfulness serves as an essential tool for developing EI among workers from different age groups. Mindfulness practice helps employees from all age groups develop better self-awareness and emotional control and stress management abilities which reduce their emotional responses (Kabat-Zinn, 2003; Good et al., 2016). The practice of mindfulness helps Generation Z and Millennials control their anxiety while maintaining emotional stability. The practice of mindfulness helps Generation X leaders develop emotional stability while improving their ability to reflect and make decisions during stressful situations. Organisations should present mindfulness programs through digital tools which appeal to younger workers but use structured workshops to reach more experienced staff members (Hyland et al., 2015).
Organisations seeking to recruit strategically need to find the emotional talents of each generation while working to develop their employees' missing skills. Managers should use behavioural interviews and situational judgement tests and emotional competency frameworks to conduct individual emotional intelligence assessments instead of depending on stereotypes. The Bar-On (2006) wellbeing-focused model helps organisations evaluate stress tolerance and adaptability across all age groups while Salovey and Mayer (1990) ability-based model enables organisations to measure emotional perception and regulation skills objectively.
The emotional regulation abilities of Generation X combined with their pragmatic nature and leadership abilities make them strong in emotional management. The social awareness abilities of Generation Y combined with their empathetic nature and team-oriented approach exist alongside their need for emotional resilience development. Generation Z members demonstrate strong emotional awareness and authentic behaviour yet need formal training to develop their emotional control skills and professional communication abilities and workplace self-assurance. Organisations that understand and address generational EI differences through specific recruitment approaches and leadership training programs will achieve better workforce stability and higher employee engagement and organisational success.
[bookmark: _Toc216198617]Recommendations
Senior management needs to consider these strategic recommendations which aim to enhance EI and mindfulness implementation within organisational practices. Organisations need to add EI assessment to their recruitment process through behavioural interviews and situational judgement tests and emotional competency evaluations to select candidates who excel at teamwork and performance (CIPD, 2023). The recruitment process will select candidates who demonstrate stress management abilities and effective communication skills and positive workplace relationships.
Organisations need to establish dedicated EI and mindfulness training programs which should include structured development initiatives. The combination of Goleman's (1998) EI framework with mindfulness-based interventions will help organisations develop self-awareness and emotional regulation and empathy and leadership skills throughout their entire workforce. The training programs need to offer adaptable delivery methods which support different learning approaches and work habits of various generations (Hyland et al., 2015).
Management development programs need to make emotionally intelligent leadership their focus. Leaders need training to demonstrate empathy and ethical choices and flexible communication methods which will establish trust and psychological safety and boost employee engagement. Leaders who demonstrate high EI excel at handling different age groups while building teams that perform at their best (Goleman, 1998; Mullins and Christy, 2016).
Senior management needs to create a complete system which links EI development to mental health initiatives and workload management and organisational ethics standards. Organisations that integrate emotional intelligence and mindfulness into their cultural foundation will achieve enduring improvements in operational performance and workforce health and stability.

[bookmark: _Toc216198618]Conclusion
The research investigates emotional intelligence and mindfulness in contemporary workplaces through an analysis of employee emotional intelligence application at work and how different generations affect recruitment and workforce management. The evaluation of EI models from Goleman (1998) and Salovey and Mayer (1990) and Bar-On (2006) shows that emotional intelligence functions as the main factor which enables successful workplace communication and leadership and team collaboration and employee resilience and workplace well-being. Workers who excel in self-awareness and self-regulation and empathy and motivation and social skills perform better when handling workplace challenges and handling conflicts and building positive organisational environments.
The research demonstrates that mindfulness serves as a vital tool for EI development through its ability to improve emotional perception and attentional control and stress management abilities (Kabat-Zinn, 2003; Good et al., 2016). Mindfulness practice helps employees develop thoughtful responses instead of impulsive reactions which leads to better psychological safety and enhanced decision quality and emotional stability. The analysis demonstrates that EI and mindfulness need to work together as separate entities because they cannot function independently. The benefits of EI and mindfulness will remain restricted when organizations lack ethical leadership and supportive environments and fair workload distribution (Antonakis, 2004; Hyland et al., 2015).
The research shows that EI manifests through distinct patterns between Generations X and Y and Z. Generation X members demonstrate excellent emotional control and leadership abilities, but Millennials show exceptional social understanding and emotional connection, and they experience increased stress levels. Generation Z members demonstrate excellent emotional perception, yet they need structured training to develop their emotional control abilities and professional self-assurance (Twenge, 2017; Seemiller and Grace, 2019). Organisations need to develop recruitment and leadership and development approaches which understand both the positive aspects and growth requirements of different generational groups. EI and mindfulness have evolved from being personal skills into essential business competencies which determine organisational success and employee retention and business sustainability.
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