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[bookmark: _Toc213677538]1Introduction 
In today’s dynamic and increasingly multicultural work environment, emotional intelligence (EI) and mindfulness have emerged as indispensable competencies for employees and managers alike. As global organizations navigate rapid technological advancement, hybrid work arrangements, and cultural diversity, the ability to understand and manage emotions has become a key determinant of sustainable success. Technical expertise alone is no longer sufficient; rather, emotional and social competencies now distinguish high-performing individuals and resilient teams.
According to Goleman (1995), emotional intelligence is the capacity to recognize, understand, and regulate one’s own emotions while effectively responding to the emotions of others. It underpins effective communication, collaboration, leadership, and decision-making -skills that are increasingly vital in knowledge-driven and service-oriented economies. Employees with high EI demonstrate better adaptability, conflict resolution, and motivation, all of which contribute to organizational effectiveness and innovation. Goleman’s research further suggests that emotional intelligence often accounts for more than 80% of the qualities that differentiate outstanding leaders from average ones, underscoring its significance in leadership and performance outcomes.
Mindfulness, defined by Kabat-Zinn (1994) as the conscious awareness of the present moment without judgment, complements EI by enhancing focus, emotional stability, and resilience. When individuals cultivate mindfulness, they become more attuned to their internal states and external environments, allowing them to respond thoughtfully rather than react impulsively. In the workplace, this self-regulatory capacity translates into greater empathy, improved concentration, and reduced emotional burnout. Cherniss and Goleman (2001) argue that the integration of mindfulness and EI practices contributes to a psychologically safe work environment - one where individuals feel valued, understood, and capable of contributing fully to organizational goals.
The importance of emotional intelligence and mindfulness is further amplified by the growing complexity of workplace relationships and intergenerational dynamics. Modern organizations now consist of multiple generations - Baby Boomers, Generation X, Millennials (Generation Y), and Generation Z - each bringing distinct communication styles, motivations, and values. Understanding how emotional intelligence manifests across these groups enables managers to tailor recruitment, training, and engagement strategies effectively. For instance, while Generation X values independence and stability, Millennials and Gen Z prioritize collaboration, feedback, and emotional authenticity. These generational variations necessitate emotionally intelligent management approaches that foster inclusion, empathy, and adaptability.
This report critically evaluates how emotional intelligence components are applied in workplace settings using established models such as Goleman’s (1998) Five-Component Model, Mayer and Salovey’s (1997) Four-Branch Model, and Bar-On’s (2000) Emotional-Social Intelligence Framework. Each framework provides a unique lens through which to analyse the role of EI in enhancing employee performance, leadership effectiveness, and organizational culture. In addition, the report examines the significance of mindfulness in supporting emotional regulation and psychological well-being.
Finally, the report explores the relevance of emotional intelligence in recruitment and talent management, particularly when engaging with employees from diverse generational backgrounds. It concludes with actionable recommendations for developing emotionally intelligent and mindful organizations through structured training programs, leadership development, and cultural integration. Ultimately, emotional intelligence and mindfulness are not merely personal attributes but strategic organizational capabilities that drive resilience, innovation, and long-term success in the modern workplace.
[bookmark: _Toc213677539]2. Using Emotional Intelligence Components in the Workplace
2.1 Emotional Intelligence Models
Emotional intelligence (EI) represents a multidimensional construct encompassing emotional awareness, regulation, and interpersonal competence (Caruso et al., 2015). Over the past three decades, scholars have proposed several frameworks that collectively illuminate how individuals perceive, understand, and manage emotions in professional settings. Among these, three major models-Goleman’s Five-Component Model (1998), Mayer and Salovey’s Four-Branch Model (1997), and Bar-On’s Emotional-Social Intelligence (ESI) Model (2000)-have significantly shaped contemporary discourse on EI and its workplace applications.
Goleman’s Five-Component Model (1998)
Daniel Goleman’s model remains one of the most widely recognized frameworks due to its practical relevance to organizational leadership and performance. Goleman (1998) conceptualized EI as comprising five interrelated components: self-awareness, self-regulation, motivation, empathy, and social skills (Murphy, 2014).
· Self-awareness involves understanding one’s emotions, strengths, and limitations and recognizing their effect on others. It is considered the foundation of all other EI competencies.
· Self-regulation refers to managing emotional impulses, maintaining integrity, and adapting to change without becoming reactive.
· Motivation relates to achieving goals for intrinsic satisfaction rather than external reward.
· Empathy emphasizes understanding the emotions, perspectives, and needs of others.
· Social skills include conflict management, collaboration, and influence.
According to Goleman (2018), emotionally intelligent individuals are more likely to exhibit transformational leadership behaviours, which enhance trust and morale. The model’s strength lies in linking EI to tangible business outcomes such as employee retention, performance, and innovation (Boyatzis, 2018). However, critics argue that Goleman’s model blends personality traits and competencies, making it difficult to empirically measure (Mayer, Roberts and Barsade, 2008).
Mayer and Salovey’s Four-Branch Model (1997)
Mayer and Salovey conceptualized emotional intelligence as a form of cognitive ability, positioning it alongside traditional forms of intelligence. Their model identifies four branches:
1. Perceiving emotions – accurately detecting emotions in oneself and others through facial expressions, tone, and behaviour.
2. Using emotions – harnessing emotions to prioritize thinking and problem-solving.
3. Understanding emotions – comprehending emotional transitions, causes, and outcomes.
4. Managing emotions – regulating emotions to promote personal and interpersonal growth.
This framework underscores how emotional information enhances reasoning and decision-making (Mayer, Salovey and Caruso, 2004). For instance, employees who perceive team tension early can address it before it escalates, thus improving collaboration. Mayer and Salovey’s model are lauded for its scientific rigor and is often operationalized using the MSCEIT (Mayer-Salovey-Caruso Emotional Intelligence Test). However, it has been critiqued for underestimating the role of personality, motivation, and environment in shaping emotional competence (Zeidner, Matthews and Roberts, 2012).
Bar-On’s Emotional-Social Intelligence (ESI) Model (2000)
Bar-On’s (2000) model integrates both emotional and social dimensions of intelligence, proposing five major clusters: intrapersonal, interpersonal, adaptability, stress management, and general mood. This holistic model positions EI as a determinant of psychological well-being and resilience.
The intrapersonal dimension involves self-regard, emotional self-awareness, and assertiveness; interpersonal focuses on empathy, social responsibility, and relationships; adaptability emphasizes problem-solving and flexibility; stress management includes impulse control; and general mood encompasses optimism and happiness.
Bar-On’s model is especially valuable in human resource management, as it links EI to workplace satisfaction and mental health. For example, employees with high adaptability and stress tolerance maintain productivity under pressure. Yet, like Goleman’s model, the ESI framework faces criticism for overlapping with personality constructs such as extraversion and agreeableness (Petrides and Furnham, 2000).
Each of these models provides complementary insights into EI as both an ability and a behavioural competency. Collectively, they establish EI not as a “soft skill,” but as a strategic resource that influences leadership effectiveness, team cohesion, and organizational success (Cherniss, 2010).



2.2 Application of EI in Workplace Settings
The workplace application of emotional intelligence is multifaceted, influencing individual performance, interpersonal relations, and organizational culture. Each EI component plays a distinctive yet interconnected role in shaping effective behaviour across organizational levels.
Self-Awareness
Self-awareness enables employees to understand how emotions affect their behaviour and decision-making. Goleman (2018) identifies it as the cornerstone of emotional intelligence, as individuals who accurately perceive their emotional states can better align actions with values. For instance, a project manager aware of their stress triggers can delegate tasks more effectively, maintaining objectivity under pressure.
In addition, self-aware leaders exhibit authentic leadership a management style rooted in transparency and ethical behaviour (Gardner et al., 2005). Self-awareness also underpins emotional authenticity, which fosters trust among team members. Organizations can cultivate this skill through reflective practices such as emotional journaling, feedback loops, and coaching sessions (Ashkenazy and Daus, 2005).
Self-Regulation
Self-regulation involves controlling disruptive impulses and adapting flexibly to change. Emotionally regulated employees are less prone to conflict escalation and are more capable of maintaining composure during crises. In high-stress sectors such as healthcare or finance, this competency contributes to stability and sound judgment (Ashkanasy, Härtel and Daus, 2002).
Modern organizations promote self-regulation through mindfulness programs and cognitive-behavioural interventions, which help employees identify emotional triggers and adopt constructive coping strategies. For example, companies like Aetna and Google have implemented mindfulness-based resilience programs that improved focus and reduced employee turnover (Good et al., 2016).
However, excessive emotional restraint can also suppress innovation and authenticity. As George (2000) notes, balanced regulation rather than emotional suppression enables both professionalism and empathy.
Motivation
Emotionally intelligent motivation stems from intrinsic satisfaction and alignment with organizational values (Ryan, and Deci 2024). Employees motivated by internal drivers demonstrate higher persistence, creativity, and engagement. For instance, sales teams with strong EI exhibit greater resilience following rejection and maintain long-term customer relationships.
Leaders who cultivate emotional purpose foster what Goleman (2018) terms “resonant leadership,” where shared vision inspires collective commitment. Emotionally intelligent motivation also mitigates burnout by linking personal meaning with organizational purpose (Boyatzis, 2018). In contrast, environments that emphasize extrinsic rewards alone risk disengagement, as employees feel undervalued or emotionally disconnected.
Empathy
Empathy, defined as the ability to perceive and relate to others’ emotions, is pivotal in culturally diverse and team-oriented workplaces. Empathy facilitates inclusion and enhances communication across hierarchical and generational boundaries (Kernbach and Schutte, 2005). For example, an empathetic manager may recognize signs of employee fatigue and adjust workloads, accordingly, thereby enhancing morale and retention.
In global organizations, cross-cultural empathy is particularly valuable. According to Hofstede (2001), cultural dimensions influence emotional expression and interpretation. Emotionally intelligent leaders navigate these nuances by demonstrating cultural sensitivity and avoiding ethnocentric assumptions. However, excessive empathy can blur professional boundaries, leading to emotional exhaustion a reminder that empathy should be coupled with emotional regulation (Goleman, 2018).
Social Skills
Social skills encompass relationship-building, collaboration, negotiation, and conflict management. Leaders with advanced social skills create cohesive teams by fostering trust and open communication (Boyatzis, 2018). These competencies enable transformational leadership leaders who inspire and empower others through shared vision and emotional connection (Bass and Riggio, 2006).
Within team dynamics, social intelligence facilitates psychological safety, where employees feel confident expressing ideas without fear of criticism. Google’s Project Aristotle demonstrated that emotionally intelligent teams with strong interpersonal skills consistently outperform technically superior but socially fragmented teams (Edmondson, 1999).
Thus, social competence acts as the “social glue” of organizational culture, linking individual emotions to collective performance.
Organizational Benefits
Organizations that embed emotional intelligence within their culture experience measurable advantages. According to Cherniss (2010), EI contributes to lower turnover, enhanced collaboration, and improved decision quality. Companies such as Google, SAP, and Unilever have integrated emotional intelligence and mindfulness training into leadership programs, reporting increased engagement, innovation, and employee satisfaction (SAP, 2021).
However, EI implementation must be contextually adapted. Overemphasis on “emotional harmony” can discourage constructive dissent and suppress critical thinking (Fineman, 2004). Therefore, emotionally intelligent organizations balance empathy with accountability and emotional expression with strategic discipline.

2.3 Mindfulness and Its Role in Emotional Regulation
Mindfulness has become increasingly recognized as a crucial enabler of emotional intelligence. Defined as the deliberate awareness of the present moment without judgment (Kabat-Zinn, 2023), mindfulness enhances emotional awareness and regulation, directly reinforcing EI components such as self-awareness, self-regulation, and empathy.
Mindfulness cultivates attention regulation, allowing individuals to observe emotional responses without impulsive reaction (Brown and Ryan, 2003). In high-stress workplaces, this capacity reduces reactivity, promotes focus, and improves resilience. Empirical studies demonstrate that employees who engage in regular mindfulness practice exhibit higher emotional stability and job satisfaction (Good et al., 2016).
For example, SAP’s “Search Inside Yourself” program, adapted from Google’s model, combines mindfulness and EI training to enhance empathy, collaboration, and innovation. Post-training evaluations showed a 200% improvement in employee engagement and a 25% increase in leadership effectiveness (SAP, 2021). Similarly, mindfulness initiatives at Aetna reduced employee stress levels by 28% and saved the company millions in healthcare costs (Gelles, 2015).
Mindful leadership enhances emotional balance during crises. Leaders who maintain calmness and perspective foster psychological safety and collective confidence (Langer, 2014). This composure also enhances ethical decision-making, as mindful leaders consider broader consequences rather than reacting to immediate pressures.
However, critics argue that mindfulness can be commodified when used superficially as a productivity tool rather than a genuine well-being practice (Purser, 2019). For mindfulness to effectively support EI, organizations must integrate it into a broader culture of emotional learning, reflective practice, and supportive leadership.
In sum, mindfulness acts as a bridge between emotional awareness and regulation, empowering employees to respond thoughtfully rather than react impulsively. When embedded into organizational culture, mindfulness strengthens all EI dimensions, fostering resilience, creativity, and emotional well-being.
[bookmark: _Toc213677540]3. Emotional Intelligence Across Generations: Recruitment Implications
3.1 Understanding Generational Differences The modern workplace is increasingly multigenerational, with employees from Generation X (1965–1980), Generation Y or Millennials (1981–1996), and Generation Z (1997 onwards) working side by side. This diversity presents both opportunities and challenges in recruitment, communication, and emotional intelligence (EI) development. Each generation’s socialization, technological exposure, and cultural context shape how emotional competencies are expressed, perceived, and valued (Twenge, 2010; Lyons and Kuron, 2014).
Generation X employees tend to be independent, pragmatic, and loyal, having matured during a period of economic uncertainty and organizational restructuring. They value autonomy, competence, and straightforward communication (Smola and Sutton, 2002). Their EI strengths often lie in self-regulation and emotional resilience, developed through career transitions and balancing work-life responsibilities. However, they may demonstrate lower openness to change compared to younger generations (Cennamo and Gardner, 2008).
Generation Y (Millennials) are characterized as collaborative, technology-savvy, and socially conscious. They prefer transparent leadership, continuous feedback, and purposeful work environments (Ng, Schweitzer and Lyons, 2010). Their upbringing in a connected world has enhanced social awareness and empathy but may also have led to stress sensitivity due to high expectations for achievement and recognition (Myers and Sadaghiani, 2010).
Generation Z, the youngest cohort, entered the workforce in a digitally saturated and socially complex era. They are adaptive, diverse, and authenticity-driven (Priya, 2025). This generation values emotional transparency, inclusivity, and rapid advancement. However, their high digital dependency can limit face-to-face communication skills and emotional regulation in high-stress situations (Schroth, 2019).
From a recruitment standpoint, understanding these generational distinctions is critical. Emotionally intelligent hiring practices must consider not only competence and experience but also interpersonal adaptability, ensuring alignment with evolving cultural and technological expectations.
3.2 EI Characteristics Across Generations
While emotional intelligence is universally relevant, its manifestation varies across generational lines. Each cohort demonstrates distinct emotional tendencies that shape their workplace behaviours, motivations, and relational dynamics (Goleman, 2018).
	EI Component
	Generation X
	Generation Y (Millennials)
	Generation Z

	Self-Awareness
	Grounded through life experience; emotionally self-contained and reflective.
	Open to reflection, coaching, and developmental feedback.
	Seeks authenticity, self-expression, and alignment with personal values.

	Self-Regulation
	Emotionally disciplined and consistent under stress.
	Flexible yet sensitive to uncertainty and feedback overload.
	Highly adaptive but prone to anxiety and emotional fatigue under pressure.

	Motivation
	Stability and career security are primary drivers.
	Purpose-driven; motivated by recognition and impact.
	Motivated by creativity, visibility, and quick achievement.

	Empathy
	Empathetic through professional experience; prefers clear boundaries.
	Collaborative and socially conscious, driven by inclusion.
	Deeply inclusive and diversity-oriented; empathetic towards social causes.

	Social Skills
	Strong professional networks; loyal to teams and organizations.
	Team-oriented, thrives on collaboration and social engagement.
	Digital-first communicators; strong online networking but weaker interpersonal nuance 


                                                                                                                       (Goleman, 2018)

Self-awareness develops differently across generations. Generation X’s maturity and career longevity provide a pragmatic sense of self, while Millennials and Gen Z emphasize authenticity and personal identity. Younger employees are more attuned to emotional alignment between personal and organizational values (Twenge and Campbell, 2008). Recruiters and managers must therefore assess not just technical skillsets, but whether an individual’s self-perception supports emotional stability and workplace integration.
Self-regulation differs across age groups due to life experience and environmental exposure. Gen X employees, accustomed to less fluid career structures, often exhibit calmness under pressure. Millennials and Gen Z, however, thrive in dynamic, feedback-rich environments but may struggle with emotional resilience when faced with ambiguity or rejection (Schawbel, 2014). Effective recruiters evaluate how candidates respond to feedback and handle stress using behavioural interviews and situational judgment tests that reveal emotional adaptability.
Motivation is another differentiator. Generation X values security and professional credibility, while Millennials seek meaningful engagement and personal development opportunities. Generation Z, having grown up in the gig economy, prioritizes flexibility, visibility, and rapid progression (Singh and Dangmei, 2018). Emotionally intelligent recruitment must therefore align organizational incentives with generational motivators for instance, structured career progression for Gen X, coaching and mentorship for Millennials, and innovative project opportunities for Gen Z.
Empathy and social skills also vary generationally. Generation X tends to maintain professional boundaries, whereas Millennials and Gen Z are more expressive and emotionally transparent. The younger cohorts place greater importance on emotional authenticity and inclusivity in leadership, expecting empathy as a standard managerial competency (Kausar, 2025). For recruiters, this highlights the need to assess cultural fit not by conformity, but by the ability to engage with emotionally diverse teams.
In practice, organizations can integrate EI-based evaluation tools such as the Emotional Competence Inventory (ECI) or Bar-On EQ-i to assess traits like adaptability, empathy, and emotional regulation during recruitment (Boyatzis, 2018). By mapping emotional profiles to generational strengths, firms can build more balanced, psychologically intelligent teams.

3.3 Managerial Strategies for Multi-Generational Teams
Managing and recruiting across generations demands emotionally intelligent leadership a style that emphasizes empathy, adaptability, and inclusive communication. Leaders must recognize that generational diversity enriches creativity and innovation but also introduces potential for misunderstanding and conflict (Gursoy, Maier and Chi, 2008). The key lies in leveraging EI principles to harmonize differing expectations.
1. Emotionally Intelligent Recruitment and Assessment
Recruiters should embed EI metrics into selection processes to assess emotional self-awareness, adaptability, and collaborative potential. Behavioural interviews and psychometric assessments can reveal emotional patterns beyond technical expertise. For instance, situational questions such as “Describe a time you managed team conflict” can gauge self-regulation and empathy (Boyatzis, 2018).
Additionally, incorporating emotional intelligence training into onboarding can accelerate intergenerational cohesion. By developing shared emotional vocabulary and communication norms, organizations reduce friction between generations with differing expectations around feedback, hierarchy, and digital interaction (Goleman, 2018).
2. Reverse Mentoring and Cross-Generational Learning
Reverse mentoring pairing younger employees (Gen Z or Millennials) with senior colleagues (Gen X) encourages bidirectional emotional learning. Younger staff enhance digital literacy and innovation capacity among older workers, while senior employees’ model emotional control, patience, and strategic thinking (Chaudhuri and Ghosh, 2012). This process enhances empathy across generations, reinforcing Goleman’s (1998) components of social awareness and relationship management.
For example, IBM and Deloitte have successfully used reverse mentoring programs to bridge generational and technological gaps, improving cross-level communication and emotional understanding (Harvey et al., 2019).
3. Cultivating Inclusive and Emotionally Safe Cultures
Emotionally intelligent managers recognize that inclusion is not merely demographic but psychological. By creating emotionally safe environments where employees feel respected and heard, organizations enhance engagement and reduce intergenerational friction (Edmondson, 1999). Managers can use empathy-based communication frameworks such as nonviolent communication (Rosenberg, 2003) to resolve generational conflicts constructively.
Regular team mindfulness sessions can also foster present-moment awareness, improving collective emotional regulation (Brown and Ryan, 2003). As generations differ in attention span and communication style, mindfulness helps employees slow down, listen actively, and respond thoughtfully.
4. Adaptive Leadership and Emotional Flexibility
Effective multi-generational leadership requires emotional agility, or the capacity to shift between communication styles and motivational strategies (David and Congleton, 2013). For example, a Gen X leader must balance structured feedback for Millennials with authenticity and empowerment for Gen Z employees.
Goleman (2018) emphasizes that emotionally intelligent managers can read emotional cues across generational lines, tailoring interactions to individual emotional needs. By blending empathy with strategic awareness, leaders foster intergenerational synergy rather than friction.
5. Leveraging Technology and Emotional Analytics
Technology plays a dual role in intergenerational EI management. While it enhances communication and inclusivity, excessive reliance on digital interaction can reduce empathy (Turkle, 2015). Organizations can use emotional analytics tools AI-driven sentiment analysis in employee surveys or feedback platforms to monitor morale across age groups. However, ethical use of such data requires transparency and consent, reinforcing trust and emotional integrity (Goleman, 2018).

3.4 Summary
Managing and recruiting across generations demands a nuanced understanding of emotional intelligence as both a differentiator and an integrator. Generation X offers stability and discipline; Millennials bring empathy and collaboration; and Generation Z contributes adaptability and digital fluency. Emotionally intelligent recruitment thus involves aligning generational emotional strengths with organizational culture, while training managers to navigate intergenerational emotional diversity with mindfulness and empathy.
As Cherniss (2010) asserts, organizations that integrate EI into recruitment and management practices outperform competitors in adaptability, engagement, and innovation. In essence, emotional intelligence serves as the common language bridging generational divides transforming diversity into a source of strength rather than conflict.
[bookmark: _Toc213677541]4. Conclusion 
Emotional intelligence (EI) has become a cornerstone of organizational effectiveness in the 21st-century workplace. In an environment characterized by rapid change, diversity, and technological disruption, the ability to understand, manage, and utilize emotions productively is no longer a peripheral skill but a core competency. Employees with high emotional intelligence demonstrate superior communication, adaptability, and teamwork qualities that directly enhance performance, innovation, and workplace cohesion (Goleman, 2018).
Mindfulness complements EI by deepening self-awareness and emotional regulation. Through mindful attention, individuals become more attuned to their internal states and those of others, enabling more thoughtful and empathetic interactions. This combination supports psychological safety, reduces stress, and nurtures a culture of mutual respect and collaboration (Brown and Ryan, 2003).
Generational diversity further enriches the modern workplace but demands emotionally intelligent management. While Generation X prioritizes stability and structure, Millennials and Generation Z seek purpose, flexibility, and authentic connection. Successful leaders must therefore adapt their emotional approaches balancing empathy with accountability and inclusivity with performance to engage and motivate across generational lines.
As organizations transition toward hybrid, global, and technology-driven models, emotional intelligence will be fundamental to resilience and long-term competitiveness. Embedding EI and mindfulness within recruitment, leadership development, and organizational strategy will not only enhance employee well-being but also foster sustainable cultures of trust, creativity, and innovation. In essence, emotionally intelligent organizations will be best equipped to thrive in the dynamic future of work.
[bookmark: _Toc213677542]
5. Recommendations 
To enhance emotional intelligence (EI) and mindfulness across the organization, the following recommendations are proposed:
1. Integrate Emotional Intelligence into Recruitment and Training:
Organizations should adopt EI-based assessment tools, such as the Emotional Competence Inventory (ECI) or Bar-On EQ-i, during recruitment to evaluate self-awareness, empathy, and adaptability (Boyatzis, 2018). Embedding EI in onboarding and leadership development programs ensures that new employees and managers develop essential interpersonal and self-regulatory skills early on.
2. Promote Mindfulness Practices:
Mindfulness programs such as guided meditation sessions, reflective journaling, or digital well-being platforms should be incorporated into daily routines. Research shows that mindfulness training reduces stress, improves focus, and enhances emotional regulation (Good et al., 2016). Organizations like Google and SAP have successfully embedded mindfulness to drive innovation and engagement.
3. Encourage Cross-Generational Collaboration:
Leaders should implement mentoring initiatives that bridge generational gaps, such as reverse mentoring between Gen Z and senior staff. This fosters mutual respect, empathy, and knowledge exchange, supporting a more inclusive emotional culture (Twenge, 2013).
4. Foster a Culture of Psychological Safety:
Managers must cultivate an environment where employees feel safe to express ideas and emotions without fear of judgment. Regular feedback loops and open dialogue promote trust and continuous emotional growth (Edmondson, 2019).
5. Evaluate and Sustain EI Development:
Finally, continuous evaluation of EI and mindfulness interventions through performance metrics and employee feedback will ensure sustainable improvement in emotional competence and organizational performance.
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