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[bookmark: _Toc216978533]1. Introduction
Emotional Intelligence refers to the ability of recognising, understanding and managing emotions effectively (Singh et al., 2022). Mindfulness is the practice of paying full attention to the current moment. EI is important in the workplace because it improves communication, manages stress and enhances teamwork. The purpose of the report is to figure out the way emotional intelligence can be developed in the workplace. Its relevance with respect to SMT (Senior Management Team) can be mentioned in the context of reducing cognitive bias and improving strategic thinking. The study will discuss the use of emotional intelligence components and the differences in recruitment considering emotional intelligence and generation 
[bookmark: _Toc216978534]2. Interpretation of the use of Emotional Intelligence components within the workplace 
[bookmark: _Toc216978535]2.1 Overview of the concept of Emotional Intelligence
Emotional intelligence or EI is represented as the capacity indulged towards recognising and understanding one's own approach and further focus towards managing personal emotions, as well as perceiving and further focus towards influencing the emotions of respective individuals. It may emerge as the critical component to measure success in the workplace. It also access through traditional cognitive intelligence in terms of predicting the performance of employees, and also accesses effective teamwork, and induces leadership capability. The relationship is maintained in such a manner that the mindfulness practices are characterised by some awareness and interpretation of certain observations, which may focus towards developing emotional competencies. The study suggests that employees having higher emotional intelligence may be able to exhibit superior performance, where they can be able to navigate interpersonal dynamics in an effective manner, which may create better adaptability in some of the complex environments.
[bookmark: _Toc216978536]2.2. Critical evaluation of Emotional intelligence models
The conceptualisation of emotional intelligence may have evolved in the form of different theoretical framework which may offer unique perspectives about how emotions may function in the form of professionalism. Goleman's model, developed by Daniel Goleman, where Emotional Intelligence replicates five different factors, and it includes self-awareness, self-regulation, along with the motivation, empathy, and interpretation of social skills (Hameli and Ordun, 2022). The approach towards emphasising self-awareness focus towards recognising the emotional aspects of an individual, whereas self-regulation suggests managing disruptive emotions and motivations, focus towards harnessing emotions in terms of accessing business goals. The empathy focus is understanding the emotional experience of an individual, and the social skills focus is on managing relationships in an effective manner. 
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Figure 1: Emotional intelligence model developed by Daniel Goleman
(Source: Hameli and Ordun, 2022)
The above figure replicate how the Goleman’s model explains about the orientation of emotional intelligence. Goleman's model may be able to manage the accessibility, which can be popular in terms of incorporating training programmes and further, critics may argue about the approach to overlap towards certain components. 
Mayer and Salovey’s model, on the other hand, adopts some rigorous and cognitive processing in terms of conceptualising EI in the form of managing business intelligence rather than incorporating the personality traits. It defines emotional intelligence in the form of mental abilities not the trait, which involves perceiving approach along with understanding the execution process and the ability to manage emotions in terms of solving problems (Fiori and Vesely-Maillefer, 2019). It may further focus towards brand perception in terms of formulating a complex business environment where it can measure certain skills. 
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Figure 2: Mayer and Salovey’s model defines emotional intelligence
(Source: Fiori and Vesely-Maillefer, 2019)
The above model explains the specific hierarchy in terms of perceiving emotions in an accurate manner. The framework also defines towards addressing the approach to managing emotions and is facilitated by using emotions, and is also determined to understand the execution process. 
[bookmark: _Toc216978537]2.3. Application of different types of EI components 
The components of Emotional intelligence are identical in terms of enhancing the dynamics of the team. The self-awareness, empathy and social skills are identical towards collaboration and conflict resolution in an identical manner (Midlage, 2025). The application is made towards team collaboration and interpretation of conflict management, where the team members being emotionally competent may be able to recognise the emotional states which may be able to influence the group dynamics, and further be able to create certain emotions during certain disagreements, as it may leverage a different approach to generate better results. The components related to Emotional intelligence are identical towards managing the leadership group and specific workforce, as the business orientation generates better functionality in terms of ensuring the growth (Maldonado and Márquez, 2023). The research work may indicate about the orientation of teams having collective emotional intelligence, which may be able to exhibit superior performance. The assumption is made towards improving outcomes in certain areas where negotiations are required to have competitive environments. 
The decision-making criteria and the process to solve problems may benefit an individual from emotional intelligence through the integration of certain information. The emotions are projected to provide valuable data in terms of managing risk, and also access better opportunities in terms of aligning the values. Emotional awareness may be able to prevent different types of feelings and emotional information. The approach towards stress management and business resilience may lead to incorporating the applications of EI in environments where the work pressure is high. The decisions related to project management coincided towards the execution of managers formulating emotional intelligence (Rodrigues and Matos, 2024). Further, the employees who are self-aware may be able to recognise the skills in terms of incorporating with the emotional regulation as it employs adaptive strategies. In companies like Google, the “Project Aristotle” may ensure a certain amount of physiological safety to access the operations for high performing teams. The resilience may create some systematic issues, and are expecting employees in terms of managing emotions within the proposition of toxic working environments, where the organisational leaders may be able to address some of the structural problems.
The proposition of leadership and influence towards some of the non-managerial employees may be able to depend highly on emotional competencies. Some of the intelligent individuals may be able to inspire trust, and also focus on navigating organisational politics in an efficient manner, as they can be able to mobilise collective action. The approach is identical for non-managerial roles as it may influence the business orientation in an identical manner (Wahyuni et al., 2024). The supervisor and normal employees can be able to access this specific job role while working in teams. 
[bookmark: _Toc216978538]2.4. Role of mindfulness in terms of enhancing EI 
The mindfulness practices may be able to enhance EI through cultivating the emotional experiences of an individual without having an immediate reaction. Attention is made towards the present moment, so that individuals may be able to develop emotional interpretation in terms of distinguishing different aspects, which may serve as the perfect foundation towards emotional management. 
The applications are accessed towards determining the impact of emotional competence once the manager receives feedback during a performance review. It may enable recognition of defensive emotional responses by creating space for generating better responses rather than getting an automatic reaction. The employees are facing pressure about the deadline to access mindfulness exercises in terms of interrupting some emotional attachment. The proposition of mindfulness and self-efficacy can be able to enhance the self-regulation, which enhances the growth rate (Wahyuni et al., 2024). The approach is identical towards physiological development and can increase the social demand of an individual. 
The corporate initiatives are able to reduce the stress levels through stress management, which may be able to overcome the workplace issues through managing excessive workloads and also focus towards interpreting systematic issues. A mindful path is created for the physiological well-being of an individual, which can be able to drive the growth rate (Attrey, Joshi and Bhatt, 2025). Companies like Intel and Google access this approach in terms of generating better values. The benefits include emotional control, focus and stress management can be accessed properly through this approach. Personality, motivation and emotional competencies are assessed through this approach. On the other hand, there are some drawbacks which may propel towards creating issues in a dynamic workplace. 
[bookmark: _Toc216978539]2.5. Critical Discussion on Challenges, Barriers and Importance of Training 
There are some significant challenges, as the individual employees may struggle to maintain emotional competencies in terms of managing stress. An emotional attachment is required towards managing emotions in terms of accumulating towards customer-facing roles. The cultural factors may be able to influence the perfect interpretation of emotional intelligence. The Emotional intelligence in the workplace is able to enhance the productivity of the business, which can be ensured for the growth (Shah and Sah, 2024). The proposition of EI may emphasise emotional expression, and the behaviours may also be able to violate cultural norms in some distinct business contexts, which may be able to prioritise emotional restraint. There are several organisations that are operating across different types of cultural boundaries can able to access emotional competence across different cultures. 
Emotional intelligence can be able to endorsed in the form of a personal asset in terms of navigating the social environment. It was also formulated through enrolling positive implications in terms of generating positive outcomes and further integrating EI towards several training programmes (Ma, Zeng and Fang, 2022). The organisational and situational barriers may be able to access EI application, and the hierarchical power structure may punish employees who express emotions through emotionally destructive practices. Emotional intelligence is essential for managers who can be able to access the performance of employees to overcome the execution of business in turbulent times (Salameh-Ayanian, Tamer and Maalouf, 2025).  The process of developing emotional intelligence in the workplace may focus to incorporate individual skill development as well as accessing leadership modelling and cultural evolution. The companies must focus towards creating an environment that can access realistic workloads. 
[bookmark: _heading=h.digwf3cz88an][bookmark: _Toc216978540]3.0 Emotional Intelligence and Generational Differences in Recruitment  
[bookmark: _heading=h.u3oyrrw0aoxa][bookmark: _Toc216978541]3.1 Overview of Generational Groups
Generational theory is a theory that shows people in a group of co-workers according to their common historical, social and economic events. This can influence their work attitudes and behaviours. Generational differences can be observed in recruitment to make hiring decisions more open and emotional.
Generation X is generally born after 1965 and before 1980 and was raised during the period of economic uncertainty and significant rate of technological change (Lissitsa and Laor, 2021). This leads them to be stereotyped as being independent, pragmatic and self-reliant. Generation X employees are likely to appreciate work life balance, independence and job security in the workplace. They do not feel discontented with the traditional communication tools. They are not also neutral with the digital communication tools. This is making them flexible to adaptation to dynamic organisational environments.
The Millennials or Generation Y born between the years 1981 and 1996. This generation went into the labour market in an era when digital technology came to the forefront, and globalisation existed, which has been relative (Biekowski, 2025). This generation is viewable as having a high level of collaboration, a need to have sense in work and frequent feedback. Millennials will generally consider flexibility, personal growth and organisational purpose, as well as be more susceptible to basing their employer preferences on emotional and social considerations.
The latest labour market members are Generation Z, which was born around 1997 or later (Bakalopulos, 2024). They are the product of social media, economic turmoil and world crises as they are digital natives. The generation Z workers are said to be technologically savvy, socially-conscious and adaptive. They are more likely to appreciate diversity, inclusion and psychological safety, and they have an expectation that the employer be cognizant and ethically responsible with regard to emotions.
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Figure 3:  Generational Differences in Workplace Preferences
(Source: Self-Developed)
These generational descriptions are a valuable background but one should note that there are some individual variations within each of the generations and the generational boundaries must not be followed strictly in terms of recruitments.
[bookmark: _heading=h.l9cxj8jbs892][bookmark: _Toc216978542]3.2 Emotional Intelligence characteristics by Generations
Emotional intelligence could have different aspects in various groups of generations (Fedorova et al., 2023). This is due to the different socialisation processes, communication standards, and work experiences. These differences can be used to understand that the recruiters can analyse behaviours better in conducting the selection processes.
Employees of the Generation X generation can be emotionally resilient and self-contained, and they have achieved this tool of emotional management by their exposure of the organisational cultures that are not conducive to them. They can be less emotional, but most of them are usually strong in dealing with stress and they are also effective in keeping their heads when the pressure increases. Their style of communication is direct and task oriented which may sometimes be considered to be egotistical.
Emotional sensitivity and expression tend to provide this generation of millennials with more comfort, who appreciate open communication and feedback (Susiang and Ghofur, 2024). They tend to effectively enjoy and like working relationships and are open to coaching and developmental feedback. This generation is more likely to be adaptive and open to change however is likely to suffer greater levels of stress where expectations and limited feedback exist.
Gen Z is often linked to emotional sensitivity especially in mental health and wellbeing (Dwidienawati, 2025). They tend to speak out and appreciate sincerity in spoken words. It is new in the work environment; they might need more emotional support in coping with stress and pressure at the workplace. The employees of Generation Z are generally receptive to feedback and quick learners but might not be able to stand up emotionally to pressure situations unless directed to do so.
These tendencies of Emotional Intelligence can be observed in every generation of the population. They are to be analysed as specific tendencies but not as exclusive qualities. It is important to consider emotional intelligence as dynamic capability. This is influenced by the personality of an individual and organisational conditions.
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Figure 4:  Core Components of Emotional Intelligence
(Source: Self-Developed)
[bookmark: _heading=h.mb6m6pesgmlv][bookmark: _Toc216978543]3.3 Managerial Considerations in Recruitments 
Managers become quite important in ensuring that the emotional intelligence expectations are matched with the generational diversity during the recruitment and selection process. The application of EI by the different generations may be different, and this means that recruiters should employ flexible and inclusive methods of assessment.
The point of expectations with regard to EI can vary among generations, as communication styles and behavioural patterns. The emotional restraint displayed by the Generation x candidates should not be regarded as the lack of empathy, as the expressive communication pattern of the Millennials or the Generation Z should not be regarded as the manifestation of emotional maturity. Recruiters consequently need to pay attention to hidden EI capabilities as opposed to superficial behaviours.
The evaluation of EI in the recruitment process is possible through behavioural interviews, situational judgement test, and assessment centres (Tiffin and Roberts, 2024). The questions that investigate conflict resolution, feedback management, stress management, and interpersonal relationships enable the candidates of all generations to show their emotional abilities in relation. This is used in an ethical and proper way; psychometric tools could help to make objective assessment.
The managers should not be based on stereotypes of different generations since assumptions can influence prejudice and can dismiss competent applicants. There is a risk of stereotyping generational traits at the expense of evaluating individual strengths, and more importantly, this challenge will adversely affect the results of diversity and inclusion (Benke, 2025). Studies show that personal experiences, organisational culture, and leadership styles usually affect EI more as compared to generational membership.
An emotionally sensitive recruitment strategy, which includes being empathetic, self-aware and fair, the managers will be in a better position to recruit employees whose emotional competencies are utopian to the organisation values, irrespective of age or the generation.
[bookmark: _heading=h.7379uikstlof][bookmark: _Toc216978544]3.4 Managing a Multigenerational Workforce 
Leadership of a multigenerational workforce engages an emotionally intelligent approach of managing different emotional strengths. Every generation also has some abilities related to EI that, with proper management. This can be used to foster a better performance of teams and organisational resilience.
The benefits of Generation X to organisations include their emotional stability and experience, the degree of collaboration and empathy in Millennials, and the willingness to emotional wellbeing and inclusiveness of Generation Z. Promotion of cross-generational mentoring facilitates sharing of knowledge, learning via emotions and understanding each other (Kumar and Rathnayake, 2025). These programmes assist in the minimization of conflict in addition to the development of emotional awareness within teams.
The construction of emotionally intelligent and inclusive teams is about the culture of psychological safety, in which employees feel free to share ideas and issues. Emotional trust across generational differences is supported by exercising clear communication, respecting opposing views and regularly practising feedback. The different emotional needs and stressors are also met through flexible working conditions and wellbeing programmes.
Managers are important in changing leadership styles to meet the generational differences. Leaders who are emotionally intelligent show self-awareness, empathy, and flexibility, and change their strategies of communication and motivations (Antonopoulou, 2024). Generation X might appreciate independence, as Millennials and Generation Z can be presented with frequent feedback and coaching.
It is not that the generations should be treated differently, it is a matter of emotional intelligence when reacting to the people that are effective in multigenerational management. The organisations can develop several benefits of a diverse workforce. This enhances performance and long-term engagement by showing leadership. This develops a set of challenging workplaces to these factors.
[bookmark: _Toc216978545]4. Recommendations
Incorporating EI-based assessment tools during recruitment
In order to deal with emotional intelligence-related issues of employees, it is important to incorporate EI-based assessment tools during recruitment. Different kinds of EI-based assessment tools are important for improving the decision-making process (Amar and Arrhioui, 2022). Apart from that, the importance can be mentioned on the grounds of reducing workplace conflict as well. WLEIS, EQ-i and TEIQue are some tools that can be implemented by companies. 360-Degree EI Assessments are used by many companies in recent times, and they have benefited with respect to reducing workplace conflict.
Encouraging mindfulness practices in the workplace
It is extremely important to encourage mindfulness practices in the workplace for overcoming emotional intelligence-related problems. In this context, it is important to mention that companies should provide Short mindfulness sessions of (5-10) minutes for reflecting on employee behaviour. Organisations should incorporate training and workshops which will offer mindfulness. It will help in managing stress, which has a direct connection with increasing productivity as well. Flexible work practices are needed because it helps in improving the well-being of employees (Edeh et al., 2025). Flexible work practices and mindful meetings should be incorporated under mindful practices.
Developing emotionally intelligent leadership capabilities
Self-awareness training is extremely important because it helps in resolving conflict by improving decision -making processes (Golubeva, 2023). In the process of developing emotionally intelligent leadership capabilities, it is important to provide self -awareness training. At the same time, business enterprises should incorporate EI assessments and therefore, the above-mentioned tools can be incorporated. Focus should be given on the development of empathy, and a proper leadership style should be chosen accordingly. Training on communication skills is needed to incorporate which includes giving feedback. Feedback should be given in such a way that employees do not feel demotivated.
[bookmark: _Toc216978546]5. Conclusion
The discussion concludes that EI helps in improving self-awareness and enhancing communication. The importance of mindfulness can be mentioned in the context of reducing stress and improving well-being Reinforcing the value of EI, it can be said that it helps in improving emotional control for employees, improving decision-making for managers and reducing absenteeism for organisations. Under the consideration of strategic relevance for senior management, it is said that stronger governance and ethics can be implemented through EI. The importance of it can be mentioned on the grounds of improving stakeholder management for achieving the mission of the company.  
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