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[bookmark: _Toc227505330]1. INTRODUCTION
[bookmark: _Toc227505331]1.1 Context
Emotional Intelligence (EI) refers to the ability to manage oneself and other people and handle emotions. It is closely related to behaviour at work, leadership and decision making. Goleman argues that EI is one of the factors that in real life performance might carry more weight than IQ (Goleman, 2005). In the contemporary organisations, nowadays EI has become one of the major skills of managers and employees alike.
It is possible to state that mindfulness is the experience of living in the present moment. It helps individuals to cope with the emotional reactions and improve concentration. Research has shown that mindfulness leads to better emotional regulation and behaviour in the workplace (Nadler et al., 2020).
[bookmark: _Toc227505332]1.2 Purpose
The commissioning of this report is on the interest by SMT to improve organisational performance as far as emotional intelligence is concerned. It is focused on the way EI and mindfulness can boost leadership, collaboration and employee performance.
[bookmark: _Toc227505333]1.3 Scope
There are three areas discussed in this report. To begin with, it critiques models of emotional intelligence and their use in the workplace in an inhumane manner. Second, it looks at generational differences in recruitment and place of work behaviour. Third, it offers strategic suggestions on how organisations can enhance performance by developing EI.
[bookmark: _Toc227505334]1.4 Thesis Statement
Emotional intelligence is based on the emotional self-awareness. Leadership through lack of self-awareness becomes responsive and inefficient. Good EI improves teamwork and organisational success, as well as decision-making.
[bookmark: _Toc227505335]2. CRITICAL EVALUATION OF EMOTIONAL INTELLIGENCE IN THE WORKPLACE
[bookmark: _Toc227505336]2.1 Goleman’s Mixed Model of Emotional Intelligence
One of the most popular models in organisations is the model that was created by Goleman. It describes emotional intelligence in five aspects. They include self-awareness, self-regulation, motivation, empathy and social skills (Goleman, 2005). All the components facilitate behaviour in the workplace practically.
[image: ]
FIGURE 2.1: Goleman’s Mixed Model (self-created) (Goleman, 2005)

Self-awareness helps employees to become aware of emotional triggers. This will aid in making better decisions since employees are aware of the effect of emotions on behavior. Self-regulation can be used to control emotional responses. This lessens the impulsive behaviour in stressful work situations. The intrinsic motivation is supported by motivation. It assists the employees to work under pressure without being regulated. Empathy helps in increasing the understanding of the emotions of other individuals. This helps to work as a team and reduce misunderstanding. Social skills are used to aid employees to form relationships and deal with groups effectively.
This model is strong in the sense of being practical. It is used also in leadership training and HR training (Tan et al., 2022). Learning it is not a difficult task, and it is easy to apply in real-life situation in the workplace. This renders it of great usefulness to managers and organisations.
There are limitations to the model. It is said to be overgeneral. It is a combination of emotional qualities, behaviour, and social skills that are not easily differentiated (Singh et al., 2022). This decreases its scientific accuracy. It can also be hard to accurately measure during assessments. This presents issues of research validity.
The other weakness is that it lays a heavy emphasis on behaviour compared with the cognitive emotional ability. This means that it does not necessarily explain how feelings are processed internally, but only describes how they are processed. This makes it less rich as compared to ability based models.
This despite the fact that this has rendered the model weak, Goleman model is a highly applicable model in practice. It is good in application in the workplace but poor in scientific measurement.
[bookmark: _Toc227505337]2.2 Mayer and Salovey Ability Model
EI is a mental aptitude that has been conceptualized by the Mayer and Salovey model. It is concerned with the processing of emotional information by individuals. It is composed of four branches, perceiving emotions, using emotions, understanding emotions, and controlling emotions (Mayer and Caruso, 2025).
[image: ]
FIGURE 2.2: Mayer and Salovey Ability Model (self-created) (Mayer and Salvey, 1997)

Managing emotions is the ability to comprehend emotions of others and self. Application of emotions to thinking and problem solving is termed as using emotions. The emotional comprehension entails the perception of the emotional alterations and trends. The management of emotions is the process of controlling emotions on self and others to achieve a good result.
This model is more scientifically put together compared to the model by Goleman. It considers emotional intelligence as a quantifiable mental ability. This makes it more suitable to psychological research and controlled experiments. The ability-based EI tests measure the skills of emotional reasoning (Rivers et al., 2020).
The model however, is not as practical in training at work. This is too bulky to the managers to apply in their day to day leadership. It is more about the inward thinking than outward behaviour in the workplace.
The other limitation is that it does not take into consideration personality traits or social context completely. Work place behaviour is influenced by emotional ability and personality style. That is not completely explained by this model.
Nonetheless, the model is significant as it offers scientific organization. It enhances insights into emotional intelligence as a cognitive process and not necessarily behaviour as well.
[bookmark: _Toc227505338]2.3 Bar-On Emotional-Social Intelligence Model
The emotional intelligence is expanded to emotional and social functioning by the model developed by Bar-On. It relates EI to psychological well-being and life adaptability (Sfetcu, 2020). It consists of stress management, adapting, relationships with other people and the general mood.
[image: ]
FIGURE 2.3: Bar-On Emotional-Social Intelligence Model (self-created) (Bar-On, 2005)

The importance of the model in work setups is that it correlates emotional intelligence and mental wellbeing. The greater the level of employee emotional-social intelligence is, the more resilient he or she is. They withstand stress and organisational pressure more (Ashkanasy and Daus, 2020).
The model can be implemented in particular in the HR management. It encourages employee welfare programs and the corporate nurture. It also helps to find out those employees that could be having an issue with stress or emotional pressure.
Nevertheless, there are weaknesses of the model. It is highly overlapped with such personality traits as optimism and resilience. This renders it less discrete as a pure emotional sense of intelligence model. Sometimes it is possible to test personality and not emotional ability.
It is also less specific in the definition of the elements of emotional intelligence than that one of Mayer and Salovey. However, it can be applicable in real-world psychology at the workplace as it relates feelings and performance and well-being.
[bookmark: _Toc227505339]2.4 Mindfulness as a Catalyst for Emotional Intelligence
Mindfulness is significant towards improvement of emotional intelligence. It increases attention, emotional control and awareness. It enables employees to react and not be emotional.
The studies of neuroscience indicate that mindfulness decreases the amygdala activity. Amygdala is in charge of emotional reactions, such as fear and anger. Simultaneously, mindfulness results in enhanced action in the prefrontal cortex. It is a field that is inclined towards rationality and making decisions (Nadler et al., 2020).
This biological change helps to improve emotional control. Employees are more stable when they have stressful work. The chances that they will act on the spur of the moment are lower. This will improve work place communication and relations.
Listening and empathy are also improved with mindfulness. Workers are more involved in discussions. This minimizes confusion and discord (Jiménez-Picón et al., 2021).
Mindfulness and EI have a close association on workplace results. One of the studies suggests that mindfulness can be applied to improve job performance and emotional competence (Long et al., 2025).
Table 2.1: Impact of Mindfulness on Workplace Outcomes
	Workplace Factor
	Without Mindfulness
	With Mindfulness

	Emotional Control
	Reactive behaviour
	Controlled response

	Decision Making
	Impulsive choices
	Rational decisions

	Team Interaction
	Frequent conflict
	Cooperative behaviour


(Data source: Nadler et al., 2020; Jiménez-Picón et al., 2021)
This table provides a definite evidence of better performance at work with presence of mindfulness. There is an enhancement in emotional stability and conflict decreases. It is more rational and not emotional in the decision making process.
[bookmark: _Toc227505340]2.5 Emotional Intelligence in Conflict Resolution
EI is significant in managing conflicts. Employees with high EI are able to understand their emotions as well as those of other people in a situation where there is disagreement. This helps to reduce emotional accumulation.
Tools of de-escalation used by high EI people include empathy. They reason about what to do, and are not reactive. Regulatory emotional skills can help them to be calm during conflict situations (Hung et al., 2022).
In fact, low EI employees are reactive and are emotional. This brings strains on the work places and reduces teamwork. It is also capable of ruining inter-team trust.
The outcomes of negotiations are improved with EI training. It assists employees to agree to each other more quickly and without much stress. It further improves the relationship in the workplace in the long term (Olaleye and Lekunze, 2024).
[bookmark: _Toc227505341]2.6 Emotional Intelligence in Leadership
Modern organisations leadership has been shifting away of strict control systems. It is now more oriented towards emotion. This may be termed as resonant leadership.
The leaders with high EI enhance trust in the teams. They are aware of the employees’ mood and treat them as they do. This increases motivation and interest (Tan et al., 2022).
EI leaders reduce employees’ turnover as well. Staff members feel important and appreciated. This enhances performance and stability of organisations.
Nevertheless, to be an effective leader, one needs emotional intelligence. Technical expertise and strategy should also be possessed by the leaders. EI enhances leadership, not managerial competence.
[bookmark: _Toc227505342]2.7 The Dark Side of Emotional Intelligence
Misuse of emotional intelligence is not an exception in work places. Being aware of emotions lets the employees affect or control others. This is referred to as emotional exploitation.
Surface acting may be done by employees in service positions. This is because they show emotions which they are expected to be feeling them but they fail to do so. This may cause emotional burnout and exhaustion in the long run (Sfetcu, 2020).
Display rules of emotion are publicised by other organisations. Even during stressful times, employees are supposed to be good-emotionally. This brings about emotional dissonance. In the long run, it decreases mental health.
This means that emotional intelligence is supposed to be used in a moral manner. The absence of ethical constraints can have a harmful impact on employees and organisational culture (Ashkanasy and Daus, 2020).
[bookmark: _Toc227505343]2.8 Critical Summary of Models
EI improves group work and decision making, leadership. The model proposed by Goleman is realistic. Mayer and Salovey are scientifically elaborated. Bar-On emphasizes on well-being. Mindfulness enhances EI by regulating emotions. However, EI can be misused unless it is applied in an ethical manner.
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FIGURE 2.4: EI WORKPLACE INTEGRATION MODEL (self-created)
(Data source: Goleman, 2005; Long et al., 2025)
[bookmark: _Toc227505344]3. RECRUITMENT AND GENERATIONAL GAPS
[bookmark: _Toc227505345]3.1 Decoding the Generations
The holding position of strong generational differences in the workplace diversity is a reality. Managers need to be aware of the influence of these differences on behaviour, motivation, and expectations. These differing emotional intelligence levels and values in the workplace should be matched with the recruitment and retention strategies.
Gen X is referred to as a bridge generation. They value individualism and independence. They prefer to have definite goals and are not fond of constant supervision. They are also more distrustful of authority and promises of organisations. Their work life and employment is of the greatest concern. They tend to demonstrate their emotional intelligence in terms of practical solutions instead of expressing it emotionally (Dehghan Nayeri et al., 2026).
The Millennials or Generation Y are objective oriented, and highly technology addicted. They prefer serious work, and they would like to be regularly assessed. They are more emotional in the work place than Generation X. Development opportunities and lifelong learning are highly regarded by them. Communication and collaboration are often associated with their emotional intelligence (Kuzior et al., 2023).
Generation Z is digital natives. They have been raised in very interdependent settings. They value mental health awareness, inclusion and diversity. They like to be guided and be provided with emotional support in places of working. They also require psychological safety and free communication. They are highly affected in terms of their emotional intelligence by digital communication and quick feedback mechanisms (Casimiro, 2023).
These generational differences come with opportunities and challenges to the managers.
[bookmark: _Toc227505346]3.2 Psychological Safety in the Workplace
Psychological safety is the impression that the employees are given an opportunity to express ideas without the fear of punishment. It is needed by millennials and generation z, in particular. These groups require safe places where mistakes are seen as a learning experience.
Emotional intelligence development is supported by psychological safety. The employees are more relaxed to express emotions and problems. This enhances communication and minimizes stress at the workplace. It also increases the innovation in that the employees will not be intimidated to share ideas.
The researches show that the younger generations are more engaged and perform better in emotionally safe environments (Olaleye and Lekunze, 2024). Younger employees might turn off or quit organisations fast without psychological security.
However, psychological safety may have a different meaning to Generation X. They may not be as emotionally dependent and responsible. This is a management dilemma between making a trade off on expectations with teams.
[bookmark: _Toc227505347]3.3 Flexibility versus Stability in Generational Expectations
Gen X is a flexible generation. They like working independently in accomplishing things. They would prefer to be less supervised and have more control over their work schedules. This assists in their autonomous manner of work.
Flexibility is also appreciated by the Generation X, but it is accompanied by development expectations. They want to be flexible at work, at the same time, they would like to receive structured feedback and professional growth. They are supposed to be given emotional support besides performance objectives by the managers (Machová et al., 2020).
Gen Z is more guided oriented/stability. They like to work in orderly settings with guidelines. Other values they have are mentorship and emotional support of leaders. It indicates how they would desire to be psychologically and career-wise stable in unpredictable environments (Devi et al., 2025).
This puts strains on managers. The same type of leadership is not applicable to every generation. EI comes into play. Managers need to change their communication and leadership style with the needs of various generations.
[bookmark: _Toc227505348]3.4 Recruitment Strategy and Emotional Intelligence Integration
The technical skills should be surpassed in new recruitment processes. EI is a selection criterion within organisations. The difference between generational personnel is the background that is used to select candidates who would be productive in the intergenerational differences.
Value matching is gaining greater significance compared to pure skill matching. This means that organisations are keen on hiring individuals whose values will be compatible with the organisation culture. This is commonly denoted as culture add as opposed to culture fit. The diversity of thinking and emotional flexibility is the concern of culture add.
Candidates with high emotional intelligence are more flexible to team scenarios. They are able to deal with conflict, empathize with the viewpoints of others and communicate. This enhances harmony at the workplace when using multigenerational teams (Bazmi et al., 2025).
Situational judgement tests, and behavioural interviews are also part of the recruitment processes. These measures help to assess emotional awareness and interpersonal abilities. They provide a better idea of how the candidates cope with the emotional scenarios in the workplace.
[bookmark: _Toc227505349]3.5 Employer Branding and Attraction of Generation Z
Employer branding will be important in the attraction of Generation Z talent. This generation is judging organisations in regard to values, culture and emotional environment. They like employers who advocate mental health, inclusion, and mindfulness.
The younger workers are more attractive to organisations that invest in emotional intelligence training and mindfulness programs. These initiatives are testaments to emotional and nurturing in the work-place. This improves on the employment and retention rate of workers (Abaker et al., 2025).
Employer review is also among the GenZ on online platforms. They seek openness and feedback on employee experience. Ineffectiveness of organisations in attracting talents may be caused by poor emotional culture in organisations.
An employer brand should thus have the ability to articulate the values of emotional intelligence. It must show that the organisation is conducive to well-being, psychological safety, as well as personal development.
[bookmark: _Toc227505350]3.6 Critical Evaluation of Generational Management
Generational diversity is a complicated issue to handle. It entails emotional intelligence amongst the leaders. In the absence of EI, the misunderstandings may grow among the age groups.
There is no strict rule of generational differences. They are overall trends. Individual differences even within each generation exist. Excessive use of stereotypes may also result in bad decisions when it comes to recruiting.
However, the perception of the generational trends can be used to design the workplace. It assists in increased communication, leadership, and interaction with the employees. The middle between the generations is EI.
Leaders that practice EI are able to achieve inclusive environments. Independence and collaboration are supported in these environments. This enhances the performance of an organisation and the turnover of all the age groups.
[bookmark: _Toc227505351]4. RECOMMENDATIONS
[bookmark: _Toc227505352]4.1 Emotional Intelligence Audits
The SMT needs to add emotional intelligence audits in the leadership positions. This should use psychometrically valid behaviour measures and validated psychometric measures. This is supposed to assess the self-knowledge, emotional regulation and interpersonal effectiveness before one gets promoted. It has been proven that leaders with high levels of emotional intelligence can not only improve team performance but also reduce conflict (Tan et al., 2022). EI testing also enhances the quality of hiring by helping to find the right candidates that are not emotional in challenging job positions (Singh et al., 2022). This will make sure that leadership decisions are founded on technical and emotional competence.
[bookmark: _Toc227505353]4.2 Mindfulness Integration in Daily Work
Mindfulness as a practice should be ingrained in the daily practice of the organisation. This may be in the form of brief mindfulness during meetings or emotional recuperation areas. Mindfulness has the potential to improve emotional regulation and relieve stress responses (Nadler et al., 2020). It also enhances concentration and decision making as it enhances cognitive control. Regular mindfulness practices have been shown to increase the level of emotional intelligence and job performance (Long et al., 2025). This plan aids in sustaining health and burnout among any type of worker.
[bookmark: _Toc227505354]4.3 Reverse Mentoring Strategy
Reverse mentoring should be introduced and this should be done so as to reduce the generational gaps. Generation Z employees are able to adopt digital skills and current trends in communication and help senior managers. Senior staff in turn can provide organisational knowledge and leadership experience. This brings the intergenerational understanding and emotional sense. Studies show that cross-generational learning boosts emotional intelligence and adaptability at the workplace (Kuzior et al., 2023). It also enhances the willingness to change and organisational culture of learning.
[bookmark: _Toc227505355]5. CONCLUSION
In conclusion, a prominent aspect of performing at the workplace is emotional intelligence. The model by Goleman helps to increase behaviour practically. According to Mayer and Salovey, emotional intelligence is a mental skill. Bar-On attributes it to health and strength. Mindfulness helps to regulate emotions and make better decisions.
The expectations in the workplace are influenced by the generations. Generation X appreciates independence, Millennials appreciate purpose, and Generation Z appreciates psychological safety. EI provides avenues across these differences.
EI is a competitive edge in the present unstable business world. In the defence of the perception of the Goleman, emotional awareness on an inner sense contributes much in the success of an organisation (Goleman, 2005). 
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