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[bookmark: _Toc1527099700]1. Introduction
Emotional intelligence (EI) has grown to be a marginal psychological construct to being a key determinant of workplace performance, especially in complex knowledge-based economies. The modern literature refers to EI as the ability to identify, manage and use emotions in self-assessment and others to improve thinking and behaviour. But this definition does not always go without debate. Although ability-based approaches conceptualise EI as a cognitive ability that could be measured, mixed models like those proposed by Goleman (1996) focus on behavioural skills and competencies, which consistently spark controversy in terms of construct validity and measurement reliability. This uncertainty is important since organisations are starting to use EI as an indicator of leadership performance, employee motivation and organisational outcomes.
The fact that EI is increasingly becoming strategically relevant is evident in empirical studies. As an example, according to global workplace research, employees who are highly EI exhibit up to 58% greater job performance and help achieve a 20-25% productivity boost in a team, especially in the service-oriented industries. Furthermore, it has also been demonstrated that emotional and social competencies contribute more than technical skills to the effectiveness of leadership more than 60%. These data indicate that EI is not a soft skill, but a quantifiable force of organisational performance. However, critics say that these correlations can be exaggerated by self-reporting bias and the absence of standardised measures, thus facing the challenge of the strength of EI-performance links (Maund, 2018).
Along with EI, mindfulness has been on the rise as a complementary process of emotional control and mental concentration. Mindfulness and specifically Mindfulness-Based Stress Reduction (MBSR) strategies have been associated with a 30% decline in work stress and a 15% rise in decision-making accuracy. However, its efficiency is limited to the organisational culture and engagement of the employees, which means that mindfulness cannot be given blindly without adapting to the context.
The report critically analyses the use of the elements of emotional intelligence in the workplace setting by employees, basing on the major theoretical frameworks such as the competency-based model of emotional intelligence developed by Goleman and the Bar-On model. It also explores how mindfulness can be used to improve EI and evaluates the practical use of mindfulness like Management by Walking Around (MBWA). Part two of the report evaluates the generational differences, that is, Generation X, Millennials and Generation and how it affects emotional intelligence in the hiring and management. By incorporating both empirical and critical review, the report will determine the degree to which EI could be a valid and useful construct in modern organisational settings (Maund, 2018).
[bookmark: _Toc1945141949]2. Emotional Intelligence in the workplace
[bookmark: _Toc736700449]2.1 Critical evaluation of EI components using models
2.1.1 Goleman’s Emotional Intelligence Model
The model developed by Goleman is among the most popular models that have been used in the organisational environment mainly because it concentrates on specific observable skills and not abstract skills. The model presents five essential elements, including self-awareness, self-regulation, motivation, empathy and social skills, all of which form the workplace behaviour. Nonetheless, the conceptual overlap with personality traits and the lack of empirical accuracy have brought criticism to the model even though it is appealing in practical terms.
The latter Self-awareness, which is the capacity to identify one’s own emotions and the influence of these emotions, is often linked to better decision-making and leadership performance. Research shows that high self-awareness leaders are more accurate in their strategic choices by 25%, especially during times of pressure. However, there is this subjectiveness of self-assessment which makes one question the validity of measurement. The employees have a tendency to overrate their level of emotional awareness, and this results in the discrepancy between perceived and actual competency (Maund, 2018).
Self-regulation expands this ability by allowing a person to regulate impulsive responses and be emotionally stable. According to empirical evidence, proper self-regulation would decrease the workplace conflict by up to 40%, thus improving the team cohesion. But critics believe that the emotional control can be too much thus curbing the true expression and this can result in less creativity and innovativeness in dynamic environments.
In the context of Goleman, motivation is the internal motivation and not the extrinsic motivation. Highly intrinsically motivated employees have been reported to deliver performance results 20% better, especially in jobs that involve autonomy and innovation. Nonetheless, some of the structural factors (organisational culture and reward systems) are not sufficiently reflected in the model since they are critical determinants of the motivation levels.
Being widely regarded as the foundation of EI, empathy allows one to be responsive and comprehend the emotions of people. Empathy is associated with a 35% engagement and retention of employees in diverse teams in leadership situations. This notwithstanding, empathy might be culturally dependent and the emotional expression across the regions might not be universal thus curbing its use.
The organisational effectiveness depends on social skills, which include communication, conflict management and relationship building. There is a 50% positive relation between high social competence and the outcomes of team collaboration, especially in cross-functional teams. Nonetheless, due to the general nature of this aspect, it is regularly subject to conceptual ambiguity and the distinction between it and the general interpersonal skills is often not easy.
All in all, although the model by Goleman offers a workable paradigm of EI at the workplace level, its failure to delineate the constructs and use behavioural interpretations as a criterion curtail its theoretical strength (Chandan and Ramanojam, 2022).
While Goleman’s model emphasises practical workplace skills such as leadership and social competence, Salovey and Mayer’s model takes a more cognitive approach, focusing on how individuals process emotional information. This suggests that Goleman’s framework is more applicable in organisational settings, whereas Salovey and Mayer provide a theoretical foundation.

2.1.2 Bar-On Model: comparative evaluation
Bar-On model is broader in its approach as it conceptualizes EI as a collection of interconnected emotional and social abilities, such as intrapersonal abilities, interpersonal abilities, stress management, adaptability and general mood. In contrast to the model presented by Goleman, Bar-On focuses on psychometric testing, and it provides measures of emotional intelligence (e.g., the EQ-i inventory).
The intrapersonal skills, comprising of self-regard and emotional self-awareness, are similar to the self-awareness element of Goleman. The model presented by Bar-On however offers a more organized method of measurement increasing reliability. The empirical research indicates that high intrapersonal competence demonstrates resilience in the workplace up to 18% higher, especially in high-stress conditions (Chandan and Ramanojam, 2022).
The significance of relational dynamics within organisational settings is supported by interpersonal skills (such as empathy and social responsibility). It has been shown that high interpersonal EI leads to a 22% performance boost in a team, especially when working in a team. The model has however been criticised on confusing emotional intelligence with larger social competencies and thus loss of conceptual clarity.
Adaptability and stress management are some of the strong aspects of the Bar-On model, especially in unstable working conditions. The high adaptability scores of employees also contribute to 30% quicker response to organisational change, which is why the model is relevant to dynamic industries. Nonetheless, critics claim that these dimensions are intertwined with cognitive flexibility and personality factors, which makes them doubt whether it is necessary to consider them as a part of EI.
In comparison, Goleman model is more accessible and has been used more often in organisational training and Bar-On model provides more measurement accuracy. Nevertheless, both models are not completely capable of addressing the conceptual ambiguity of EI, which implies the existence of integrative methods (Chandan and Ramanojam, 2022).
2.1.3 Mindfulness and Emotional Intelligence (MBSR Approach)
Mindfulness has become an important process of improving emotional intelligence, especially when it comes to self-regulation and stress management. The Mindfulness-based Stress Reduction (MBSR) programmes are aimed at the creation of the present-moment awareness and help the person to be more responsive to the emotional stimuli.
It is empirically shown that employees engaged in MBSR programmes report that their stress levels decrease by 30-35% and emotional regulation improves by 20%, which directly leads to better EI. Moreover, organisations that apply mindfulness training state that it enhances productivity by 15% and reduces absenteeism by a quarter, which emphasizes its realistic advantages.
The usefulness of mindfulness is not universal, however. Critics have stated that MBSR needs long-term commitment and organisational backing which might be impractical in stressful situations. Besides, the effectiveness and acceptance of mindfulness practices might also be affected by cultural differences, which restricts the range of their application to multicultural workforces (Seo, 2023).
2.1.4 Practical Application: Management by Walking Around (MBWA)
Management by Walking Around (MBWA) is an example of a practical use of emotional intelligence especially in the empathy and social interaction. Managers are able to learn more about the dynamics and emotional climates within the workplace because they get to interact with employees directly.
It is predicted that organisations that use MBWA claim that worker engagement has risen by 20% and communication efficacy has risen by 15% (Mattingly and Kraiger, 2023). This strategy corresponds closely with the social skills and empathy aspects by Goleman, which proves the practicality of EI.
However, MBWA has its limitation. It is time consuming and can be seen as intrusion unless done in the right way. Also, it might not be effective in large or distant organisations where there is no physical interaction (Seo, 2023).
[bookmark: _Toc749876103]2.2 Synthesis and critical insight
Comparative analysis of EI models shows that there is a high degree of inconsistency in conceptualisation and application. Although the model of Goleman has a practical applicability, it lacks the specificity of measurement and thus loses the academic validity. On the other hand, the Bar-On model is much more empirically rigorous but conceptually overlaps with personality constructs.
Furthermore, the incorporation of mindfulness points to the dynamism of EI, and the fact that emotional intelligence cannot be comprehensively explained without the prospects of cognitive and behavioural interventions. Nevertheless, the absence of standardisation even between the models limits the capacity to generalise results, casting doubts on the viability of EI as a workplace performance predictor (Seo, 2023).

[bookmark: _Toc1325026550]3. Generational differences in Emotional Intelligence
[bookmark: _Toc1651121969]3.1 Overview of Generational Theory
The generational theory classifies people by common historical and social events, which implies that they shape workplace behaviour and emotional intelligence. Nonetheless, this method has been criticised because it simplifies individual differences that are complex and promotes stereotypes.
Despite these criticisms, the concept of generational analysis is still applicable when seeking to explain the diversity in the workforce. Gen X, Millennials and Gen Z have a different behavioural pattern, especially towards technology, patterns of communication and expression of emotions.
[bookmark: _Toc1313618402]3.2 Emotional Intelligence across generations
The Generation X employees are usually described as being independent and highly focusing on the work-life balance. It has been shown that this population has rather good self-regulation and adaptability, which is why the resilience rate is 28% higher than it is among younger generations. Nevertheless, their autonomy can be a hindrance to collaborative activities.
In their turn, millennials are very collaborative and feedback oriented. Although they have good social skills, it has been found that they have 15-20% more stress at the workplace, which may lead to their emotional instability. This paradox brings out the complexity of EI in this generation.
Generation Z is the most digitally interconnected generation, highly technologically competent but with serious issues in emotional stability. Recent statistics show that more than 40% of Gen Z workers have issues related to anxiety in the workplace, which affect their emotional intelligence and abilities to make decisions. Nevertheless, they are flexible and willing to learn, which offers the chances of EI growth (Umirovich, 2026).
[bookmark: _Toc1295188653]3.3 Critical comparison across generations
Comparative analysis shows that there is no generation difference in terms of emotional intelligence, but the expression is different. The older generations portray better self-regulation whereas the younger generations are more adaptable and open. These variations undermine the research hypothesis that the EI reduces in younger generations and instead, it changes with the environmental factors.
· Baby Boomers (born ~1946–1964): Value loyalty, prefer face-to-face communication, strong work ethic
· Generation X (born 1965–1980): Independent, adaptable, value work-life balance
· Millennials (born 1981–1996): Tech-savvy, value purpose and feedback, prefer flexible working
· Generation Z (born 1997 onwards): Digital natives, prefer quick communication (e.g., messaging), value diversity and inclusion
Generation Z employees tend to prefer fast, digital communication methods and value inclusivity, whereas Baby Boomers often favour more traditional communication and structured working environments.
[bookmark: _Toc766042369]3.4 Implication to managers in recruitment
As a manager, it is important to learn about generational differences in EI to recruit and manage the workforce effectively. Organisations that match recruitment plans with the generational strengths state that they have increased their employee retention by 25% and job satisfaction by 30% (Umirovich, 2026).
Nevertheless, excessive dependence on the generational stereotypes may result in prejudiced decision-making. The balance that the managers need to strike is between empirical considerations and personal judgment so that the recruitment practices are inclusive and evidence based.



4. Conclusion
It has been critically pointed out in this report that emotional intelligence (EI) plays a critical role in modern day organisations setting, both in its application and theoretical constraints. This analysis shows that EI, especially based on the competency framework developed by Goleman, is an important resource in interpreting employee behaviour and leadership performance. Empirical studies have all shown that EI leads to measurable organisational outcomes, such as productivity gains, employee engagement and reduced conflict. But there is no controversy these advantages are not free of. Lack of a standard definition and an overlap between the constructs of EI and those of personality weaken the conceptual and measurement reliability of EI models (Ricketts, Priest and Lastly, 2020).
The comparative analysis between Goleman and Bar-On models further indicates that Goleman is more practical in application but Bar-On has more psychometric structure. However, both models do not eliminate the existing ambiguities inherent to the concept of emotional intelligence, which implies that EI is not an unchangeable ability, but a situation-specific one. Mindfulness integration, especially by use of MBSR, supports the dynamic quality of EI showing that emotional competencies can be trained using systematic interventions. However, its performance on organisational culture and continuous involvement is conditional (Heo, 2021).
Generational differences analysis disproves one-sided assumptions about emotional intelligence between different age groups. Whereas the Generation X is more self-controlling and resilient, Millennials and Generation Z are more adaptive and cooperative. Such differences show that EI is not necessarily better or worse in any particular generation, but it depends on socio-economic and technological factors. Notably, the results indicate that excessive dependence on generational stereotypes can result in poor managerial choices (Ricketts, Priest and Lastly, 2020).
In general, emotional intelligence is an excellent but flawed construct. Its performance at the workplace is not only determined by individual capabilities but also by organisational systems, leadership methods as well as contextual factors. Consequently, critical and moderated use of EI is a critical step towards sustainable organisational performance (Heo, 2021).

5. Recommendations
So as to improve the practical implementation of emotional intelligence in organisations, it is advisable that companies should take a systematic and data-oriented approach toward developing EI. To begin with, organisations ought to adopt specific emotional intelligence training programmes that incorporate both the competency model by Goleman and the dimensions of emotional intelligence that are measurable by Bar-On. There are indications that EI training in the form of structured programs has the potential to enhance employee performance by 20% and leadership performance by more than 25%, which makes it a strategically important investment. Nevertheless, these programmes should be constantly measured to achieve quantifiable results as opposed to subjective evaluation (Buheji, 2018).
Secondly, organisations must incorporate mindfulness-based programs, including MBSR, as part of employee developmental programs. Since mindfulness exercises have been demonstrated to alleviate stress at the workplace by about 30% and enhance cognitive attention by 15-20%, their implementation can greatly promote emotional control. However, the implementation process should be based on the organisational context because mandatory programmes can be a source of resistance and lower efficacy (Buheji, 2018).
Third, talent management and recruitment plans have to include emotional intelligence evaluation tools but not overestimate the influence of generational stereotypes. Statistics point to the idea that organisations that match recruitment and emotional competencies have a higher retention rate among employees by 25-30%, but there is a potential that generational assumptions will lead to bias and decrease diversity. Thus, managers ought to focus on individual EI measurement using proven instruments instead of generalised demographic profiling.
Lastly, such practices of leadership as Management by Walking Around (MBWA) need to be applied in order to enhance emotional appeal and communication. Even though MBWA has been linked to a 15-20% rise in employee engagement, its efficiency lies in its regular and genuine practice. Digital versions of this strategy might be needed in large or distant organisations to sustain its effectiveness (Shabib-Ul-Hasan, 2019).
To sum up, although emotional intelligence has substantial organisational advantages, its use should be informed, based on evidence and situation. Companies that take a balanced and strategic perspective on EI have a higher chance of attaining a sustainable performance increase in an ever more complex work environment (Ricketts, Priest and Lastly, 2020).
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