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1. [bookmark: _Toc214365173]Introduction 
“If you are tuned out of your own emotions, you will be poor at reading them in other people.” Daniel Goleman (1995, p. 43)
Emotional intelligence is the ability to recognise, comprehend, control, and effectively use emotions in oneself and others. It brings together social and emotional awareness to influence choices and thoughts.
Mayer and Salovey (1997, p. 10) define emotional intelligence as follows, "The capacity to recognise emotions, access and produce emotions to support cognition, comprehend emotions and emotional knowledge, and reflectively control emotions to foster intellectual and emotional development." EI emphasises the social and emotional skills that help people deal with stressful interpersonal situations and organisational challenge. 
In addition to EI, mindfulness is attracting more attention as an additional idea that promotes emotional intelligence, resilience, and concentration. According to Kabat-Zinn (1990) mindfulness is “paying attention in a particular way: on purpose, in the present moment, and non-judgmentally.” In the workplace, mindfulness helps personnel manage stress, improve focus, and react to difficult emotional circumstances rather than react to them. Effective leadership, teamwork, and organisational well-being are all based on the combination of emotional intelligence and mindfulness, it is impossible to overestimate the importance of EI and mindfulness in the modern workplace. In today's fast-paced, high-stress workplaces, flexibility, empathy, and teamwork are essential. Globalisation, hybrid work arrangements, and technological developments have changed how workers interact, frequently raising emotional demands. To foster self-awareness, psychological safety, and emotional resilience in their employees, companies are investing in emotional intelligence training and mindfulness-based programs (Cherniss, 2010). In this first section will examine EI and the workplace.
2. [bookmark: _Toc214365174]The importance of Emotional Intelligence in the workplace
According to Salovey and Maye (1990) Emotional intelligence encompasses the ability to perceive, understand, manage, and utilise emotions effectively in oneself and others. The emotional and social aspects of success are not captured by traditional intelligence (IQ) tests, even though they can predict cognitive achievement. Emotional intelligence (EI) has become a crucial notion to comprehend how people connect, communicate, and function inside businesses. 
EI helps workers manage stress, promote teamwork, and maintain motivation in a modern workplace that is marked by quick change, variety, and high emotional demands (Goleman, 1998). In addition, EI is fundamentally the link between emotion and logic. Higher emotional intelligence employees are better able to handle interpersonal relationships, settle arguments respectfully and maintain motivation under stress.
In the following paragraphs three primary EI models are used to assess how employees apply the fundamental elements of emotional intelligence in a professional setting. It is as follows:  the Ability Model (Mayer and Salovey, the Bar-On Emotional-Social Model to demonstrate application and theoretical diversity, and Goleman’s Mixed Model.
Salovey and Mayer’s Ability Model (1990) According to Mayer, Salovey, and Caruso (2000), the Ability Model views emotional intelligence (EI) as a collection of cognitive-emotional skills with four primary branches: understanding emotions, managing emotions, sensing emotions, and using emotions to help think. According to this approach, emotional intelligence (EI) can be measured via performance-based assessments like The Mayer-Salovey Caruso Emotional Intelligence Test (MSCEIT). Employees can use these skills to identify emotional signs in communication, use emotions to boost creativity, and control affect under pressure. To accurately perceive and manage emotions, a marketing executive might, for instance, recognise mild disappointment in a client's tone and modify the offer accordingly. 
Bar-On’s Emotional-Social Intelligence Model (1997) According to Reuven Bar-On's ESI Model, emotional intelligence (EI) is a combination of social and emotional skills that affect how well people manage the demands and stresses of their surroundings. Bar-On (2006) highlights characteristics that are essential to resilience in dynamic environments, including adaptation, stress tolerance, and overall mood. For example, workers who are highly adaptive and stress-tolerant continue to perform consistently in the face of swift organisational change.
Goleman’s Mixed Model (1998) Five interconnected competencies self-awareness, self-regulation, motivation, empathy, and social skills were added to EI by Daniel Goleman's Mixed Model, it integrates behavioural skills, personality traits, and emotional abilities, making it especially pertinent for workplace leadership and performance (Goleman, 1998). Due to its direct alignment with leadership development programs and performance results, this method has been widely embraced in organisational settings.  This report would be support with a relevant EI model like Goleman.
[bookmark: _Toc214365175]2.2 self-awareness in the workplace
Is a thought to be the capacity to identify and comprehend one's own feelings (Goleman, 1995). It helps employees recognise emotional triggers and comprehend how emotions affect behaviour and judgement. For instance, a manager who acknowledges their dissatisfaction during performance reviews can deliberately control language and tone to prevent demoralising staff members. Besides employees that are emotionally intelligent can predict how stress impacts their communication in project-based settings and take proactive measures to manage it, strengthening interpersonal bonds and avoiding miscommunication.
However, increasing self-awareness is difficult, and many employees struggle to express and control their emotions because they lack emotional vocabulary or reflective skills. By offering organised reflection and feedback, tools like mindfulness training and reflective journaling can increase awareness (Kabat-Zinn, 1990).
[bookmark: _Toc214365176]2.3 self-regulation 
According to Goleman (1998), self-regulation is the capacity to restrain or reroute disruptive emotions and impulses and adjust to changing conditions. Employees who successfully control their emotions exhibit resilience, poise, and integrity qualities that are essential for managing professional relationships and producing consistent work. 
Emotionally intelligent workers control their reactions to stress in high-stress fields like healthcare, banking, or customer service to make decisions that are logical rather than impulsive. For instance, to compassionately calm an angry patient, a nurse must immediately suppress her annoyance, addition to that the ability model perspective involves recognising emotional patterns and using cognitive techniques like reappraisal or reframing a difficult circumstance, however over-regulation can lead to emotional confusion and conflict between felt and articulated emotions, for example in customer services continuous emotional  suppression result in burnout or lower job satisfaction. Therefore, organisations must provide psychologically secure spaces where expressing emotions is welcomed rather than punished.
[bookmark: _Toc214365177]2.4 Motivation 
According to Goleman's EI model, motivation is a person's capacity to direct their feelings towards achieving their objectives. Employees with emotional intelligence are naturally motivated; they find fulfilment in accomplishment and purpose rather than in rewards from outside sources. This internal drive promotes persistence and creativity even in adversity (Fredrickson, 2001).
Employees that exhibit emotionally intelligent motivation at work are those who stay dedicated to long-term goals, welcome criticism, and remain upbeat in the face of uncertainty. For example, a salesperson who is repeatedly rejected can stay motivated by redefining failure as a teaching opportunity. Bar-On (2006) asserts that emotionally intelligent workers maintain zeal under duress and links motivation to optimism and stress tolerance. According to studies, proactive performance, innovation, and organisational commitment are all predicted by emotional intelligence.
[bookmark: _Toc214365178]2.5 Empathy
The ability to identify and comprehend the emotional emotions of others is known as empathy. Collaboration, leadership, and customer interactions all depend on it (Goleman, 1998). Employees with empathy can read nonverbal and vocal emotional cues and modify their behaviour to suit the requirements of others. For example, to promote inclusion and trust, a manager may can offer comfort or extra help to a new team member who exhibits signs of fear. Empathy also improves cultural sensitivity since workers can identify a variety of emotional responses from different backgrounds or generations.
Empathy and good leadership are linked, according to research. Empathic leaders increase team performance, provide psychological safety, and improve communication (Carmeli, 2003; Jordan and Troth, 2004).
[bookmark: _Toc214365179]2.6 Social skills
When emotional intelligence is applied to interpersonal interactions, social skills are the external expression of emotional intelligence. Strong social skills help employees communicate effectively, settle disputes, and promote teamwork (Goleman, 1998).
Emotionally intelligent communication is essential in settings that prioritise innovation and teamwork, like IT businesses or healthcare teams. Employees that adept at relationship can negotiate successfully, establish trust, and strike a balance between aggressiveness and empathy, interpersonal connections and social responsibility are important aspects, according to Bar-On (2006), who claims that emotionally intelligent people support group success rather than just individual accomplishment.
[bookmark: _Toc214365180]3.Midfulness and the workplace
Maintaining a nonjudgmental awareness of the present moment, or mindfulness, improves all aspects of emotional intelligence (Kabat-Zinn, 1990). Employees that are mindful are more self-aware, more adept at controlling their emotions, and more sympathetic to others.
According to empirical research, mindfulness practices lower stress, enhance mental balance, and boost job satisfaction (Hülsheger et al., 2013). For instance, Google's "Search Inside Yourself" initiative combines emotional intelligence training with mindfulness, improving staff resilience and teamwork (Chaskalson and Hadley, 2017).
[bookmark: _Toc214365181]3.1 Organisational Benefits of Workplace Mindfulness Programs
Because mindfulness has quantifiable benefits for the workplace, many organisations have included it into training, leadership development, and employee well-being initiatives. Businesses that have made significant investments in mindfulness training, including Google, SAP, Intel, and General Mills, have reported increases in employee attention, resilience, and teamwork.
For instance, Google's Search Inside Yourself (SIY) initiative helps staff members become more attentive, empathetic, and capable leaders by using mindfulness-based emotional intelligence training. According to research, participants' job satisfaction, team cohesion, and emotional control all improve (Chaskalson and Hadley, 2017). It has been demonstrated that mindfulness training improves patient care and lowers error rates in healthcare settings by lowering burnout and compassion fatigue among physicians and nurses. According to Hülsheger et al. (2013), mindfulness interventions in business settings result in better decision-making, lower absenteeism, and increased productivity.  However, not every employee reacts to mindfulness exercises in the same way; results are influenced by personality, cultural background, and personal preferences. Therefore, rather than being a mandate, mindfulness should be positioned as an optional, helpful skill.

[bookmark: _Toc214365182]4. Generational Differences in Hiring and Emotional Intelligence
Employees from Generation X, Generation Y (Millennials), and Generation Z work side by side in modern businesses, which are increasingly typified by intergenerational workforces. Different historical events, technical advancements, educational institutions, and socioeconomic circumstances have influenced each generation. Their communication styles, values, job expectations, and emotional intelligence (EI) characteristics all differ greatly as a result. When hiring new staff, creating leadership pipelines, and assembling cohesive teams, managers must be aware of these differences.
This section highlights the important factors that managers need to consider when hiring talent from a variety of generational groupings and critically explores the distinctive EI-related traits of each generation.
[bookmark: _Toc214365183]4.1 Generation X and emotional intelligence 
Born roughly between 1965 and 1980, Generation X experienced a recession, rising divorce rates, and the rise of dual-income homes. Because of this, Gen X workers are frequently characterised as self-sufficient, resilient, and autonomous (Smola & Sutton, 2002). Their emotional intelligence is directly shaped by these characteristics in particular ways. However, Two of Goleman's (1995) key EI components: self-regulation and self-management are frequently exhibited by Gen X workers. Their high levels of flexibility and personal responsibility are a result of their upbringing, which placed a strong emphasis on independence and self-reliance. These workers typically exhibit a realistic approach to problem-solving, skilfully handle pressure, and control their emotions during disagreement. Besides, Generation X demonstrates social awareness as employees with clear communication, transparency and values.

[bookmark: _Toc214365184]4.2 Generation Y (Millennials) and Emotional Intelligence
Millennials, also known as Generation Y, were born between 1981 and 1996 and grew up in a time of fast technology advancement, globalisation, and collaborative learning. They are now team-oriented, feedback-driven, and socially sensitive people because of these experiences (Twenge, 2010). Personal beliefs, meaningful work, and emotional engagement are all strongly linked to their workplace identity. Beside millennials are known for having excellent social skills, especially in digital communication, networking, and teamwork. Their upbringing in team-based learning environments improves their capacity for interpersonal communication, conflict resolution, and teamwork.

[bookmark: _Toc214365185]4.3 Generation Z and Emotional Intelligence
The first generation to be totally digital, Generation Z (born about 1997–2012) is influenced by social media, unstable economic conditions, and worldwide globalisation. Rapid information flow, technology, and social changes all have a significant impact on their perspective. Employees from Generation Z contribute creativity, diversity consciousness, and technology adaptability to the workplace. In addition, generation Z demonstrates a strong self-awareness, especially in relation to mental health, emotional boundaries, and individual identity. They value workplaces that recognise emotional needs and place a high priority on authenticity. This is consistent with Goleman's EI model, which holds that relationship development and self-control are based on self-awareness. 
[bookmark: _Toc214365186]5. Emotional intelligence consideration in different generational recruitment 
Generation X:
Managers should take note of Generation X employees' great emotional intelligence in areas like self-control, resilience, and independence in making choices when hiring them. Recruitment procedures should prioritise employment security, possibilities for self-directed work, and open communication about expectations because Gen X candidates frequently desire autonomy, stability, and clarity in organisational roles. EI evaluations for this group should concentrate on their capacity to maintain composure under pressure, handle conflict impartially, and guide or assist colleagues from different generations. Recruiters must avoid misinterpreting emotional restraint as a lack of empathy or participation because Generation X is more likely to be emotionally reserved due to previous workplace practices that prohibited emotional expressiveness. Alternatively, organised behavioural interviews can be used to elicit instances of emotional competence, such as prior experiences managing diverse teams, managing change, or negotiating emotionally delicate circumstances.
Generation Y:
A significant emphasis on purpose-driven work, organisational values, and opportunity for ongoing development is necessary for recruiting Millennials because these factors closely match their emotional intelligence profile. Millennials exhibit good teamwork abilities, a high degree of empathy, and a propensity for encouraging, socially conscious workplaces. As a result, recruitment tactics ought to emphasise the company's ethical leadership, diversity and inclusion initiatives, employee well-being policies, and culture. Interpersonal communication, teamwork, and the capacity to create emotionally healthy connections within teams should be the main topics of EI tests for Millennials.
Recruiters should assess Millennials' resilience, coping mechanisms, and adaptability considering their difficulties with self-regulation under extreme stress. This generation reacts favourably to hiring procedures that provide them frequent feedback and let them share their motives and ideals. In line with Millennials' demands for openness and involvement, competency-based interviews, digital-friendly hiring platforms, and real-world case tasks can all be used to measure emotional intelligence.
Generation Z:
Recruitment procedures should emphasise organisational transparency, mental health resources, and opportunities for creativity, innovation, and rapid career progression because Gen Z employees have a distinct emotional intelligence profile that includes strong self-awareness, openness about mental health, and comfort with digital communication. Since Gen Z frequently experiences anxiety and may struggle with face-to-face emotional expression due to their digital upbringing, EI assessments should assess adaptability, emotional resilience, and their ability to navigate both digital and interpersonal communication contexts. However, to appeal to their digital fluency, recruiters can use short digital assignments, scenario-based problem-solving, and technology-integrated evaluations. Since this generation loves transparency and honesty, it is crucial to have clear communication timeframes, quick replies, and open discussions about workplace expectations. It is possible to successfully draw in and keep Gen Z talent while fostering the growth of their emotional intelligence by emphasising mentorship programs, flexible work schedules, and inclusive team environments.
[bookmark: _Toc214365187]Recommendation 
To improve leadership, teamwork, and communication, organisations should place a high priority on the development of emotional intelligence (EI) and mindfulness.
· Staff development programs and leadership courses should incorporate emotional intelligence (EI) training that emphasises self-awareness, emotional control, empathy, and relationship management.
· To increase focus, lessen emotional reactivity, and improve general wellbeing, mindfulness techniques like guided breathing, reflective pauses, and stress-management workshops should be included in everyday routines.
· hiring procedures must be modified to account for variations in EI between generations. Candidates from Generation Z favour transparency, digital communication, and mental health support; Millennials seek out situations that are purposeful and collaborative; and Generation X values autonomy and stability.

[bookmark: _Toc214365188]6. Conclusion 
In conclusion, developing a resilient, cooperative, and productive workplace requires emotional intelligence and mindfulness. Employee performance and organisational outcomes are directly impacted by competences including self-awareness, emotional regulation, empathy, and relationship management, as the review of EI models shows. By improving focus, lowering tension, and promoting deliberate decision-making, mindfulness further enhances these skills. The investigation also revealed that employees' perceptions and applications of emotional intelligence are significantly influenced by age disparities. Each of the three generations: Gen X, Millennials, and Generation Z that bring their own expectations, communication preferences, and emotional requirements to the workplace. Effective recruiting, engagement, and retention depend on an understanding of these distinctions.
In general, companies are better positioned to create supportive environments, lessen conflict, and increase employee happiness when they incorporate EI and mindfulness into leadership development, well-being programs, and hiring procedures. Businesses can attain long-term success, creativity, and sustainable workforce growth by placing a high priority on emotional competence and generational inclusion.
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