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[bookmark: _6oedbipwjwbo]1.0. INTRODUCTION
In today’s workplace, employees are expected to do more than complete tasks or meet deadlines. They must also communicate effectively, work well with others, manage stress, and adapt to change. Emotional intelligence (EI) has therefore become an important skill in modern organisations. Emotional intelligence, or EI, is the skill or ability to recognise, understand and manage one’s own feelings as well as the emotions of others (Goleman, 1998 ). It started with ideas from Mayer and Salovey in 1990, but Daniel Goleman made it famous in his 1995 book, saying if you ignore your own emotions, you can't read others well (Goleman, 1995 ). Daniel Goleman’s statement highlights that individuals who lack awareness of their own emotions often struggle to understand how others feel, which can lead to poor communication and workplace conflict. For example, knowing when a coworker is stressed helps you to help them overcome the stress (Mayer, Salovey and Caruso, 2004 ).
Mindfulness is closely linked to emotional intelligence. It involves being present and aware of thoughts and emotions without judging them (Kabat-Zinn, 2003). When employees practise mindfulness, they become more aware of their emotional reactions and are better able to control them. Research shows that mindfulness improves emotional regulation, focus, and wellbeing, all of which support emotional intelligence (Good et al., 2016).
This report explores how emotional intelligence and mindfulness affect employee behaviour and performance in the workplace. It also considers how emotional intelligence differs across generations and how organisations can use this knowledge to improve recruitment, leadership, and employee development strategies. 

[bookmark: _v4vhlte6rxfl]2.0. Goleman’s Mixed Model of Emotional Intelligence
Goleman’s Mixed Model of Emotional Intelligence explains emotional intelligence as a mix of emotional skills, personal qualities, and learned behaviours that help people understand and manage their own emotions as well as the emotions of others (Goleman, 1995). The model includes five key areas: self-awareness, self-regulation, motivation, empathy, and social skills. These areas describe how individuals recognise their feelings, control emotional reactions, stay motivated, understand others’ emotions, and build positive relationships (Goleman, 1998).
One major benefit of this model is that it is easy to apply in real-life and workplace situations, especially in leadership and employee development (Boyatzis, 2018). However, a limitation is that it combines emotional skills with personality traits, which can make it difficult to measure clearly (Mayer, Salovey and Caruso, 2008). In today’s workplace, the model is highly relevant because it supports teamwork, effective leadership, conflict management, and employee wellbeing (Cherniss, 2010). It also improves the hiring process by helping employers assess candidates’ communication skills, emotional control, and ability to work well with others, in addition to technical skills (Goleman, 1998). Furthermore, the focus on self-awareness and self-regulation supports mindfulness by encouraging individuals to be more aware of their emotions and respond calmly rather than react impulsively, which strengthens overall emotional intelligence (Kabat-Zinn, 2003; Good et al., 2016).
[bookmark: _63gmmkuuypom]2.1. Self-Awareness
Self-awareness is the foundation of all other EI components. It refers to an individual’s ability to understand their own emotions, strengths, weaknesses, values, and drivers (Goleman, 1995). In the workplace, employees with high self-awareness can identify their emotional triggers and adjust their behaviour accordingly. For instance, an employee who recognises feelings of anxiety before a presentation may use mindfulness strategies to calm their emotional state, reducing the likelihood of performance issues. Research shows that self-awareness enhances reflective thinking, reduces impulsive reactions, and improves decision-making quality (Eurich, 2017).
[bookmark: _ozrhi8uucfxe]2.2. Self-Regulation
Self-regulation involves managing disruptive emotions, adapting to change, and maintaining professionalism under pressure (Goleman, 1998). In dynamic work environments, emotionally intelligent employees remain calm and solution-focused rather than allowing stress to influence their behaviour. Employees who regulate emotions effectively contribute to a more stable organisational climate and are less likely to engage in conflict-driven or emotionally charged interactions (Cherniss, 2010). Self-regulation is especially important in customer-facing roles where emotional expression can shape customer experience.
[bookmark: _dzy1bjwbdnpj]2.3. Motivation
EI-related motivation concerns intrinsic rather than extrinsic drive. Emotionally intelligent employees are driven by internal values, achievement, growth, and personal satisfaction (Ryan & Deci, 2000). These employees typically demonstrate resilience, optimism, and persistence. These qualities are  essential for high performance during challenging tasks. Studies indicate that high EI employees are more goal-oriented, require less supervision, and are more committed to organisational objectives (Boyatzis, 2018).
[bookmark: _57sjgodszvzv]2.4. Empathy
Empathy enables employees to understand and consider the feelings and perspectives of others. In diverse workplaces, empathy fosters inclusion, respect, and effective communication (Salovey & Mayer, 1990). Empathetic employees are more likely to engage in active listening and demonstrate sensitivity during conflict resolution. Leaders with high empathy can identify early signs of burnout or disengagement among team members and intervene proactively (Gentry, Weber & Sadri, 2007).
[bookmark: _m0faplcbrvef]2.5. Social Skills
Social skills encompass communication, cooperation, networking, and conflict management. Employees with strong social skills build positive relationships, navigate disagreements constructively, and contribute to team cohesion (Riggio & Reichard, 2008). These skills are essential for roles requiring collaboration, negotiation, or leadership. Socially skilled employees influence workplace morale positively by modelling effective communication and professionalism.
[bookmark: _4ne2o1ek4qva]3.0. Mayer-Salovey-Caruso Ability Model
The MSCEIT Ability Model views emotional intelligence as a set of cognitive skills related to processing emotional information. The Mayer-Salovey-Caruso Ability Model treats emotional intelligence (EI) as a real form of intelligence, like math or logic skills, rather than just a personality trait (Mayer, Salovey and Caruso, 2004 ). Developed by psychologists John Mayer, Peter Salovey, and David Caruso in the 1990s, it has four branches that build on each other. The first is perceiving emotions, which means spotting feelings in faces, voices, or body language in yourself and others. Next is using emotions to help thinking, like letting excitement boost creativity. The third branch is understanding emotions, such as knowing why anger might turn into rage. The fourth and final, managing emotions involves controlling feelings in yourself and others to solve problems (Mayer and Salovey, 1997 ). They measure it with the MSCEIT test, which uses objective tasks, not self-reports.
This model's benefits include strong scientific backing, as it predicts job success better than IQ alone, with studies showing high EI links to 29% better performance (O'Boyle et al., 2011 ). It helps in teams by improving communication and stress handling (Joseph and Newman, 2010 ). Limitations are that it's hard to train since it's seen as fixed ability, not learnable skills, and the test can be tricky or culturally biased (Mayer, Salovey and Caruso, 2008 ).​
In today's fast-changing workplaces with remote teams and diversity, the model helps employees read cues accurately, resolve conflicts, and adapt, making hybrid work smoother (Walter et al., 2011 ). For hiring, HR uses MSCEIT to pick candidates who fit teams, spotting empathy early to cut turnover (Brackett, Rivers and Salovey, 2011 ).
The model boosts overall EI by sharpening emotional skills like regulation, which pairs well with mindfulness practices like meditation improve perception and management, reducing anxiety via better awareness (Schutte and Malouff, 2011 ). This creates calmer, more focused workers. 
[bookmark: _4jm8g8y8gmv1]3.1. Perceiving Emotions
Employees who accurately perceive emotions can interpret nonverbal cues such as body language, tone, and facial expressions (Mayer et al., 2016). This ability is essential for teamwork, customer service, and leadership, as misinterpretation often leads to conflict or misunderstanding. High-perception employees can detect tension before it escalates into open conflict.
[bookmark: _sszh2w8wk29l]3.2. Using Emotions to Facilitate Thought
This branch emphasises how emotions guide thinking and problem-solving. Positive emotions enhance creativity, while focused emotional states promote analytical thinking (Isen, 2000). Employees who understand this dynamic can regulate emotions to improve performance depending on task requirements.
[bookmark: _f2tz2ao6t5s3]3.3. Understanding Emotions
Employees who understand the causes, patterns, and consequences of emotions are better equipped to manage interpersonal interactions. This skill enhances conflict resolution, performance reviews, and constructive feedback (Mayer & Salovey, 1997). Understanding emotions also helps employees anticipate reactions, allowing them to adjust communication styles accordingly.
[bookmark: _j3vxiii5ja6z]3.4. Managing Emotions
Managing emotions involves regulating one’s own emotions and influencing others constructively. Employees who manage emotions well maintain composure during tense situations and provide emotional support to colleagues who experience stress (Caruso & Salovey, 2004). Effective emotional management contributes to healthier workplace relationships and reduces organisational conflict.
Goleman's pragmatic, behavioral emphasis suits training interventions, while Mayer-Salovey's cognitive purity excels in assessments, yet both reveal EI's superiority over cognitive skills in 70% of workplace outcomes (Van Rooy and Viswesvaran, 2004 ). Cultural contexts challenge universal application, as emotional display rules vary. Integrating both via 360-degree feedback optimizes employee development, yielding 15-25% productivity gains (Brackett, Rivers and Salovey, 2011 ).
[bookmark: _p3n3hlkfxtgu]4.0. Mindfulness and Emotional Intelligence in the Workplace
Mindfulness strengthens EI by fostering emotional clarity, self-regulation, and presence. Mindfulness also strengthens EI through present-moment awareness and non-judgemental observation. Mindful employees are better equipped to observe emotional reactions objectively, reducing impulsive behaviour and enhancing communication (Kabat-Zinn, 2003). Research shows that mindfulness improves resilience, reduces stress, and increases empathy, factors closely tied to EI (Good et al., 2016).
In the workplace, mindfulness also enhances emotional clarity, improved stress management, heightened empathy, better conflict resolution, greater resilience during change. Mindful employees are less reactive, more patient, and better able to handle workplace pressures. This supports organisational performance and employee wellbeing.
[bookmark: _k26epygn0h8c]5.0. EI Application in Workplace Contexts
[bookmark: _nyatd0neiabe]5.1 Communication and Interpersonal Relationships
Employees with high EI communicate clearly, interpret cues effectively, and adjust tone to suit context. This reduces misunderstandings and promotes positive relationships.
[bookmark: _n7syo3k9vuml]5.2 Leadership Effectiveness
EI enhances transformational leadership behaviours such as inspiration, empowerment, and emotional support. Leaders high in EI motivate teams more effectively and maintain morale.
[bookmark: _u9o3wvo1w246]5.3 Conflict Management
EI enables employees to identify sources of conflict, regulate emotional escalation, and negotiate solutions. High-EI employees approach conflicts objectively rather than defensively (Jordan & Troth, 2004).
[bookmark: _jn7m561t3iar]5.4 Teamwork and Collaboration
Emotionally intelligent employees contribute to inclusive team environments, respect diversity, and adapt quickly to group dynamics.
[bookmark: _fkl1w0hcg7db]5.5 Stress and Change Management
EI supports resilience, reducing burnout and absenteeism. Employees who manage emotions effectively respond constructively to organisational change.
[bookmark: _3w9fe6my5n44]6.0. EI Characteristics in Recruiting Across Generations X, Y, and Z
The workplace currently includes employees from multiple generations and each generation is  shaped by different social, cultural, and technological experiences. Understanding generational differences in EI helps managers recruit and support employees more effectively.
Recruitment demands EI attunement to generational nuances, as experiences shape self-awareness, empathy, and adaptability (Twenge, 2010; Ng, Schweitzer and Lyons, 2010 ).​
Generation X (1965-1980) displays pragmatic, self-reliant EI honed by latchkey independence and recessions, prioritizing autonomy over emotional expressiveness (Strauss and Howe, 1991 ). Their emotional restraint aids crisis management but may limit vulnerability sharing; assess via situational interviews probing work-life balance resilience (Deal et al., 2010 ). Recruiters favor evidence-based EI probes, as Gen X skepticism resists trendy wellness programs (Gibson et al., 2023 ).​
Millennials (Generation Y, 1981-1996) exhibit collaborative empathy from team-oriented schooling and tech connectivity, excelling in feedback-driven environments (Howe and Strauss, 2000 ). High emotional attunement boosts innovation teams, yet burnout risks from purpose-seeking necessitate ethical alignment checks (Myers and Sadaghiani, 2010 ). Recruitment via value-based scenarios and DEIB emphasis retains them, as they value transparency 2x more than predecessors (Ng et al., 2010 ).​
Generation Z (1997+) leverages digital fluency for rapid empathy but grapples with conflict resolution amid social media echo chambers and instability (Seemiller and Grace, 2016 ). Expressive self-awareness shines in diverse settings, demanding instant feedback; use gamified EI simulations to evaluate (Dimock, 2019 ). Sustainability and authenticity drive preferences; digital, personalized processes yield 30% higher engagement (Tulgan, 2020 ).​
Tailored strategies are recommended, behavioral for X, immersive for Y, tech-interactive for Z in order to bridge gaps, with hybrid EI assessments predicting fit and retention (Schwabel, 2024 ). Avoiding stereotypes via validated tools ensures cohesive hires (Costanza et al., 2012 ). Managers should adapt communication and recruitment approaches to align with each generation’s emotional makeup.

6.1. TABLE SHOWING THE EI CHARACTERISTICS OF EACH GENERATION
	Generation X (1965–1980)
	Generation Y / Millennials (1981–1996)
	Generation Z (1997–2012)

	[bookmark: _ypv7pww3k886]EI Characteristics
· High self-regulation due to navigating economic and social uncertainty

· Preference for independence and autonomy

· Strong work ethic and pragmatic problem-solving

· Emotionally reserved but dependable

· Value honest, direct communication

· Generation X prioritises stability and autonomy.
	[bookmark: _o2soen696kpb]EI Characteristics
· High social awareness and collaborative mindset

· Strong desire for feedback, mentorship, and emotional support

· Value purpose-driven work and organisational culture

· Emotionally expressive and value psychological safety

· Struggle with stress due to societal and economic pressures (Twenge, 2010)

· Millennials prioritise purpose, belonging, and emotional support.
	[bookmark: _enramfqh0h2a]EI Characteristics
· Digital natives with strong virtual communication skills

· Value authenticity, diversity, and emotional expression

· Higher anxiety levels and need for emotional support

· Independent, entrepreneurial, and adaptive

· Prefer clarity, immediate feedback, and emotional validation

· Generation Z prioritises authenticity, inclusion, and wellbeing.

	[bookmark: _c4jbuq20caun]Recruitment Considerations
Managers recruiting Gen X employees should emphasise stability, autonomy, and professional development. Structured interviews and experience-based assessments work effectively for this generation.
	[bookmark: _bjpcrl9ggkmt]Recruitment Considerations
Recruiters should highlight work-life balance, organisational values, flexibility, and growth opportunities. Millennials respond well to empathetic and transparent hiring processes.
	[bookmark: _phun2fst4ll7]Recruitment Considerations
Recruitment strategies should leverage digital tools, provide clarity in job roles, and emphasise wellbeing, innovation, and inclusivity.




7.0. CONCLUSION
In summary, emotional intelligence helps workers do better by handling feelings smartly (Goleman, 1998 ). Goleman's model teaches self-awareness, control, empathy, and relationships, which bosses can train easily (Boyatzis and Sala, 2004 ). Mayer-Salovey's model tests real skills like spotting emotions which is good for picking the right people (Mayer, Salovey and Caruso, 2004 ). Both show EI beats IQ for jobs, cutting stress by 25% and raising output (O'Boyle et al., 2011 ).
Emotional intelligence plays a vital role in shaping behaviour, communication, and performance in the modern workplace. Employees who understand and manage their emotions are better able to work with others, handle stress, and respond positively to challenges (Goleman, 1998). The discussion of emotional intelligence models shows that self-awareness, emotional regulation, empathy, and social skills are essential for building strong workplace relationships and effective leadership. Mindfulness further supports these abilities by helping individuals stay present, calm, and emotionally balanced, rather than reacting impulsively to situations (Kabat-Zinn, 2003). Studies prove trained EI teams last longer and fight less (Brackett, Rivers and Salovey, 2011 ).​
The report also highlights that emotional intelligence is not expressed in the same way across all employees. Generational differences influence how individuals communicate, manage emotions, and respond to workplace expectations. Understanding these differences allows managers to support employees more effectively and create inclusive work environments. Additionally, incorporating emotional intelligence into recruitment processes helps organisations identify candidates who not only have technical skills but also possess strong interpersonal and emotional abilities (Cherniss, 2010).
Overall, emotional intelligence and mindfulness are essential tools for improving employee wellbeing, teamwork, and organisational success. Organisations that prioritise these skills are more likely to develop resilient, motivated, and emotionally aware workforces.

8.0 RECOMMENDATIONS
Organisations should take deliberate steps to integrate emotional intelligence and mindfulness into everyday workplace practices. Firstly, emotional intelligence training programmes should be introduced for employees at all levels. These programmes should focus on self-awareness, emotional regulation, empathy, and effective communication, as these skills are essential for teamwork and leadership (Goleman, 1998). Training sessions can include workshops, role-play activities, and reflective exercises to help employees understand and manage emotions more effectively. Managers should start with easy EI training using Goleman's model. They should hold workshops once a month or once a quarter for all staff, these workshops may be splitted according to their generations: self-study videos for Gen X, group talks for Generation Y, and apps for Gen Z (Goleman, 2000; Deal et al., 2010 ).
Secondly, organisations should encourage mindfulness practices in the workplace. Simple activities such as short mindfulness breaks, breathing exercises, or guided reflection sessions can help employees manage stress and remain focused (Good et al., 2016). Activities such as daily mindfulness breaks, like 10 minutes of breathing before meetings. Also free apps work, and it boosts EI by calming feelings (Kabat-Zinn, 2003 ). You may also check with quick surveys, if stress drops 20%, keep going (Joseph and Newman, 2010 ). Promoting mindfulness can improve emotional control, reduce burnout, and support overall wellbeing.
Thirdly, emotional intelligence should be included in recruitment and selection processes. Employers can use behavioural interview questions and emotional intelligence assessments to evaluate candidates’ communication skills, adaptability, and emotional awareness alongside technical qualifications (Mayer, Salovey and Caruso, 2008). Add Mayer-Salovey's MSCEIT test to job interviews. It scores real skills like emotion reading, helping HR to pick team players fast (Mayer, Salovey and Caruso, 2004 ). Train HR to use it, aiming for 15% better hires who stay longer (Brackett, Rivers and Salovey, 2011 ). This helps ensure that new employees are emotionally prepared for workplace demands.
Track results with simple stats: less sick days, happier teams, and more sales. Review these results every six months for the Senior Management Team (Van Rooy and Viswesvaran, 2004 ).
Finally, managers should receive specific training on emotional intelligence and generational differences. Understanding how different age groups express emotions and respond to leadership will enable managers to communicate more effectively and create supportive work environments. This can be achieved by making a team of champions, one from each generation, to share EI tips. This mixes old and new ideas for better work (Twenge, 2010 ). These steps make the company a leader in happy, smart teams. By prioritising emotional intelligence and mindfulness, organisations can improve performance, employee satisfaction, and long-term success.
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