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In the modern, people-oriented workplace, just technical proficiency is inadequate for guaranteeing organisational success. Organisations are increasingly acknowledging the significance of emotional intelligence (EI) and mindfulness as essential competencies that impact employee performance, leadership efficacy, and workplace relationships (Goleman, 1998; Kabat-Zinn, 2003). Daniel Goleman's claim that those lacking emotional connection have difficulties in comprehending others underscores the critical need of self-awareness in successful interpersonal communication. Emotional intelligence allows employees and managers to identify, comprehend, and control emotions in themselves and others, whereas mindfulness improves present-moment awareness, emotional regulation, and psychological resilience (Brown & Ryan, 2003).
This report has been compiled for the Senior Management Team (SMT) to illustrate a comprehensive and critical grasp of mindfulness and emotional intelligence in the workplace. This examines current discoveries of enhanced emotional intelligence abilities exhibited during professional presentations and investigates how these talents might be utilised throughout the company. The research rigorously assesses the use of emotional intelligence components by employees, referencing accepted EI frameworks. It also analyses generational disparities in emotional intelligence factors while hiring personnel from Generation X, Y (Millennials), and Z. The paper ultimately presents insights and actionable recommendations to facilitate the incorporation of emotional intelligence and mindfulness into organisational strategy and human resource management procedures.

[bookmark: _Toc216977518]Critical Evaluation of How Employees Use Emotional Intelligence in the Workplace
[bookmark: _Toc216977519]i) Understanding Emotional Intelligence in the Workplace
Emotional intelligence is the capacity to recognise, comprehend, control, and use emotions well in yourself and in your interactions with other people (Mayer, Salovey, & Caruso, 2004). Emotional intelligence is what makes communication, teamwork, leadership, conflict resolution, and decision-making operate well at work (Cherniss, 2010). People with high emotional intelligence are better able to handle stress, take feedback in a positive way, and have good professional relationships, especially in difficult and emotionally taxing situations. Mindfulness enhances emotional intelligence by cultivating a mindful awareness of thoughts, feelings, and reactions in the present moment (Kabat-Zinn, 2003). Mindful employees are more likely to think about their emotional triggers before acting, take a moment to think before they do something, and behave with purpose instead of impulse. Studies indicate that mindfulness improves emotional control, empathy, and psychological well-being, all of which are strongly associated with emotional intelligence (Good et al., 2016).
[bookmark: _Toc216977520]ii) Goleman’s Emotional Intelligence Model
Goleman's five-component model (Goleman, 1998) is one of the most important ways to analyse emotional intelligence at work. Goleman divides emotional intelligence into five parts: self-awareness, self-regulation, motivation, empathy, and social skills. Each part has its own function in how employees act and do their jobs, yet they all work together.
· Self-awareness: Being self-aware helps workers understand their feelings, strengths, shortcomings, and what makes them angry. Self-aware employees are more likely to receive criticism, admit when they make errors, and recognise how their mood influences how they work and how they get along with coworkers (Boyatzis, 2018). But not being aware of yourself can lead to defensive conduct, misunderstandings, and bad decisions.
· Self-regulation: Self-regulation is the capacity to handle your feelings in a positive way. Employees who can control their feelings are less likely to act on impulse when things become tough, get into fights at work, or let stress get in the way of their job. From a critical standpoint, self-regulation may be hindered by organisational culture; workplaces characterised by excessive pressure or lack of support might impede employees' ability to successfully exercise emotional control (Ashkanasy & Daus, 2005).
· Motivation: In Goleman's perspective, motivation is about an inner drive and dedication that goes beyond incentives from outside sources. According to Goleman (1998), employees that are emotionally intelligent typically show resilience, hope, and determination in reaching their goals. On the other hand, those with low EI may have a hard time dealing with losses, lose interest quickly, or depend too much on praise from others.
· Empathy: Empathy is the capacity to comprehend and contemplate the feelings of another. Empathy helps people work together, be more open-minded, and have better relationships with customers (Clark, Robertson, & Young, 2019). Employees who show empathy are better at leading teams with people from different backgrounds and responding to their coworkers' problems in a sensitive way. Empathy takes a lot of emotional work, and if you don't set limits and take care of yourself, it might make you tired.
· Social skills: Communication, developing relationships, and dealing with conflicts are all parts of social skills. Employees that are good at socialising may have a beneficial impact on others, settle issues in a pleasant way, and help create a friendly workplace. But social skills alone, without being real or having a moral foundation, can be exploited to trick people. This shows how important it is to combine EI with the principles of the company.

[bookmark: _Toc216977521]iii) Mayer and Salovey’s Ability Model of Emotional Intelligence
Mayer and Salovey define emotional intelligence as a cognitive skill rather than a characteristic of personality (Mayer & Salovey, 1997). Their four-part strategy involves recognising emotions, using emotions to help with thinking, understanding emotions, and controlling emotions. This approach gives you an organised way to look at how employees deal with emotional information.
· Perceiving emotions: Recognising emotions entails the precise identification of feelings in oneself and others by facial expressions, vocal tone, and body language. This competence is crucial for early identification of stress, disengagement, or conflict in workplace environments (Mayer et al., 2004). Employees that experience difficulties in this domain may misread social signals, resulting in misunderstandings.
· Using emotions to facilitate thinking: Utilising emotions to enhance cognition underscores their role in fostering problem-solving and creativity. Positive moods may foster innovation, whereas recognition of negative emotions can indicate risks or ethical dilemmas. Excessive dependence on emotions, devoid of cognitive evaluation, might hinder objective decision-making.
· Understanding emotions: Understanding emotions entails grasping emotional language and identifying the progression of feelings throughout time. Employees who comprehend emotional patterns are more adept in predicting responses to change, feedback, or organisational restructuring (Brackett, Rivers, & Salovey, 2011).
· Managing emotions: Emotion management entails the regulation of emotions in oneself and others to attain certain objectives. This skill is especially crucial in leadership and collaborative environments. Nevertheless, the management of others' emotions must be conducted responsibly to prevent emotional repression or manipulation.

[bookmark: _Toc216977522]iv) Bar-On’s Emotional-Social Intelligence Model
Bar-On's paradigm emphasises emotional and social abilities that influence overall well-being and performance. It includes intrapersonal skills (self-esteem, emotional self-awareness), interpersonal skills (empathy, social accountability), stress management, flexibility, and overall disposition. These competencies assist individuals in sustaining confidence during pressure, improving collaboration, and adapting to workplace transformations. The model highlights the correlation between emotional intelligence (EI) and wellbeing, suggesting that diminished EI may result in increased stress, burnout, and reduced work satisfaction, eventually impacting organisational performance.

[bookmark: _Toc216977523]v) Application of Emotional Intelligence in Workplace Practice
Emotional intelligence (EI) is important for both individual and group results in the workplace. In team settings, people with high emotional intelligence help build trust, improve communication, and settle disagreements in a fair way (Jordan & Troth, 2011). They may ease tensions, stop misunderstandings, and encourage teamwork by knowing how emotions work, especially in cross-functional teams with different priorities and ways of functioning. In customer service jobs, emotional intelligence (EI) is very important for handling emotional labour. It helps workers control their feelings and respond to customers' requirements with empathy. Research indicates that individuals with elevated emotional intelligence have less emotional weariness and enhanced work satisfaction during stressful encounters (Brotheridge & Grandey, 2002). But if an organisation doesn't encourage this emotional control, it might lead to burnout, which shows how important mindfulness and wellness programs are. Also, EI is very important for both leaders and followers since it helps workers affect others, change how they talk to each other, and make their feelings fit with the aims of the organisation (Ashkanasy & Humphrey, 2011). Mindfulness also helps you make better decisions and be more aware of right and wrong. Importantly, establishing EI shouldn't only be up to people. Instead, the culture of the organisation, the way leaders lead, and the processes in place all have a big effect on how EI behaviours are encouraged or stopped.


[bookmark: _Toc216977524]Emotional Intelligence Considerations in Recruiting Across Generations
[bookmark: _Toc216977525]i) Generational Diversity and Emotional Intelligence
Millennials and Generation Z commonly collaborate. Different social, economic, and technical environments have affected each generation's emotional intelligence, communication preferences, and job expectations (Twenge, 2017). Thus, emotional intelligence is formed by life events, education, and organisational exposure, not a hereditary feature. Managers must avoid stereotyping while mindful of generational patterns. Instead of assuming generational uniformity, recruiting and selection decisions should focus on emotional intelligence potential, adaptability, and willingness to acquire EI capabilities.
[bookmark: _Toc216977526]ii) Generation X and Emotional Intelligence
Many Generation X workers, born between the mid-1960s and early 1980s, are independent, resilient, and adaptable. Many learnt emotional intelligence through face-to-face interactions and traditional workplaces. EI-wise, Generation X workers may be self-regulated, pragmatic, and problem-solvers. Managers recruiting this generation should understand their penchant for autonomy, clear expectations, and direct communication. However, certain people may be less comfortable expressing emotions, therefore managers must create psychologically secure conditions that promote it.
[bookmark: _Toc216977527]iii) Generation Y (Millennials) and Emotional Intelligence
Generation Y, known as Millennials and born between the early 1980s to the mid-1990s, is often linked to collaborative work methods, values-oriented employment, and a focus on feedback and personal growth (Ng, Schweitzer, & Lyons, 2010). This generation has developed heightened awareness of emotional well-being, diversity, and inclusiveness, influencing their perspective on emotional intelligence in professional settings.
Millennials frequently exhibit significant social consciousness and empathy, especially in collaborative and client-oriented positions. They could exhibit more ease in articulating feelings, soliciting feedback, and harmonising their job with their beliefs and objectives. From an emotional intelligence standpoint, this openness can improve cooperation and engagement; but, it may also pose issues with emotional sensitivity, resilience, and tolerance for uncertainty
During recruiting, emotionally intelligent managers should evaluate not only Millennials' interpersonal abilities but also their aptitude for emotional control and perseverance in the face of failures or criticism. Structured interviews that examine reactions to failure, constructive criticism, and high-pressure scenarios are very beneficial. Moreover, recruiters must explicitly convey organisational objectives about responsibility and performance to reconcile supportive leadership with professional standards.
[bookmark: _Toc216977528]iv) Generation Z and Emotional Intelligence
Generation Z, generally born from the mid-1990s onwards, constitutes the latest cohort entering the workforce. Generation Z, as digital natives, has been raised with uninterrupted access to technology, social media, and worldwide information streams. This setting has influenced both the strengths and constraints of their emotional intelligence development (Seemiller & Grace, 2016). A prominent trait of Generation Z is an increased consciousness about mental health, wellbeing, and emotional safety. A significant number of persons from this age exhibit heightened self-awareness concerning emotional states and are increasingly open to discussing psychological well-being in the workplace. Nevertheless, over dependence on digital communication may hinder the development of in-person emotional signals, conflict resolution abilities, and emotional resilience in difficult interpersonal circumstances.
In recruiting, managers must meticulously evaluate Generation Z applicants' flexibility, emotional management, and interpersonal efficacy outside digital environments. Assessment centres, group exercises, and scenario-based interviews facilitate the evaluation of applicants' emotional responses during real-time interactions. Recruitment strategies that prioritise emotional intelligence should also highlight developmental potential, acknowledging that Generation Z employees frequently gain substantial advantages from mentorship, coaching, and mindfulness training.
[bookmark: _Toc216977529]v) Implications for Recruitment and Selection
Managers must recruit across generations using emotionally intelligent, diverse, and inclusive tactics. Retrospective behavioural interviews on conflict management, collaboration, and emotional control reveal applicants' applied EI (Goleman, 1998). Candidates' responses to emotionally challenging professional events can be assessed using situational judgement exams and assessment centres.
From a strategic standpoint, businesses have to refrain from favouring one generational communication style over another. Instead, emotionally intelligent hiring methods recognise that people communicate their emotional awareness in different ways, for as through face-to-face interactions or online platforms. Also, new workers of all ages should be helped to adjust to the company's culture and expectations by include emotional intelligence and mindfulness training in the onboarding and induction procedures.

[bookmark: _Toc216977530]Recommendations
· Integrate EI and mindfulness training across all levels: Set up organised programs for employees and executives to help them become more aware of themselves, control their emotions, be more empathetic, and improve their social skills (Good et al., 2016). This might involve workshops, coaching sessions, and mindfulness exercises to help people think about their actions and become more emotionally intelligent.
· Embed emotional intelligence in recruitment and selection: To fairly measure a candidate's emotional skills, use behavioural interviews, situational judgement tests, and EI exams. To lessen generational or unconscious prejudice, recruiters can also learn how to spot emotional intelligence potential (Cherniss, 2010).
· Promote psychologically safe workplaces: Create a workplace where workers feel free to talk about their feelings, their health, and ask for help. Encourage people to talk to one other and set up ways for them to provide and get feedback to build trust and work together better (Edmondson, 2018).
· Leadership role-modelling: Leaders should show emotional intelligence by being empathic in their communication, making decisions carefully, and acting ethically. This establishes expectations and solidifies emotional intelligence as a fundamental organisational value (Boyatzis, 2018).
· Tailor management and development strategies for generational diversity: Recognise the distinct emotional intelligence traits of personnel from Generations X, Y, and Z. Put in place mentorship, coaching, and development programs that help people of all ages learn from one other and work together (Ng, Schweitzer, & Lyons, 2010).
· Continuous evaluation and feedback: Regularly check how well EI and mindfulness programs are working by getting input from employees and monitoring results. This will help make sure that the programs continue to work and become part of the company's culture.
[bookmark: _Toc216977531]Conclusion 
Emotional intelligence and mindfulness are becoming more and more important skills for dealing with the emotional, social, and mental demands of today's workplaces. This paper has critically assessed the use of emotional intelligence by employees using recognised models, including those put out by Goleman, Mayer and Salovey, and Bar-On. These models together illustrate that emotional intelligence is foundational to self-awareness, emotional regulation, empathy, motivation, and successful communication, all of which directly impact employee performance and organisational efficacy.
The report also looked at emotional intelligence across several generations. It showed how employees from Generation X, Y, and Z may have different emotional strengths, communication styles, and development requirements. Generational experiences influence emotional expression and expectations; yet, emotional intelligence is a cultivable skill rather than an immutable trait. In the end, companies that purposefully include mindfulness and emotional intelligence in their hiring, leadership, and training practices are better able to improve employee health, engagement, and long-term performance in a workplace that is becoming more complicated and diverse.
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