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[bookmark: _fdgtfkfwyjb3]Introduction 
This particular report is going to explain emotional intelligence and mindfulness in a clear workplace context as the manager wants this senior management team to understand how these skills support leadership. Emotional intelligence in leadership is about managing reaction, noticing emotion, and using this awareness in order to guide people in a positive way (Blaik Hourani et al., 2021). When leaders understand their own feelings they respond to others more calmly and make decisions that reduce tension instead of adding more stress to the team. Mindfulness supports this process because it helps employees to stay focused on the present moment and avoid quick emotional reactions as well as manage pressure with more control. Modern organisations depend heavily on teamwork, constant change, and quick problem solving so emotional intelligence is becoming an important skill rather than an optional one (Lehner, 2020). When employees and leaders manage emotions appropriately then they will be able to reduce conflict and communication becomes clear as a result walk relationship improves. This is one of the reasons the manager asked for this particular report as the recent presentation should progress in these skills and shows their value for the workplace. This report is going to explain three important areas: how employees use emotional intelligence components with support from recognised models, what emotional intelligence characteristics managers must consider when recruiting across different generations and then finally practical recommendation.
[bookmark: _ax4y8m5e9g4w]Section 1: Critically Evaluation- How Employees Use Emotional Intelligence Components 
[bookmark: _milq2a6kzv5]1.1 Definition of Emotional Intelligence in Workplace 
Emotional intelligence in the workplace is usually described as an ability to notice feelings in oneself and in other people and then use that understanding to guide behaviour. The model of Mayor and Salovey explains that emotional intelligence is a mix of recognising emotions, thinking with that information and managing feelings in a balanced way (Singh et al., 2022). Goleman's model is also adding the information that emotional intelligence also includes skills like empathy, self-control, and managing relationships that can help people to work better with others (Chung et al., 2023). In the workplace emotional intelligence matters because it is affecting how employees manage stress, solving problems during busy hours, and sharing ideas. Teams with higher EI sometimes communicate more clearly and they avoid small issues turning into big conflicts. Managers also depend on emotional intelligence to support employees, keep the team working smoothly, and reduce misunderstanding even when pressure rises (Hughes and Terrell, 2023).
[bookmark: _hrnrkm8h3sjv]1.2 Critical Evaluation of Core EI Components 
Self-awareness 
According to Antonopoulou, (2024) self-awareness refers to a person's understanding of emotion, limits, strength, and the way their behaviour affects others. In the workplace this particular skill is responsible for supporting better decision making because people are aware of what is triggering them and what motivates them. When employees recognise their weak areas they sometimes ask for support or training instead of hiding problems. Tamunomiebi and Owhorji, (2018) suggested that a team leader who knows they get stressed during last minute changes can inform the team early and plan work more carefully. However self-awareness is not always easy to measure and many people intend to underestimate or overestimate themselves which makes this component a bit unreliable. Another limitation is that real self-awareness takes on going reflection and in a busy workplace people really get enough time to do that properly.
Self-management and self regulation 
As defined by Shahmari et al., (2025) self-management is about controlling emotional reaction particularly during stress, sudden pressure, and conflict. A person with strong self regulation always stays calm and thinks before responding. In leadership roles this helps to maintain trust because the team considers the leader behaving study even when they go wrong. A manager who receives negative customer feedback can feel angry at first but choose to investigate the issue instead of shouting as stated by Azemi et al., (2020). Still this skill becomes difficult to practice in a quickly changing workplace where employees deal with constant deadlines. High workload can reduce the ability of a person to regulate emotions appropriately and sometimes people end up suppressing feelings too much that is also unhealthy in the long run.
Relationship management 
According to Folger et al., (2024) relationship management includes guiding others, solving conflict, and giving feedback as well as keeping a positive work relationship. Leaders use this skill in order to motivate them and build trust. A supervisor who calmly settles conflict between two team members is applying relationship management skills as suggested by Raines, (2023). Still the success of this component depends a lot on the culture of the organisation. If the workplace does not support open communication or respectful behaviour even a skilled individual can struggle to manage relationships effectively.
Social awareness or empathy 
In the opinion of Kakarla, (2025) social awareness is to recognise the emotions of other people, noticing unspoken signals, and understanding different cultures. This particular skill is very useful in teamwork and customer facing roles because it helps the person respond in a way that makes others feel respected. A simple example can be a customer service staff who senses frustration of a customer and adjusts their tone to be more supportive of him but empathy has some limitations also (Ahmed et al., 2024). When employees take on the emotions of other people too deeply they can experience emotional fatigue. In some situations being overleum pathetic can also lead to buyers' decisions where the person tries to please everyone instead of making a fair choice.
[bookmark: _g1sxxmrnixvu]1.3 Integration of EI Models 
Goleman's Emotional Intelligence Model 
This particular model is one of the most popular emotional intelligence models mainly because it is very practical and easy for leaders to use. It focuses on four main aspects including self-awareness, social awareness, self-management, and relationship management that many workplaces already understand (Chung et al., 2023). Managers like this model because it is connecting EI directly with leadership behaviour such as motivating teams or managing conflict but while it is widely used it is not considered very scientific. Some researchers say that the model is too broad and mixes personality, emotion, and behaviour all together that makes it difficult to measure properly (Chung et al., 2023). So even know it is working appropriately in practice if sometimes lacking academy depth 
Mayer-Salovey-Caruso Ability Model 
This model is also considered as the most scientific EI model because it is treating emotional intelligence as that actual ability that can be tested. It includes skills like identifying emotion, understanding emotional changes, and using emotions to support thinking as well as managing emotion (Singh et al., 2022). This particular model is supported by the MSCEIT test that is one of the few tools that rise to measure EI in a clear and structured way. Still this model has some weaknesses as some people feel it is too narrow for a real working environment because workplace problems sometimes need personality strength, social skills, and communication habits.
Trait EI Model
The trait EI model suggests that emotional intelligence is more like a personality based trade rather than an actual ability. It is focusing on characteristics such as emotional awareness, confidence, and flexibility. One advantage of this model is that it captures personal tendencies that strongly influence workplace behaviour. It mostly shows how people think they behave that may not always reflect their real emotional skills (Sambol et al., 2022).
[bookmark: _tre1puhcypkq]1.4 Application of Emotional Intelligence Components in Workplace Role 
Customer Facing Employees 
Customer facing employees depend a lot on empathy and relationship management because they interact with different people everyday and when employees understand the feelings of a customer they can respond in a calm and more helpful way even when the person is upset (Al Khoury et al., 2023). A service officer who listens properly can reduce frustration quickly and turn a negative moment into a positive experience. Emotional intelligence also helps them to adjust their tone and body language depending on the customer but sometimes employees feel emotional pressure when dealing with too many complaints and this can reduce their patience. So even though empathy is useful it must be balanced with personal boundaries.
Leaders and Supervisors 
Leaders and supervisors used emotional intelligence in coaching their teams and managing conflict. A manager who notices early signs of tension can step in before the situation gets worse. Which strong self management leaders will be able to take calm during stressful meetings that set a steady tone for others. Emotional intelligence also helps leaders to give feedback in a way that is supporting learning rather than hurting confidence (Drigas et al., 2023). EI does not solve every leadership problem and some leaders may know what to do emotionally but struggle to apply it when they are under extreme pressure.
Team Members 
Team members benefit from Social awareness because much of their work needs co-operating and sharing ideas. When individuals understand the moods of each other. They avoid unnecessary arguments and communicate more respectfully. A team member who notices that a colleague seems stressed can choose a better time to discuss a task. Relationship management also supports teamwork by encouraging open discussion and trust (Hughes and Terrell, 2023).
Remote and Hybrid Workers 
In remote or hybrid settings emotional intelligence helps employees manage digital communication. As people cannot see body language, clearly misunderstandings happen more easily. Employees with good emotional intelligence. Try to write messages clearly (Coronado-Maldonado and Benítez-Márquez, 2023). Sometimes ask for a quick call if the topic is sensitive, and check their tone. Self management is important because you must work and feel isolated and people must control stress without face-to-face support. A small issue is that emotions can be missed on video calls so remote. Employees must make additional effort to stay connected. Even so strong, emotional intelligence sometimes leads to smoother virtual teamwork.


[bookmark: _push1zb9xjid]Section 2: Emotional Intelligence Characteristics for Recruiting Employees Across Generation 
[bookmark: _6o05b3rx63qz]2.1 Introduction to Generational Workforce Diversity 
Generation X born between 1965 and 1980 grew up during a period of economic change and shifting family structure. Because of this many in this group value independence and prefer working with clear goals. They are usually practical and do not expect constant supervision that sometimes makes them more comfortable with flexible work (Twenge, 2023). Generation Y also known as millennials born from 1981 to 1996. They entered the work force during fast Technological growth. They sometimes look for meaningful words and regular feedback and many of them prefer teamwork and open communication as well as the usual expected fair treatment and chances to develop their skills. Sometimes they can get frustrated if processes feel slow or outdated (Mantha and Krishna, 2024). Generation Z who were born between 1997 to 2012 is the youngest group and has grown up completely in the digital world. They sometimes learn quickly and use technology naturally. They like work places with cultures that are inclusive and transparent but some of them can feel overwhelmed when communication is unclear and support is limited (Mantha and Krishna, 2024). Even with these differences all three generations bring useful strength to modern organisations.
[bookmark: _8najero671b1]2.2 Emotional Intelligence Characteristics Managers Must Consider 
Generation X employees 
Generation X employees usually value independence and prefer working without too much supervision. They like clear tasks and fear systems and the menu makes them feel more comfortable when they can organise their own work. Their main emotional intelligence strength is resilience as their group has experienced different workplace changes and learned to adjust without complaining much (Weerarathne et al., 2023). They also intended to stay loyal when they trust the organisation but some generation X employees may need support with relationship management particularly when teams include younger employees who communicate differently. Managers may have to encourage balanced communication so that discussions do not become too direct or too brief. When hiring generation X employees roles that are flexible but still have structure sometimes work very well (Weerarathne et al., 2023). In terms of mindfulness they usually benefit from simple practices that help them to slow down and reflect particularly because many of them try to manage problems alone.
Generation Y or millennials 
Millennials prefer collaboration, sense of purpose, and open communication in their work. They respond very well to regular feedback because they want to know how they are progressing. Their strongest emotional intelligence area is social awareness that helps them to work in mixed teams and build connections easily (Elmanisar et al., 2024)
Many of them enjoy teamwork and are reading to support colleagues. Still a common emotional intelligence challenge for millennials is stress management. They can feel overwhelmed by high workload and unclear expectations. For recruitment they are usually attracted to workplaces with supportive leadership and opportunities to grow as well as digital tools. They also appreciate when organisations are transparent about values (Elmanisar et al., 2024). Mindfulness practices are quite suitable for this group as many millennials already show interest in well-being but they can sometimes need guidance to maintain a healthy routine during busy periods.
Generation Z employees 
Generation Z employees are the most Technology focused group and they sometimes learn new tools quickly than others. They enjoy tasks that allow creativity or small risks and some of them show an entrepreneurial mindset. Their emotional intelligence strength is adaptability as they can switch between tasks or platforms without much difficulty (Kohnová et al., 2021). They are also good at self learning that helps them to keep up with new information. The main EI challenge for this generation is face to face emotional communication. Because they spend more time online some of them find it difficult to read emotions or respond confidently in sensitive conversation. Considering recruitment managers need to show training modern tools and monitoring as these factors attract them the most. They can also need clear instruction at the beginning to avoid confusion and for mindfulness this particular group benefits from short and simple techniques that help to reduce digital overload and support emotional awareness (Kohnová et al., 2021). Learning empathy and building impersonal confidence can also strengthen their long term workplace performance. Together all these perspectives help managers to adjust their approach so each generation can work effectively and feel valued.
[bookmark: _xffihwbmtthv]2.3 Cross Generational EI Theme 
Emotional intelligence helps to reduce generational conflict by encouraging people to notice differences instead of reacting quickly to them. When employees understand that each generation communicates in its own way, tension usually drops. For example young employees can prefer first digital messages while older employees can like a direct conversation (Annear, 2020). Emotional intelligence supports patience so team members do not miss reading these differences as disrespect. Managers also use emotional intelligence in order to manage different emotional expectations. Each generation brings its own set of needs such as feedback, independence, and avoid misunderstandings. This reduces frustration on both sides and sometimes it is taking extra work but the result is a healthier working environment (Annear, 2020). Mindful communication is particularly important in mixed teams because it helps people to slow down and respond more carefully. When employees take a moment to think before sending an email or speaking in a meeting they avoid unnecessary disagreement. Mindfulness also helps team members to listen better, which is useful when age groups have different perspectives (Annear, 2020). Small habits such as checking tone, summarising important points, and asking questions can make communication feel more respectful and in this way emotional intelligence along with mindfulness is responsible for supporting smooth teamwork in different generations.


[bookmark: _4b6cvs28h2r4]Section 3: Recommendation and Conclusion 
[bookmark: _x4t2hxa4yoho]3.1 Recommendation 
Emotional intelligence training workshop
One important recommendation is to introduce an emotional intelligence training workshop for all employees. These sessions can focus on recognising emotion, improving daily communication, and managing stress. Short simple activities such as role-play and guided discussion can help employees understand how their reactions are affecting others and this type of training works best when it is repeated over time instead of being a one off session (Chernis and Adler, 2023).
Use emotional intelligence
Another recommendation is to use emotional intelligence tools during recruitment. These tools must not replace technical checks, but they can give managers a clear picture of how candidates manage pressure or teamwork, even basic solutional questions can reveal how comfortable someone is with listening, feedback, and conflict. The company must promote meaningful practices that can include offering short breathing exercise exercises, regular micro breaks, and small reflection areas. These habits help employees to slow down and think before reacting. That is reducing stress and supporting healthier communication (Coronado-Maldonado and Benítez-Márquez, 2023).
Coaching and mentoring programmes
Coaching and mentoring programmes are also useful. Pairing experienced employees with younger staff gives both sides an opportunity to share different tasks and this is ultimately helping in improving relationship management and also help to reduce misunderstanding between generations (Folger et al., 2024)
Build a cross generational collaboration programme 
Another recommendation is to build a cross generational collaboration programme. Managers can design small projects where employees from different age groups work together. This is responsible for increasing understanding, empathy, and respect for different work styles. Digital emotional intelligence tools can support remote work features like communication, mood check prompt, and guided relaxation videos help remote employees to stay emotionally aware (Lehner, 2020). These tools can sound simple, but they make virtual teamwork smoother, and reduce the risk of miscommunication. When all these recommendations are combined, the organisation can build a mole, emotionally, intelligent, and supportive workplace.
[bookmark: _u9fomxwqlp0w]3.2 Conclusion 
Emotional intelligence and mindfulness have become very important in the modern workplace because employees deal with constant change, mixed teams, and fast communication. These two areas help people to stay calm and understand emotion as well as respond in a way that keeps work moving instead of creating extra stress. Mindfulness also supports focus particularly when employees feel pressure or confusion from the different emotional intelligence models of few clear perspectives appear like Goleman’s model, explaining practical skills, such as self management and relationship management while Mayer and Salovey model shows emotional intelligence is an ability that can be tested and improved. Trait emotional intelligence shows how personality influences emotional behaviour and togetherness. These ideas give managers a complete picture or perspective of how emotions influence every day work. Emotional intelligence is also important for recruitment across generations because each age group brings different expectations and when managers are recruiting people with proper listening and adapting as well as conflict managing skills, it becomes easier to build a team appropriately, despite differences in communication, style or experience. This reduces tension and supports a more positive workplace culture.
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