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1. Introduction 
Emotional intelligence is an important notion that people want to understand how they behave and their output in the work context. The capacity to perceive, sense and regulate both the emotions of one’s own, and of those of others (Daniel Goleman, 1995). Today, technical skills are no longer enough, and employees are required to possess strong interpersonal skills, emotional awareness and flexibility in increasingly complex and diverse working environments. Consequently, emotional intelligence is associated with better communication, teamwork, leadership effectiveness, and conflict management (Mayer et al., 2008). Second, the concept of mindfulness is receiving more attention as a supportive practice of emotional regulation and self-awareness.
 Mindfulness includes a moment-to-moment alertness to thoughts, emotions, and the social environment, that may lead to better decision-making and diminished stress at work (Kabat-Zinn, 2003). Emotional intelligence and mindfulness play roles together in making employees more effective and resilient. At the same time, generational challenges within companies have risen. Generational diversity is forcing organisations to confront the growing problems. Generation X, Y (Millennials), and Z bring different values, expectations and means of communication (Twenge, 2017). Such differences can impact recruitment strategies and workplace dynamics. Utilising appropriate theoretical models, this report will critically analyze the employees use of emotional intelligence in workplace setting by considering significance of generational attributes in establishing successful working environment along with practical suggestions for companies.
2. Main body  
2.1 Introduction to emotional intelligence in the workplace
Emotional intelligence is usually conceptualized as the ability to recognise, understand and manage emotions in ourselves and in others (Goleman, 1995; Mayer, Salovey and Caruso, 2008). In the business world, this is important, because it is not enough to simply have technical competence to do a job well. 
The employees should clearly articulate, cooperate effectively with and manage challenges with professional performance. Managing your emotions is important when people are working under pressure, managing conflict or when there is change at work. Similarly, knowing how different people feel can also support employees in having healthier relationships with coworkers, better dealing with customers and ultimately, better collaboration. So it was decided to consider emotional intelligence a high-level workplace skill. But at present, the concept remains a matter of debate, as different authors use various definitions and disagreement as to whether this is a special ability, group of personal competencies, or a wider individual characteristic (Ashkanasy and Daus, 2005).
2.2 Core components of emotional intelligence
It is widely recognized that emotional intelligence has several fundamental aspects that help employees cope with themselves and others in the work environment well. Perhaps none more so than self-awareness that is, recognising your emotions and the ways they influence your thoughts and behaviour (Goleman, 1995). In the office, self-awareness can get people on notice when they’re being stressed, angry, frustrated or defensive, before reacting in an impersonal manner. For instance, a member of a team during a tense gathering of colleagues may recognize that they have lost patience and decide to take silent time before speaking. It can work to enhance communication and lower conflict. But self-awareness is good only if it contributes to better judgement and behaviour. 
A key component is self-regulation, which involves the ability to control actions and react appropriately to situations in a controlled way (Goleman, 1998). When they stay cool in an argument, answer critics in a professional way and deal delicately with irate customers, employees are using self-regulation. This guards working relationships and keeps them professional in the face of pressure. As an example, a worker might receive negative feedback from a boss but opt to listen instead of acting out. Yet self-regulation in a high-stress setting or lack of support is challenging to sustain. Part of emotional intelligence is motivation, too. Goleman (1998) associates this with the internal motivational need to make goals a reality, maintain a dedication to the goal, and perform better when times get tough. Engaged employees concentrate better, hit deadlines and bounce back from setbacks. For instance, one of the team members may persist in attaining a goal despite holding up or having an encounter with an obstacle. 
But we cannot rely entirely on EQ to decide motivation because what you show someone is also what keeps them engaged at work: leadership, recognition, workload. A further component is empathy or the ability to gain a sense of other people (Mayer, Salovey, & Caruso, 2008). At work, employees learn to empathize with their colleagues and customers because it helps them behave better. By an employee who observes the same thing, a colleague becomes stressed, which could be avoided if it is something someone is doing better to a more sympathetic and caring side. That can enhance teamwork and relationships, however emotions can be misreading or misinterpreted at times. Finally, social skills refer to: relationship building, communication clarity and effective collaboration with others (Goleman, 1998). These are skills of cooperation, persuasion and conflict resolution. They foster trust and teamwork on the job. Nevertheless, the components provide benefits, interplay and that behaviours can also be influenced by personality, experience or organisational culture, rather than emotional intelligence (Ashkanasy and Daus, 2005).
2.3 Emotional intelligence models
Emotional intelligence models are helpful because they provide a framework for understanding how emotions shape our behaviour at work. Instead of conceptualising emotional intelligence as an elusive personal attribute, these models decompose it into domains that assist us in understanding employees' responses to stress, communicating with others and navigating workplace interactions (Mayer, Salovey and Caruso, 2008). It makes sense because emotional intelligence is more effective when it is real-world related not just theoretical. One of the most dominant such is Goleman’s (1995) mixed model, which is centered around the competencies related to being in the workplace such as self-awareness, self-regulation, motivation, empathy and social skills (Goleman, 1998). 
This model is highly applicable for an organisational context since it combines this emotional intelligence with workplace tasks such as working in the field, collaborating with others, etc. Another model that is sometimes mentioned is Bar-On’s model, which takes a broader view of emotional and social competencies (Bar-On, 1997). It helps to explain why some workers are more adept at calming under the heat of the job, building trust and managing difficult interactions. One drawback of Goleman’s model though, is that it is very wide, and might include characteristics which intersect with personality and behaviour generally (Ashkanasy and Daus, 2005). Meanwhile, the Mayer-Salovey-Caruso ability model considers emotional intelligence in relation to a type of intelligence, rather than a set of skills. It consists of being able to: perceive, use, understand and manage emotions (Mayer, Salovey and Caruso, 2008). 
In theoretical terms, this model is more accurate and helps explain how employees process their emotional input, make balanced decisions and interpret emotional situations more accurately. But with Goleman’s model, though its the most conceptualistic model, it may seem less applicable to everyday management use. Mayer, Salovey and Caruso focus more on emotional intelligence as a mental potential compared to a list of workplace behaviours than does Goleman. This would indicate that there is no consensus on the concept of emotional intelligence. Either model is quite useful in general, but they provide different perspectives regarding employee’s behaviour and emotional efficacy at work.
2.4 How Employees Use Emotional Intelligence in Practice
Emotional intelligence is helpful not only as an idea but when it works, at work, not just theory. One obvious example of this: teamwork. More emotionally intelligent employees generally have better group skills and, they are much more attentive to the way they pay attention to group dynamics, listen more deeply and to the ways they speak. The self-awareness enables them to understand how their mood or behaviour influences the collective team (Goleman, 1998) while empathy enables them to see things from the fellow workers perspectives. 
This may increase collaboration and decrease misunderstandings. But teamwork isn’t made up of emotional intelligence only, leadership, role clarity and organisational culture influence how well people collaborate with another. In conflict management emotional intelligence is also important. Disagreements are part of a work culture, but employees with good self-regulation tend to be better able to remain calm and refrain from reacting impulsively. Empathy also supports them to see things from another’s perspective, which can help to de-escalate tension and facilitate a more constructive approach toward solutions (Mayer, Salovey, and Caruso, 2008). In instances of disagreement, for instance, rather than getting defensive, an employee might stop, slow down, consider the other person’s position, and respond with professionalism. 
Even so, you won’t solve every conflict with emotional intelligence — mainly because of unfair workloads, bad management or vague responsibilities. Emotional intelligence is also applied to practice around communication. People should communicate clearly and listen to others respond appropriately to others in various situations. Emotional intelligence is consistent with this, because it increases the efficiency of interpersonal communication and has influenced employees to modify their tone and style of communication according to who they are speaking to (Goleman, 1995). This can enhance workplace camaraderie and decrease nonproductive stress. That said, when stress, low trust or cultural misunderstandings, communication difficulties may arise. Emotional intelligence is most obvious in customer service roles. Staffers must self-regulate their own emotions to react politely and effectively to customers, even in hard cases. Empathy and social skills can increase customer satisfaction, as they enable employees to appreciate objections and offer reasonable, patient replies (Ashkanasy and Daus, 2005). At once, the high-level control of emotions can lead to “emotional labour”, where employees are constantly told to appear composed or jovial when they are not even feeling that certain way. Long term, they can develop stress and burnout. 
At last, we also see that emotional intelligence also helps employees in both handling stress and dealing with change. In fast-moving workplaces, for many employees that means deadlines to meet, doubt and changing expectations. Emotional intelligence can aid to adaptability by helping employees keep an appropriate balance, deal with pressure and respond more productively to change (Goleman, 1998). But workplace stress can also be influenced by workload, support systems and management practices, not just by emotional intelligence.
2.5 Critical Evaluation of Emotional Intelligence in the Workplace
Emotional intelligence is obviously of value in the workplace; it boosts communication, teamwork, self-management and the ability to handle pressure effectively (Goleman, 1998; Mayer, Salovey and Caruso, 2008). Employees with stronger emotional intelligence tend to build good relationships; respond more constructively to others; deal with conflicts in a way that is neither toxic nor harmful. 
This finding indicates that EI is most important in roles such as those that involve collaboration, customer contact or emotional demands. But of course, emotional intelligence has its limitations. One key concern is that it is hard to quantify consistently, particularly since certain models define it differently (Ashkanasy and Daus, 2005). Certain elements of EI also coincide with one’s personality traits or learned behaviours, so separating it from the other factors becomes more complicated. Furthermore, emotional expression varies from culture to culture and work context too, by organisation, leadership, workload and power. EI is of benefit; however, it cannot serve as a full explanation for employee behaviour.
2.6 Link Between Emotional Intelligence and Mindfulness
In essence, mindfulness simply means being fully aware of what’s happening in the present moment instead of automatically reacting (Kabat-Zinn, 2003). At work, it can promote emotional intelligence by assisting workers in concentrating, reflecting more clearly and controlling their emotions more effectively. This can help when you’re trying not to react in a stressful meeting, listen more carefully to a difficult conversation or be able to manage pressure in a calmer way. Thus, it was suggested that mindfulness might improve self-awareness and self-regulation, two vital aspects of emotional intelligence (Good et al., 2016). But mindfulness doesn’t eliminate workplace stress, given that other elements including workload, management and organisational culture affect workplace stress as well.
3. Main Body 
3.1. Why Generational Awareness Matters in Recruitment
Generational awareness can aid managers in taking into account that individuals do not approach work the same way. Candidates of various ages may differ in expectations, communication style, and priorities. A lot of people may do better on structured jobs, and jobs filled with structure are well done – for a long time – but others might do better with flexibility, development, and faster feedback. Managers who have this know they make recruitment and onboarding more effective, and they communicate better, they build a process that seems fair and relevant to each applicant. Managers have to, however, not be sentimentalizing these differences into stereotyping. Different generations of people will not think similarly and desire different things (Parry and Urwin, 2011). Generational awareness so therefore ought to be used in support of better judgement and not in a way to make assumptions about people.
3.2 Characteristics of Generation X
Generation X is often described as a group that brings independence, reliability and strong practical experience into the workplace (Jurkiewicz, 2000; Twenge, 2017). When it comes to recruitment, managers may view Gen X candidates as self-sufficient, professional and capable of handling challenges calmly and realistically. Job security, expectations, and a stable working environment—especially where experience and consistency are valued—may be things that will be valued (Cogin, 2012). They can also offer expertise in conflict resolution and handling practical workplace issues that can be added to traditional processes when it comes to day-to-day operations and team dynamics. Managers must not be naïve with age. Not every Gen X worker would want the same job description or type of work, and it would be unfair to assume your older workmates will not know how to react to changes (Parry and Urwin, 2011).
3.3 Traits of Generation Y / Millennials.
 Millennials (or Generation Y) are generally associated with collaboration, technological confidence, and greater attention to work-life balance than previous generations (Twenge, 2017; Cogin, 2012). With regard to recruitment, managers might observe that many Millennial candidates prioritize development prospects, supportive leadership, and frequent feedback over job security. They could also be more suited to places of work that are flexible, offer a learning experience and have a sense of purpose. Millennials are often perceived as comfortable working with others and willing to share ideas in team settings, advantageous in collaborative settings (Myers and Sadaghiani, 2010). But managers should not lean so heavily on stereotypes. Not every Millennial wants constant praise or rapid promotion, and it would be unfair to assume they are less committed just because they place importance on flexibility and balance (Parry and Urwin, 2011).
3.4 Characteristics of Generation Z
Gen Z candidates may prefer digital tools, fast communication and fast-paced environments, managers may figure out in hiring. They might also value flexibility, inclusion and being with an organisation whose values align with their own. Most are used to getting information quickly, and can be receptive to clear communication, frequent feedback and a more modernised work style (Francis and Hoefel, 2018). Even in digitally changing workplaces, Gen Z can also offer adaptability and fresh viewpoints. Managers have a responsibility to not limit this generation to stereotypes, though. Not every Gen Z applicant has a short attention span or is unmotivated to be committed, so making such assumptions lead to unfair decisions in recruitment (Parry and Urwin, 2011).
3.5 Critical Discussion. 
Generational differences can also be valuable for the workplace, because they can bring a broader constellation of strengths, experiences and thoughts to a team. For instance, some employees might bring strong practical skills and stability, while others might bring new ideas, digital confidence or a more pronounced culture of collaboration and flexibility (Twenge, 2017; Schroth, 2019). When effectively managed, these differences make for better problem-solving, creativity and learning between co-workers. In that light, generational diversity may promote a more productive workplace. That said, there is also danger when so many generational labels are placed at the forefront. Managers can easily make unfair recruitment decisions when they begin to expect that a person will act a certain way simply because of their age. Weak judgement and missed opportunities can arise, for instance, when we assume older employees will have difficulty with technology or that younger ones are less loyal (Parry and Urwin, 2011). Those assumptions are overly simplistic and overlook how personality, life history, education and workplace culture influence behaviour at the same time. For this reason, managers should avoid treating generational awareness as a static guideline. It can allow them to take more time and effort to think about communications, onboarding and expectancies with the candidate, but must never replace individual assessment. The recruitment needs to also be sensitive to skills, attitude, experience, and suitability to the job of individuals in question (Costanza et al., 2012). In other words, the generational aspects are important but should be seen in a fair and even-handed manner.  
3.6 Link Between Generational Differences and Emotional Intelligence.
 Management styles and generations are related to emotional intelligence: Managers can’t trust their “numeracy” if they don’t have emotional intelligence and experience, and they need emotional insight and sound judgments to recruit properly. Managers who use self-awareness recognise where their preconceptions lie and avoid being swayed based on them. Empathy will be important there as well, because they must understand that candidates from various generations may communicate differently or appreciate different things at work (Goleman, 1998). 
It can also aid managers to shift the way they do interviews and make their recruitment process feel more inclusive and cohesive. For instance, a manager with strong emotional intelligence is less likely to stereotype a job candidate based on his age and more likely to concentrate on the individual in front of him. This makes recruitment fairer and more effective. Emotional intelligence consequently allows managers to respond appropriately to differences across generations in a manner conducive to equity, inclusion and sound decision-making and the creation of stronger, more equitable and efficient decision-making (Mayer, Salovey & Caruso, 2008).
4. Conclusion. 
Based on this report, emotional intelligence is one of the crucial workplace competencies that enables employees to manage personal emotions, understand and react appropriately to others and situations in a professional environment. Self-awareness, self-regulation, motivation, empathy, social skills to name a few, and other social skills can enhance teamwork, communication and conflict management (Goleman, 1995; Goleman, 1998). The report also indicated that emotional intelligence is a useful tool in practice, though it is not perfect and it should not be considered as the sole explanatory variable for work behaviour, as organisational culture, leadership and workload affect it as well (Ashkanasy and Daus, 2005). Generational differences in recruitment were also looked at in the report — specifically on Generation X, Millennials and Generation Z. However different the group can come to them in terms of strengths, expectations, and communication style, managers should not assume any age level for the specific group (Parry and Urwin, 2011).
So really the best solution is a combination of generational awareness and emotional intelligence so that recruitment and workplace relationships are approached in a fair, balanced and inclusive way.
5. Recommendations.
According to the findings of this report, the following recommendations are suggested:
· Invest in Emotional Intelligence Development:
· Focus on training employees and managers in self-awareness, empathy, communication, and emotional control.
· Aim to enhance teamwork, conflict management, and workplace relationships (Mayer, Salovey, & Caruso, 2008).
· Implement Fair and Inclusive Recruitment Practices:
· Managers should prioritize skills, attitude, experience, and suitability over age-based assumptions (Costanza et al., 2012).
· Familiarity with generational differences can aid managers but should not dictate recruitment decisions.
· Foster a Culture of Wellbeing and Inclusion:
· Promote clear communication and supportive leadership.
· Ensure manageable workloads and provide development opportunities.
· Integrate Mindfulness and Reflective Practices:
· Encourage practices that help employees respond to pressure.
· Embed these practices within broader organizational actions to address workplace stress (Good et al., 2016).
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