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Introduction
Emotional Intelligence (EI) is the ability to comprehend, use, and control our own feelings in good ways that help us deal with stress, talk to people, and get through tough times (Coronado-Maldonado and Benítez-Márquez, 2023). These talents are no longer just "soft skills" in today's modern workplace; they are essential for success and affect everything from leadership and teamwork to employee well-being and overall productivity. This paper, written for the Senior Management Team, will explain how important Emotional Intelligence is and how it relates to mindfulness in the workplace. 
The report will begin with a thorough analysis of how employees deploy fundamental elements of emotional intelligence, highlighted by proven frameworks from theorists such as Daniel Goleman. Goleman’s model of emotional intelligence includes self-awareness and self-management, helping individuals understand and regulate their emotions."Next, it will look at how these ideas may be used in hiring, pointing out the specific EI traits that managers should look for when employing people from different generations: Generation X, Generation Y (Millennials), and Generation Z. Lastly, the report will close with important findings and suggestions that the company can use to make the most of Emotional Intelligence to create a more harmonious, resilient, and high-performing staff.
Mindfulness is also included in this report because it helps people stay calm, focused, and aware of their emotions. This supports emotional intelligence and is useful for improving behaviour and performance at work.





Section 1: Critical Evaluation of Emotional Intelligence in the Workplace
Emotional Intelligence (EI) has moved from a psychological concept to a vital workplace skill. Daniel Goleman’s emotional intelligence model can be used to understand how employees use different aspects of emotional intelligence in the workplace (Kumari, 2022).
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Self-Awareness
According to Kumari (2022), Self-awareness is the first and most important skill. It is the capacity to read one's emotions and understand how they affect you while using your gut feelings to make decisions. In short, it is knowing how you feel and being able to say what emotion you are feeling at any particular time. An employee who is self-aware may correctly judge their own strengths and flaws. For instance, someone who knows they are not good at speaking in front of people may offer to prepare the report while their coworker gives it, which is a good way to use their talents. They also know what makes them feel bad. If they become anxious when they have to meet tight deadlines, they can plan their work ahead of time to prevent rushing at the last minute. This will help them do a better job and feel less stressed. This self-knowledge allows for personal growth, as the employee can seek targeted training or support in areas where they need improvement.
Self-Regulation
According to Kumari (2022), Self-regulation means controlling your emotions and handling them when things change or situations are not under your control. It is the ability to use our emotions to stay open-minded and guide our actions in a good way. It is about keeping our cool, being positive, and not getting upset when things get tough. Self-regulation is the capacity to manage or redirect disruptive impulses and emotions and to contemplate before acting. It is not about pushing down feelings; it is about handling them in a positive way. Self-control is very important for keeping a professional and polite environment. It stops fights at work from getting worse. The downside is that constantly controlling yourself can be emotionally draining. "Emotional labour" is the term for the work it takes to "keep a lid on" emotions all day. If not handled properly, this can make people less happy at work and lead to higher turnover (Popovych et al., 2025).
Mindfulness also helps employees use emotional intelligence. It makes people more aware of their feelings and helps them stay in control during stressful situations. Simple actions like pausing, breathing, or reflecting can improve self-awareness, self-regulation, and communication at work.
Motivation
Motivation is an important part of an employee’s emotional intelligence. According to Kumari (2022), motivation is a passion for work that goes beyond money or status. It is driven by an inner urge to achieve for the sake of achievement. When things go wrong, a motivated employee usually stays positive. They do not perceive a failed initiative as a calamity; they see it as a chance to learn. They are motivated by their own high standards of quality. Any organisation would benefit greatly from this kind of drive (Kumari et al., 2021). It makes people more productive and creative. But an important point is that outside issues like bad management, a toxic culture, or a lack of resources can have a big effect on an employee's motivation.
Empathy
According to Kumari (2022), empathy is the ability to comprehend and care about how others feel and what they are going through. Empathy is the most important part of working together and serving customers well. If a coworker is feeling overwhelmed, an empathic coworker will notice and try to help. A customer care worker who is empathetic may realise how angry a customer is and respond with real compassion. In organisations with people from many different origins, empathy helps employees understand and respect cultural differences and get along with everyone. In organisations with people from different backgrounds, empathy helps employees understand and accept cultural differences and work well with people from all walks of life.
Social Skills
According to Kumari (2022), social skills are the ability to manage relationships and build networks, to find common ground and to effectively manage relationships. Networking, convincing coworkers, managing teams, and driving change are all things that employees do every day that require social skills. A worker with good social skills may share a fresh idea, get others to support a project, and settle problems between team members. They are good at making and keeping a large network of contacts both inside and outside the company, which may be quite helpful for working together and solving problems. There is no doubt that good social skills are important for being a good leader and moving up in your work. They are necessary for making people do what you want and making things happen.
Critical evaluation
From a critical standpoint, Daniel Goleman’s model of emotional intelligence may be considered too broad (Harinakshi, Mrs and Geethanjali, 2022). Real-life implications of the model at the workplace may yet be unclear. There are also criticisims regarding lack of theoretical cohension and general lack of scientific support (Winter, 2023). One problem with emotional intelligence is that it’s hard to measure. Some people think it’s basically the same as personality, not a separate skill. Because of this, EI test results can be unclear, and it may work differently for different people or workplaces.
Application of Mayer and Salovey's Ability Model in the Workplace
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Mayer and Salovey's Ability Model in the Workplace can be applied to understand how employees use emotional intelligence (Models of Emotional Intelligence, 2016).
Perceiving Emotions
According to Mayer, Caruso, & Salovey (2016), the capacity to effectively detect emotions in yourself and others, such as through facial expressions, body language, and tone of voice, is called perceiving emotions. Someone who is good at reading emotions can rapidly "read the room" when they enter a meeting. Even if no one says anything, they can tell if their boss is worried about the quarterly results or if a coworker does not understand the presentation. This lets them change how they talk to each other. For example, if they think someone is confused, they might ask questions to clear things up, or if they think someone is anxious, they might offer comfort. This skill is very important for people who work with customers since it helps them grasp what a client needs or is worried about without them saying anything.
Facilitating Thought
According to Mayer, Caruso, & Salovey (2016), facilitating thought is the special skill of using feelings to help you think and solve problems. It means using our feelings to decide what to pay attention to first. An employee might use their concern over a deadline to help them focus and get things done in the right order. A creative team could come up with more original ideas by using their shared excitement and passion, since positive emotions are proven to boost creative thinking. A leader could leverage a sense of pride in the team's success to get them ready for the next great task, turning that feeling into a push ahead. 
Understanding Emotions
This branch is about figuring out what makes people feel the way they do and how those feelings change over time. It entails understanding complex sentiments and detecting changes between emotions. Choosing problems based on how one's current emotional state could help them think (Mayer, Caruso, & Salovey, 2016). A worker who knows how people feel can guess how their coworkers will react to news. A manager who tells employees that the company is going to change will know that they might initially be shocked, then anxious, and last resistant. This lets the manager plan how to talk to each person at each of these emotional stages ahead of time. It also helps you understand how people relate to each other. This is a complicated skill that lets you manage people in a strategic way. Its strength lies in foreseeing issues and adeptly handling transitions.
Managing Emotions
This is the ability to control our own and other people's feelings in order to reach a goal. It is not about pushing feelings down; it is about thinking about whether they are useful and changing them if they are not (Mayer, Caruso, & Salovey, 2016). This is the culmination of the previous three branches. An employee senses a conflict brewing between two team members (Perceiving). They understand that the root cause is miscommunication, leading to frustration (Understanding). They decide that calming the situation will allow for a more productive conversation (Using Emotion). They then intervene by reframing the problem, acknowledging each person's frustration, and guiding the discussion to a more constructive place (Managing). Similarly, an employee can manage their own anxiety before a presentation by using deep-breathing techniques or positive self-talk. This branch represents the most advanced application of EI, directly leading to effective leadership and conflict resolution.
Critical Evaluation
From a critical standpoint, theoretical testing of this model may not always provide valid and applicable  insights if methodological aspects such as personality and general intelligence are not considered. This is why, there can be challenges in understanding real-life implications of the model (Fiori and Antonakis, 2011). 
Summary
Both models give us a strong way to look at how employees act. Goleman's model is very useful since it connects EI skills directly to success at work. This makes it easy for both employees and managers to comprehend and use. Its flaw is that it combines natural talent with learnt skills, which makes it hard to quantify accurately. In real life, workers apply talents from both models. Goleman's model of self-regulation is based on the perceiving and managing branches of the Ability Model. Goleman's "social skills" are what you get when you successfully navigate all four branches of the Ability Model. For a business, creating a place where workers can learn these skills.  









Emotional Intelligence in Recruiting Different Generations
The modern workplace is a unique combination of people from different generations, each of whom has been formed by different historical, social, and technological factors. A universal strategy for recruitment is no longer effective (Ghadi et al., 2023). To create a truly emotionally intelligent business, managers need to know how Emotional Intelligence (EI) is displayed and appreciated in different generations. This part talks about the distinctive emotional intelligence traits that managers should look for when employing people from Generation X, Generation Y (Millennials), and Generation Z. It also gives important things to think about during the hiring process.
Generation X Emotional Intelligence
According to Ghadi et al (2023), Generation X likes it when people have a good attitude about their boss and the workplace. Generation X also places a great value on professional progress. Ganesan & Krishnamurthi (2013) examined various components of emotional intelligence and determined that these managers excelled in Self-Awareness (comprehending their own emotions). But they were not very good at SelfMotivation, which is leveraging their feelings to stay motivated and reach their goals. The study also showed that all the other facets of EI, like being able to control your emotions and get along with others, are linked to each other.
According to Banu & Rani (2025), Generation X have stronger self-control, problem-solving solving and a moderate level of empathy. In comparison, Generation Z is more inclusive and emotionally aware. Millennials, on the other hand, are very adaptable and good at working with others because they are good with technology. However, they often rely too much on digital communication, which might make it harder for them to make deeper connections with other people.
Generation Y Millennials
Millennials grew up during the rise of the internet and were often raised with a strong sense of self-worth and collaboration. This generation does best when people work together and talk to each other (Banu & Rani, 2025). They usually know how to work well with people from different backgrounds and value diversity. A company's goal and ideals typically drive millennials to work hard. They want to know that their labour matters. They also need regular feedback, which is related to being aware of themselves. Managers should gently test their employees' ability to turn their talents at developing online networks into strong, in-person connections at work, even though they are great at it. 
The research, carried out on a cohort of Millennial leaders in the Philippines, revealed their general emotional intelligence to be deficient (Simbahan et al., 2024). They consistently gave themselves low marks on important skills like self-motivation, empathy, active listening, and controlling their own stress and anger. This indicates that the particular cohort studied had difficulties with the essential abilities of identifying and regulating their emotions and properly managing interpersonal relationships. 
Generation Z
According to Banu & Rani (2025), Generation Z is more inclusive and emotionally aware. Joshi's (2025) research offers a strong evaluation of Generation Z's intrinsic emotional intelligence (EI). The research indicated that Generation Z employees, on average, exhibit moderate to high levels of general emotional intelligence, with a mean score of 4.01. Self-awareness was the strongest of the fundamental EI talents, which means they were very good at recognising and understanding their own emotions. They also did well in Social Awareness and showed moderate to high skills in Self-Regulation and Relationship Management. Gen Z has a solid base of emotional intelligence (EI), but managers with high EI are needed to help them develop these skills even more through focused training and supportive leadership in order to fully unleash this generation's potential. Mindfulness can look different across generations at work. Gen X may prefer to practice it on their own, Millennials might enjoy group or digital mindfulness tools, and Gen Z may use it to support teamwork. Managers should remember these differences when hiring or training employees.
Summary
Employers like Generation X candidates because they have good self-control, can solve problems, and are aware of themselves. But occasionally they may not have a lot of self-motivation and only show a moderate level of empathy. 
Millennials (Gen Y) are terrific team players because they are flexible, work well with others, and know a lot about technology. One big problem is that they might rely too much on digital communication, which might make it harder to form strong ties with other people. Some research even suggests that certain groups of Millennial leaders may have low emotional intelligence (EI) overall, having trouble with things like empathy and stress management.
Generation Z has a lot of potential. They often demonstrate a lot of emotional intelligence, acceptance of others, and self-awareness. They have a strong basic EI that is strongly related to how well they do at work. They require supervisors who can help them improve skills like detecting social signals and managing relationships in order to reach their full potential.
Reccomendations
· Give Specific EI Training: Make training programs that meet the specific EI demands of each generation. For instance, you could give classes to assist Millennials deal with stress and learn how to be more empathetic, and you could coach Gen Z on how to transfer their self-awareness into better teamwork abilities. This makes sure that every worker may improve. 
· Change the way we interview people for jobs. Managers should ask everyone the same set of behavior-based questions that will help them find out how emotionally intelligent they are. For example, "Tell me about a time you had to deal with a disagreement at work." This helps you identify people of all ages who have the necessary emotional talents.
· Start a Mentoring Program: Set up a framework where workers from different generations can mentor each other. A Gen X employee can offer their abilities in solving problems, while a Gen Z employee can share new ideas about how to be more inclusive. This helps everyone learn from each other and makes the team feel more connected.
· Incorporate easy mindfulness activities at work, such as short breathing breaks or brief reflection time

Conclusion
In summary, this research has explained how important Emotional Intelligence (EI) is as a professional talent that has a big effect on leadership, teamwork, and overall productivity. The investigation verifies that employees apply fundamental emotional intelligence components from recognised models on a regular basis; Goleman's framework serves as a pragmatic connection to professional success, whilst the Ability Model delivers a scientific comprehension of emotional information processing. The recruiting research also shows that each generation, Generation X, Millennials, and Generation Z has its own set of EI traits that work well together. Generation X is self-conscious and strong, Millennials are good at working together, and Generation Z is naturally aware of their feelings. A balanced workforce uses these different abilities to create a more peaceful, strong, and high-performing workplace.
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