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[bookmark: _Toc216914833]Introduction
In today’s work environment, workers must navigate more than just tasks and performance goals; they have to negotiate complex emotional and social relationships. With increasing diversity in the workplace and the speed of change, emotional intelligence (EI) and mindfulness have come under greater focus as skills that are important for strong working relationships and effective leadership. Emotional intelligence originates from self-awareness because, as Goleman argues, one cannot understand others if they do not relate to their own emotions.

Emotional intelligence is defined as the ability to perceive, understand, manage and effectively use emotions in oneself and others (Mayer et al., 2016). Mindfulness (i.e., nonjudgmental awareness of the present moment) is also said to enhance emotional intelligence by focusing on the now and through nonjudging emotions. This body of research has found that mindfulness increases emotional regulation, empathy, and well-being—all important in coping with stress and building relationship quality at work (Good et al., 2022).

The significance of emotional intelligence has been enhanced in recent tests, including remote working, burnout and greater generational diversity. Staff who show high levels of emotional intelligence are better prepared to work under pressure, communicate well and work in teams. Further, managers also are being called upon to pay extra attention to emotional competencies in hiring and managing staff of various generations.
The paper reviews current literature to assess job seekers' use of EI components in workplace settings based on well-established models of emotional intelligence. It also discusses the use of technology to assess emotional intelligence across three generations; Generation X, Generation Y (Millennials) and generation Z, particularly within recruitment. The report offers recommendations for enhancing Emotional Intelligence (EI) and mindfulness in organisations.
1. [bookmark: _Toc216914834]Use of Emotional Intelligence Components in the Workplace
1.1 [bookmark: _Toc216914835]Overview of Emotional Intelligence
Mindfulness is a correlate of emotional intelligence, which helps people identify and regulate their emotions more effectively rather than responding automatically or impulsively. Mindfulness is about attentively focusing on the present moment in a non-judgemental manner so that we can be aware of our thoughts and emotions without being compelled to react to them. In an office setting, it's good for these increased levels of attentiveness are in line with critical components of emotional intelligence like self-awareness and self-regulation.
In organisational psychology, emotional intelligence is well-investigated and consistently related to positive work-related outcomes such as job satisfaction, employee engagement and leadership effectiveness (Miao et al., 2016). Whereas cognitive intelligence emphasizes logical reasoning and technical problem solving, emotional intelligence focuses on how people perceive, understand, and manage feelings in everyday life. In a work setting, this means identifying one’s emotions and understanding the feelings of others, then applying that knowledge to make decisions that encourage integration and cooperation.
High emotional intelligence employees are typically better at handling stress, accepting feedback, and building relationships with others. For instance, emotionally intelligent staff is less likely to panic when faced with a conflict or not clear communication under stress and has high chances to adapt themselves in an organization. The construct has become even more relevant nowadays in a working environment that is task-oriented, team-based and constantly changing.

Crucially, emotional intelligence is not static or intrinsic. Current evidence indicates that emotional competencies are malleable and can be cultivated through specific training, reflection, and influence of mindfulness practices (Henderson et al., 2023). ‘Mindfulness’ can help with emotional intelligence – increasing awareness of your feelings and decreasing levels of automatic reactions meaning you can be more responsive to challenging situations. Employees can develop increased capacity for emotional, response by using these mindfulness-based programs and in turn increase workplace well-being and performance.

In general, Emotional Intelligence is one of the key contributors that define employees' relationship with other people and how they deal with challenges encountered in their jobs. If you can view emotional intelligence as teachable, organisations can be more willing to fund training and development that will help them with both individuals' wellbeing and organisational performance.
1.2 [bookmark: _Toc216914836]Mayer and Salovey’s Ability Model
Mayer and Salovey’s ability model of emotional intelligence (1997) categorize emotional intelligence as a set of cognitive abilities pertaining to the processing of emotion-related information that can be distinguished from personality traits or social effectiveness. Under this construct, emotional intelligence is conceptualized to involve four major abilities: perceiving emotions, using emotions to aid reasoning and problem solving, understanding emotions, and managing emotions (Mayer et al., 2016). This model highlights the way in which we think with emotions and use emotional information to direct our thinking and behaviour.
At work, the skill of emotional intelligence is essential to good relations between people. Employees who can accurately read emotional signals such as facial expressions or tone of voice and body language are more capable of understanding how their colleagues and customers feel. This is especially critical in roles where teamwork, leadership and customer relations are essential - misunderstandings could mean the difference between a smooth operation/quality service and an increase in conflict or lowered quality of service. The idea is to use emotions for thinking, that is, enabling employees to apply emotional states in order to aid cognitive processes such as creativity, decision making and problem solving. For instance, positive emotions could promote more flexible thinking whereas attending to negative emotion can act as a warning of danger or caution.
Emotional understanding is the recognition of emotional development and responses which may occur for example in such workplace situations as an organisational change or from performance feedback. It also makes staff more attuned to anticipate responses and react in a more considerate way. Emotion management is the most difficult skill in the model and reflects one’s ability to control their own emotions, as well as positively affect others' emotions. This is critical in both a professional context in order to deal with stress, and also personally whether dealing with an emergency or being faced by high pressure situations.
The ability model is not without its critics who argue that it may be inadequate due to cognitive factors of emotional intelligence taking centre stage, rather than motivation and social dispositions which also contribute to effective performance in the workplace. However, it is still a useful model for the comprehension of emotional reasoning and emotion regulation in organisation setting.
[image: A diagram of emotional intelligence

AI-generated content may be incorrect.]
(Emotional Intelligence, 2023)

1.3 [bookmark: _Toc216914837]Bar-On’s Trait Model
Bar-On’ s model perceives emotional intelligence as a repertoire of emotion -and social-related abilities that influence how effectively everyone accepts himself or herself, manages responsibilities, and copes with the challenges in life (Bar-On, 2006). Contrast with Competency Based Models Bar-On differs from ability-based models in that he considers emotional intelligence as a constellation of behavior, including personality and practical skills that may contribute to psychological health and effective performance. The model can be grouped into five factors: intrapersonal, interpersonal, stress management, adaptability and general mood.
At the work-place, this model is especially helpful in grasping employee well-being and resilience. For example, intrapersonal competences (e.g., emotional self-awareness and self-regard) help employees to recognize their emotions and remain positive under stress. Empathy and social responsibility provide reflection about the role of teamwork, and its constructive inferences in a positive environment at work place. The stress management aspect is another important factor, because when employees can trim their stress and manage impulses, they're much less apt to experience burnout and feelings of emotional exhaustion.
Adaptability enables to the employees to regulate their emotions, thoughts and behaviours in individual organisational context relating to a particular change, which is crucial in dynamic and uncertain business conditions. General mood (e.g. optimism, happiness) affects motivation, morale and, consequently overall job satisfaction. Happy employees are engaged and productive.
Yet, one major limitation of Bar-On’s model is that it has an overtly trait-based focus. Why is this relevant for personality -based measurements: It is problematic in combining with personality traits, if the scale (virulently) assesses stability of EI. However, this model continues to be useful for examining wellbeing, resilience, and emotional functioning at work.
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1.4 [bookmark: _Toc216914838]Goleman’s Mixed Model of Emotional Intelligence
One of the most used frameworks for EI in organisational environments is Goleman’s mixed model. The model proposed five major elements: self-awareness, self-regulation, motivation, empathy and social skills (Goleman et al., 2017).
Self-awareness is indeed about identifying emotions and knowing what effect they have upon your behaviour. They are more open to feedback and can check themselves. Self-regulation: Controlling emotions — very useful in fast-paced work settings.
Motivation in EI also implies persevering toward a goal despite setbacks. Emotionally intelligent workers usually are tenacious and hopeful even when circumstances are bleak. Empathy helps drive teamwork and inclusion as employees relate to and empathize with the emotions of others. Social skills help in communication, dealing with conflicts as well as cooperation.
While Goleman’s model is perhaps the most appropriate to use in a ‘business psychology’ context, there has been criticism of potential overlap with personality factors leading to difficulty in measurement of EI.
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1.5 [bookmark: _Toc216914839]Role of Mindfulness in Emotional Intelligence
Workers who meditate are more likely to notice their emotional triggers and react in a measured, thoughtful way. Instead of reacting impulsively to stressors (e.g., they receive a challenging task, feel offended by a colleague, or get negative feedback) mindful employees are more inclined to stop and decide how best to respond. In fact, studies propose that mindfulness enhances emotional regulation and reduces stress which in turn empowers employees to remain calm and attentive during challenging situations (Reb et al., 2020). This ability to manage feelings directly improves our relationships with others and enhances the quality of our decision making.
In addition, we know that mindfulness is associated with stronger ethical conduct and greater leadership effectiveness in an organisational setting. As mindful leadership enhances attention and prosocial behaviour (emphasis and empathy), leaders and employees are more likely to think about the impact of their actions on others, providing a foundation for workplace conduct based on ethics and compassion (Good et al., 2022). Mindfulness also encourages empathy as it enables people to be more tuned in and sensitive to how select co-workers feel, promoting teamwork and collaboration.
However, while there are clear benefits to developing mindfulness as a skill, it is primarily effective when it becomes ingrained within an organisation’s culture rather than being regarded as an exercise for individuals. Mindfulness alone may not have substantial effects without appropriate organisational backing, including reasonable workloads and supportive leadership. In general, mindfulness is a theoretical underpinning that contributes to emotional intelligence at the workplace in terms of improved awareness, regulation and interpersonal relations.

2. [bookmark: _Toc216914840]Emotional Intelligence Across Generations and Recruitment Considerations

The current workforce is typically multigenerational, including Generation X, Generation Y known as the Millennials, and now Generation Z. Each of these generations has been influenced by particular social, economic and environmental events imparting on them differences in Emotional Intelligence (EI), communication styles and workplace needs. Emotional intelligence has consistently been associated with performance at work, teamwork, leadership effectiveness, and wellbeing of employees (Miao et al., 2016). As a result, managers should be aware of generational differences in hiring and managing employees. Recognising these factors facilitates better evaluation of emotional competencies and helps to steer clear from overly reductionist or stereotypical assumption.
2.1 [bookmark: _Toc216914841]Generation X
Gen X – those born around 1965-80 – are often described as confident, strategic and resourceful. This generation of individuals came into the world of work at a time of economic insecurity, organisational downsizing and where long-term employment prospects were less than certain. The evolutionary inducement of these experiences is to cultivate a sense of self-reliance, coping and management (Deal et al., 2010). For emotional intelligence, intrinsic competencies for Generation X tend to be high in intrapersonal, especially managing difficult emotions.
Many Generation X staff members are particularly strong in being able to self-regulate. Exposure to upheaval in the workplace has forced them to deal with uncertainty and hold their temper, so they are good at tasks that require equilibrium and the ability to make independent judgments. However, Generation X is perhaps less drawn to emotional expression or frequent feedback than other generations, since Generation X puts a premium on professionalism and clear boundaries between their work life and personal one (Costanza et al., 2012).
From a hiring standpoint, emotional stability, adaptability and the ability to solve problems independently should be top of mind for managers. Methods of assessment including behavioural interviews and situational judgement test can facilitate the evaluation of stress tolerance and resilience. Managing Gen X employees with emotional intelligence requires that you give them autonomy, clear direction & recognition of their experience.
2.2 [bookmark: _Toc216914842]Generation Y (Millennials)
Millennials (Generation Y) are people born roughly between 1981 and 1996. They want to work together, do meaningful work and grow as individuals. Soaring technological advances and a greater emphasis on staff engagement throughout their lives of work have shaped the way millennials communicate, emotionally.
From an emotional intelligence perspective, Millennials have been found to demonstrate high levels of empathy and social skill which can serve as a resource for working together (Twenge, 2023). They tend to accept feedback and coaching, which helps facilitate their emotional development. But the increase in self-esteem shown by Millennials, a generation who may have been spoiled and over-praised for bad behaviour as children, seems to be at the cost of their willingness to receive criticism or accept feedback rather than at its expense (Ng et al., 2010) It's likely that Millennials were also overly-indulged and shielded from adversity which makes regulating emotions challenging when they're faced with high-demanding work roles if support is lacking.
When recruiting Millennials, hiring organizations should evaluate their interpersonal skill and emotional control. Other potential techniques such as behavioural interviews and reflective questions can aid in recognizing candidates with emotional skillfulness and recovery capacity. give millennials the feedback they need, offer growth opportunities, and lead with support." Mentoring and coaching can also be powerful tools to help the generation regulate emotions and develop leadership.
2.3 [bookmark: _Toc216914843]Generation Z
Generation Z is anyone born from 1997 onward, and it's this current group of fresh minds who are ready to enter the innovative workforce. This current generation, it is to be remembered, has been brought up in a deeply digitalised world since birth and raised with unprecedented access to technological devices. One of the outcomes is that Gen Z is much more open to discussions about mental health and well-being than any generation before them. This openness tends to make Generation Z members more emotionally attuned than free of stress and anxiety due to exposure of media-heavy news as suggested by the American Psychological Association in 2023.
Studies have shown that those in Generation Z might be less acquainted with the verbal-communication side of emotions as a result of their strong dependence on digital communication and interaction. This dependence can interfere with other important skills like conflict resolution and being able to read non-verbal language, which are key for successful social interaction, as Twenge claims (2023). When recruiting Generation Z employees, it’s critical for managers to assess candidates based upon emotional regulation, adaptability and communication skills. You can do this by conducting structured interviews and scenario based assessments to mimic the realities of a workplace.
To effectively guide and lead Generation Z, it is important to leverage one that embodies emotional intelligence -- where psychological safety and mental health takes precedence and clear communication is king. Structured onboarding and induction experiences; mentor programs to provide day-to-day guidance in the workplace; development activities that concentrate development on interpersonal skills – all of these are key ways organisations can help Generation Z employees build the confidence and mental strength they need to cope with potentially difficult working environment.
2.4 [bookmark: _Toc216914844]Managing a Multigenerational Workforce
Generalizations of emotional intelligence by generation should be considered, but not used as a crutch. Emotional intelligence fluctuates across generations and is shaped by situational context and organisational surroundings (Costanza et al., 2012). Those managers who are emotionally intelligent will understand this and change their management styles to suit.
Today’s (and tomorrow’s) workforce is multigenerational, and managing them takes empathy, flexibility and communicative excellence. Leaders will have to explore ways to extend autonomy for Generation X, feedback for Millennials and support systems for Generation Z. Cross-generational mentoring can foster better understanding, emotional learning and cooperation. By applying emotionally intelligent management styles, companies can turn generation diversity from a challenge into an advantage.
[bookmark: _Toc216914845]Conclusion and Recommendations
This article has shown that emotional intelligence and mindfulness are prime skills in the contemporary workplace. Building on established models of emotional intelligence, it is likely that emotionally intelligent employees are better able to cope with stress, form high-quality relationships, and respond to change. Mindfulness can also greater emotional intelligence through increased emotional awareness and regulation.
Gen Y and baby boomers clearly demonstrate the necessity of managers to have more open, inclusive recruitment practices which assess `EQ as well as IQ. Businesses and work organisations that invest in developing emotional intelligence are more likely to have staff who experience increased sense of wellbeing, performance and engagement.
They suggest that E.I. testing be incorporated into hiring and that mindfulness-based coaching and training be introduced, as well as company-wide workplace development that addresses challenges faced by employees of various generations.
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