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ABSTRACT
Thc exponential increasc in psychological dcmands and workplacc cornplexity has causcd an

unheard-of explosion in occupational stress and anxiety, hence fundamentally undernrining
conventional wisdom on occupationai uental health rnanagement. By means of a thoroLrqh

rrixed-methods analysis of 850 professionals across various organizational environmen(s. this
extensive research study investigates the ct)nrplcx interaction between cmotional intclligcncc
(EI) and occupational stress managemenl. The Mayer-Salovey-Caruso Emotional Intelligc-nce
Test (MSCEIT) and specific anxiety measuring techniques are among the sophrsticated
psychometric assessment instruments used in the study to investigate the relationship betwccn
EI competencies and stress management capacity. With high-E-i people showing increased
resilience to occupational stresses, the research shows a notable negative connection (r -0.72,
p = 0.001) between EI scores and reponed stress levels by means of sophisticated statistical
investigation. Professionals with high emolional lntelligence scores shou,a 430lo decrease in
slress-related symptoms and a 379'" increase in anxiety control when cornpared to their
colleagues with lower emotional intelligencc lcvels. Moreover, the study shows that over a

tu,elve-month implementation period. organizational interventions grounded on El concepts
provide a measurable 28oZ improvement in employee well-being measurements and a 32oh
drop in reported a::xiety levels. These results olfer realistic models lor organizational
iutervention tactics and significantly advance the theoretical knowledge of u,orkplace mental
health dynamics.
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INTRODUCTION
The modern professional scene has developed into an incredibly complicated ecosystem where
psychological and emotional elements control organizational results as well as personal ones
with until unheard-ofimpact. According to recent epidemiological statistics from the American
Psychological Association, about 83% ofUS employees deal with major work-related stess;
4'7ok of them express severe anxiety symptoms that seriously affect their professional
performance [1]. The startling frequency of psychological discomfort in professional
environments has driven a strong need for advanced intervention techliques outside
conventional stress management methods. In this regard, emotional intelligence has become
increasingly important for mediating compreherrsion and management of workplace stress and
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anxlcty.

Originally estabhshed by Salovey and Mayer [3] and then popularized by Golcman l2]. the

conceptual framework of emotional intelligence marks a radical paradigm change in our
knowledge of workplace psychology. Modem studies have expanded this basic work by
showing that emotional intelligence consists of a compler matrix of interrelated competencies
that significantly affect a person's capacity to negotiate professional prcssures. Higher
emotional intelligence scorers show notably improved stress mallagement skills, accordillg to
recent longitudinal studies carried out in several organisational environments; measured 35o%

lower cortisol levels in high-stress workplace environments l4l

With the Worid Health Organisation approximating yearly global productivity losses of around

US$ I trillion [5]. thc financial consequenccs ofoccupational stress and anxicty have bccome
shockingly large. This number becomes especially importanl u,hen taken in line with recent
neuropsychological studies sho*ing that prolonged occupational stress can causc structural
changes in the slress-response systems of the brain, hence possibly leading to long{erm
psychological and physiological effects. Research of organizational data shows that
organizations with organized emotional intelligence development programs show a 427o

decrease in strcss-rclated absenteeism and a 38oZ increase in employee retention rates, thcrefore
highlighting the pragmatic relevance of El-based treatments t6l

The changes in work settings brought about by global connectivity and technological
development have brought fresh stresses that need for ever more advanced managemenl
strategies. Higher en:otional intelligence scores have been shoun in recent neuroimaging
studies to indicate enhanced activation in brain areas linked to emolional regulation and stress
response modulation. so implying a neurobiological basis for the noled correlation between
emotional intelligence and stress managemenl capacity [7]. This result has great relevance for
workplace mental hcalth programs and organizational development plans.

MATERIALS AND METHODS
This study used a complex mixed-methods strategy combining both quantitative and qualitative
research paradigms, therefore guaranteeing thorough data collecting and analysis. 850
professionals delberately chosen from many organizational environments-including
multinational companies, healthcare organizations, educational institutions, and technological
companies-made up the study population. With 35% from top management, 45% from middle
management, and 20% from entryJevel jobs, the sample distribution was carefully arranged to
guarantee representation over several hierarchical levels. With an age range of 25-55 years
(mean age = 37.8 years, SD : 8.4 years), the sample's demographic composition revealed a
balanced gender distribution -48% female, 52%o male.
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Figure 1: Research Framework

Research Franrework (Figure l):
l. Initial study design incorporating mixed-methods approach

2. Stratcgic sample selection of850 participants

3. Parallel quantitative and qualitative data collection streams

4. Multiple assessment tools: MSCEIT, PSS-10. GAD-7

5. Physrological measurements including cortisol and HRV

6. Serni-structured interviews and 360' feedback

7. Integraled analysis combining statistical and themalic methods

The study set out a thorough three-phase eighteen-month data collecting schedule. Participants
conducted thorough psychometric tests utilizing the Mayer-Salovey-Caruso Emotional
Intelligence Test (MSCEIT v2.0) in the frst phase, showing geat iutemal consistency
(Cronbach's o = 0.91) across all four branches of emotional intelligence evaluation. With both
instruments cxhibiting strong reliability coefficients (PSS-10: c = 0.89; GAD-7: o:0.88) in
our sample population, the MSCEIT evaluation was supplemented by the Perceived Stress
Scale-10 (PSS- l0) and Generalized Anxiety Disorder-7 (GAD-7) assessment.
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Figure 2: Sampling Strategy

Sanrpling Strategy (Figure 2):
I Sector-baseddistributionacross industries

I Ilierarchical ler el represerrtalion

.l Multiple assessment types for comprehensive data

.1. Balance ofquantitative and qualitative methods

5. Integrationofphysiological measurements

To give objective stress indicators, the quantitative data collecting system included advanced
physiological measurements. Using salivary cortisol sampling at set intervals during the
workday, participants' codisol levels were tracked; samples were taken at 0900h, 1300h, and
1700h to accommodate daily fluctuations. Using verified wearable sensors (sampling rate: 256
Hz), heart rate variability (HRV) data was gathered under specified high-stress work
environments and yielded real-time physiological stress response data. Rigid quality control
processes were applied to the collected physiological data; artifacts were eliminated using
specific software algorithms with a 95o/o artifact removal threshold.
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Semi-structured interviews with a purposefully chosen subsample of 150 participants
representing a range ofEI scores-represent the qualitative element ofthe study approach used.

Developed by means of rigorous pilot testing and expert validation, the interview process



consisted in 27 open-ended qucstions meant to probe participants' stress management

stralegies, emotional control mechanisms, and occupational coprng mechanisms. Every 75-

minute interview session was vidcotaped and verbatim transcribed to produce around 187.5

hours of qualitative material. A dual-reviewer system confirmed the transcribing correctness

and produced an inler-rater reliability coelficient of 0 S4.

The study used a thorough evaluation system combining several dala sources to evaluatc
parameters ofworkplace perfomrance. Objeclive productivity measures. 360-degree feedback

evaluations, and uniform performance evaluation ratings comprised the performance data.

Using a specifrcally created mcthod that considered industry-spccific variances, the
productivity measures were adjusled across several organizational settings with a nonnalizing
coefficient of0.85. With an average of 8.3 evaluators (SD = 1.7), the 360-degree leedback

assessments compriscd assessmcnts from superiors, colleagucs- and subordinates.

Based on preliminary data analysis, thc study's intervention phasc followed a systematic
emotional intelligence development prograrn created especially lor Certified emotional
intelligence practitioners led twelve weekly sessions totaling 180 minutes in the inlerventioll
progmm. Standardizing the training modules across all participant groups. Ihe documented
delivery consistency rale was 94olo. Carefully tuned to fit the four corc categories ofcmotional
iutelligence-self-awareness, self-regulation, social awareness. and relationship
management-was session material. Wilh participant involvemenl tracked through advanced
behavioral analysis software, each session included real-time feedback systems, role-playing
situations, and practical exercises.

Using NVivo software (version l2), the qualitative data analysis used a sophisticated thematic
analysis approach for coding and topic extraction. There was a three-stage method to coding:
theoretical, focused, and first coding. Two experienced researchers independently coded
twenty percent ofthe interview transcripts, therefore establishing inter-coder reliability with a

Cohen's kappa coefficienl of0.87. Member checking processes allowed the emergent themes
to be validated; a seloction offifty participants checked and verified the veracity ofthe thematic
interpretations.

Ethical issues were carefully taken care of all through the study. The Institutional Review
Board (Protocol #812023-456) approved the study plan; all participants gave informed
permission before they were involved. For all digital records, advanced encr)?tion systems
(AES-256 bit encryption) preserved data security; physical documents were kept in a
controlled-access facility. Under a coded identification scheme, participant anonymity was
maintained; personal identifiers kept apart from study data in a secure database.

RESULTS
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Using a multilayered approach combining modem statistical techniques with qualitative
content analysis, data analysis processes Rigid preparation of quanlltative data included
missing data management using multiple imputation techniques (imputation iterations: 1000)
and outlier detection using Mahalanobis distance calculations (critical value: p < 0.001).
Specialized software tools were used for statistical studies; SPSS (version 2 7.0) for descriptive
and inferential statistics and AMOS (version 26.0) for structural equation modeling. To
investigate the intricate interactions between emotional intelligence components and stress
nranagement results, the study methodology consisted in multivariate analysis of variance
(MANOVA), hierarchical linear modeling, and path analysis.



Sigrtificant results on the link betwesn emotional intelligence and occupational stress
management capacity came fiom the srudy ofthe whole dataset. Strongly negative conncction
betwcen emolional intelligence scores and reported strcss lcvcls (r: -0.72, p:0.001, Cll 95%
[-0.76, -0.68] first analysis ofthe quantitative data indicated with especially large effects noted
in high-stress workplaces like healthcare (r = -0.78, p < 0.001 ) and firancial services (r = -0.75,
p < 0.001), this link stayed strong throughout all organizational sectors analyzcd.

Examining the MSCEIT data showed that participants in the top quartile of emotional
intelligence assessments had noticeably less occupational stress than those in tlie lowest
quartile. With high-EJ people showing regularly lower stress levels throughout all asscssed
time periods. the mean difference in PSS-10 scores betweell tltesc groups was significant (Ap
: 12.4 points, SD:2.8. p < 0.001). Moreover, cortisol levels revealed significant variations
between high and lorv EI groups; high-Ei participants maintained more steady cortisol profiles
across the workday (mean variation : 2.3 nmol/L. SD = 0 8) compared to their low-Ei
colleagues (mean variation : 5.7 nmol:L. SD = 1.2).

Additional physiological data supporting the stress-l.rut-fcl'ing properties of emotional
intelligence came from heart rate variability study. In stress-inducing workplace situations
(RMSSD - 42.3 ms. SD : 5,6), high-El participants shou cd notrccably greater HRV indiccs
than low-Ei participants (RMSSD:28.7 ms, SD :4.9). therefore indicating more ellective
autonomic nervous system control. With less standard detiations of NN intervals (SDNN -
68.5 ms vs. 45.3 ms. p < 0.001), time-domain analysis ol HRV data revealed that high-EI
persons maintained more consistent heart rate pattems despile demanding workplace settings.

The examination ofcapacity for anxiety control produced equally striking findings. Emotional
intelligence levels (p: -0.65, p:0.001) indicated a clear adrerse connection in GAD-7 scores.
High EI participants showed better anxiety managemenr rechniques; their reported anxiety
symptoms dropped 37% during high-stress events as compared to their low-E-score colleagues.
With high-El people demonstrating more resilience to cumulative stress effects (anxiety slope
coefficient = -0.08 vs. +0.23, p < 0.001), longitudinal analysis demonstrated that this anxiety-
buffering effect stayed constant across the eighteen-month study period.

Analysis ofthe interactions between particular E-l components and stress management exposed
different degrees of impact. Effective stress management (standardized B - 0.68, p < 0.001)
was most strongly predicted by self-awareness (p = 0.62, p With an adjusted R'1 = 0.72, F(4,845 ): 542.3, p = 0.001 multiple regression analysis revealed that these four components together
explained 77o/o of thc vaiance in stress managcment cfficacy
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Figure 3: Intervention Program Results

Figure 3 denronstrates intervention effectiveness:
. Significant reduction in stress and anxiety post-intcrvcntion

. Notablc improvements in work performance

. Enhanced team collaboration metrics

. Nomalized scores showing relative improvements

The study's intefl,/ention period yielded especially impressive findings. Those who finrshcd the
emotional rntelligence development course showed notable changes in several stress and
arxiely measurements. Post-intervention PSS-10 scores indicated a mean drop of 8.7 points
(SD = 2.1, p < 0.001) fiom pre-intervention baselines. Correspondent improvements in
physiological parameters paralleled this improvement: post-intervention cortisol profiles
showed lower variability (mean reduction in daily variation :2.1 nmol/l-, p < 0.001) and
improved HRV characteristics (mean RMSSD increase = 8.4 ms, p < 0.001).

Examination of performance measures in the workplace found strong correlations between
professional cfficiency and emotional intelligence devclopment. Those who showed the best
changes in E-I scores after the intervention program also showed matching gains in job
performance indicators. While 360-degree feedback scores rose by an average of 3 I % (SD =
5.7%,,, p < 0.001), productivity indicators revealed an average rise of 23ok (SD = 4.2%, p <
0.001) among high-El improvers. These changes u,ere especially noticeable in fields needing
sophisticated interpersonal interactions and stress-reducing srrategies.

Rich contcxtual insights on the mechanisms behind thesc quantitative results were given by the
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qualitatlve data analysis. Transcripts of interviews underwent thematic analysis that revcalcd
numerous recurring trends in how highly emotional people handled occupational srress. Active
strcss awareness (present in 82% ofhigh-EI interviews), emotional conlrol rcchniques (7 6%),
good communication during stress (71%), and adaptive coping mechanisms (689/"), were the
r'nost often found themes. lnterviews with low-E-I subjects revealed much reduced fiequency
of these themes (frequency variations notable at p < 0.001 lbr all topics).

DISCUSSION
While simultaneously exposing complicated connections between manv psychological,
physiological, and organizational elcments, the thorough results of this studv offcr convincing
evidence for the basic function of emotional intelligence in managemenl ol u,orkplace stress
and anxiety. surpassing previously recorded correlations in similar studies b1 (ioleman [2] (r: -0.58) and Thompson ct al. [8] (r = -0.63), the strong negative correlarion (r = -0 72) berween
emotional intelligence scores and stress levels represents one of the most robust associations
documented in organizational psychology literature. This enhanced conelalion coefficient
implies that the link berween emotional intelligence and stress managenrclll might be more
basic than formerly suggested. maybe pointing to a direct neurobiological link rnstead ofonly
a behavioral linkage.

Important biological corroboration of the psychological results comes liorn the observed
physiological data, especially the clear variations in cortisol profiles ber\ een hieh and low EI
groups. Recent neurobiological studies by Chen and colleagues [9] who found partrcular brain
conrections linking emotional processing centers with stress response systelns coincide with
the much reduced cortisol variability among high-El participants (mean variation 2,3 nmol/L
vs. 5.7 nmol,/L). This biological data greatly supports the rheoretical paradigm linking
emotional intelligence to stress management capacity by implying thar El may alfect stress
reactions at a basic brain level instead of only by means of behavio:.al processes.

The results of the heart rate variability present a fresh angle on the physiologrcal processes
behind the stress- buffering properties of emotional intelligence. The much higher RMSSD
values seen in high-El individuals (42.3 ms vs. 28.7 ms) point to more efficicnr autonomic
nervous system control and so suggest that emotional intelligence may increase stress resilience
by means of better neurocardiological performance. This result expands on earlier work by
Rodriguez and Smith [10], who suggested a psychophysiological modcl of emotional
rntelligence, therefore exlending their fiamework to incorporate certain autonomic nervous
system factors.

Given the intervention results show the malleability of emotional intelligence and its related
stress-reducing properties, they merit especially consideration. The post-interuention gains in
PSS-10 scores (mean decrease: 8.7 points) much surpass those recorded in other workplace
intervention studies including Williams et al. I l] (mean reduction = 5.3 pointsl and Kumar's

Five-component model explaining lhe association between emotional intelligence and stress
management was produced by factor analysis ofthe combined quantitative and qualitative data.
The factors that were found were emotional awareness (eigenvaluc = -3.8. r,ariance explained
: 28Yo), rcgalatory capacity (eigenvalue : 2.1, variance explained = 160,,,,). social support use
(eigenvalue :2.7,variance explained = 20%), cognitive reframing abilitl {eigenvalue : 2.1,
variance explained:16%), and stress resilience (eigenvalue: 1.6, variancc expl ained: 12oh).
Consistent across many organizational settings and demographic groupings. rlris ntodel showed
outstanding fit indices (CFI:0.96, RMSEA = 0.0a2, SRMR:0.038).
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rreta-analysis [l2] (mean reductiott:6.1 points). The thorotrgh inlcnentlon stratcgy ofthe
study, u,hich included ph.vsioiogical monitoring and custontlzcd l'ccdback systems wltlr

conventional RI training, could help to erplain this irnprovcd efticacl''

The qualitativc results providc rnsightful backgror.rnd of hou' emotronal tntelligcnce shot's

itself in useful stress,reducing techniques The great frequencv 01'pnractir e stress awareness

(82%) among high-E-l panicipants points to the possibilitv lhirt crlolional intelligcncc
functions through improved predictire mechanisms instead of onlr rcitclile ones. This vieu

flts cunent theoretjcal research ou predictive processing models ol etrtotiortal intelligence in
organizational environmcnts by Martinez alrd Johnson tl3]

Emotional iltelligence dcvelopntent's lirtk u'ith better lvorkplace per iinlteuce measures 23')i,

improvement in produclivity -ofters strong proof fbr the pra-srllatrc u'orth of E-based

treatments. This increase surpasses the typical advances in arcrage productivity seen in

cornparable research on organizational development, like the Park nleta-atralysis [15] ( l7'li,
increase) and Anderson's longitudinal stud1, [1,1] (15%). The cotnprehensive approach that

addressed psychological as u'ell as physiological elements of strcss managcnlent could help to

explain the better results noted rn this study.

The noted variations in stess management techniques between high and low EI people offer
valuable information for programs of organizational grorn'th and training- The much higher
frequency of adaptive coping strategies among high-El individuals points to emotional
intelligence perhaps helping to build more complex stress management routines. This result

builds on earlier research by Thompson and Lee [16], who noted comparable trends in smaller-
scale studies, and offers more solid statistical validation via our larger sample size.

The anxiety-buying effects' (a:rxiety slope coefficient = -0.08 vs. +0.23) longitudinal stability
indicates that emotional intelligence could offer cumulative protective advantages against

occupational stress. This result refutes previous presumptions on the temporal dynamics of
stress funagement capacity and implies that growth of emotional intelligence could result in
progressive increase in stress resilience over time. The ramificarions for long-term corporate
mental health policies are significant and imply that continuous emotional intelligence
development investment could have compounding effects.

The study of sector-specific differences revealed an unexpected result : healthcare workers had

the highest association between emotional intelligence and stress management-r = -0.78. The
particular emotional demands ofhealthcare contexts, where emotional intelligence abilities are

regularly used in high-stakes circumstances, can help to explain this sector-specific
improvement impact. This result expands on earlier sector-specific studies by White and

colleagues [17] and offers more detailed understanding of the contextual elements possibly
influencing the E-stress-relationship.
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lmportant new pcrspectives on the structulal link betwecn enrotiottal intelltgence and stress

management skills come tiom the lactor analysis results. Etnerging e five-factor model rvith

emotional awareness cxplaining thc highcst share ofvariancc (28ni,). points ttt a more complcx

{tamework than the conventional four-branch model of emoltonal inlclli-gelce. Excellent llt
indices (CFI - 0.96, RMSEA - 0.042) suggest that this enlarged model could better reflect the

complexity of emotional inreliigencc's contribution in stICss ntanagcmcnt than carlicr

theoretical fianleu'orks'



Thesc lcsults have srgnificant and various consequences fcrr organizational practicc. fhc slto\\,n
success of thc intenention program together w'ith the noled changes in psychological and
pliysro)ogical indicators point to thc nccd of companics thinking about including thorough
emotional intelligence der,elopment progratns as the main component ol their stress
managcmenl techniques. The considerabic rctum on in\cstnrcnt shorvn by the bettcr production
figures ol'fcr s a strong commercial rationale for such actions.

SUN,IMARY AND CONCLUSION
While sirrultaneously advancing our knowledge of the tundarnental processes by rvhich this
relationshrp functior.rs" the thorough investigation carried out rn this research has produccd
strong cvidence supporting the critical role o1'emotional irtelligence in workplace stress and
anxiety management. Together with careful physiological rneasures. the thorough invcstigation
of bolh quantitative and qualitative data has given until unheard-of understanding of thc
compler intcraction between emotional intclligencc- compclcnces and stress managcmenl
capacit]' in prot'cssional environ rrcllls

The resr:lts of the studies unequivocally shorv that cmotronal intelligence is a basic mediator
of rvotkplace slress reactions; high-E-l people shou, much improved stress managenrent
capacity rn scYeral spheres of cvaluation. Suggcsttng a basic rather than a pcrrphcrai
relationship between emotional inteliigence scores and stress Jevels, the substantial ncgatilc
conelation (r -0.72. p < 0.001) between these ,u ariables is among the most robust associations
reported in organizational psychology litcraturc. Thc strikrng physiological data--especiallr.
the considerablc variations in cortisol profiles (rnean variatlon. 2.3 nmol/L vs- 5.7 nmol'L) and
heart rate varability assessments (RMSSD: 42.3 ms r,s. 28.7 ms) betrveen high and lou Fl
groups confirms this associatlon even morc

The study's intervention phase has especially important ramifications for organizational
practice since it shows ttrat well-organized emotional intelligence development programs can
greatly increase stress marmgement capacity. The noted post-intervention increases-a meal
drop in PSS-10 scores of 8.7 points and a 23%o ise in productiviff measures-offer strong
proof for the pragmatic worrh of El-based therapies in corporate environments. These gains.
much above those seen in earlier studies, imply that thorough approaches combining
psychological and physiological elements ofstress management could be more successful than
conventional intervention techniques.

A major theoretical advance in oBr knowledge of workplace mental health dynamics is the
development of a comprehensive five-factor model elucidating the link between emotional
intelligence and stress management. With CFI : 0.96, RMSEA : 0.042, SRMR: 0.038, this
model's outstanding fit indices imply that it might offer a more accurate framework for
comprehending the complicated relationships between emotional intelligence components and
stress management capabilities than past theoretical models. The design and execution of
occupational mental health therapies depend much on this improved knowledge.

Particularly the continuous improvement in anxiety management abilities (auiety slope
coefficient - -0.08 vs. +0.23), the longitudinal stability of the observed effects suggests thar
emotional intelligence development may offer cumulative protective benefits against
occupational sffess. This result has great ramifications for organizational mental health policies
since it implies that over time, continuous investment in emotional intelligence development
may result in compounding effects. Particularly in healthcare environments (r: -0.78), the
sector-specific variances in the strength of these correlations offer insightful information for
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with high-E-l people displaying complex anticipatory and adaptive coping mcchanisms. thc

qualitative results have shed important light on the pragmatic expression of emotional

intelligence in occupational stress management. The great frequency of proactive slress

awareness (82%) and successful emotional control techniques (16Yo\ among high-E-l

individuals points to emotional intelligence functioning through improvcd predictivc

ntechanisnts rather than only reactive mechanisms. The design of efforts for organizational
growth and training courses depends much on this knori'ledge.

These results have consequences that go beyond personal stress managemenl to include lllore
genera) organizational development and change of workplace culture. The clear busincss

rationalc for organizational investment in E-based interventions is presented by thc shou'n link
between emotional intelligence development and better perfbrmance indicators in lhe

workplacc. The notable retum on investment shown by thc bcttcr productivity measurcs and

lower srress-related absenteeism points to such interventions possibly offering both short tcmr

and long-leml advantages for the general organizational perfbnrlance.

To propcr ly place these results, though, many lirnits ofthe prescnl research have to bc adnrittcd,
Although the sample size of 850 professionals offers strong statistical power, generalizability
of these results to all organizational environmenls and cultural circumslances calls ntore

validation. Funhermore, although significant, the eighteen-month study period mrght not
complelelv reflect the long-term developmental path of emotional intelligence capacity.
Extended longitudinal investigations and cross-cultural validations could help future studics to

overcome these cotlsttaints.

These results point to various interesting paths for next investigations. The noted

neurobiologrcal aspects of emotional intelligcnce point to the possibility of more focused

intervention plans grounded on physiological feedback systems. The sector-specific
differences in the efficacy of El-based therapies point to the necessity of more complex
knowledge of contextual elements that might modiff the link between emotional intelhgcncc
and stress management. Moreover, the use of cutting-edge technology as adaptive traininc
systems and real-time physiological monitoring could improve the success ofnext intervention
proj ects.

Frnally, this study advances our theoretical knowledge and useful strategies for organizational
mental health while simultaneously offering convincing proof for the basic function of
emotional intelligence in management of workplace stress and anxiety. According to lhe
results, emotional intelligence seems to be not only a useful ability but also a fundamental basis

for good management of workplace stress. The strong empirical basis for the application of
thorough emotional intelligence development programs in organizational envirorunents is
given by lhe shown efficacy of structured interventions together with the observed
improvements in both psychological and physiological markers. The insights and frameworks
created by this study provide great direction for companies trying to improve employee well-
being and organizational effectiveness through emotional intelligence development as

workplacc stress and anxiety remain major challenges in modem professional environments.
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