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[bookmark: _Toc235203264]Introduction
Mindfulness and emotional intelligence have been critical in the contemporary organisations as employers seek to enhance employee performance, leadership, and workplace situations (Ayoko, 2023). These organisations, which work in the settings of rapid changes and diversification, must not just meet their operational requirements but also promote positive interpersonal interactions, effective communication and psychologically safe work environment. The ability to recognise, understand, manage and respond to emotions has turned out to be an essential skill by employees and managers in making collaboration, work in conflict situations and decision making easier. More so, the increase in the number of multiple generations in the workplace has brought about new opportunities and challenges that are forcing organisations to embrace new leadership styles that embrace differences in values, communication styles, motivation and technological adaptability. Consequently, emotional intelligence and mindfulness are getting a bit of relevance as critical competences to create inclusive working environments, increase worker engagement and drive long-term organisational performance. In this report, it will be critically assessed how emotional intelligence can be used to increase workplace performance, collaboration, leadership and decision-making based on known theoretical frameworks. It will also explore the features of Generation X, Millennials and Generation Z and will also talk about how emotional intelligence and mindfulness can be used to recruit, manage and retain a multigenerational workforce to enhance organisational efficiency.
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Emotional intelligence (EI) is the capacity of an individual to identify, comprehend, discipline and harness feelings to inform thoughts and actions in transactions in the workplace. Emotional intelligence, unlike the intelligence quotient (IQ), is a measure of the effect of emotions on judgement, relationships and performance. With the rise in the dependency on collaboration among organisations, innovation and employee engagement, emotional intelligence has emerged as one of the necessary skills for individual and organisational effectiveness. Nevertheless, the conceptualisation and measurement of emotional intelligence are not in consensus because researchers have come up with multiple theoretical approaches in competition.
However, Sharma, Dhanta, and Sharma (2024) have reported that the Emotional Intelligence Framework introduces EI as a set of competencies at the workplace, such as self-awareness, self-regulation, motivation, empathy and relationship management. The applied nature of it has seen it be used extensively in leadership development programmes due to its direct impact on workplace behaviour by these competencies. However, opponents believe that the paradigm overlaps with known personality and leadership competency factors and hence it is difficult to test empirically.
On the contrary, Matta and Alam (2023) disagreed that the Ability Model conceptualises emotional intelligence as a cognitive skill which entails the perception, understanding, usage and control of emotional states. The model has more rigour in its theoretical basis and separates EI and personality traits, though the theoretical focus on cognitive processing makes it less practical in training organisations or in the daily practice of management.
According to Sfetcu (2023), The Emotional-Social Intelligence Model presupposes a more accommodating perspective as it implicates emotional, interpersonal, and adaptability abilities that play a part in becoming psychologically healthy and adjusted to the workplace. Although it is comprehensive due to the complexity of the organisational behaviour, critics indicate that this model is more than emotional intelligence because it incorporates personality and social functioning.
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The best ways that employees can exercise emotional intelligence are by employing emotional awareness to temper their own behaviour when reacting to challenges within the workplace. According to Kumprang and Suriyankietkaew (2024), it is indicated that self-awareness is the basis of emotional intelligence since employees who are aware of their emotional triggers tend to be more objective in decision-making and react positively to pressures. Such talent helps in improving individual performance by minimising unnecessary mistakes, boosting relationships amongst the professionals and sustaining productivity amidst organisational transformations.
Self-regulation also helps in enhancing the effectiveness of workplaces since employees are able to control their emotional reactions as opposed to letting emotional reactions dictate behaviour. According to the ability model, perceptions about Rao et al. (2024) imply that emotionally intelligent people deliberately consider the information about their emotions prior to taking action, which enhances judgment and problem-solving. Emotional control is used to retain the professionalistic nature in fast-paced organisations in which the employees constantly face a great deal of uncertainty, criticism and contradictory priorities, thereby promoting rational decision-making. As a result, workers are now more flexible, strong and able to maintain performance in austere conditions.
EI is also a factor that helps in the well-being of employees. Singh and Chouhan (2023) argued that the Emotional-Social Intelligence Model emphasises competitive skills of stress tolerance, adaptability and optimism, which help an individual with stress at work remain psychologically steady. Overall, it is possible to state that employees exhibiting greater emotional intelligence are more likely to recognise the first signs of stress, seek the necessary assistance and use more coping strategies that will alleviate the effects of emotional exhaustion.
There is, however, no universal positive relationship between emotional intelligence and performance. Emotional intelligence alone (high) will not help to counteract heavy workloads, poor leadership or counterproductive organisational cultures. Emotionally intense employees who constantly manage their feelings to meet organisational demands can be subjected to emotional labour, which puts them at a greater risk of becoming stressed and experiencing burnout, even those with solid emotional skills. Thus, emotional intelligence is a valuable resource and not a predictor of employee success by itself.
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EI is relevant to the reinforcement of teamwork in the workplace since it allows employees to be able to understand their feelings and those of others in the course of work-related interactions. Current organisations are becoming more and more reliant on interdepartmental teamwork and cross-cultural and generational teamwork; effective communication is a crucial organisational skill and not a talent of a single person. According to Kakarla (2025), relationship management enables employees to gain trust and, accordingly, ensure a positive working culture. 
Gukssa (2023) has also mentioned that the Ability Model elaborates that employees with high levels of emotional intelligence can justly sense emotional cues and understand the impact of emotions on workplace behaviour. This skill can be very useful both in times of disagreement, where the understanding of the frustration, anxiety or disappointment can enable employees to work towards the root causes of the conflict instead of basing their attention on the visible behaviour only. Consequently, there are high possibilities that such conflicts would be resolved via good dialogue rather than developing into interpersonal conditions that destroy the performance of the teams. In a similar fashion, Mutongi et al. (2024) have also noted that the Emotional-Social Intelligence Model is concerned with interpersonal relationships, empathy and social responsibility as competencies which ease cooperation and respect. Being able to demonstrate such qualities makes such employees more likely to put up others, change their patterns of communication and view working relations as friendly even when their personality types or work experiences differ. These behaviours make it faster to cohesively build the team and create a workplace atmosphere where teamwork is useful to the organisation and the employees. Nonetheless, Vicci (2024) disagreed with the fact that emotional intelligence can be seen as a panacea to resolving conflict in the workplace. 
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The technical skills and professional knowledge are important, leaders with an ability to display emotional intelligence have lower chances of instilling trust in followers and are effective in change management and employee involvement in the face of uncertainty. Saying that self-awareness, empathy and relationship management can allow leaders to comprehend the impact of their behaviour on other people, Rodrigues and Matos (2024) added that the framework also highlights the importance of leaders in communicating organisational objectives through effective communication, without creating negative relationships with others. As a result, employees will respect, feel valued and will have confidence to work towards shared organisational objectives. Emotional intelligence also improves decision-making in the workplace since it encourages leaders to balance the rational facts and influence of the decision on the emotional dimension before making a decision. Sharma, Dhanta, and Sharma (2024) are critical of the Ability Model because it presumes that individuals who are adept at sound perceptions and appropriate regulation of emotions in the context of stress, frustration or personal bias are less likely to want to act impulsively. Rather, they evaluate emotional and factual information and make more balanced and ethical decisions. It is particularly handy in matters of organisational change, employee grievance or tricky organisational choices such as restructuring, where immaturity or lack of organisational control in emotions can reduce worker commitment and increase defiance at work.
In addition, according to Shah and Sah (2024), the Emotional-Social Intelligence Model places emphasis on the following competencies, such as interpersonal relationships and the ability to adapt and tolerate stress, which are helpful in participating in inclusive leadership and psychologically safe workplaces. Leaders exhibiting these competencies will make employees share ideas, make mistakes and take part in decision-making without being afraid of criticism and punishment. These climates enhance innovation, ongoing learning and increased employee involvement since employees are psychologically safe in conveying new ideas. In turn, emotional intelligence enhances organisational resilience because it increases employee confidence as well as problem-solving in groups.
Still, Ahsan (2023) has harshly claimed that only emotional intelligence would not be sufficient to be an effective leader. Highly emotionally intelligent yet lacking strategic vision, technical ability or good organisational judgement, leaders might make poor decisions. 
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The 3 emotional intelligence models provide complementary yet separate views of workplace effectiveness. According to the framework outlined by Drigas, Papoutsi, and Skianis (2023), it is extremely practical, with its competencies and skills related to the areas of self-awareness, empathy and relationship management that can directly relate to leadership and employee performance. Nevertheless, its similarity with the personality characteristics hinders its conceptual accuracy. By contrast, the Ability Model created by Mayer and Salovey (1997) offers a more scientifically valid approach by treating emotional intelligence as a type of cognitive ability, but its theoretical nature complicates its application in organisations, van Dun and Kumar (2023) reckon that the Emotional-Social Intelligence Model is simply too broad, extending beyond emotional intelligence to include personality traits. Thus, none of the models can be deemed adequate to explain emotional intelligence in organisations today. An integrated system of incorporating Goleman's practical skills, Mayer and Salovey's cognitive competencies, as well as Bar-On's well-being view, offers a more balanced model of how to make employees more performance, teamwork and leadership effective.
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Differences in Values
Different generations have dissimilar values at the workplace that affect their expectation and behaviour in organisations. Gen X tends to be very critical regarding job security, autonomy and good work /life balance; they like to be safe and self-reliant at work. The Millennials (Generation Y) on the other hand are more focused with meaningful work, growth and career, collaboration and organisational purpose since they are required that employers offer them in the form of on the job learning as well as in flexibility in the workplace (Elenov et al., 2024). Meanwhile, Generation Z cares more about diversity, inclusion, social responsibility and sustainability, and attempts to locate such employers, whose values align with theirs. These divergent priorities can be used in improving the performance of organisations by developing various types of thinking, creativity and innovativeness, while also encouraging adaptability, stronger problem-solving capabilities and broader perspectives when addressing complex organisational challenges. However, they may as well lead to conflict as far as organisational priorities are concerned as well as decision-making and its leadership expectations.
Differences in Communication Styles
The preferences for communication differ greatly between generations and determine the ways employees within the organisation interact, collaborate and share information. Gen X tends to like direct and formal communication styles, face-to-face meetings, or emails and prizes crystal-clear instructions and business dealings. Millennials feel more at ease with collaborative communication and value frequent feedback, open discussion and collaboration that facilitates learning and professional development. Generation Z, by contrast, favours speedy, tech-driven communication in the form of instant messaging, virtual and digital collaboration tools (Kshirsagar, and Ingle, 2025). Although these different ways of communication could contribute to the flexibility of organisations and foster sharing of different ideas, at times, these styles could bring confusion, a breakdown in communication, as well as failed cooperation if they are not managed effectively. 
Differences in Motivation
Different generations of employees are motivated by various factors in the workplace, and this may affect their performance and devotion to organisational objectives. The Generation X tends to be driven by job security, independence, reward of experience and possibilities to achieve a professional and personal life balance (Maříková et al., 2025). Millennials are also more career-oriented and prefer to work in the same role because they desire to continue learning, have a meaningful task and feedback to grow their career. Gen Z, in their turn, are more concerned with flexibility, innovations, rapid career developments and continuous progression, and demand new abilities and opportunities to develop oneself provided by the organisation. The difference in motivational factors may enhance organisational performance when dealt with appropriately. 
Technological Adaptability
Adaptability of technology is intergenerational and is key to organisational performance and competitiveness. The Generation X have been able to adjust to the changing digital age of technology during their careers but might want to undergo structured training and progressive adaptation of new digital systems. The millennials are usually at ease with the use of digital technology, and they are fast to embrace new forms of workplace tools that enhance collaboration, flexibility and efficiency. Conversely, Generation Z is accustomed to living in the digital world, which is why it is no surprise that new technologies, artificial intelligence and virtual collaboration platforms are natural to them. Such differences can benefit the organisational innovation, as experience is integrated with digital skills. Nonetheless, inequality in the confidence of technology can result in skill deficiencies, opposition to change and interference with cooperation (Xiao et al., 2024). 
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Recruitment
Recruitment of a multigenerational workforce requires managers to recognise the differences in expectations of their careers and work needs that different generations of candidates have. Emotional intelligence will enable the managers to become self-aware, cope with personal prejudices and be empathetic to the applicants of various ages. Rather than making assumptions about the applicants based on stereotyping them according to the generational differences, the emotionally intelligent managers make their assessment of the applicants based on their qualification, experience and potential. Mindfulness is also useful in boosting recruitment as it is more apt to ensure managers are mindful during recruitment process, that is; present, attentive and non-judgmental. Managers can minimise unconscious bias and promote equal employment opportunities by simply listening to the candidates and making balanced decisions (FU, 2025). As a result, organisations are able to have a diverse workforce that enhances innovation, teamwork and sustainability of organisations.
Managing Employees
The multigenerational workforce is such that it requires leaders to change their communication and leadership skills to suit the demands of employees of different generational backgrounds. Emotional intelligence aids managers to understand the emotions of the workers, to be empathetic and change their communication patterns in line with the requirements of a person. This helps in reducing the misinterpretations that arise as a result of different values, communication styles and work patterns whilst increasing collaboration, trust. Mindfulness, coupled with emotional intelligence, helps managers to be calm, focused and maintain a balance of feelings in challenging circumstances at work (Andres, 2025). As opposed to reactions to discordant situations, sensitive managers are able to react to situations with civility and respect and therefore take care of conflicts in positive ways. The behaviours will lead to psychological safety where the employees feel free to contribute ideas, questions and make organisational decisions, which facilitate teamwork, innovations and involvement of employees.
Retaining Employees
To retain employees of the various generations, organisations must realise that engagement and commitment are dependent because of individual needs and career aspirations. Emotional intelligence helps managers to identify these variations and to support them personally by offering them flexible working practices, career advancement and mentoring programmes and making them feel special (Prummer et al., 2024). Instead of the conventional method of management, emotionally intelligent leaders change their leadership style to accommodate employees at various levels of their career journey to enhance job satisfaction and organisational commitment. Mindfulness and these practices are complementary, as they ensure that employees are well and that they are experiencing less stress at work and having a healthy work-life balance. Patience, empathy, as well as self-awareness are essential qualities that guarantee a stronger connection between the manager and the employee and promote a favourable organisational culture. Consequently, this synergistic approach to the implementation of emotional intelligence and mindfulness boosts employee satisfaction, employee retention and the establishment of an inclusive environment in which Generation X, Millennials and Generation Z can efficiently develop a business community pursuing a common organisational objective.


[bookmark: _Toc235203274]Conclusion
Emotional intelligence and mindfulness are important in ensuring that the organisation runs effectively by increasing the performance of the organisation in terms of communication level, collaboration, good leadership and the welfare of the employees. Although emotional intelligence is not able to tackle all the organisational issues, its use can enable the employees and the managers to blossom their relationship, conflict positively and make sensible decision. In addition, the increasing diversity in the current workforce requires organisations to recognise values, communication requirements, motivation drivers and technological abilities of the Generation X, Millennials and Generation Z that will enable it to successfully deal with such differences to improve innovation, employee engagement and organisational resilience. By ensuring that they pay attention to emotional intelligence and mindfulness when recruiting, managing, and retaining employees, as demonstrated in the report as well, managers will be better placed to create psychologically safe, inclusive and productive work environments. Thus, the approach to leadership based on emotional intelligence in combination with mindful leadership is a beneficial approach to building leadership ability, which facilitates workforce diversity and long-term organisational success of modern organisations.
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