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[bookmark: _heading=h.4bimbf4bomsq]Introduction
The modern organisations work in complicated, varied, and swiftly changing settings in which technical skill is not enough to achieve sustainability. Employees and leaders should be able to handle relationships successfully, cope with change, work in different teams, and stay healthy under pressure (Barata and Gaspar, 2025). In its turn, emotional intelligence (EI) and mindfulness are now known as critical skills that contribute to the effectiveness of employees, their leadership quality, and improved organisational performance. EI is the ability to perceive, comprehend, control, and utilise emotions in self and others, determining communication, collaboration, decision-making, and effectiveness as a leader (Bușu, 2020). The concept of mindfulness as a purposeful and non-judgmental awareness of the current moment promotes emotional regulation, resilience, and well-being in the workplace. The report will critically analyse the importance of EI and mindfulness in modern organisations. It will compare the key theories of EI and how it can influence workplace performance and discuss the multigenerational workforce issues and possibilities that can be used to demonstrate the importance of inclusive leadership, recruitment, engagement, and employee retention.



[bookmark: _heading=h.ss73qpdyhtcs]Task 1: Emotional Intelligence in the Workplace
[bookmark: _heading=h.frs4bbcoimda]1.1 Understanding Emotional Intelligence
The ability to recognise, comprehend, handle, and harness emotions in personal and business engagements is generally termed emotional intelligence. In comparison with the traditional concept of intelligence quotient (IQ), which is largely concerned with cognitive skills, emotional intelligence dwells on social and emotional skills, which not only affect an individual's workplace behaviour and performance (Cahyono, 2024). Emotional intelligence plays an important role in ensuring employee effectiveness since in workplaces, success can often be measured in terms of communication, collaboration, adaptability, and relationship management. Workers who are highly emotive intellectually show a high self-awareness, empathy, and emotional control, thus being in a better position to resolve workplace issues (Chin, 2021). Nevertheless, in spite of the wide recognition, emotional intelligence is a controversial concept. Some of the different EI models are inconsistent with personality traits and have no conceptual consistency (Devi et al., 2025).

Table 1: Goleman's Emotional Intelligence Framework
(Source: Self-Developed)
The Ability Model of emotional intelligence by Mayer and Salovey considers EI as a cognitive skill, and not a personality trait. It includes four interlinked branches, which include the ability to perceive emotions, apply emotions to aid the process (thinking), comprehend emotions, and control emotions. The model puts emphasis on the way individuals deal with and process information that is emotional and utilise the information effectively in various situations. One of the strong points of the approach is that it offers a high level of scientific and theoretical foundation that gives more conceptual clarity to the approach and makes emotional intelligence assessable as an intellectual ability (Koch, 2025). Whenever employees can accurately recognise and interpret emotional cues, they are usually in a better position to manage relationships at work, conflict management, and effective decision-making. Nevertheless, critics note that the model is an overly academically complex model with less practical organisational application, and that competency-based models offer greater accessibility when it comes to leadership and employee development programmes (Manongcarang and Guimba, 2024).
The Bar-On’s Emotional-Social Intelligence Model stated that emotional intelligence is a set of emotional and social abilities that allow one to effectively handle environmental challenges. The framework comprises five principal compartments: intrapersonal skills, interpersonal skills, stress management, adaptability, and general mood. It highlights the importance of resilience, optimism, and flexibility in workplace success, especially when organisations face change and uncertainty. The strength of the model is that it has a holistic point of view, taking the emotional, social, and behavioural points into consideration (Devi et al., 2025). Nevertheless, critics claim its extensive definition borders on personality traits, which cause emotional intelligence to remain ambiguous concerning overall psychological functioning.
1.2 EI and Workplace Performance
Emotional intelligence has an immense effect on performance at the workplace, such as self-management, resilience, and interpersonal effectiveness. The staff members who have emotional intelligence are more likely to be flexible to change in the organisation. They are able to better handle stress, continue to be productively functioning under stress, and resume more quickly. In addition to that, employees with a high level of emotional intelligence tend to be more engaged, as they are aware of their emotive motivators and are motivated even in such difficult situations (Cahyono, 2024). Research also shows that emotional intelligence helps boost cooperation and teamwork. Employees can share knowledge and also group problem-solving through emotional signals and action, perception, which enables employees to improve their working relationships with each other. Nevertheless, EI cannot be regarded as having replaced technical skill. High performance is a combination of emotional ability, work experience and organisational sources (Singh and Keshari, 2026).
1.3 EI and Communication
The impact of emotional intelligence on its contribution to effective communication is one of the most notable advantages. Self-aware employees also express themselves more clearly since they are aware of how emotions impact their messages. Empathic speakers are good speakers who listen to others, read non-verbal messages, and change styles to suit the listeners. Among culturally diverse and multicultural workplaces, emotional intelligence can assist in steering employees on the paths of differing insights, attitudes, values, and expectations (Rivers et al., 2020). This will minimise misunderstandings and also encourage respect for one another. But the effectiveness in communication is not only based on emotional intelligence but also on organisational culture and communication systems (Harahap and Theodora, 2025). 
1.4 EI and Conflict Management
Organisations constantly experience conflict because of interests, differences in opinion, and pressures at work. EI is important in constructively dealing with conflict. Employees who have high emotional regulation and control limit their reaction to disputes. Rather, they tackle conflicts objectively and calmly. Empathy helps people to empathise with other opinions, allowing them to find a solution to a problem together. Leaders with emotional intelligence are usually able to establish psychologically safe environments where employees feel at ease reporting their concerns without risking being negatively affected (Fedorova et al., 2023). These kinds of environments promote free discussion and minimise destructive conflict. However, EI does not solely eradicate conflicts in the workplace. Organisational structure, policies, and leadership support continue to be key areas in effective conflict management.
1.5 EI and Leadership
Leadership effectiveness is work-related and is closely linked to EI. Leaders have an impact on the attitudes of employees, their motivation, and organisational culture, due to the daily interactions and decision-making processes they are involved in  (Junious and Cain, 2025). EI leaders know themselves and are also equipped with empathy and relationship management skills, which act in building rapport and trust. They detect employee problems, provide positive help, and modify the models of leadership according to individual needs. The role of emotional intelligence can be notably observed in the transformational type of leadership, as no true motivation of employees can occur without knowing about emotional motivation and motivators (Barata and Gaspar, 2025). Commitment and organisational loyalty would also be more developed by empathetic and authentic leaders. Yet, other scholars suppose that the success of leadership lies in other concerns such as strategic competence and understanding of industry and organisational environment. Thus, emotional intelligence will be perceived rather as a leadership asset and not as the sole factor of productivity (Mayer, Caruso and Salovey, 2020).
1.6 EI and Decision-Making
The classic management theories usually describe the decision-making process as a rational one. Nevertheless, feelings play a momentous role in judgment, risk evaluation, and the resolution of problems. EI people are aware of the role of emotions and combine emotional data with rational thinking. This moderate method will enhance the quality of decisions made and minimise cognitive bias. To illustrate, highly emotionally aware leaders can detect the issues of employees when organisations implement change programmes and use this information to include it in strategic planning (Manongcarang and Guimba, 2024). This consideration can contribute to the success of implementation and acceptance by employees. On the other hand, an over-influence of emotions may hinder objectivity. 

Task 2: Managing a Multigenerational Workforce
2.1 Overview of Generational Diversity
Organisations are increasingly engaging workers of different generations at the same time. Generational diversity brings in different experiences and expectations, and the preferred mode of communication and values at work. The main generations of the workforce presently are Generation X, Millennials (Generation Y), and Generation Z. Although one should not unfairly stereotype people based on generational classification, being aware of general trends can help managers to develop the strategies of effective leadership and employee engagement.

Table 2: Generational Diversity
(Source: Self-Developed)
2.2 Impact on Organisational Effectiveness
The generational diversity can greatly contribute to organisational performance through integrating employees with differing experiences, skills, views, and approaches to work. The presence of people of various generations in the workplace will bring their own experience, which can advance creativity, innovative thinking, and the ability to develop solutions to this issue. The older employees tend to offer institutional knowledge, industry experience, and practical experience, whereas the young employees offer new ideas, technological skills, and innovative thoughts. Such a mix of strengths allows organisations to learn more about the various customer needs and adjust to the market dynamics (Junious and Cain, 2025). Gradually, the Generation X workers might now welcome high-context communication and face-to-face interaction, and online communication, instant messaging, and online teamwork could often apply to Millennials and Generation Z. The differences in work values, expectations, and preferences in the areas of feedback and attitude to authority can also lead to misunderstandings and conflict at the workplace. One such example is that younger workers might be willing to receive more feedback and more flexible working hours, but the older workers might emphasise more autonomy and existing organisational procedures (Manongcarang and Guimba, 2024).
Failure to recognise and manage such differences by managers can lead to organisations working with fewer collaborators, exploiting fewer workers, and a turnover that may become even higher. In these ways, effective leadership takes into account the generational peculiarities, facilitates mutual respect, and offers a very inclusive environment at the crossroads of various perspectives and shared organisational objectives (Pitout and Hoque, 2022).
2.3 Using Emotional Intelligence in Managing Generations
Emotional intelligence is crucial in working with multigenerational teams, as it enables leaders to appreciate and act upon the multifaceted needs, expectations, and communication styles of the multigenerational workforce. Self-awareness allows managers to recognise and address their assumptions, stereotypes, and biases towards different generations to make decisions that are both objective and inclusive. Self-regulation also aids the leaders to be objective and professional in situations involving generational differences or work conflict (Psicothema, 2026).
Empathy may be explored, especially as this can help the managers to understand the different generations' experiences, values, and vision. This would mean that older workers would prefer stability and experience in real-life communication, and younger workers would prefer flexibility and experience with digital communication. Their leadership styles will enhance their work involvement and cooperation based on their preferences by using the leadership styles (Rahaman et al. 2025).
Emotional intelligence also improves communication because EI helps leaders to modify their communication techniques based on the needs of the employees. This flexibility will minimise misunderstandings and enhance better relationships at the workplace. Moreover, leaders with high emotional intelligence are in a better position to manage conflicts by promoting active listening, respect, and effective communication (Williams, 2021). By understanding personal motivation and promoting the culture of being inclusive, employers are able to empower teams, enhance employee satisfaction, and promote a conducive environment where all generations are able to feel like an important part of an organisation, being respected, valued, and able to make a meaningful contribution to an organisation (Riaz, 2024).
2.4 Role of Mindfulness in Inclusive Leadership
Mindfulness is an addition to emotional intelligence in that it improves current moment awareness, focus, and emotional control (Stawicki, Krishnakumar and Robinson, 2023). The mindful leader is more likely to be a participative listener, think before taking action, and avoid making assumptions based on the generational differences. This enhances equity, inclusion, and mental security. Reflective observation, conscious listening and stress management are mindfulness practices that can assist in becoming an effective leader, as they will decrease the chances of reactivity and advance personal knowledge (Rivers et al., 2020). Moreover, mindfulness helps in the well-being of employees due to the alleviation of stress at workplaces and resilience. These advantages enhance teamwork and build respect in diverse teams (Singh, Prabhakar and Kiran, 2022).
2.5 Recruitment, Management and Retention Strategies
Companies that intend to attract and retain intergenerational talent ought to use inclusive approaches to human resource. Multiple communication channels should be used in different generations to make recruitment practices effective. Employer attractiveness can be improved with flexible work arrangements, open messages, and transparent career opportunities. Strategy in management should focus on the individualised leadership strategies (Singh and Keshari, 2026). The development opportunities, feedback, and recognition offered by managers should be offered regularly, according to their preferences, instead of being based only on the generational assumptions. Mentoring programmes can be used to enhance knowledge transfer between senior Generation X staff and younger technologically knowledgeable employees (Vázquez de Príncipe, 2024). These projects enhance teamwork and retain organisational wisdom. The well-being of the employees, career development, their flexibility, and psychological safety should be prioritised in the retention strategies. Mindfulness training and emotional intelligence are also additional methods of promoting employee engagement, as they increase workplace resilience and interpersonal relations (Twumasi et al., 2026). Finally, organisations with an open generational diversity and with their investments in emotionally intelligent leadership have a better chance of sustaining high rates of performance, innovation, and employee dedication.
Conclusion
To conclude, the review showed that emotional intelligence and mindfulness were turned into the central organisational skills of the present-day workplace. Emotional intelligence aided in communication, conflict management, leadership, decision making and overall output of the employees. Although those models of Goleman, Mayer, Salovey, and Bar-On differed in regard to their theoretical orientation, all of them were quite knowledgeable about what people require to be capable of doing at the workplace to be successful in their work in terms of emotional competencies developed. The report also emphasised the growing significance of dealing with multigenerational workforces. The expectations and preferences of Generation X, Millennials and Generation Z differed regarding communication, and they were also characterised by different motivational drivers that render organisational effectiveness. The integration of emotional intelligence to perceive and respond to these differences under managers and mindfulness to be more inclusive in leadership, psychologically secure, and improve employee wellness. It was found that the integration of mindfulness and emotional intelligence into organisational practices played a key role in ensuring performance maintenance, inclusion, and competitive advantage.
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