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[bookmark: _Toc236754564]Introduction 
In the contemporary business environment organisations are facing crucial challenges, characterised by the constant technological shift and diverse multigenerational workforces. Emotional intelligence and mindfulness are important approaches in the current workplace (Alwali and Alwali, 2022). These will assist to team up the high stress levels and make better decisions with the delivery of communication promptly. Mindfulness contributes to forming a basis for emotional intelligence by training workers to remain calm and aware of the present condition. The report aims to describe the ways emotional intelligence may improve workers' performance, foster inclusive leadership across generations and subsidise the psychological safe working environment. Therefore, the report will critically evaluate the workers' actions to implement the major elements of emotional intelligence in the workstations to enhance performance, participation and well-being. There, the discussion is critically determined by the related emotional intelligence models such as Goleman’s Emotional Intelligence framework and Mayer and Salovey’s Ability Model. Moreover, the examination of emotional intelligence to properly contribute to effective communication, conflict management, decision-making, and leadership within current organisations will be determined. Afterwards, the maintenance of discrete features and expectations of different generational groups in the workplace by focusing on Generation X, Generation Z and Generation Y (Millennials) will be delivered. There, the evaluation will be offered about the variances in communication styles, motivation and values with technical adaptability and their influence on organisational efficiency. The ways managers may use emotional intelligence and mindfulness to make a productive and inclusive work environment while recruiting, maintaining and retaining workers from varied generational backgrounds will be discussed.
[bookmark: _Toc236754565] Task 1: Emotional Intelligence in the Workplace
Emotional intelligence (EI) is the capability of recognising, understanding and managing emotion in yourself and others (Castro, Barcaui and Bahli, 2022). This contributes to boosting the morale of employees, their performance levels, participation and engagement, and well-being. The major models involve Goleman’s Emotional Intelligence framework and Mayer and Salovey’s Ability Model. Combined, they can showcase how EI can drive effective communication, conflict management, decision-making, and leadership. Emotional intelligence can connect a person’s emotions with their thinking, while emotions are data. High emotional intelligence can use this information to make perfect choices. The capability is just as crucial as traditional intelligence such as reading and math skills.
[bookmark: _Toc236754566]Frameworks of Emotional Intelligence

Goleman’s Emotional Intelligence Framework
[image: A Milestone of Intelligent Development: Daniel Goleman's Emotional  Intelligence Theory - Experianta]
Figure 1: Goleman’s Emotional Intelligence Framework.
Source: (Uluc, 2023).
Daniel Goleman differentiates emotional intelligence into four major areas with twelve recognised capabiities (Chigeda, Ndofirepi and Steyn, 2022). There, the self-awareness trait indicates knowing what anyone is feeling and the reason. That also means learning about the feelings that can affect the task, control of emotions, motivation, strength and areas to improve. Self-awareness can contribute to understanding the harsh criticism of a manager and realising the reason for anger due to their value of hard work and stopping before reacting to avoid an impulsive reply. Along with this, self-management involves maintaining emotions, wherein they do not control anyone. The prospect involves being positive and flexible, helping to remain calm in pressure situations.  The major competencies included in the discussion involve adaptability and emotional self-control, which may confirm that the learner can remain optimistic and professional in the high stressing circumstances (Deb et al., 2023).  Again, social awareness can be determined as empathy, which indicates feeling what others feel, thereby allowing a person to learn the requirements of their team and the business. There, empathy allows workers to feel what others are feeling and react with compassion, which creates trust. The team leader generally notices any worker to avoid eye contact and shines constantly. There, the leader identifies nonverbal cues like signs of burnout and offers support. In addition, relationship management can use the awareness of one's own emotions and those of others to interact properly, manage conflict, and foster strong connections. The competencies included in this are conflict management, influence, coaching and mentoring, and teamwork (Deshpande and Srivastava, 2022). Inspirational leadership and conflict management allow managers to bring the best from the workers and create a positive outlook. Overall, EI is needed to ensure long-term success more than traditional intelligence. EI indicates the contribution to performance, leading and collaboration. The major strength of Goleman's model is that all these capabilities are learnable with constant practice and neuroplasticity.
Mayer and Salovey’s Ability Model
[image: Mayer & Salovey’s Ability Based Model (14 Minutes)]
Figure 2: Mayer and Salovey’s Ability Model.
Source: (Seah Seng Wee, 2026).
Mayer and Salovey’s Ability concept indicates that Emotional Intelligence or EI is the real form of intelligence, which assist to calculate how people process emotional data and utilise them into navigating social horizons (D’Souza, Irudayasamy and Parayitam, 2022). It depends on four crucial mental skills, such as using, perceiving, managing emotions and understanding. The model can serve as a bridge between thinking and feeling. Perceived emotions are the capability to recognise and interpret emotions in others and yourself, as they largely depend on nonverbal cues (Hu et al., 2023). For example, any worker in the office can recognise the co-worker's tense face and avoid eye contact. There, the identification of such signs in the early stages can help to precisely understand their underlying feelings without demanding them to say it verbally. Moreover, the model involves the use of emotions to facilitate thought, where the branch can describe how the emotions can assist in thinking more precisely (Khassawneh et al., 2022). That includes harnessing varied moods to subsidise precise tasks. In this regard, an example can be given while a worker tries to brainstorm a creative project, a relaxed and happy mood can assist them in thinking outside of the box. On the other hand, a serious and sad mood can help to focus on the details and perform carefully with analytical tasks. In the meantime, the other feature of the model is understanding emotions, which is the capability of comprehending complicated emotions and how they progress with time (Kumari et al., 2022). That means learning the language of emotion and understanding the reasons for them. For example, a higher level of understanding of emotion means realising that mild frustration may promptly escalate into anger if it is ignored or cause initial confusion, which is a normal level of learning new things. Moreover, managing emotion is the capability of regulating the influence and emotions of others to achieve the objective (Wee, 2026). That includes staying open to emotional data and navigating the feelings with the selection of the best reaction. For instance, rather than yelling when anyone makes a mistake, the person can use this skill to maintain calmness and manage their own stress level with the usage of positive encouragement to help the person learn from the error.

[bookmark: _Toc236754567]Performance, Collaboration, and Well-Being
Emotional intelligence boosts the morale value of the workers with the progression of their job performance. Workers who manage their stress levels can perform better in pressure situations. They do not let their anxiety level ruin their performance level at work. Competencies such as self-awareness allow them to address the pattern calmly and accelerate performance by maintaining focus. Self-aware workers try to maintain constant growth and personal improvement (Shengyao et al., 2024). They are also capable of adapting to new tools and processes promptly. However, excessive self-awareness may lead workers to overthink their performance and consistently think about what others think of them, where hyperfocus can drain mental energy, causing stress levels. Moreover, internal motivation can lead to working hard on any project due to the determination to solve issues. There, the focus on working hard can drive steady performance and growth. Performance can be managed by appraisal techniques once a year dep0pending on the objectives of managers
On the other hand, collaboration necessitates synergy and teamwork. There, the workers can use Goleman's social skills to make social rapport with the co-workers. Rapport is related to harmonious connection, where people can understand each other. With proper rapport, the team can solve issues promptly. With the use of Mayer and Salovey’s Ability Model, team members will be able to form strong connections among themselves (Shuo et al., 2022). These are assertive and respectful while giving feedback. They may not take criticism or personal attacks. These social skills can help co-workers to talk about disagreements to find a fair compromise. This helps make strong teams and creates a proper environment for working and enhancing participation. 
Workplace well-being is closely related to emotional intelligence. There, workers can use the managing emotion trait of Mayer and Salovey’s Ability Model to control and be positive. Practising stress management can help deal with burnout (Soliman et al., 2023) such as using MBSR techniques. While workers are emotionally intelligent, they will be able to support each other and celebrate the wins, combined with the subsidising of colleagues in challenging circumstances. That will help to create a healthy working culture, where people can try to stay. The self-regulation from Goleman’s Emotional Intelligence Framework can help to deal with angry customers and take a deep breath rather than replying away (Uluc, 2023). That will assist in avoiding small issues from becoming a big fight and secure themselves by assuring the well-being of daily stress levels. 
[bookmark: _Toc234763440][bookmark: _Toc236754568]Emotional Intelligence Contributes to Effective Communication
Effective Communication
Employees are applying EI in their workplace through communication, while communication is more than people saying things. That also includes the tone, context and body language. Workers are applying the ability model by perceiving nonverbal cues (Wee, 2026). They will be able to be informed about any co-workers' stress and confusing circumstances through their posture. Workers use the Mayer and Salovey’s Ability Model by communicating their feelings assertively and openly, thereby promoting psychological safety. That means individuals can feel safe sharing information without fear of being embarrassed.
Leadership
Emotionally intelligent leaders can inspire the team. As per Goleman’s Emotional Intelligence framework, any great leader not only gives orders but also uses social awareness and relationship management to guide their people (Wittmer and Hopkins, 2021). Leaders with higher emotional intelligence can be informed about their own weaknesses by making themselves approachable and humble. They can also use Mayer and Salovey’s Ability Model to direct the team during transitions smoothly. They can make the team motivated while things are getting hard.
Decision-Making
Emotions play a crucial role in the selection of an individual. There, the Ability Model of Mayer and Salovey suggests that emotions assist people in thinking. Any individual may use their emotions to weigh the advantages and disadvantages of any idea (Alwali and Alwali, 2022). While people depend on logic, they can miss the human element of the decision. Workers with higher EI can make better choices due to their consideration of how the decision affects the morale value of the team and ensures well-being. Workers also use Goleman’s Emotional Intelligence framework to make self-aware choices without requiring continual approval. That can accelerate decision-making.
Conflict Management
Workplace disagreements are normal. While handling EI, they can lead to growth. Workers use Goleman’s Model to maintain the connection in the conflict (Chigeda, Ndofirepi and Steyn, 2022). Rather than being angry, they use self-management to maintain their calmness. They also use empathy to observe the other individual’s side. Any leader who uses EI can assist the team to find a middle ground. There, avoiding picking the winners and losers can affect the decision. Rather, they can focus on the findings of any solution for everyone to subsidise.
[bookmark: _Toc234763441][bookmark: _Toc236754569]Task 2: Managing a Multigenerational Workforce
Now, the workforce has varied generational groups, involving Generation Z, Generation X and Generation Y (Millennials) (Deb et al., 2023). Each cohort possesses exceptional value in terms of expectations and communication styles. The maintenance of these backgrounds necessitates leaders to use emotional intelligence and mindfulness to create a comprehensive and largely productive environment.
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Generation X 
These are the people who were born from 1965–1980 (Deshpande and Srivastava, 2022). They are largely resourceful, pragmatic and independent. They are mostly perceived as the bridge between the digital and analogue eras. They prefer work-life balance above all in the workplace, while they demand clear goals, autonomy, and dislike micromanagement. On the other hand, they prefer direct communication and efficiency. Such a generation is largely influenced by skill growth and tangible rewards.
Generation Y or Millennials 
They were born from 1981–1996 and have the major characteristics of being purpose-driven, collaborative and highly adapted to technology (Khassawneh et al., 2022). They can prefer an inclusive culture, where continuous learning and workplace flexibility can help them seek meaningful work that resonates with their personal ethics. They can prioritise open and constant communication, while they are motivated by coaching, a clear sense of their contributions and transparency that can affect their wider goals.
Generation Z
They were born from 1997–2012. They have the major traits of being true digital natives, where Gen Z personnel have never known the world without instant connection and the internet (Ran et al., 2022). They also hold a strong grip over entrepreneurial skills and have a creative mindset. They prefer rapid career progression, diversity and psychological safety. They also expect a higher level of authenticity and social responsibility from their workers. Such a generation is mostly comfortable with prompt messaging and maintaining virtual participation. They are largely influenced by constant feedback, performance-based incentives and recognition. 
[bookmark: _Toc234763443]Organisational Effectiveness Influence
The difference among the generational groups may create challenges and opportunities for organisational efficiency. There, the tension can be raised with the differentiation among generational notions and clashes related to work that should be assessed. In this regard, the example of older cohorts can be given, who prefer seniority and physical presence. There, Gen Z and millennials can largely prefer merit, results, and flexibility. Ignoring these variances, that can cause lower morale (Shankar and Tewari, 2021). While embracing them, they can drive rich and innovative problem-solving. Moreover, communication is largely prone to misinterpretation. There, the Baby Boomers and Gen X can rely on in-person meetings and phone calls. In the meantime, Millennials and Gen Z prefer instant messaging, video calls and email. These differences in priorities can lead to data silos and broken lines of communication. On the other hand, the tech gaps may affect the workflows. The digital natives like the millennials and Gen Z, can respond promptly to new applications and automation platforms. On the other hand, Gen X is largely adaptable and can prioritise the tried-and-true operational approaches (Shengyao et al., 2024). That can assist in making cross-generational training. In the meantime, motivation has been differentiated, thereby making a "one-size-fits-all" method to benefits and rewards for being ineffective. Businesses that fail to deliver personalised advantages, like the balance of old-style retirement advantages with contemporary mental health resources and remote work perks, can affect crucial talent.
[bookmark: _Toc234763444][bookmark: _Toc236754571]Management Approaches: Emotional Intelligence and Mindfulness
Managers have the choice to use emotional intelligence and mindfulness to deal with the generational variances. Here, emotional intelligence is the capability of understanding and managing emotions, whereas mindfulness is the approach of being non-judgmental and present for navigating generational variance. In recruiting prospect managers should recognise their generational biases in interview sessions (Shuo et al., 2022). Therefore, they are compelled to practice empathy to learn the value of the candidates. They are required to understand the high earning potential, maintain a sustainable business culture and deal with flexible hours. In addition, recruiters need to approach all applicants as exceptional personnel instead of a generational stereotype. There, the job posting needs to be structured to appeal to varied expectations and offer different ways for career progress and clear job imagery. On the other hand, managing leaders with higher emotional intelligence can foster open dialogue, where all workers can feel safe sharing notions (Soliman et al., 2023). Rather than employing a single communication approach, managers must form inclusive communication norms that can respect varied priorities. On the other hand, managers may use mindfulness and active listening in conflict, thereby confirming that they learn about the fundamental viewpoints of older and younger workers. Along with this, managers may promote cross-generational mentorship, where older workers can share their institutional wisdom with young workers to share their technological visions. However, retention largely depends on all workers feeling valued; managers need to customise their reward systems. That indicates offering public recognition and performance-based incentives for Gen Z and offering Gen X the flexibility and autonomy to maintain family obligations (Uluc, 2023). Through active reflection on the requirements of the workforce, businesses can form a horizon of psychological safety. This indicates forming a proper workers' wellness program that can subsidise the emotional and mental well-being across all age groups. Managers have the choice to use relationship management for forming reverse-mentoring programs. There, the pairing with Gen Z can maintain digital fluency and initiate progressive perspectives with the practical experience of Gen X (Wittmer and Hopkins, 2021). That can assist in forming mutual respect and maintaining an inclusive organisational culture.
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The report used Goleman’s Emotional Intelligence Framework, where self-awareness, self-management, social awareness and relationship management affect adaptability and emotional self-control. Along with this, the competencies involved conflict management, influence, coaching and mentoring, and teamwork, which were recognised as supportive and learnable with constant practice and neuroplasticity. Moreover, competencies like self-awareness allow them to address the pattern calmly and accelerate performance by maintaining focus. In addition, workers may use Goleman's social skills to make social rapport with co-workers, being assertive and respectful while giving feedback, with the complication of not taking criticism or personal attacks being recognised. Workers may use the managing emotion trait of Mayer and Salovey’s Ability Model to control and be positive, which was also showcased in the report. Emotionally intelligent leaders can use Goleman’s Emotional Intelligence framework to not only give orders but also use social awareness and relationship management to guide their people. The Ability Model of Mayer and Salovey proposes that emotions assist people to think, while any personnel can use their emotions to weigh the advantages and disadvantages of any idea. On the other hand, the generational groups, involving Generation Z, Generation X and Generation Y (Millennials), were differentiated by their preferred workplace balance, inclusive culture, and flexibility that can help them seek meaningful work that resonates with their personal ethics. Furthermore, Gen X was recognised as largely adaptable and can prioritise the tried-and-true operational approaches.
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