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[bookmark: _Toc235190112]Introduction 
As modern organisations have come to realise, all employees require more than technical competence to succeed. The use of emotional intelligence (EI) and mindfulness has increasingly become necessary to improving communication, leadership, collaboration and employee well-being in diverse workplaces (Miao, Humphrey and Qian, 2018; Good et al., 2016). Being emotionally intelligent means understanding and controlling one’s emotions in an efficient way. And, being mindful means being aware of everything that is happening around you. Both things help in better handling workplace issues.
To add on, organisations now have to manage employees from a multitude of generations who expect different things, communicate differently and are motivated by different things. Leaders have to apply management styles that are emotionally intelligent and inclusive.
The critical analysis of emotional intelligence and mindfulness at workplace by this report. It looks into established emotional intelligence models and analyses their contribution towards workplace performance, leadership, decision-making and conflict management. The report looks at how these strategies can enable organisations to effectively recruit, manage and retain a multigenerational workforce.
	Theoretical Models
	Goleman (1998); Mayer & Salovey (1997); Bar-On (2006)

	Application in the Workplace
	Communication 
Leadership 
Conflict Management 
Decision-Making 
Employee Wellbeing

	Managing a Multigenerational Workforce
	Generation X 
Millennials (Generation Y) 
Generation Z

	Organisational Outcomes
	Higher Performance
Inclusive Leadership
Employee Engagement Psychological Safety


(Table 1- Conceptual Framework of the Report)

Figure 1 illustrates how emotional intelligence and mindfulness impact workplace performance and manage a multigenerational workforce. (Adapted from Goleman, 1998; Mayer, Salovey and Caruso, 2016; Bar-On, 2006).
[bookmark: _Toc235190113]Task 1 Emotional Intelligence in the Workplace
[bookmark: _Toc235190114]1.1 Understanding Emotional Intelligence
Emotional intelligence (EI) is the capacity to regulate one’s own emotions and the emotions of others (Mayer, Salovey and Caruso, 2016). Seeing how others feel helps you make balanced decisions in all kinds of situations at work and at home. Emotional intelligence is not so much like intellectual or cognitive intelligence (I.Q) which mainly considers intellectual ability of someone. In contrast, it mainly focuses on the interpersonal and intrapersonal skill which influences an individual’s behaviour and performance at workplace. (Côte, 2017). 

Several thinkers have developed Models of Emotional Intelligence. The most notable are Goleman's Emotional Intelligence Framework, Mayer and Salovey's Ability Model and Bar-On's Emotional-Social Intelligence Model. While these models differ in their approach, they all argue that emotional competencies can enhance leadership effectiveness, teamwork, and organisational performance. Ashkanasy and Dorris (2017) note that scholars are divided on whether emotional intelligence should be conceptualised as a learned competency, a cognitive ability, or some combination of emotional and social skills. And, therefore, the insights gained may contribute to the understanding of the use of emotional intelligence in present day organisations.
[bookmark: _Toc235190115]1.2 Goleman's Emotional Intelligence Framework
Goleman proposed that emotional intelligence is made up of five interrelated competencies: self-awareness, self-regulation, motivation, empathy and social skills. Goleman’s model emphasizes behaviour as an alternative measure of intelligence to those commonly used and highlights how people conduct themselves and engage with others in the workplace. Since using the model to enhance leadership development continues to boom, it shows that emotional role capabilities have benefited the organisation in employee relationships and performance.

The recognition and management of emotions is part of self-awareness and self-regulation. Self-regulation does not allow impulsive manifestation of emotions. It helps an employee with decision-making when under pressure.  Empathy and social skills develop communication, teamwork, and conflict resolution by enabling individuals to recognize the emotions and perspectives of colleagues. Motivation plays an important role in ensuring employees’ dependability and commitment to the organisation’s goals.
Even though the framework is useful, Côté (2017) said that there is probably overlap between one’s personality traits, leadership behaviours and one’s emotional intelligence, which would make measuring it impossible. Moreover, the model prioritizes behavioural results over cognitive strategies relating to understanding emotional content. Still, its usefulness and relevance to workplace leadership persist to make it one of the most widely-used emotional intelligence models in modern-day organizations.
[image: ]
(Figure 1 – Goleman`s Five Components of Emotional Intelligence)
The Emotional Intelligence Framework of Goleman (1998) according to which there are five essential competencies is self-awareness, self-regulation, motivation, empathy and social skills. The above framework is represented in Figure 1. With the right competencies, employees and leaders are able to manage emotions productively, build workplace relationships and respond to challenges. According to this framework, enhancing these emotional competencies can lead to better communication, teamwork, leadership efficiency and improved overall performance in an organisation.
[bookmark: _Toc235190116]1.3 Mayer and Salovey's Ability Model
Mayer and Salovey(1997) proposed the Ability Model. The model defines emotional intelligence as the ability to perceive, use, understand and manage emotions. In contrast to Goleman’s (1998) competency-based model of emotional intelligence which posits that emotional intelligence can certainly influence the way you think or solve problems, or even relate to others, this model argues that emotional intelligence is essentially a cognitive ability. Mayer, Salovey and Caruso (2016) state that it is regarded as one of the earliest and most academically rigorous models of emotional intelligence.
The model encompasses four segments: empathy, emotional facilitation of thought, emotional comprehension and emotional regulation.  Employees that develop these skills can interpret the emotions of others, act calmly in the face of stress, and make neutral decisions. Managers who can accurately identify employees’ feelings, for instance, will have more success in resolving disputes fairly while maintaining effective working relationships (Côté, 2017).
According to Goleman’s framework, the Ability Model offers a stronger theoretical account of how emotions influence judgement and behaviour. Nonetheless, it is less practical for leadership development programmes, as it focuses on emotional capabilities rather than observable workplace behaviours. Since performance may depend on the specific context and assessing method, there is also a problem with objective measurement of emotional abilities  (Ashkanasy and Dorris, 2017).
Even though there are limitations, it illustrates that emotional intelligence comprises skills, which can be acquired via learning and experience, thus adding to organisational practice. In conjunction with practical leadership techniques, this helps ease communication, decision-making, and employees’ performance.
Four Branches
	Perceiving Emotions
	Recognising emotions in oneself and others.

	Using Emotions
	Applying emotions to support thinking and problem-solving.

	Understanding Emotions
	Interpreting emotional changes and their causes.

	Managing Emotions
	Regulating emotions to achieve positive outcomes.


(Table 2 - Mayer and Salovey's Four-Branch Ability Model)
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(Figure 2  - Mayer and Salovey's Four-Branch Ability Model)
Mayer and Salovey's (1997) Ability Model shown in Table 2/  Figure 2 consists of four emotional abilities; perceiving, using, understanding and managing emotions. In the model, these skills are responsible for efficiency in communication, decision making and problem solving. Employees create positive rapport through these skills and perform the work efficiently.
[bookmark: _Toc235190117]1.4 Bar-On's Emotional-Social Intelligence Model
Bar-On (2006) created the Emotional-Social Intelligence (ESI) Model, which views emotional intelligence as a collection of emotional and social competencies shaping how a person understands himself, interacts with other people and deals with everyday demands. Bar-On’s model is broader than Mayer and Salovey’s. It combines personality characteristics, ability to adapt and stress management with cognitive emotional abilities.
The framework incorporates five key elements: intrapersonal skills, interpersonal skills, adaptability, stress management, and overall mood. In the workplace, these competencies enable workers to communicate effectively and adapt to organisational change whilst being resilient under pressure.  Employees who manage stress effectively maintain their performance despite a heavy workload, while their adaptability means they respond positively to the changing priorities of the organization (Bar-On, 2006).
One of the Bar-On model’s main strengths is its holistic perspective, acknowledging that emotional wellbeing and social competence are cornerstones of success in an organisation. According to research, employees with emotional and social competence are more likely to show high job satisfaction, teamwork and performance (Mattingly and Kraiger, 2019).
Yet, critics suggest that the model includes broad personality and wellbeing characteristics that make emotional intelligence difficult to distinguish from other features of human psychology (Côte, 2017). Just because this model is limited doesn’t mean it does not create value. It still shows the importance of resilience, adaptability and emotional wellbeing in today’s organisations. When we take Goleman’s model into account too, or Mayer and Salovey’s model, we see it as more expansive and greater insight into employee effectiveness and organisational performance.
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(Figure 3 -Bar-On's Emotional-Social Intelligence Model)
The presentation of the Bar-On Emotional-Social Intelligence (ESI) Model is depicted in Figure 3 as well as the five dimensions of emotional intelligence which are intrapersonal skills, interpersonal skills, adaptability, stress management and general mood. The Bar-On model demonstrates that emotional and social competencies work in conjunction to increase resilience, verbal and non-verbal communication, team work, and general workplace performance (Bar-On, 2006).
[bookmark: _Toc235190118]1.5 Emotional Intelligence in Communication and Conflict Management
One of the most important aspects of organizational success is effective communication. Communication is instrumental in both the smooth functioning as well as success of an organization. Moreover, emotion intelligence plays an important role in establishing positive relationship at the workplace. Individuals with high emotional intelligence are in tune with their feelings and the feelings of those around them. They communicate clearly and listen well. They also respond appropriately in difficult situations (Goleman, 1998). These skills alleviate misunderstandings and enhance teamwork and trust.
Emotional intelligence is as important as conflict management. Workplace disagreements arise from miscommunication, different views or unregulated emotions. Workers who can exert self-control and display empathy can manage conflicts positively. They remain calm and look at other viewpoints while focusing on solutions rather than personal differences. (Mayer, Salovey and Caruso, 2016). By using our approach, it encourages respect and allows the relationship to remain good.
Emotionally intelligent teams report higher levels of collaboration, employee engagement and job satisfaction, as people feel appreciated and psychologically safe (Miao, Humphrey and Qian, 2018). Yet, emotional intelligence alone cannot remove conflict. It is important to have organisational policies, leadership support and effective communication systems in place so there is fair and consistent dispute resolution (Côté, 2017).
In conclusion emotional intelligence is an essential communication tool in the workplace. More effective conflict resolution, better teamwork and improved organisation performance will result when these competencies are combined with enabling organisation practices.
[bookmark: _Toc235190119]1.6 Emotional Intelligence in Leadership and Decision-Making
To be a successful leader, there needs to be an understanding of emotions and leadership skills and not only technical skills. Leaders who are emotionally intelligent can motivate workers and create trust and working relationships within the work environment. By iimproving interpersonal skills and fostering an encouraging communicative environment, they can develop a supportive workplace culture (Goleman, 1998).
Emotional intelligence helps leaders to stay objective in times of crises to make better choices.
 By not reacting promptly based on the facts, emotionally intelligent leaders analyse the facts along with the emotional impact their decision can have on the employees. This steady methodology can increase employee confidence, lessen resistance to the change of organisation and enhance the performance of the whole team (Mayer et al, 2016).
Mindfulness improves focus, self-regulation, resilience and, therefore, leadership effectiveness. Mindful leaders are calmer under pressure, use listening skills while speaking to employees and display thoughtful behaviours that support organisational goals (Good et al. 2016). The established norms of everyday interaction help to create a workplace where people are mentally safe, respected, valued and heard.
Besides emotional intelligence, other skills would be needed for a leader to perform well. Good business leaders must have both strategic and technical knowledge and sound management skills. Consequently, Cote believes equipping leaders with emotional intelligence (EI) training will enhance their decision- making ability while improving employees’ wellbeing in the organisation.
[bookmark: _Toc235190120]1.7 Critical Evaluation of Emotional Intelligence in Organisations
This report has examined three models of emotional intelligence and how they affect the overall effectiveness of any organisation. According to Goleman’s (1998), framework, it has a high practicality because it deals with workplace behaviours such as empathy, self-regulation and relationship management, which makes it handy for leadership development. In contrast, Mayer and Salovey's (1997) Ability Model conceptualizes Emotional Intelligence as a cognitive ability that can be learnt and developed over experience, and this offers a better theoretical foundation.  According to Bar-On (2006), the emotional-social intelligence model provides a holistic view of employee performance that encompasses emotional wellbeing, adaptability, and the capacity to manage stress. 
None of the models considered can, taken alone, account for workplace effectiveness even though each possesses strength. Goleman’s model has been criticized for being largely overlapping with the concept of personality traits. Also, the Ability Model is considered less useful for training inside an organization. Likewise, Bar-On’s approach incorporates wide-ranging social and emotional traits that can be challenging to differentiate from general personality (Côté, 2017). Thus, organisations should not stick to any one model of people, employee or leadership development.
In summary, bringing emotional intelligence and mindfulness are complementary approaches. Together, they can improve the communication and decision-making skills of leaders. Investment in emotional intelligence development can improve organisational performance provided there is leadership support and a culture of continuous learning and psychological safety (Mattingly and Kraiger, 2019).
[bookmark: _Toc235190121]Task 2 Managing a Multigenerational Workforce
[bookmark: _Toc235190122]2.1 Understanding the Multigenerational Workforce
Modern organisations are increasingly employing people from different generations who are bringing with them diverse experiences, values, communicational styles and workplace expectations. A multigenerational workforce often occurs throughout all sectors. Generally, a multi-generational workforce includes the Baby Boomers, Generation X, Millennials and Generation Z. Above all, changes throughout social, economic and technological developments have shaped each generation differently (Parry and Urwin, 2021). Although having a diverse project group enhances creativity and promotes people working together, it could lead to misunderstanding and conflict.
When managers have emotional intelligence, they can be able to notice and tackle these differences. Influential leaders possess empathy along with self-awareness. This ability to recognize individual needs, adapt their communication style and build a positive relationship across generations (Goleman, 1998). Emotionally intelligent managers do not depend upon stereotypes; rather, they focus on individual strengths and create an environment where all employees feel respected and valued. 
Moreover, Mindfulness can help out leaders being present and patient and open-minded when it comes to trading multi-generational perspectives.  The act of leading with mindfulness calms emotional reactivity, improves active listening and enhances decision-making, particularly when conflicts explode between staff or changes take place (Good et al. 2016). By facilitating meetings and interaction with elderly employees, the younger generation reduces misunderstandings.
Although generational differences may matter, the preference of men and women within a workplace is usually because of an organisational culture, leadership style and personality (Costanza et al., 2012). As a result, managers need to avoid using generational labels to make assumptions but use emotional intelligence and mindfulness instead, which support inclusive leadership and effective team performance.
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(Figure 4 – Characteristics of a Multigenerational Workforce)
According to figure 4, the salient characteristics of the four generations present in the workplace are shown. While each generation may communicate differently, managers should not stereotype but rather use emotional intelligence and inclusive leadership to identify strengths in individuals to effectuate collaboration.
[bookmark: _Toc235190123]2.2 The Role of Emotional Intelligence and Mindfulness in Managing a Multigenerational Workforce
Leaders need to manage the communication, leadership style and decision making to meet a wider range of expectations of the employees. Managers who have emotional intelligence can differentiate emotional zoning, view the world through the other person’s eyes and react appropriately to their needs regardless of age or background (Goleman, 1998). By expressing empathy and self-awareness, leaders can foster an inclusive environment whereby employees feel respected and valued.
When managing multigenerational teams, effective communication is key to helping you share information and work with colleagues of different ages. Older members of staff may prefer conversations, for example, while younger people tend to use digital communications.  Those managers who are effective at communicating are also able to assess their employees’ reactions to certain speech and expressions.
By being calmer, more attentive, open-minded and present, mindfulness supplements emotional intelligence and helps the manager in understanding the issues related to the workplace. When there is a disagreement, mindful leaders are less reactive and instead respond. They intentionally take their time to listen.  This makes it a psychologically safe place for employees from different generations to freely express their ideas and share knowledge and resolve conflicts (Good et al., 2016).
Nonetheless, managing a multigenerational workforce goes beyond just being emotionally intelligent. Organizations should also cultivate inclusive policies, ongoing learning and mentoring possibilities where employees can learn from each other. When managers are emotionally intelligent, mindful and supported by organisational practices, they strengthen teamwork, employee engagement and organisational performance.
[bookmark: _Toc235190124]2.3 Strategies for Building Collaboration and Reducing Generational Conflict
Organisations can take a variety of measures to promote inclusion and communication in multigenerational teams and enhance collaboration. One dynamic approach is mentoring, in which one or more experienced employees support the professional development of younger employees by sharing professional knowledge and organisational experience.  Reverse mentoring can be beneficial too, allowing younger employees to develop older colleagues’ digital skills and new technologies or ways of working (Murphy, 2012). These methods cultivate respect and enhance relationships across generations.
Another important strategy is flexible leadership. Managers should not use the same style of leadership for all their employees. They should utilize different communication and management styles as per needs of the subordinates. Emotional intelligence helps leaders recognize varied motivations, give useful feedback, and solve disputes fairly, enabling flexibility. It promotes an inclusive organization that recognizes the contribution of elders (Goleman, 1998). 
Workplaces must organize training sessions with regularity to enhance emotional intelligence, communication, and other professional skills. With the experience of older employees and the creativity and technological know-how of younger colleagues, mixed-age project teams can promote collaboration. These measures lessen the stereotypes people have toward different generations and urge the staff to concentrate on common goals rather than the age difference they may have.
Even after using such strategies, one must not forget that conflicts do not happen only because of the generation. According to Costanza et al., 2012, age is often not the sole thing responsible for workplace relationships. Keys impact includes personality, leadership, and culture. Hence, managers should emphasize on creating an inclusive environment where diversity is viewed as a strength and employees have equal opportunity to contribute.
[bookmark: _Toc235190125]Conclusion and Recommendations 
The report has shown that emotional intelligence and mindfulness are essential skills required for effective leadership and people management. Effective communication, emotional regulation, positive relationship building and balanced decision making are all facilitated by emotional intelligence. Mindfulness enhances these skillsets by improving self-awareness, resilience and active listening, enabling leaders to respond calmly and thoughtfully to workplace challenges.
The report noted that managing a multigenerational workforce is a function of inclusive leadership and not generation stereotyping. Managers who possess emotional intelligence will acknowledge that an employee in his or her 20s may not have personal communication preferences as someone who is 50, and that adjustments must occur on both sides.
Organisations looking to enhance their performance must invest in managers’ emotional intelligence and mindfulness training, support mentoring and reverse mentoring programmes, encourage mixed-generation teamwork and communication practices. Partnerships, conflicts and engagement can be improved with the help of such strategies.
In this way, incorporating emotional intelligence and mindfulness into organisations results in better leadership and workplace culture within organisations, leading to improved employee wellbeing and sustainable organisational success due to the diversity of workplace culture.
Recomandations :
Provide regular emotional intelligence and mindfulness training for managers and employees.
Introduce mentoring and reverse mentoring programmes to encourage knowledge sharing across generations.
Promote inclusive communication that recognises individual differences rather than generational stereotypes.
Create mixed-generation project teams to improve collaboration, innovation and problem-solving.
Review leadership development programmes regularly to ensure they support emotional intelligence, employee wellbeing and organisational performance.
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