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Emotional intelligence (EI) and mindfulness have emerged as critical skills in modern organisations because of their beneficial effect to the behaviour of employees, leadership performance, and organisational effectiveness. Emotional intelligence is the skill to identify, comprehend, regulate and control personal feelings and emotions and in response react to the feelings of other people in a proper manner and mindfulness is the skill to be present in the present without being judgemental or closed-minded. A combination of these capabilities has facilitated communication, resilience, and decision-making and collaboration in various workplace settings. Highly emotionally intelligent employees are in a better position to solve organisational conflicts, cope with organisational change and establish positive working relationships, which would enhance personal performance and make the organisation successful in general.
Therefore, emotional intelligence has become a prevalent aspect of leadership growth, recruitment, and engagement tactics by many organisations to create psychologically safe and inclusive work environments. The report is a critical analysis of how emotional intelligence and mindfulness can be used to enhance performance at work and how they are used to deal with multigenerational workforce. It further appraises applicable emotional intelligence models and their implications to the modern-day organisations.
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[bookmark: _Toc234863843]Concept of Emotional Intelligence 
Emotional intelligence (EI) is the capacity to recognise, understand, control and effectively manage ones own emotions, and the capacity to properly perceive and respond to the emotions of others. It provides people the ability to make informed choices, establish meaningful relationships and adjust to the variable work situations. Mindfulness is the complement to emotional intelligence because it promotes living in the moment, emotional acceptance and non-judgemental focus on thoughts and feelings (English, and Kenny, 2025). Mindfulness allows employees to be more conscious about their emotional reactions and enhances self-control and minimises impulsive behaviour in difficult circumstances. Emotional intelligence and mindfulness are becoming considered indispensable skills in the contemporary organisation as they contribute to collaboration, employee welfare and effectiveness of leadership (Ullah, Khan, and Riaz, 2024). Emotionally intelligent workers are more effective communicators who are capable of effectively addressing conflict at the workplace and have a better chance to uphold resiliency when a problem occurs. 
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Figure 1: Goleman's Emotional Intelligence Framework
(Source: Learner)
Emotional Intelligence Framework by Goleman determines that there exist five competencies that contributes to success in the workplace, which are self-awareness, self-regulation, motivation, empathy and social skills (Woime, and Shato, 2025). Through self-awareness, the employees are in a position to identify their feelings and their impact on behaviour and decisions. Self-regulation encourages the ability to control emotions such as impulsive responses in work problems. Motivation fosters dedication towards organisational objectives by internal drive and not external incentives. Because of its ability to help employees and leaders put themselves in the mindset of colleagues, empathy builds stronger interpersonal relationships, whereas social skills enable them to communicate effectively, teamwork and resolve conflicts (Cao et al., 2022). The key strength of the framework is its practical use in the fields of leadership development and managing employees. 
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Figure 2: Mayer and Salovey Ability Model
(Source: Learner)
The Mayer and Salovey Ability Model is used to conceptualise emotional intelligence as a thinking skill which is made up of four subordinated skills namely perceiving emotions, using emotions, understanding emotions and managing emotions (Shukla, and Agnihotri, 2022). Experiencing emotions entails the correct perception of emotional expression both in other people and oneself. By employing emotions, people can incorporate emotions when thinking or in solving problems. Being able to understand emotions involves being able to identify emotional changes and know subtle emotional relationships whereas managing emotions is about being able to regulate emotions in order to attain positive results (Singh, and Keshari, 2026). The major advantage of the model is its scientific basis that allows considering emotional intelligence as a measurable mental capacity, and not a personality trait. However, its assessment procedures are said by many to be complex and not as practical to access.
[bookmark: _Toc234863847]Bar-On Emotional-Social Intelligence Model 
[image: ]
Figure 3: Bar-On Emotional-Social Intelligence Model
(Source: Learner)
The Emotional-Social Intelligence Model developed by Bar-On focuses on both emotional and social skills that help individuals to live well and contribute to organisational success. The model consists of intrapersonal competencies, interpersonal competencies, stress management, adaptability and general mood. Intrapersonal competencies enhance self-awareness, confidence and interpersonal competencies enhance empathy and strengthening relationships (Nawaz et al., 2024). Stress management helps employees to stay calm when under pressure, flexibility allows the employees to respond to organisational change in a flexible manner and general mood is helpful to keep the employees optimistic and resilient (Dubey, Priya, and Pandey, 2025). One of the main strengths of the model is that it is a very holistic approach, as it combines emotional with workplace wellbeing. However, critics believe that its general size intersects with personality and psychological wellbeing constructs.  
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Emotional intelligence plays a huge role in improving workplace communication level because it has the capacity to increase activities in active listening, emotional awareness, trust and collaborations. Highly emotionally intelligent employees are effective listeners, who pay full attention to others, accurately decide and respond to verbal and non-verbal communication and contact with great empathy (Pradhan et al., 2023). In his model, Goleman suggests that empathy and interpersonal abilities are the forces that enhance the relationships between people by enabling the members of the team to express themselves in a respectful way and understand one another. Moreover, emotional awareness helps employees to control emotional responses to tricky discussions, avoiding misunderstandings and encouraging positive communication (Kundi et al., 2023). 
These skills enhance trust, facilitate sharing of knowledge and facilitate effective cooperation within diverse organisational environment. On the contrary, emotionally intelligent communication enhances employee satisfaction, minimises tension at the workplace and promotes an inclusive atmosphere, in which employees feel appreciated, respected and motivated to make contributions towards the organisational goals (Dahleez et al., 2026).
[bookmark: _Toc234863850]Conflict Management 
Emotional intelligence is key in resolving conflict in the workplace, because it promotes emotional regulation, empathy, negotiation and collaborations in solving problems. Those employees that control their emotions may stay calm in disagreements and this way the discussions may be more concerned with the issues but not with differences (Saka et al., 2023). The self-regulation competency of Goleman is useful in the sense that it helps people to restrain their impulsive responses, whereas empathy enhances knowledge of the conflicting opinions. Furthermore, the Bar-On model brings into focus stress management and inter-personal skills which facilitate positive conflict management (Ufomba, Monyei, and Ukpere, 2025). Instead of being authoritative, emotionally intelligent managers stimulate open communication, recognize issues that are troubling the employees and find ways of achieving a compromise instead of causing them to agree (Manoharan, Durai, and Rajesh, 2022). These proactive practices of cooperation reduce the tension at work, build trust among the workers and make the team more cohesive.
[bookmark: _Toc234863851]Leadership Effectiveness 
EI is commonly held as a core competence of successful leadership since it enhances employee engagement and motivation, team performance and team psychological safety. The framework used by Goleman indicates that self-awareness helps a leader to realise the impact of their feelings on leadership behaviour whilst empathy also helps them to be sensitive to the feelings of their employees to offer them the necessary help (Kalra, Dugan, and Agnihotri, 2022). Self-regulation focus on normal and ethical leadership in times of organisational uncertainty and social skills facilitates teamwork and building relationships (Rizvi, 2023). Emotionally intelligent leaders are also inspiring in terms of intrinsic motivation, they acknowledge the efforts of employees and encourage open communication by providing psychologically safe conditions in which employees are not scared of voicing their ideas and concerns.
[bookmark: _Toc234863852]Decision-Making 
Emotional intelligence helps to create efficient organisational decision making by balancing emotions with rational thinking. The Ability Model of Mayer and Salovey states that a person initially experiences relevant emotions, incorporates emotional information into thoughts, comprehends emotional implications and regulates emotional reactions on the way to making a decision (Mayer et al., 2024). This step-by-step procedure decreases the emotional bias, but it helps in making ethical judgements and objective solutions to problems. When under pressure, employees who have strong emotional regulation do not impulses and consider other options before making a decision. In addition, emotional awareness can also help the managers to think about the emotional consequences of the decision on the employees and organisational stakeholders leading to a more responsible and fair decision (Awais, Ishaq, and Gillani, 2025).
Critical Evaluation of Emotional Intelligence 
Emotional intelligence has many positive effects to individuals and organisations in enhancing communication, leadership effectiveness, teamwork, the wellbeing of the employees and the performance of the organisations. Employees exhibiting high levels of emotional intelligence tend to display better interpersonal relationships, resilience in the face of an organisational change and better conflict management (Sharma, Dhanta, and Sharma, 2024). Moreover, combining mindfulness exercises with emotional intelligence development will improve emotional regulation and decrease stress at workplace in addition to fostering emotional awareness (Martínez et al., 2023). In spite of these benefits, emotional intelligence has been heavily criticized. Scholars suggest that its conceptual boundaries are not clear since a number of emotional intelligence competencies are overlapped with personality traits, social skills as well as characteristics of behaviour. 
Furthermore, emotional intelligence is quite difficult to measure, with self-report methods being subject to social desirability, and the ability-based methods often difficult to read (Brown, Heck, and Chabris, 2023). Another controversy is with regard to the comparative significance of emotional intelligence to intelligence quotient (IQ). Despite the role of emotional intelligence in making one a successful leader and managing relationships, cognitive intelligence is needed to play its crucial role in providing technical expertise, analytical thinking and solving complex problems (Singh, Prabhakar, and Kiran, 2022). Organisational success relies on a harmonious mix of emotional intelligence and cognitive ability as opposed to solely competing with either of the competencies. Additionally, emotional intelligence is a desirable organisational tool as long as it accompanies an element of mindfulness, proper leadership growth and evidence-based evaluation practices (Ravikumar, and Muralidharan, 2025). By investing in emotional intelligence training, organisations can establish psychologically safe work environments, enhance employee engagement and long-term organisational performance.
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Contemporary organisations are becoming more flexible by hiring many generations of workers to form diverse work environments with diverse experiences, expectations and working styles. Appreciating the differences between generations is now crucial in the efforts by managers to make collaboration, employee engagement and organisational performance better (George, Baskar, and Srikaanth, 2024). Digital transformation, flexible working arrangements and inclusive leadership are current trends in the workplace. This demand organisations to exist and treat employees of Generation X, Millennials and Generation Z appropriately whilst collaborating to develop mutual respect, knowledge sharing and inclusion in the workplace.
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Generation X workers, who were born around the years 1965-1980, tend to appreciate job security, control and professionalism. They do not prefer indirectness and ambiguity and value solitude in discharging work duties. Their incentives are usually provided with the basis of career security, popularity and chances to use their vast professional experience. GenX is not a digital native generation, however the generation has been able to adapt to changes in technology successfully because of life-long learning and on-the-job training (Dalessandro, and Lovell, 2025). They reconcile old fashioned management expectations as well as technical ability are useful to mentor younger employees. Their experiences at work, capacity of solving problems and a high level of organisational commitment adds a benefit to knowledge transfer, stability of operations and decision making to the modern organisations (Saraiva, and Nogueiro, 2025).
[bookmark: _Toc234863857]Millennials (Generation Y) 
Millennials appreciate teamwork, collaboration and lifelong learning. They want meaningful careers and frequent learning, positive feedback and supportive leadership. Tremendously qualified in digital technologies, they respond swiftly to changes in technology and prefer work-life balance and flexibility in their working positions (Dixit, 2023). Their team spirit promotes creativity, employee involvement and enhanced cross functionalism.
[bookmark: _Toc234863858]Generation Z 
Generation Z workers are digital natives who are not afraid to use the new technologies and innovations through emerging digital platforms. They appreciate workplace flexibility, diversification and inclusion with anticipations of constant feedback and a tailored career build (Visser, and Terblanche, 2025). Mindfulness and adaptability as well as their creativity brings new ideas and innovation. At work, they favour teamwork-learning spaces which promote open dialogue and organisational learning.
[bookmark: _Toc234863859]Impact of Generational Differences on Organisational Effectiveness 
The influence of generational differences on organisational effectiveness is large because they affect communication styles, motivating employees, learning preferences, technology acceptance, knowledge sharing, innovation, and cooperation. Structured communication methods, as well as face-to-face interaction prescribes to generation X, but digital communication tools are popular among Millennials and the generation Z and introduce possible misunderstandings in case communication strategies are not modified accordingly (Andriani et al., 2022). Furthermore, there is a difference in employee motivation, as Generation X prefers stability and appreciation, Millennials prefer career development and meaningful work, and the Generation Z is focused on flexibility and constant learning and feedback (Alimbudiono, and Tandianto, 2025). Moreover, the younger generations tend to embrace technologies faster, whereas the experienced employees can offer organisations with lots of knowledge and experience. 
Such cross-functional capabilities promote innovation by offering a variety of ideas and promoting a solid transfer of knowledge among senior and those who are still developing their career. However, the variations in work values, communication preferences and expectations can potentially cause interpersonal conflicts, resistance to change and less collaboration unless addressed (Hackney et al., 2022). The organisations on the other hand that appreciate and acknowledge the difference between the different generations possess the advantage of creativity, problem-solving skills and better organisational flexibility. By fostering an inclusive leadership approach, promoting cross-generational mentoring and open lines of communication, managers can turn generational diversity into a strategic asset increasing engagement of employees, organisational learning, innovation and long-term organisational performance and reducing misunderstandings and conflict in the workplace.
[bookmark: _Toc234863860]Using Emotional Intelligence and Mindfulness to Manage Generational Diversity
The application of emotional intelligence and mindfulness in the recruitment processes, employee management and retention practices can help managers manage effectively multigenerational workforces. In the recruitment process, the emotional intelligence model offered by Goleman can be used to implement an inclusive hiring strategy by stimulating self-awareness and empathy (Ihensekien, and Joel, 2023). This allows managers to be more aware of their unconscious behavioural biases and to select candidates based on their abilities rather than on their generation-specific stereotypes. Mindfulness also improves recruiting by advancing the objective decision-making process and alleviating the biases that can be experienced in the process of hiring candidates, making the employment of all the generations equal (Xueyun et al., 2023).
Emotional intelligence in employee management helps in enhancing communication, coaching and conflict management among the different ages. Empathic and social leaders hear their employees and listen to them, value diverse communication goals and offer person-centred coaching in accordance with personal career desires (McCartney, and Fu, 2022). Self-regulation helps managers act evenly when it comes to resolving conflicts at the workplace, whereas mindfulness promotes listening and responding carefully instead of out of emotions. To illustrate, a manager can arrange mentoring programmes during which Generation X staff members provide hands-on insights into the workings of the industry. Millennials and Generation Z members can exercise digital innovations that will bring about mutual respect and an opportunity to learn together.
Furthermore, Emotional intelligent leadership helps to retain employees. By understanding the emotional needs of the employees, managers are able to make the work environment psychologically safe where employees feel respected, valued and supported, irrespective of their age (Aggarwal et al., 2022). Leaders enhance employee engagement, wellbeing and organisational commitment by being empathetic, acknowledging success, and promoting a free flow of information. In addition, emotional wellbeing and resilience helping activities in organisational change are mindfulness activities in the form of stress management sessions, reflective team sessions (Demir et al., 2023). As an example, the varying expectations of Generation Y, Millennials and Generation Z can be brought into focus when organisations adopt flexible working processes in addition to frequent wellbeing conversations.
[bookmark: _Toc234863861]Recommendations 
Companies need to implement rigorous emotional intelligence (EI) employee and manager training programs to foster their self-awareness, self-regulation, empathy and motivation coupled with social skills. Communication, conflict management, and decision-making can be involved in regular workshops, coaching, and practical simulation to make employees use emotional intelligence (Somwethee, Aujirapongpan, and Ru-Zhue, 2023). Incorporating EI development in leadership programmes will enhance interpersonal relationship, enhance collaboration and heighten employee involvement at all levels of the organisation. Moreover, organisations are encouraged to organize mindfulness programs to enhance the wellbeing and resilience of the employees (Waworuntu, Kainde, and Mandagi, 2022). Mindful training or workshops on stress management, meditation groups and acts of reflection could assist the employees to cope with the pressure at the work place, control their emotions and remain involved. Motivating employees to integrate mindfulness into their day to day activities will lower stress levels, reduce the cases of burnout and promote healthier workplace, thus enhancing productivity and job satisfaction (Abaker et al., 2025).
Emotional intelligent leadership must be developed within organisations by making sure that managers are always empathetic, emotionally aware and are also morally upright in their decision making (Khemraj et al., 2023). Leaders must be great listeners, individually identify employee needs, offer constructive feedback and build positive relationships that are based upon trust. Emotionally intelligent leaders have the ability of better motivating the employees, change management and positive organisational culture that is conducive to innovation, accountability and high performance (Dissanayake, and Rajapaksha, 2025). Furthermore, organisations ought to enhance inclusive hiring measures through adopting effective selection methods like structured and competence-based selection sensitive to unconscious bias. The skills, capabilities and potential of candidates should be considered in the hiring decision and not their ages (Ghaith, Alshirbini, and Huimin, 2025). Various interviewing panel and objective evaluation criterion can aid in fair hiring and appealing to as well as acquiring skilled representatives of various generations and resources that will enhance diversification in the labour force and organisational strengths.
In order to create long-term organisational competitiveness, employers must promote long-term learning and professional growth via mentoring programmes, on-line learning platforms, leadership development programmes and cross-functional training opportunities (Chung, Cichocki, and Chung, 2023). The staff of various age groups must also be motivated to share knowledge and skills and leave aging workers to transfer industry knowledge with younger staff members add technological knowledge and new horizons. In addition, organisations can build psychological safety and enhance cross-generational working by providing inclusive working environments where employees are able to feel respected, valued and confident enough to share ideas without being to blame of criticising one another (Tamás et al., 2024). Managers must promote a dialogue, cross-generational mentoring, cross-generational mentoring and team work as a way of enhancing cross-generational understanding between Generation X, Millennials and Generation z. These efforts will build trust and knowledge sharing, employee retention and improvement of organisational adaptability, so organisations can attain sustainable performance, and hold a competitive edge in an ever-changing and diverse business environment.
[bookmark: _Toc234863862]Conclusion 
Mindfulness and emotional intelligence are critical in enhancing performance and employee wellbeing at the organisational level, as well as, leadership effectiveness. Their use improves communication, conflict management, ethical decision-making and conflict resolution as well as promotes psychologically safe workplaces. Moreover, effective leadership based on emotional intelligence allows organisations to effectively handle multigenerational workforces through facilitating inclusiveness, active involvement and resilience thus enhancing organisational performance, creativity and sustainable success over an extended period.
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thoughts and
behaviour.

Managing your
eemotions and
controlling impulses

to adapt to different
situations.

Being driven to
achieve goals for
personal growth

and organisational
success.

Understanding and
considering the
feelings of others

to build strong
relationships.

Building effective
relationships,
communicating
clearly and working
wellin teams.





image2.png
MAYER AND SALOVEY
ABILITY MODEL OF EMOTIONAL INTELLIGENCE

1. PERCEIVING
EMOTIONS

2.USING
EMOTIONS

3. UNDERSTANDING
EMOTIONS

4. MANAGING
EMOTIONS

1)
W)

€y

Accurately recognising
emotions in ourselves
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enhance creativity,
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