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[bookmark: _Toc234912992]1.0 Introduction
Senior leadership was also made aware of significant enhancements in team morale, communication and conflict resolution based on recent organisational climate survey following the use of mindfulness and emotional intelligence (EI) principles in the leading of ELT teams. This report is produced for the Senior Management Team (SMT) ahead of strategic planning September 2026. It critically examines what are the key challenges of EI and mindfulness in the modern organization, firstly probing into the potential use of the lens of EI core components to increase the effectiveness of workers in their performances, collaboration and well-being (Task 1), and secondly looking at how EI and mindfulness can contribute to inclusive leadership and effective management of a multi-generational workforce (Task 2). This report aims to assist the decision making process related to employee development and leadership ability and next recruiting process with grounded theories and current empirical studies presented during the report.
[bookmark: _Toc234912993]2.0 Task 1: Emotional Intelligence in the Workplace
[bookmark: _Toc234912994]2.1 Defining Emotional Intelligence
Emotional intelligence is widely recognized as the ability to recognise, understand and regulate identify emotions and other people's emotions (Mayer and Salovey, 1997). When used in an organisational setting EI has moved out of the "soft skills" realm and been recognized as a competency, linked to communication, conflict resolution, leadership and decision making abilities (Ashkanasy and Daus, 2002). Contemporary research has approached the study of emotion in the workplace from various perspectives, Ashkanasy and Daus (2002) argue, because of its long under-researched nature, as organisations were always assumed to be rational systems in which the play of emotion was largely irrelevant—from those roles that engage directly in client interaction or transaction, often termed "emotional labour", to those that involve internal dynamics within teams and groups. Three key models of EI – the mixed model by Goleman, the ability model by Mayer & Salovey and the emotional-social model proposed by Bar-On, offer complementary views for considering how an EI can be utilised by employees to enhance work unit performance, collaborations, and well-being, and are explored critically below.
Central to each of these perspectives is self-awareness, understood as the capacity to accurately recognise one's own emotions, values and their influence on thought and behaviour as they occur (Goleman, 1998). Self-awareness is widely treated as the foundational component of EI, since an employee who cannot first identify what they are feeling is unlikely to regulate that emotion effectively or read it accurately in others (Mayer and Salovey, 1997). In a workplace setting this translates into practical outcomes, such as recognising when frustration is beginning to affect judgement during a difficult client call, or noticing that stress carried over from one meeting is unintentionally shaping behaviour in the next. Because it underpins the self-regulation, empathy and social awareness components examined in each model below, self-awareness is treated in this report as the entry point through which EI is developed and applied.
[bookmark: _Toc234912995]2.2 Goleman's Mixed Model
Goleman (1998) defines EI as a blended model of emotional competence and emotional function within the five domain framework, which include self-awareness, self-regulation, motivation, empathy and social skills. Self-awareness helps workers understand the impact of their emotions on judgment and behavior; self-regulation gives them time to reflect before reacting emotively when under stress; motivation helps workers maintain their efforts to achieve goals; empathy helps them understand the perspectives of others; and social skills helps them build rapport and communicate effectively and lead teams. 
Over the years, Goleman reshaped these into four broader categories: self-awareness, self-management, social awareness, and social management. Whereas ability-based models have not been widely accepted, Goleman's model captures the attention of developing training interventions in the workplace because it conceptualizes EI as learned and developmental and describes how EI is taught to children and adolescents with special educational needs and development delays, all of which highlight its relevance to the field of leadership studies (Wong and Law, 2002). 
There are also assessments that have been created for practitioners to apply in the workplace, such as the Emotional and Social Competence Inventory, which has been developed by organisations including Goleman's own consulting associates, from the model into some observable behaviours in the workplace. In practice, there may be cases where an employee self-regulates by taking time to process criticism before responding and/or demonstrates empathy, ensuring they hear an over-stressed coworker out before trying to suggest solutions.
[bookmark: _Toc234912996]2.3 Mayer and Salovey's Ability Model
Mayer, Salovey and Caruso (2016) focus on a narrower definition of EI, one centered on a true cognitive capacity, rather than on a personality trait, and comprise four domains: perceiving emotion, using emotion to facilitate thought, understanding emotion, and regulating emotion. They are organised hierarchically, starting with perceptual abilities progressing to more complex, integration tasks around matter of feelings and thought, and are found to grow as a function of experience and age similar to other recognised types of intelligence. It is measured with four-branches based instruments, like Mayer, Salovey and Caruso (2002) developed Emotional Intelligence Test (based on performance), that measures individuals' effectiveness in processing emotional information rather than on self-report measures. 
The ability model is useful for employees, because it helpfully tells the difference between how they might appear empathetic with the client and truly understanding and reasoning through the client's emotions , to know when a client’s performance is being impacted by their frustrations (still in polite words), or to sense that the client might be irritated without yet showing up in their process. Its competency-based questionnaires are more time consuming to administer than those of Goleman's model but it is ability-based, making it more influential as a field of academic and psychometric research.
[bookmark: _Toc234912997]2.4 Bar-On's Emotional-Social Intelligence Model
Bar-On (2006) introduces a greater model of emotional-social intelligence (ESI) which consists of five components: intrapersonal skills, interpersonal skills, stress management, adaptability and general mood. According to Bar-On's model, the ESI is more directly linked to occupational performance than is cognitive intelligence, and his predictive validity studies indicate that ESI contributes significantly more to occupational performance than cognitive intelligence does (Bar-On, 2006). Measured through the EQ-i inventory, a 133 item self-report scale that examines 15 related competencies, ESI has direct links to occupational performance, whereas cognitive intelligence does not. The "general mood" (optimism, happiness) featured in the model is different from those outlined in the Goleman and Mayer and Salovey models and is a result of Bar-On's positive psychology base. Its focus is on stress management and adaptability – a key aspect in modern offices that must contend with fast-paced change and cross-generational teams – making the book of special interest to this fast-changing world of work. Learners can use this model by creating set work stress management schedules (recovery breaks after difficult meetings—signs of model's adaptability), or by adjusting communication style to accommodate or engage other communicating parties (practicing model's adaptability).
[bookmark: _Toc234912998]2.5 EI and Effective Communication
EI directly improves communication in the workplace by helping employees to manage emotional response and to properly understand non-verbal messages. Staff behaviour is mature, when under pressure they communicate in a good manner, which minimises risk of miscommunication leading to an argument (Jordan & Troth, 2004). A key aspect of empathy that can help colleagues feel heard is active listening; a high-emotional intelligence-related skill in Goleman's model. Self-aware workers can select the right approach to communication—whether or not they're communicating verbally with others or using written correspondence with stakeholders—in order to reduce confusion and enhance team cooperation, making anything from challenging feedback to creating a written report easier to achieve. This is especially important in multi-cultural, multi-generational or hybrid teams where individuals interpret written and oral cues differently based on their communication preferences and the previous context or experiences.
[bookmark: _Toc234912999]2.6 EI and Conflict Management
Emotional intelligence (EI) is essential for resolving conflict effectively in the workplace, as it helps individuals manage their emotion reactions, comprehend varied perspectives, and respond to conflict in an objective and constructive manner. High EI people respond to stress, communicate with others in a respectful manner and strive for joint, mutually acceptable solutions instead of aggravating conflict. Jordan and Troth (2004) claim that emotionally intelligent teams identify emotional responses to problems and address them, then return to the problem at hand to solve it, which, in turn, fosters creativity. These skills are particularly important in transdisciplinary teams on deadlines. Moreover, EI enables leaders to identify and troubleshoot conflicts resulting from events of difference; it encourages them to be empathetic, emotionally managed and understood by their employees from different value preferences and generations.
[bookmark: _Toc234913000]2.7 EI and Leadership
EI has become a widely recognised factor and predictor of effective leadership. Highly EI leaders can inspire followers to trust them, articulate and convey the vision, and adjust their leadership style to fit various followers and contexts, and this approach fosters employee engagement and retention (Wong and Law, 2002). Emotionally smart leaders also set the tone for self-regulation and sensitivity to others in the organization, making it more psychologically safe for people to bring up issues or let go of their personal wrongs without fear of being punished, embarrassed, or ridiculed (Edmondson, 1999). This is especially crucial in an increasingly flat and collaborative organisational setting in which influence relies on relational skills and not just position alone. Among organizations, those leaders with high emotional attunement and ethical behavior would be more likely to be perceived as authentic leaders showing positive downstream employee well-being and subjective career success (Park et al., 2025). A manager who demonstrates their uncertainty about what to expect when an organization is going through a restructuring process, and listens to the concerns during one-on-one check-ins or flexibly adapts communication styles to anxious team members will likely promote less of a resistance to change and better morale, as opposed to a manager who only disseminates information through formal top-down communication.
[bookmark: _Toc234913001]2.8 EI and Decision-Making
Judgments aren't free from emotions; EI prepares employees to use the influence of their emotions to their advantage. The ability to manage emotion (Mayer, Salovey and Caruso, 2002) enables the person to make better decisions based on evidence rather than being emotionally upset, yet consider the stakeholders feelings when making a decision. The fact that emotion intelligent decision makers also tend to listen to other perspectives before reaching a decision can also help to avoid the kind of decisions that may seem very effective on paper but create any kind of resistance in their efforts to implement them. Where strategic change is being considered by more than one team, a decision-maker's ability to understand the "mood of the organisation" and to predict the emotional reactions will likely have a direct impact on the smoothness with which change is accepted.
[bookmark: _Toc234913002]2.9 Critical Evaluation
Although widely used, EI is not yet a powerful predictor of work place outcomes; thus, a critical report of the SMT should not present the construct uncritically. Gerhardt, Bauwens and van Woerkom (2025) argue, in a systematic review of over a hundred empirical studies, that connections made between EI and leadership effectiveness are frequently exaggerated, that methodological flaws remain common in past research, and that significant overlap continues to exist between measures of EI and other personality traits, so that when one takes account of cognitive ability and personality, EI may have relatively little independent predictive influence. In addition, there have been criticisms that the operationalisation of mixed models like Goleman's is problematic or that the definition of ability combines with disposition in a manner which is challenging to be measured objectively, especially for the instruments measuring self-report. Even those who believe in the ability model recognize that a positive correlation between EI test scores and occupational outcomes tends to be weak rather than strong. The balanced approach therefore does not consider EI to be a precondition of effective performance but as one of several other key factors required for success – alongside technical competence and domain knowledge plus sound judgement – rather than a predictor in and of itself for leadership selection or promotion.
[bookmark: _Toc234913003]2.10 Applying Emotional Intelligence to Career Progression
This knowledge has practical applications for personal career growth prior to a graduate-level position. Further assessment using Goleman's Five Competencies can be measured and used to prioritize goals to develop, for example, self-regulation under deadline pressure, or motivation during repetitive tasks. Over time, ability-based exercises, like deliberately practising the interpretation of colleagues' emotions in meetings, develop the perceiving and understanding branches of the Mayer-Salovey-Caruso model. Incorporating Bar-On's concepts of stress-management and adaptability into pre-employment activities like reflective journaling, planned feedback seeking, or recovery time can enhance resilience before starting a job situation. These practices help employees initiate their workups with good communication skills, from the beginning understand how to communicate and resolve conflict in a telescoping and constructive manner, and be mindful of the fact that EI screening skills support, but don't supplant, technical skills and the ability to work well on a team.
[bookmark: _Toc234913004]3.0 Task 2: Managing a Multigenerational Workforce
[bookmark: _Toc234913005]3.1 Generational Cohorts in the Workplace
More modern adjustments incorporate several generations working together that have been molded by distinctive economic, social and technological experiences. Born between 1965 and 1981, the Gen-Xers are a generation that grew up in the era of economic recession and consequently more divorced which gave rise to traits of independence, self-reliance and scepticism. They are more avid on autonomy, job security and feeling confident in organisation management (Mahmoud et al. 2021, Krajac and Samardzija, 2024). Born between around 1982 and 1999, generation Y or ‘Millennials' have matured in an era of rapid technological growth, globalization and the emergence of the internet, with a high level of confidence, connectedness and social consciousness in their character that encompasses a strong values of collaboration rather than competition, transparency, a strong sense of purpose and an appreciation of work-life balance (Taylor and Keeter, 2010). These are Gen Z who have emerged from the era of economic uncertainty, financial crises and constant social media use, where financial security is an important trait, mental health is a crucial concern and authentic and real-time communication is valued, and who have some emerging future fears, with concerns of more anxiety than previous generations (Seemiller and Grace, 2019).
[bookmark: _Toc234913006]3.2 Communication Styles, Motivation and Technological Adaptability
The generational differences affect the way people communicate, their motivation and their dependence upon technology. Generation X has a preference for direct feedback, are more interested in job security and autonomy, while Generation Y wants collaborative feedback and development opportunities. Generation Z is technologically savvy, values lifestyle wellness and is more adept to new technologies, suggesting that management strategies overnight should be flexible (Mahmoud et al., 2021). 
[bookmark: _Toc234913007]3.3 Impact on Organisational Effectiveness
When left unmanaged these differences, as psycho-social characteristics of generational preferences, are known to be workplace scenarios of conflict and misunderstanding. For instance, a Generation Z employee may expect to get feedback quickly and be interpreted by an older manager as 'impatience', and at the same time the manager might be equally as invested yet misinterpret the same behavior as a lack of commitment (Mahmoud et al., 2021). But well managed generational diversity could also be a source for innovation: different ways of solving the same problem, including different approaches to digital literacy and how to communicate, can lead to more ideas and innovative solutions than a generationally homogeneous team. The organisational challenge is, then, to design structures that make best use of the strengths of each generation without unnecessarily producing conflict between staff members – for example, through flexible communication channels, recognition programs for rewards, and through the use of mentoring programs that comprise more than one generation of staff.
[bookmark: _Toc234913008]3.4 The Role of Emotional Intelligence and Mindfulness
A set of practical tools for addressing this diversity constructively is available through EI and mindfulness, a feature that speaks directly to the SMT's interest in inclusive leadership across generations. Seniors with empathy and Goleman's social skills are able to identify when misunderstandings are due to generational preference and to alter their own style of communication instead of seeking out one singular communication style. Mindfulness practices, defined as being non-judgemental with the perspective of being in the present without reacting, support this further, enabling leaders to manage their own assumptions and biases about younger or older colleagues before reacting impulsively, and fostering the psychological safety and trust needed for inclusive leadership (Park et al., 2025).
When an environment of psychological safety is present, people of all generations feel free to speak up and share their suggestions or concerns without fear of being dismissed or ridiculed by colleagues, which is tied to improved outcomes in engagement, well-being and subjective career success (Edmondson, 1999; Park et al., 2025).
There is, however, both a positive and a negative side to this. EI can help to bridge generational misunderstandings, but without appropriate and standardized policy and training, it can instead result in inconsistent responses across different teams. Incorporating mindfulness training into the formal development of EI therefore provides the SMT with a more stable course toward establishing a culturally inclusive, psychologically safe environment that bridges generational divides.
[bookmark: _Toc234913009]3.5 Implications for Recruitment, Management and Retention
The SMT's interest in future recruitment strategy is supported by the skills they look for related to EI competencies that can be assessed as part of the candidate requirements in the recruitment process, both for those who fit within the EI generation as well as those with different generations. For day-to-day management, flexible communications formats, multiple ways of rewarding and recognising work based on generational preference, and the addition of structured mentoring with opportunities enabling generations to connect will boost engagement and minimise the need for expensive employee turnover (CPS HR Consulting, 2025). Transparent career growth and development opportunities are likely to be very important to Generation Y for retention, while visibility of mental health and people's well-being will be critical to attract and retain Gen Z talent, and value of experience, autonomy and trust will be paramount to hold on to Gen X talent. An emotionally intelligent, mindful leadership approach has the adaptive flexibility to use these differentiated strategies consistently, instead of one-size-fits-all leadership approaches to managing workers. For example, the SMT could implement a pilot where a Generation Z employee is coupled with a Generation X employee to effectively cross teach the organisation about digital fluency and then observe how successful this was to improve engagement and retention programmes across the organisation; this would be considered a low cost approach because it would require no extra funding.
[bookmark: _Toc234913010]3.6 Critical Considerations
The generational approach used above needs to be considered proleptically. Generational labels are very much general averages and some of the variability within any one generation is just as high as that across generations; aiming at the stereotyping of Gen X, Y and Z as homogenous groups may lead to expecting too much and perpetuated stereotypes (Mahmoud et al., 2021). The empirical facts and findings that support generational workforce research, for example, Mahmoud et al. (2021), come from North America, and may not be readily identifiable elsewhere in organisations modes shaped by different cultural and economic contexts. It is therefore best that Generational frameworks are employed as a tool for the SMT to start an empathetic enquiring process and not as a replacement for actually knowing the individual employees.
[bookmark: _Toc234913011]4.0 Conclusion and Recommendations
The three models of EI developed by Goleman, Mayer and Salovey, and Bar-On emphasize the role of communication, leadership, conflict management, and decision-making in successful management at work. But there are questions about the validity and reliability in the measurement of EI (Gerhardt et al., 2025) and the overlap with existing personality constructs. While these are some caveats, combining EI with mindfulness can contribute to psychological safety, inclusion and engagement within multigenerational teams. They recommend training managers in EI and mindfulness, identifying EI competencies for leadership selections, piloting cross-generational mentoring, implementing flexible communication practices for management/engagement, and conducting quarterly pulse surveys to track engagement and risks to retention and leadership. 
Reflection
This task was a beneficial experience to increase awareness of the concepts of emotional intelligence, mindfulness and how these concepts contribute to effective leadership. I was taught to investigate theoretical models with a critical perspective and be aware of how they can be used in practice within the workplace. It also helped me build the capability to formulate evidence-based recommendations of communication, leadership and multigenerational workforce management in organisations.
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