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[bookmark: _Toc237039683]Task 1: Emotional Intelligence in the Workplace 
[bookmark: _Toc237039684]About Emotional Intelligence and its impact on contemporary workplaces 
The core concept of emotional intelligence defines an individual's capability to identify emotions, along with managing and using them positively. Another name for emotional intelligence is emotional quotient, leading people to commence a mental practice to manage themselves and their relationships with others. In the new era of modern, complex, competitive and sustainable business environments, the context of emotional intelligence and its application to workplaces are highly relevant for meaningful organisational performance and top-down relationship management (Helpguide, 2026). The practice of emotional intelligence advocates for utilising emotions as strategic data management. In this case, people or organisational employees and professionals proceed to recognise, perceive and respond to their emotions, contributing positively to self and team management (Williams, 2022).
Jardine et al. (2022) findings from a systematic review research conducted by a group of scholars highlight the significance of emotional intelligence in enhancing satisfactory relationships. The key impacts of emotional intelligence on contemporary workplaces include employee engagement, well-being, performance improvement, effective communication, conflict management, decision-making, etc.    
[bookmark: _Toc237039685]Core components of emotional intelligence 
The core components of emotional intelligence help individuals to achieve greater control over their feelings and emotions and become rational in their approach to dealing with others. The core components of emotional intelligence include self-awareness, self-regulation and management, self-motivation, social-awareness and effective relationship handling. Self-awareness assists individuals in understanding their emotions and impulses, their impacts on themselves and others (Price, 2023). Self-regulation and management advocate for sorting out the ineffective emotions and indulging the effective emotions, leading to a positive contribution to individual thinking and the action process. Self-motivation helps to maintain continuous passion for meeting team and organisational objectives. Social awareness is one of the most vital components of emotional intelligence, making people or organisational leaders and managers compassionate to understand the emotions of others. The final component, relationship handling, guides individuals towards purposeful and empathetic relationships (Morgan, 2024).        
[bookmark: _Toc237039686]Application of emotional intelligence using Goleman’s Emotional Intelligence framework
About Goleman’s Emotional Intelligence framework
Renowned psychologist and author Daniel Goleman developed the emotional intelligence framework, being moved by the key characteristics of modern business and workplace environments. As contemporary workplaces are highly characterised by uncertainty, ambiguity, volatility, complexity, etc, the celebrated psychologist developed a framework, including four areas of emotional intelligence improvement. The key areas include self-awareness, self-management, social awareness and relationship management (Disruptiveleadership, 2026).     
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Figure- Goleman’s emotional and social intelligence framework 
Source- (Disruptiveleadership, 2026)
How employees can apply the core components of EI through the framework  
In terms of utilising and applying the core components of emotional intelligence, modern employees can pursue the principles of Goleman’s emotional intelligence framework. The impactful principles of the framework will help modern employees to accelerate team communication, collaboration, performance and well-being. While evaluating the components in the context of employee management and performance, the core characteristics of the components and their organisational impacts are revealed. While applying the self-awareness component, employees have to increase their patience, mindfulness and critical thinking abilities so that they can focus on their individual emotions, along with understanding their impacts on team and organisational management. Failure to complete this assessment can divert employees from their expected team collaboration (Channell, 2025). 
The next component, self-management, consists of several competencies, including self-regulation, motivation, adaptability, transparency, optimism, etc. While applying this component during team management, employees have to be capable of categorising the fruitful and ineffective emotions. Successful categorisation can lead employees to achieve meaningful communication with team members (Channell, 2025).      
In the initiative of applying social awareness and relationship handling, employees strive to be more empathetic. Team members must have reciprocal understanding and respect in terms of understanding their emotions, which will contribute to team performance, wellbeing and collaboration (Disruptiveleadership, 2026).  
[bookmark: _Toc237039687]Application of emotional intelligence through Mayer and Salovey’s Ability Model
About Mayer and Salovey’s ability model 
Mayer and Salovey’s ability model was developed properly through the insightful contribution of David Caruso in 1997. The model provides insights regarding meaningful layers of emotional intelligence. The key stages include perceiving emotion, facilitating thoughts, understanding and managing emotions. The key segments of this model include strategic emotional intelligence and experimental emotional intelligence, which have been categorised into four additional branches (Modeldiplomat, 2026).      
Application of emotional intelligence principles using the model  
The first branch of this model is centred on perceiving emotions, giving insights to express and recognise emotional requirements through signs and signals. Employees can apply this component of emotional intelligence by raising their attention to detail and critical thinking skills in order to read the emotions of others. When employees can read the facial or physical expressions of team members, they can perceive the emotional needs of team members and vice versa, leading to meaningful team collaboration and performance. The layer, facilitating thoughts, is related to the capability of transforming emotions into reasonable thinking and justified actions. This experimental component of emotional intelligence can strengthen employees' reasoning capability to utilise their positive emotions, which will be the highest contributor to improved team performance, morale and wellbeing (Valikhani et al. 2022). 
The components, understanding and managing emotions, teach employees to manage strategic transformation of emotions and use them strategically for organisational and self-management purposes (Belli and Alcalde-González, 2026).  
[bookmark: _Toc237039688]Application of emotional intelligence by analysing Bar-On’s Emotional-Social Intelligence Model 
About Bar-On’s Emotional-Social Intelligence Model 
Emotional-Social Intelligence model was introduced by a reputed psychologist, named Dr Reuven, in 2009. In that year, the model was described by the psychologist comprehensively through some key layers. The entire discussion regarding the model was segmented into five key parts, including intrapersonal, interpersonal, stress management, and adaptability. These factors have a meaningful link with individual and social levels of emotional intelligence (Lacono, 2026).     
Application of the model on employees’ emotional intelligence management  
Employees can apply the core components of emotional intelligence by pursuing the factors of this model. Employees can develop their self-evaluation and management in both intrapersonal and interpersonal factors. While considering intrapersonal factors, employees can examine their individual emotions and their impacts on team and organisational performance. While focusing on the interpersonal factor, employees can learn to value the emotions of team members, leading them to build a robust organisational and social network (Belli and Alcalde-González, 2026). By utilising the principles of stress management, employees can manage multiple emotions by increasing tolerance and managing or reducing stress. The final component advocates for organisational people to cope with the emotional changes from both individual and team levels. Thus, proper application of emotional intelligence models and frameworks can enhance team performance, well-being and collaboration (Lacono, 2026).       
[bookmark: _Toc237039689]Contribution of emotional intelligence in modern organisational contexts  
Empathetic team collaboration at Google 
Sundar Pichai, an Indian-based global leader, is regarded for his excellent talent to manage and empower employees at Google. His brilliant emotional intelligence contributes to team performance very positively by confirming individual and organisational development. The masterclass leader’s team-leading characteristics have been finely blended with the core components of emotional intelligence, including self-awareness, social awareness, relationship management and social network. The leader’s empathetic attitude towards his team members has made them feel valued, utilise their best potential and serve the best for individual and organisational development. Apart from this, inclusive team collaboration and flexibility have contributed to effective team communication, conflict management, organisational performance and innovation, and fruitful decision-making (McCann, 2026). While considering organisational resilience and crisis management, Sundar Pichai’s emotional intelligence brings a positive and fresh air to team members, leading them to deal with internal conflicts very effectively. In addition to this, the theoretical principles of Goleman’s emotional intelligence framework have also been incorporated within the modern organisational context of Google. The contribution of emotional intelligence and its application to team performance and conflict management has been vividly clear in the organisational scenario (Disruptiveleadership, 2026).    
Employee assessment at Johnson & Johnson 
Johnson & Johnson’s organisational management has also been fruitfully integrated with the core components of emotional intelligence. The organisation’s supportive and inclusive culture, along with its employee management facilities, is a strong support in enhancing organisational communication, team collaboration, decision-making and conflict management. In 2023, the organisation achieved in generating £62.97 billion as revenue. This exhibited the organisational capability to enhance team morale and mutual respect, leading to a boost in organisational performance (McCann, 2026). By arranging employee management and training tools, the top management proved responsible and clear alignment with employee needs and expectations. Moreover, working flexibility allows team members to understand their individual needs of team communication and conflict management, contributing to develop a robust organisational network (Channell, 2025).  
Supportive culture at Unilever  
Unilever is one of the brightest examples of a fair organisational culture, fostering good team collaboration and emotional understanding among team members. The diverse range of wellbeing programmes of this UK-based consumer goods company has contributed to employee engagement, performance, and individual and organisational productivity. The prolific leadership and management team of the consumer goods company concentrate on hearing employee needs apart from specific management directions. This has an instrumental impact on team building, understanding, mutual respect and collaborative performance. Thus, the context of emotional intelligence has been finely merged with the organisational performance and conflict management of Unilever (Lyon, 2026).  
[bookmark: _Toc237039690]Task 2: Managing a Multigenerational Workforce 
[bookmark: _Toc237039691]Differences in values, communication styles, motivation, and technological adaptability: 
Communication styles: 
The communication style of Generation X is quite similar to that of people born between 1965 and 1977, who have been known as Gen X. This generation has grown between the baby boomers and the Millennials, which becomes a challenge for them to take care of their ageing parents and also their children. The communication style of this generation is to share their thoughts efficiently, pointed and direct, preferring face-to-face communication, straightforward and also informative. Gen X relies on traditional sources and analyses better information and data before making any decisions, which becomes beneficial for the organisation (Jefry, 2024). 
On the other hand, Millennials or Generation Y are often labelled as Lazy within the workplace, also prefer to communicate openly, honestly, and transparently, and rely on authtican dialguge an communication. This generation prefers technologies to communicate, such as messaging, websites and social media (Jefry, 2024). 
In contrast, Gen Z, also known as Generation Z, have been growing up in challenging times such as global warming, war, recessions, and many more, which has reshaped their communication style. This generation prefers high tech-savviness, along with face-to-face personal communication, such as email or text messages. This generation also wants to keep their personal and professional lives separate and maintain professional and personal communication (Jefry, 2024). 
Values: 
According to the research, Gen X people significantly value workplace culture, but prefer independent tasks and make decisions based on their analysis. These people significantly prioritise work-life balance and also value workplace flexibility, informality, along with self-sufficient activities. This generation wants to complete or accomplish their roles and responsibilities in their own way and values instructions from the leaders (Lee, 2022). 
On the contrary, the Millenials wants connors feedbcaks, along with significant values of interest to the employers. This generation wants to work in an environment that resonates or aligns with their sociopolitical values or views. This is the first gentaion ot inteagrte moral values into the workplace, where they prefer diversity, inclusion, along with flexibility, professional growth, development and teamwork (Lee, 2022). 
On the other hand, Generation Z has been very influential in today's business market, where they not only work for companies with socio-political values, but also can take an effective stand or leave the organisation if the values are contrasting with their views or values. This generation prefers workplace values over competitive pay rates, as well as wants diversity and influence in the organisation or workplace, along with positive company culture and mental health prioritisation. This generation also prefers meaningful work, autonomy, collaboration, flexibility, along with professional growth development and honest communication within the workplace (Lee, 2022). 
Motivation: 
Generation X has been motivated by several things within a workplace, such as job security, along with financial rewards, which are known as their extrinsic motivation factors and can significantly influence their workplace productivity and growth. Moreover, this generation’s intrinsic motivation factors include independence, along with self-direction and autonomy, which allow them to stay motivated and encouraged within the workplace, and contribute to the organisational growth and development within the market. 
On the other hand, Generation Y prefers collaborative opportunities and work-life balance, which keep them motivated and encouraged within the organisation, and enhance their organisational activities and productivity. They are also motivated by transparency within the company, along with authenticity and personal growth. 
In contrast, Generation Z people are motivated by materialistic rewards, along with financial security, allowing them to become more ambitious and contribute to organisational growth. With the rising uncertainties in today's business era, well-being, resilience, and mental health resources are also motivating Gen Z, offering better productivity and growth (Krajac and Samardzija, 2024). 
Technological adaptability: 
Generation X have grown with analogue and moved into the digital era, which is a bit difficult for them to cope with technological adaptability. Despite the difficulties, this generation is known as resilient learners and can significantly offer growth and development to the organisation if they can adopt technologies. 
In contrast, Generation Y has become early adopters of technologies and uses technological fluency to achieve better organisational efficiency and growth. They also use technologies to get better teamwork, communication and organisational benefits. 
On the other hand, Gen Z is known as native to technological tools and digitalisation, which has reshaped their way of working and also organisational behaviours. They have great adaptability skills, along with high efficiency, which boosts their operations and growth in the market. This generation also prefers hyper-personalised tools and fast-paced chat or messaging (Abu-Faraj, 2025). 
Their impact on organisational effectiveness.
These factors significantly impact and also contribute to organisational growth, productivity, and other activities, which can reshape organisational practices and also damage overall growth if the organisation fails to achieve these aspects. If the organisation can offer better motivational activities or elements to these people and generations, based on their needs, they can get more growth and development in this market. Moreover, effective communication can allow the organisation to communicate with the employees effectively and gain better productivity and performance. Furthermore, by offering technologies and training to Generation X, the organisation can enhance its operational efficiency (Salisbury, 2025). 
[bookmark: _Toc237039692]Emotional intelligence and mindfulness in recruiting, managing, and retaining employees: 
Generation X
To attract and hire Generation X employees within the organisation, the organisation and managers must take various approaches and strategies, as they need to attract these self-reliant, resourceful, and self-sufficient employees, which is essential to become the leaders within an organisation. To attract employees from this generation, the organisation or the managers must focus on offering a growth-driven culture, along with workplace flexibility, and fostering a workplace that is valued by Gen X, which attracts these people or employees within the company. The managers also maintain job offerings aligned with motivation and aspiration to boost the recruitment and retention strategies within the workplace, which will boost the overall practices and also growth to the organisation. Moreover, the organisation should offer effective retention strategies, such as job benefits, rewards policy, transparency, along with recognition within the workplace, that will attract Generation X and help the organisation to achieve better growth, along with organisational development and great competitiveness. Generation X also prefers an organisational workplace or culture with opportunities for overall career growth and work-life balance. These factors will help the company to get better organisational activities and also reduce burnout challenges within the workplace.  By offering these factors with the help of mindfulness and emotional intelligence, the organisation will be able to attract these people or employees and also boost their retention strategies within the company (Marcene, 2023). 
Generation Y (Millennials)
As the Millennials value work-life balance, along with networking, flexibility, and effective commitment of the organisation towards social and environmental responsibility, the organisation needs to take various strategies to attract and retain such employees within the organisation. This generation has been significantly contributing to the organisational growth and development within the company, which has become essential for companies to hire this generation and contribute to effective workforces. The organisation can attract this generation with effective communication, transparency and also work ethics within the workplace, along with professional growth that can help them to get a better professional journey. This generation is also attracted by ethical practices within the organisation, so the managers can show the social and environmental responsibilities of this organisation and attract skilled employees (EI Experience, 2021).  With the help of effective emotional intelligence, the organisation can attract customers and also show empathy towards them, which will attract Generation X employees. These factors will help the company to boost teamwork, collaboration and also offer a better workplace to its employees, leading to more organisational growth and development. Furthermore, these initiatives are allowing the organisation to boost its organisational innovation, teamwork and empathy with others, where they will feel valued and respected, boosting the retention strategies within the workplace (SEEK Limited, 2025). 
Generation Z
Generation Z has been significantly contributing to organisational growth and development, with their efficiency, knowledge, abilities and digital skills. As this generation has been growing up with the ongoing digitalised changes and evolving business era, this generation has been offering great insights, along with better innovation and creativity within the organisation, boosting its competitiveness and growth in the market. This generation has also been actively participating in and debating the challenges of sustainability, global warming and climate change that are severely impacting their growth and development. Gen Z wants to achieve better work-life balance, along with effective mental healthcare and support from the organisation they will work for. If an organisation can offer better career growth opportunities, along with location convenience and competitive compensation, it can attract this younger generation and achieve better organisational growth and results. The organisation also must offer technology and innovation, along with a positive and collaborative workplace, which can attract this generation and also hire skilled people. Apart from these, Gen Z can be attracted to better mental well-being and wellness, along with organisational transparency and personalised communication, so that they can feel engaged, motivated and also work more efficiently on organisational growth and development. With these factors and better emotional intelligence, an organisation will be able to attract this generation and enhance organisational retention (Drieselmann, 2025). 
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