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[bookmark: _Toc235589210]1.0 Introduction
This report has been commissioned by the Head of Department, following a recent organisational climate survey which showed measurable improvements in the morale within the teams, communication and conflict resolution, which would inform the Senior Management Team (SMT) before the strategic planning meeting in September 2026. It critically looks at the importance of emotional intelligence (EI) and mindfulness to modern organisational life. Task 1 assesses the possibilities of the employees to implement such fundamental elements of EI as described by Goleman (1995) and Mayer and Saloveys (2016) frameworks and Bar-Ons (2006) model of Emotional-Social Intelligence to enhance communication, conflict management, leadership and decision-making. Task 2 analyses generational diversity by studying Generation X, Generation Y and Generation Z and notes how EI and mindfulness will enhance inclusive leadership, psychological safety, and effective recruitment and retention strategy.
[bookmark: _Toc235589211]2.0 Task 1: Emotional Intelligence in the Workplace
[bookmark: _Toc235589212]2.1 Conceptualising Emotional Intelligence
Salovey and Mayer (1990) originally defined emotional intelligence as the capacity to be able to monitor the feelings and emotions of oneself and others, to distinguish between them, and to make use of them to influence thought and action. Goleman (1995) later popularised the idea, by extending the cognitive-ability framing provided by Salovey and Mayer to personality based competences like motivation, empathy and social skill in his mixed model. A third influential theory, created by Bar-On (2006), considers EI as emotional-social intelligence (ESI): an intersection of interrelated emotional and social abilities, that consists of 5 components (intrapersonal, interpersonal, stress management, adaptability and general mood) consisting of 15 sub-competencies, that function to define the degree to which individuals are aware of their own personalities, those of others, and respond to environmental pressures. Combined, these three models are the mainstream theoretical prismations exploring EI in the organisational setting. Even though they have a similar issue of self-awareness, self-regulation, and interpersonal skill, they differ in one important aspect, which is that, contrary to Goleman and Bar-On models, Mayer and Salovey (2016) state that EI is an actual cognitive skill, and its level can be measured by performance tests, unlike the one that Bar-On and Goleman discuss, which combines both ability and personality tendencies and is measured with the help of self-report.
[bookmark: _Toc235589213]2.2 A Critical Comparison of the Three Models
The four-branch model of ability by Mayer and Salovey, which includes perceiving, facilitating, understanding and managing emotion, places EI within general frameworks of intelligence. A recent second re-test by Mayer, Caruso, Sitarenios and Romero Escobar (2024) verified the basic configuration of the model, but raises the question of whether the facilitation branch is empirically differentiated to the other three, showing that even the most empirically validated EI model is still undergoing development. The appeal of this ability-centered method to researchers is that it can be objectively measured and to a large extent is not personality-dependent but may arguably be less directly transferable to training in the workplace compared to the competency model suggested by Goleman, which was designed specifically to be applied to organisations and social behaviour and places EI into self-awareness, self-management, social awareness and relationship management. 
The ESI model of Bar-On is unique in its genuine connection of EI to wellbeing and adaptability instead of considering it as a mere mental ability. More importantly, the EQ-i, a self-report measure based on the model developed by Bar-On has shown a predictive validity coefficient of roughly .54 with respect to occupational performance in a variety of studies (Bar-On, 2006), which is not only stronger in relation than is reportedly generally relevant to cognitive intelligence alone, but the dependence on self-report casts doubts on social desirability effects and construct overlap with more established personality traits. When combined, the three models postulate that none of the models comprehensively describes workplace EI: Mayer and Salovey offer theoretical rigour, Goleman organisational applicability, and Bar-On the holistic perspective oriented towards wellbeing. In SMT application, this plurality means that the development of EI ought to be based on the integration of skills training and reflective self-assessment and situational judgement practice as opposed to a single off-the-shelf approach.
[bookmark: _Toc235589214]2.2.1 Limitations of the EI Construct
Even though it is popular, EI is a controversial construct. Critics say the three-dimensional measures like the EQ-i, and most of the competency scale developed by Goleman have a very strong correlation with the existing personality measures such as agreeableness and emotional stability, and that EI might merely be re-branding existing personality factors under a more commercial designation. Part of the reason why Mayer and Salovey developed their ability model in response to this criticism is that performance-based testing might also be less susceptible to the risk of self-report bias, and that there may be less overlap in personality, but that ability testing like the MSCEIT has also been subject to criticism in its own scoring approaches, which might be less reliable across cultures. In the case of an SMT who is also in a diverse multi-site organisation, this criticism is not just made on theory: it means that EI assessment tools must be applied to development dialogues but not taken as selection rates or promotion rates, and that the EI training programme should also be assessed in terms of its observable behaviour change and not just because it is named after a famous model.
[bookmark: _Toc235589215]2.3 EI and Workplace Communication
Effective communication requires the ability to accurately perceive and interpret emotional signals, self- and other-related, and manage the response, which is exactly what competencies in the perceiving and managing branches of the Mayer and Salovey framework involve. Self-aware employees can be more inclined to realise which words or tones may receive different reactions among their colleagues, whereas socially aware employees are more attuned to implicit tension or lack of involvement in a team conversation. This is in line with the study by Odame and Pandey (2025) of the executive students that established that EI sub-competencies such as empathy and self-awareness associated significantly with more constructive communication and interaction during times of disagreement. The fact that, in the conditions of the better results of the climate survey in this department, communication has become attributable to EI-informed facilitation, is consistent with the evidence base: structure emotional awareness in discussions seems to lead to a decrease in defensive responses, as well as two-directional and open dialogue. It is not only in individual interactions that EI influences communication at team levels. Leaders in the relationship-management sphere have a more advantage to read the overall emotional tone of meeting and modify pace, structure or facilitation manner such that those who speak less or less skillfully become overwhelmed by the more vocal members. This relates directly to well-being, as when employees feel listened to and comprehended, they report reduced stress and increased engagement, both outcomes that the SMT is interested in employee performance and growth.

[bookmark: _Toc235589216]2.4 EI and Conflict Management
Teamwork is inherently interdependent, and conflict is unavoidable as opinions, work approach or competing goals differ and not managed may prevent the build of trust and the sluggish pace of decision-making. With a sample of business management students, Odame and Pandey (2025) discovered that the EI competencies influenced the conflict management style significantly with a positive result, with the significant exception of social skills, indicating that self-regulation and empathy may be more important than general sociability in conflict management. This implication has a practical implication on leadership development: training in which the emphasis is on likeability or networking might fail to reduce conflict as effectively astraining in which the emphasis is on self-awareness and emotional regulation does. The latter point is especially applicable to the interest of the SMT in the results of the conflicts resolution because, according to such focus, EI-related interventions should rather focus on reflective and regulative abilities rather than just on relational abilities.
[bookmark: _Toc235589217]2.5 EI, Leadership and Decision-Making
At the leadership level, EI has been correlated with better decision-making because a leader's ability to regulate themselves emotionally means they are less likely to make poorly-considered decisions or defensive choices under stressful situations. They have theorized that ideal leaders should engage in both emotional and rational processes, be emotionally sensitive and authentic, while being able to demonstrate strategic intention; those who are limited in their abilities with regard to EI, even if successful for short periods under pressure and control, sap their organisation's energy and engagement over time (Goleman & Cherniss, 2024). This perspective aligns with the literature from ability modelling, in which one aspect of EI is conceptualised as the capacity to predict the potential emotional experience of situations outcomes in relation to other members of its respective community (Mayer, Caruso and Salovey, 2016), an ability that is becoming more pertinent for a department facing varied expectations from stakeholders and change. It also has an impact on decision quality in uncertain situations: When emotionally triggered, leaders characterized with low self-regulation are more likely to have confirmation bias and more likely to engage in reactive decision-making; leaders who can identify and manage their emotions are more likely to separate the substance of a decision from the pressure of emotion. What this means for recruitment, is that the SMT should consider, when recruiting leadership development candidates, that it is not just about confidence or skills based technical ability, but the evidence of self-regulation and reflective judgement, as this is what will inform results and performance under stress of the work of an organisation changing.

[bookmark: _Toc235589218]2.6 Mindfulness as a Complementary Mechanism
Mindfulness, a state of consciousness in which individuals attend to present experience in a receptive, non-judgmental way, has been shown to strengthen several EI competencies directly. Over a five-day period in a diary study with 219 employees, Hulsheger et al. (2013) found results to the contrary: high levels of mindfulness were negatively related to the reporting of emotional exhaustion, and positively to job satisfaction, which was mediated by weak surface acting (suppression of natural feelings and posing a performed one). Newer research by Long (2025) on 263 office workers showed that practicing mindfulness has a direct impact on job performance as well as an indirect impact via emotional intelligence, thus providing the evidence that practicing mindfulness has the potential to facilitate EI competencies like self-awareness and self-regulation, a functionality that was included as a mechanism linking mindfulness to the improved job function, instead of it being a separate and competing intervention. The ability to regulate oneself and be empathetic has been the central theme of all three of the EI's discussed above and is directly relevant to the improvement evidenced within this department: mindful facilitation of team discussions, before responding, listen without immediate judgement, and don't get reactive, stay present. This mosaic of evidence suggests that EI is a package of learnable skills and has measurable impacts in communication, conflict management and leadership decision making – and can be strengthened through reflective practices like mindfulness.
[bookmark: _Toc235589219]3.0 Task 2: Managing a Multigenerational Workforce
[bookmark: _Toc235589220]3.1 Generational Diversity in Context
Contemporary organisations are becoming more and more a product of multiple generational groups that work in proximity to each other influenced by unique formative experiences, new technologies and labour-market factors. Knowing these differences does not involve stereotyping individuals but merely being aware of some general trends in values, communication preference and motivation that can be used to create more inclusive management practice.
[bookmark: _Toc235589221]3.2 Generational Profiles: X, Y and Z
Generation X, broadly born between the mid-1960s and 1980, came of age before digital communication became dominant and tends to value independence, stability and work-life balance, generally preferring direct, efficient communication through email, phone or face-to-face conversation. Millennials, also known as generation Y, were born around 1981-1996, the first users of the early internet, and are generally driven to work by a sense of purpose, teamwork and frequent feedback, and prioritize flexibility and growth in their careers as their primary retention factors. The most digitally native generation, Generation Z, born around 1997-12, is moving into the workforce, accustomed to quick multitasking, instant communication and places a specific focus on mental health support, transparency and diversity and inclusion (USIQ, 2025). A study that compared communication and technology behaviour among the three cohorts discovered that Generation X is more prone to more traditional mediums influenced by prior experience in their careers whereas Generation Y and Z is more inclined to digital and asynchronous platforms to share knowledge and to collaborate on a daily basis (Rashid, 2024). It also differences in motivationally, with the three cohorts inclined to autonomy, experience recognition, to purpose, mentorship and visible progression, respectively, transparency, psychological safety, and an evident commitment to social and environmental responsibility by their employer. These are tendencies and not rules and there is a great deal of diversity within each cohort but within the literature they appear to be regular enough to seek management intentionality rather than plan on a one-size-fits-all basis to engage.
[bookmark: _Toc235589222]3.3 Impact on Organisational Effectiveness
Such differences can lead to friction when not handled properly. Inconsistencies between employee and manager generations can lead to misunderstandings that might result in dissatisfaction and turnover if they go unrecognized. It’s important to understand that the Generation X manager, who prefers more autonomy and self-reliance, may find a Generation Z employee to be lacking in commitment, potentially causing mismatches that could lead to dissatisfaction and turnover if they go unrecognized. On the other hand, older Millennial or Generation X employees, on the other hand, might perceive digital, fast paced communication as not personable or not specific. Conversely, old Millennial or Generation X staff members may feel that communication is too digital and implies communication lacks enough detail are too formal for complicated matters. The transfer of knowledge may vary depending on technological fluency as well, Generation Y not only prioritises continuous learning, but such a mindset requires a shift of the organisational systems and culture, where it is more likely to promote knowledge-sharing activity on an agile and flexible basis compared to other generations if just adhering to one “generational norm” (Rashid, 2024). The impact of these differences is exacerbated by those of technological adaptability: groups that stick with one communication system (or one type of meeting) may systematically be discouraging participation from the generation least comfortable in that medium, and over time, from innovation, as ideas from those who do not feel as comfortable there are less likely to become visible. If these dynamics are not discovered and addressed, they can subtly compromise the morale and communication benefits of this report and report-driven improvement in climate, if the improvement will be based on a manager's practice when it is not sustained within structures and across generational preferences.
[bookmark: _Toc235589223]3.4 EI, Mindfulness and Inclusive Multigenerational Leadership
Emotional intelligence provides a ways to link generations together. Being tuned in to generational differences is essential for effective communication and feedback skills when working on a team, and leaders who know how to adapt in their communication and feedback style to team members' preferences as they know them are attuned to generational difference, but without falling into profile reductionism. As leaders head into the multigenerational and hybrid workplaces of recent years, this is said to require a more emotionally intelligent and humble approach to navigating the emotional landscape, bridging generational value systems and meeting team members where they are, as opposed to assuming there is "one right way to work" (Forbes Human Resources Council, 2026). Mindfulness helps with this, by encouraging managers to interact intergenerationally with curiosity and prevent making judgements, which could become a form of prejudice in the recruitment process, appraisal or team allocation process.
Psychological safety, where the team considers it safe to take interpersonal risk, is also linked to EI and the mindfulness factor as well as higher team retention and innovation – all shown in the research to be important for the success of diverse teams (Boston Consulting Group, 2024). Existing evidence specific to inclusive, emotionally intelligent leadership suggests empathetic leadership leads to psychological safety and increased engagement, which are all linked to improved retention particularly in a subset of their employees that are otherwise highly mobile in the labour market (younger workers). EI-informed leadership also positively affects engagement for those who are Generation Xers and Millennials, but on different motivators: autonomy and respect for experience for Generation Xers; purpose and growth opportunity, for Millennials (The Oxford Group, 2024).
[bookmark: _Toc235589224]3.5 Implications for Recruitment and Retention
These findings have immediate implications for recruitment and retention strategy for the SMT. If the organisation only spoke to one generation's voice with just feedback in one channel, and at one frequency, at the start, it would be putting itself at risk of not resonating with the others, by contrast, using a range of communication methods, allowing feedback at any frequency, and visibly investing in wellbeing and development will help ensure that the organisation appeals to everybody at once (The Oxford Group, 2024). Incorporating EI and Mindfulness into MDL processes, and not soft-skills training, empowers managers to internalize and apply the insights garnered from the generational experience and turn them into everyday practice, making workforce diversity a source of organization strength and innovation, instead of conflict. The same should apply to retention strategy, rather than take for granted a common benefits package across all generations, a flexible approach should be taken, what is of value to Generation Z, for example a structured progress track or consistent recognition of achievement, may not be of value for Generation X who might value stability or flexibility in the working environment. None of this will mean giving up any consistent organizational standards, it simply means that it will take leaders with the right emotional intelligence to apply those organizational standards in a flexible way that is reading what each individual, or what each generation of employees, requires, rather than applying the organizational standard template.
[bookmark: _Toc235589225]4.0 Conclusion
This report has illustrated how emotional intelligence combined with the practice of mindfulness allows for a theoretical and practical basis for enhancing workplace performance, communication, conflict management, and inclusive leadership. Task 1 revealed that contentions related to EI found in each of these models offer unique but complementary perspectives on EI and that mindfulness acts as a tool that enhances EI competencies in practice, such as self-awareness and self-regulation. In Task 2 it was confirmed that gen conflict could be transformed to be a source of strength for an organisation if handled and managed with an Emotional Intelligence (EI) perspective. The most direct suggestion for the SMT's strategic planning meeting is that the use of EI and mindfulness should not be viewed or utilised as a standalone training of skills but rather as an intrinsic leadership capability that should be planned for when recruiting and developing leadership and adding to their daily work routines around the department.
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