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Introduction.
Emotional Intelligence (EI) and mindfulness widely recognised as valuable skills in today's organisation. They help employees communicate effectively, manage emotions and build positive workplace relationship. These abilities support leadership, teamwork and employee well-being, particularly in organisations experiencing rapid technological change and increasing workforce diversity. Organisational climate survey highlighted improvement in team morale, communication and conflict resolution through the application of mindfulness and emotional intelligence practices, demonstrating the practical value of these competencies. 
The report critically analyses the role of emotional intelligence within contemporary organisations and examines how it contributes to improved employee performance, collaboration, wellbeing and effective leadership. The report evaluates the contribution of emotional intelligence to workplace performance, communication and leadership by comparing: Golemans, Emotional Intelligence Framework, Mayer and Salovey's Ability Model, Bar-Ons Emotional- Social Intelligence Model. It also explores the relationship between emotional intelligence, communication, conflict management, decision-making and leadership. To provide evidence-based recommendations for the Senior Management Team (SMT) on how emotional intelligence and mindfulness can enhance organisational performance.
This report investigates the challenges and opportunities associated with managing a multigenerational workforce comprising Generation X, Millennials (Generation Y) and Generation Z.  The examines show how differences in workplace values and communication preference, motivation and technological adaptability influence organisational effectiveness. Finally, evidence-based recommendations are provided for Senior Management Team (SMT) regarding the implementation of emotional intelligence and mindfulness practices to support inclusive leadership, employee development, psychological safety and long-term organisational success.








Task 1. 
1.Definition and Importance of Emotional Intelligence in the Workplace. 
EI is the ability to recognise, understand, manage and effectively use emotions in oneself and others. Unlike Intelligence Quotient (IQ), which focuses on cognitive abilities, Emotional Intelligence emphasises emotional awareness and interpersonal skills. According to Mayer and Salovey (1997), emotional intelligence involves four key abilities:  perceiving emotions accurately, using emotions to facilitate thinking, understanding emotions and managing emotions effectively. Manage organisational change and communicate effectively across different departments and cultures. In the workplace, high emotional intelligence improves communication, teamwork and leadership. Employees with strong EI adapt more easily to change, manage stress better and build positive relationships. 
That organisations invest in emotional intelligence development often experience higher employee engagement, improved collaboration and lower levels of workplace conflict (Goleman, 1998). Leaders' whit high EI also encourage trust, creativity and continuous improvement. Demonstrate self-awareness and empathy are better equipped to understand employees need and provide constructive feedback. Such environments promote learning, creativity and continuous improvement, which are essential characteristics of successful contemporary organisations (Edmondson, 2019).
Although emotional intelligence is considered an important workplace competency, it should complement rather than replace technical knowledge and cognitive ability remain equally important for achieving organisational success.
2.Goleman’s Emotional Intelligence Framework.
Goleman’s Emotional Intelligence Framework (1998) is one of the most influential models used in organisational behaviour and leadership studies. His model consists of five core components: self-awareness, self-regulation, motivation, empathy and social skills. Together these competencies enable employees and leaders to build strong relationships, manage workplace challenges and improve organisational performance.
Self-awareness: Is the ability to recognise one's own emotions, strengths, weaknesses. It helps individuals make better decisions and supports personal growth. For example, managers with strong self-awareness are more likely to recognise how their emotions influence decision-making and relationship with employees.
Self-regulation: Controlling emotions and responding appropriately in challenging situations. Helps employees manage conflict professionally and build trust. A strong self-regulation remains calm under pressure, adapt to organisational change and resolve conflicts professionally. 
Motivation: Goleman’s suggests that emotionally intelligent people demonstrate resilience, optimism and commitment even when facing setbacks. Refers to the drive to achieve goals, remain optimistic and continue improving despite challenges.
Empathy: Leaders understand employees' emotions, recognise diverse perspectives and adapt their communication styles accordingly. It improves communication, teamwork and inclusive leadership.
Social Skills: Involve communicating effectively, building relationships, resolving conflicts and working collaboratively. Together, these five competencies help employees perform more effectively, strengthen leadership and create a positive workplace culture (Goleman, 1998).
Critical Evaluation of Goleman’s Framework.
Although Goleman’s Emotional Intelligence Framework is widely recognised in leadership and organisational behaviour studies, it has also been subject to criticism. 
One of its main strengths is its practical application, as the model provides managers and organisations with a clear framework for developing leadership competencies, improving teamwork and enhancing employee engagement. These five emotional competencies are relatively easy to understand and can be incorporated into leadership development programmes, coaching and performance management (Goleman, 1998).
However, several researchers argue that Goleman’s framework lacks conceptual clarity because it combines emotional abilities, personality traits and leadership behaviours into a single model. Mayer, Salovey and Caruso (2016) suggest that emotional intelligence should be viewed as a cognitive ability rather than a collection of competencies and personality characteristics. In addition, some studies indicate that factors such as technical expertise, cognitive ability and organisational culture also influence workplace performance, meaning that emotional intelligence alone cannot fully explain leadership effectiveness or employee success.
3.Mayer and Salovey's Ability Model. 
Mayer and Salovey's Ability Model is one of the earliest and most scientifically supported models of emotional intelligence. It defines emotional intelligence as the ability to perceive, use, understand and manage emotions. Unlike Goleman's competency-based approach, Mayer and Salovey (1997) defines emotional intelligence as a form of cognitive ability that enables individuals to process emotional information effectively. The model suggests that emotional intelligence can be developed through learning and experience and using emotions to facilitate thinking, understanding emotions and managing. 
Compared with Goleman’s framework, the Ability Model provide stronger scientific evidence because it measures emotional intelligence as a cognitive ability rather than a collection of workplace competencies.
Perceiving emotions
This ability involves recognising emotions in oneself and others through facial expressions, tone of voice and body language.  In the workplace, its help employees identify colleagues' emotions and respond appropriately, reducing misunderstandings and conflict 
Using emotions to facilitate thinking
Emotions can support problem-solving and decision-making. Mayer and Saloveys argue that emotions can guide attention, encourage creativity and improve judgement. Employees who use emotions effectively are better able to evaluate different perspectives and develop innovative solutions.
Understanding emotions
This competence involves understanding emotional reactions and how emotions change over time. It helps employees communicate effectively, manage organisational change and reduce resistance to new initiatives.
Managing emotions
This ability refers to regulating emotions in oneself and others. Employees who manage emotions well remain calm under pressure, respond professionally to conflict and contribute to a positive organisational culture.
Critical Evaluation of Mayer and Salovey’s Ability Model.
Mayer and Salovey’s Ability Model is widely regarded as one of the most scientifically supported theories of emotional intelligence because it conceptualises EI as a cognitive ability rather than a personality trait. Unlike Goleman’s framework, it views emotional intelligence as a cognitive ability rather is supported by the Mayer- Salovey- Caruso Emotional Intelligence Test (MSCEIT), which measure emotional abilities through performance-based tasks (Mayer, Salovey and Caruso, 2016). 
However, the model has several limitations. Critics argue that performance in controlled tests may not accurately reflect behaviour in real workplace situations. In addition, the MSCEIT has been criticised for relying on expert scoring, which may reduce objectivity. Despite these limitations, the Ability Model provides a strong theoretical foundation for understanding emotional intelligence and remains valuable for leadership, communication and decision-making.  

4.Bar-On's Emotional-Social Intelligence Model.
Bar-On's Emotional-Social Intelligence Model (2006) is one of the most comprehensive approaches to understanding emotional intelligence in organisational settings. Unlike Mayer and Salovey’s Ability Model, it combines emotional and social competencies that influence leadership, workplace performance and psychological well-being. The Bar-On's model consists of five key dimensions: intrapersonal skills, interpersonal skills, stress management, adaptability and general mood. (Bar-On,2006).
Intrapersonal skills
These skills involve recognising and expressing emotions, understanding personal strengths and weaknesses and maintaining self-confidence. They support effective decision-making and responsible leadership.
Interpersonal skills 
Interpersonal skills include empathy, social responsibility and relationship management. They improve communication, teamwork and collaboration, helping organisations build positive working relationships.
Stress management 
This dimension refers to controlling emotions and remaining calm under pressure. It enables employees to cope with change, reduce workplace conflict and maintain productivity. 
Adaptability 
Adaptability is the ability to adjust to changing situations, solve problems effectively and respond positively to organisational change. Supports employees during organisational change.
General mood
General mood reflects optimism and positive thinking. It supports motivation, resilience and employee well-being, contributing to improved workplace performance. Reduce absenteeism and improves engagement.
Critical Evaluation of Bar-On's Model.
Bar-On's Emotional-Social intelligence Model is valued for its comprehensive approach, combining emotional competencies with social functioning and psychological well-being. This makes it useful for leadership development, employee well-being and organisational training.
However, critics argue that some components, such as optimism and self-esteem, overlap with personality traits. As a result, some researchers question whether the model measures emotional intelligence or broader aspects of personality. 
Despite these criticisms, Bar-On's model remains widely used because it provides practical guidance for improving teamwork, leadership effectiveness, employee resilience and organisational performance. 
5.The Role of Emotional Intelligence in Improving Workplace Performance, Collaboration and Well-being. 
a). Emotional Intelligence and Effective Communication. 
Effective communication is a key benefit of emotional intelligence (EI) in the workplace. Employees with high EI are better able to recognise and manage emotions, improving empathy, active listening and professional relationships.  According to Mayer and Salovey (1997), recognising and managing emotions supports effective interpersonal communication. However, communication is also influenced by organisational culture, leadership style and technical skills. Emotionally intelligent leaders build trust, encourage collaboration and create psychologically safe workplaces where employees feel confident sharing ideas (Edmondson, 2019).
b). Emotional Intelligence and Conflict Management.
Conflict in organisations, particularly within diverse and multigenerational teams. Emotional Intelligence enables employees to manage disagreements constructively by recognising emotional triggers and regulating them responses before conflicts escalate. Goleman (1998) highlights self-regulation and empathy as essential for conflict resolution, while Bar- On (2006) emphasises stress management and interpersonal skills. However, effective conflict management also requires clear organisational procedures and leadership support.  
c). Emotional Intelligence and Leadership. 
Emotional intelligence plays an important role in effective leadership. Leadership with high EI build trust, motivate employees and strengthen teamwork through self-awareness, empathy and strong social skills (Goleman, 1998). Mayer and Salovey (1997) argue that understanding emotions improves decision-making, while Bar-On (2006) highlights adaptability and resilience. However, successful leadership also depends on professional expertise and strategic thinking.

d). Emotional Intelligence and Decision-Making. 
Emotional intelligence supports decision-making by helping individuals recognise emotions and manage personal bias. According to Mayer and Salovey (1997), integrating emotional information with rational thinking leads to better decisions.
However, effective decision-making also requires evidence, critical thinking and professional knowledge.  
e). Emotional Intelligence and Employee Well-being.
Employee well-being is closely linked to emotional intelligence.  Employees with higher EI manage stress more effectively, build positive relationships and show greater resilience, leading to higher job satisfaction and lower burnout. Bar-On (2006) highlights stress management and optimism, while Goleman (1998) emphasises supportive leadership and psychological safety. However, organisations should combine emotional intelligence with wider well-being initiatives and supportive workplace policies.
6.Critical Discussion.
The three emotional intelligence models discussed in this report- Goleman's Emotional Intelligence Framework, Mayer and Salovey’s Ability Model and Bar-On's Emotional- Social Intelligence Model- offer complementary perspectives on emotional intelligence in organisations.
Mayer and Salovey's Ability Model provides the strongest theoretical foundation by defining emotional intelligence as a measurable cognitive ability, distinguishing it from personality traits. In contrast, Bar-On's model adopts a broader perspective by integrating emotional, interpersonal and social competencies, making it particularly useful for understanding employee well-being, resilience and workplace adaptation. 
However, the model also has limitations. The Ability Model is less practical for organisational settings because performance-based assessments are complex and less widely used.  Goleman's framework, although highly influential in leadership and human on self-report measures and may be affected by response bias. Bar-On's model has also been criticised for overlapping with personality traits. 
Overall, each model has strengths and limitations. Mayer and Salovey provide the strongest theoretical foundation, Goleman offers practical guidance for leadership development and Bar-On emphasises employee well-being and organisational adaptation. Therefore, organisations are likely to achieve the best outcomes by combining the strengths of all three approaches to improve communication, leadership, decision-making and employee well-being.





Task 2
1.Managing a Multigenerational Workforce.
Modern organisations employ people from several generations, each bringing different experiences, values and expectations to the workplace. The most common generations currently represented in organisations are Generation X, Millennials (Generation Y) and Generation Z. These differences can create challenges related to communication, motivation and collaboration. They can also become a source of innovation and organisational learning when managed effectively (Twenge,2017; Costanza et al., 2012). Emotional Intelligence and mindfulness play an important role in helping managers understand employee's needs, reduce misunderstandings and create an inclusive working environment. This report evaluates the characteristics of each generation and examines how emotionally intelligent leadership can improve organisational performance.
2.Generation X. 
Generation X, born between 1965 and 1980, is generally described as independent, adaptable and pragmatic. They value job security, autonomy and work-life balance, while remaining flexible during organisational change. In the workplace, they prefer direct communication, independent working and opportunities for professional development (Twenge, 2017; Costanza et al., 2012; Lancaster and Stillman, 2001). They are usually motivated by opportunities for professional development, recognition of their expertise and flexible working arrangements. 
However, they may become frustrated when communication lacks clarity or when rapid organisational change is introduced without sufficient explanation. Managers with high emotional intelligence can support Generation X employees by recognising their need for autonomy while maintaining open communication and active listening, constructive feedback.
 3.Millennials (Generation Y). 
Millennials (Generation Y), born between 1981 and 1996, are one of the largest groups within today’s workforce. They value career development, continuous learning, regular feedback and meaningful work. They also prefer collaborative leadership and opportunities to contribute to organisational decision-making (Twenge, 2017; Parry and Urwin, 2011; Costanza et al., 2012). They often value positive workplace relationship and organisational culture that promote diversity, inclusion and employee well-being.
Managers with high emotional intelligence can motivate Millennials through coaching recognition and professional development.  Self-awareness and empathy enable leaders to understand employees' personal aspirations, while effective communication supports greater organisational commitment. However, organisations should avoid if all Millennials share identical expectations, as individual differences remain significant.
4.Generation Z.
Generation Z includes individuals born from approximately 1997 onwards. Having grown up with digital technology, they value flexibility, innovation, diversity and meaningful work. They also expect regular feedback, career development and socially responsible leadership (Seemiller Grace, 2016).  They often prefer frequent communication and immediate feedback from managers. Mental health and psychological safety are also particularly important to this generation (Schroth, 2019). 
Generation Z demonstrates strong digital skills; some researchers suggest that younger employees may require additional support in developing interpersonal communication and conflict management abilities (Seemiller & Grace, 2016). Mindfulness further improves emotional regulation and resilience during periods of organisational change (Kabat-Zinn, 2003). Many organisations use digital collaboration platforms and flexible working arrangements to meet the expectations of Generation Z employees.
5.Comparing the Three Generations.
Generation X, Millennials and Generation Z differ in their communication styles, motivational factors and workplace expectations. Generation X generally values independence and stability; Millennials prioritise collaboration and regular feedback; Generation Z expects flexibility, inclusion and technological innovation (Twenge, 2017). 
However, these differences should not be exaggerated. Research indicates that many workplace values, including respect, recognition and opportunities for development, are shared across generations (Costanza et al.,2012). Managers who rely solely on generational stereotypes risk creating unnecessary division. Instead, emotionally intelligent leaders adapt their communication and leadership approaches according to individual employee needs rather than age alone (Goleman,1998).

6.The Role of Emotional Intelligence and Mindfulness.
Emotional intelligence enables managers to recognise employees' emotional needs, communicate effectively and resolve workplace conflicts before they escalate (Mayer, Salovey& Carus, 2008). Self-awareness helps leaders understand how their behaviour influences others, strengthening trust and cooperation across different age groups. Emotional intelligence by improving emotional regulation, attention and thoughtful decision-making (Kabat-Zinn, 2003). Managers who practise mindfulness are generally better able to remain clam during challenging situations, reducing workplace stress and promoting psychological safety. Together, emotional intelligence and mindfulness create inclusive workplaces. This contributes to stronger collaboration, improved employee engagement and higher organisational performance (Goleman,1998).
7.Using Emotional Intelligence and Mindfulness to Recruit, Manage and Retain Employees from Diverse Generational Backgrounds.
Emotional intelligence and mindfulness to create an inclusive and productive workplace by recognising the different experiences, values and expectations of employees from diverse generational backgrounds. During recruitment, emotionally intelligent managers focus on candidates' skills and potential rather than age-related stereotypes, promoting fairness, diversity and equal employment opportunities (Goleman, 1998; Costanza et al., 2012). Leaders should adapt their communication and leadership styles to individual needs. Employees from different generations may have different preferences for feedback, work-life balance, technology and career development. By demonstrating empathy, active listening and flexibility, managers can build trust, reduce conflict and encourage collaboration (Twenge, 2017; Schroth, 2019).
Mindfulness complements emotional intelligence by improving self-awareness, emotional regulation and decision-making. Managers who practise mindfulness create psychologically safe workplaces where employees feel respected and values. These approaches improve employee engagement, well-being and retention while strengthening organisational performance (Kabat-Zinn, 2003; Edmondson, 2019; Coronado-Maldonado and Benitez- Marquez, 2023).
8.Recommendations
Organisations should introduce emotional intelligence training for managers. Such programmes can improve communication, empathy and conflict resolution while strengthening leadership effectives to maximise the benefits of a multigenerational workforce, organisations should: 
· Emotional intelligence and mindfulness training for managers (Goleman, 1998).
· Adopt flexible leadership styles tailored to individual employee needs (Bar-On,2006).
· Mentoring programmes connected to different generations (Schroth, 2019).
· Promote regular feedback and open communication (Mayer et al.,2008).
· Invest in employee well-being and psychological safety (Kabat-Zinn, 2003).


Conclusion.
Emotional intelligence is a vital skill for successful teamwork in a group who develop self-awareness, self-regulation, motivation, empathy and social skills. These competencies help employees communicate effectively, manage conflict constructively and achieve better organisational outcomes. Managing a multigenerational workforce requires leaders to recognise both generational diversity and induvial differences. Emotioal intelligence and mindfulness support effective communication, conflict resolution and the creation of psychologically safe workplaces where employees from all generations can succeed (Goleman, 1998).
Although Generation X, Millennials and Generation Z have a different workplace expectations and communication styles, emotionally intelligent leadership helps transforms these differences into organisational strengths rather than barriers. Organisations that invest in emotional intelligence, inclusive leadership and employee well-being are more likely to improve engagement, collaboration and long-term organisational performance. 
Ultimately, emotional intelligence should not be viewed as a replacement for technical or professional skills bit as a complementary capability that enhances leadership effectiveness and organisational success. By combining emotional intelligence with flexible leadership, continues learning and supportive organisational practices, organisations can build resilient, inclusive and high-performing workplaces that are better prepared for future challenges. 
As workplace continue to become more diverse and complex, organisations that integrate emotional intelligence and mindfulness into leadership and employee development strategies are more likely to achieve sustainable organisational success.
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