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[bookmark: _Toc232000024]Introduction 
The prospective criteria of developing emotional intelligence (EQ) is considered as one of the vital aspects to improve personal growth of an individual. It also relatively enhances the incurrence of self-regulation that directly promotes organisational productivity while focusing on overall working dynamics (Al-Romeedy, et al. 2025). 
This report will explain the impacts of emotional intelligence on organisations. The report will critically evaluate concepts and impacts of emotional intelligence while using relative models such as Goleman’s Emotional Intelligence Framework and Bar-On’s Emotional-Social Intelligence (ESI) Model. It will also analyse contribution of emotional intelligence towards building effective communication and decision making in modern organisations. Moreover, this report will include the analysis of diversified characteristics of generational groups impacting the allocation of maintaining organisational effectiveness. 
[bookmark: _Toc232000025]Task 1: emotional intelligence in the workplace 
Critically evaluating the implication of Emotional intelligence into the organisations provides emphases on core theoretical framework like Mayer and Salovey’s Ability model, Bar-On’s emotional-social intelligence model and Goleman’s mixed model (Shah, 2024). This analysis provides the usage of EI into enhancement procedure of well-being, collaboration and employee performance. 
[bookmark: _Toc232000026]Mayer and Salovey’s Ability model
This approach has stated emotional intelligence as a clean form of mental ability, structuring it as an intelligence which routes emotional information. This model revolves around four hierarchy branches, which transforms psychological procedures towards higher level while managing cognitive procedures.
Perceiving emotions:  this is the first branch of this model which states, there are two ways to identify emotion, first by own self and then through behaviour, clue and languages. In the work culture, this model demonstrates ability of employees to identify client’s confusion and team’s morale alongside. 
Using emotions to facilitate thought: it enforces capacity into employees to manage emotions which will provide assistance to intellectual activities like creative thinking and problem-solving abilities. For instance, investing on positive attributes to generate positive innovative ideas and further this method helps in utilising a state of anxiety to accurately audit financial report (Mayer, 2024). 
Understanding emotions: this stage indicates ability to understand dynamic nature of emotions, linguistic mixture of feelings and provisional emotional state. This stage is important for identifying frustration and emotions at early stage to control and manage anger.
Managing emotions: the uppermost level to be considered is managing and controlling emotions in oneself and others to promote social and personal growth. This approach implements constructive professional discourse in the situation of stress and crisis, while it averts irregular emotional outbursts. 
[bookmark: _Toc232000027]Goleman’s Emotional Intelligence Framework 
Daniel Goleman simplified the framework of EI by transforming it towards organisational domain, through presentation of mixed model structure, which aligns cognitive abilities with social competencies, behavioural tendencies and personality traits. The model is divided into four core sectors such as self-awareness, self-management, social awareness and relationship management, which are mapped between social and personal dimensions. Personal competence provides scope of self-awareness, which enhances an individual’s deep understanding about own strengths, limitations, values and emotions (Singh, 2022). With that the scope of self-management provides positive outlook to face the setbacks in the market challenges, while adapting towards changing needs of the market. On the other hand, social competence revolves around two objectives like social awareness and relationship management. Social awareness gives sense of empathy towards analysing about feelings and perspectives of others. With the scope of relationship management, it provides mentorship and inspirational leadership to the team and employees. Goleman has stated that this approach provides long term success and emotional competence across businesses. 
[bookmark: _Toc232000028]Bar-On’s Emotional-Social Intelligence (ESI) Model 
Reuven bar-on model defines ESI as a pathway for emotional and social competencies. This model frames EI as a core driver of psychological well-being and life performances. With this it provides significant focus on adaption and survival methods. This model consists of five factors such as intrapersonal, interpersonal, stress-management, adaptability and General mood (Callahan, 2023). Intrapersonal factors determine effectiveness of an individual to understand and express their inner emotions like self-actualisation and assertiveness. Interpersonal factors govern on individual’s ability to collaborate, interact and build mutual trust with others, while implementing social responsibility and interpersonal relationship. 
Stress management factor determines employee limit on stress tolerance and impulse control, this makes an employee to stay calm, non-reactive and focused. It helps in managing situation like operational failures, system restructuring and tight deadline effectively. While adaptability factor regulates individuals against external realities and adaptability towards economically changing demands. This approach works as a motivational engine for employee to remain constant about their behaviour across the organisation. 
[bookmark: _Toc232000029]Improving individual performance, collaboration and wellbeing 
Significant implementation of these theoretical models impact positively upon these three interdependent areas of organisational life such as, performance, collaborations and well-being.
Performance optimisation: High emotional intelligence improves task and contextual performance, through utilisation of Mayer and Salovey’s model, workers do not rely only on their emotional state, instead combine their current situation with the workforce. Moreover, Goleman’s self-management model ensures that high EI individuals preserve a strong command on the workforce. For instance, in the situation of project failure employee should convert negative emotions into critical lesson for sustaining high level of output while minimising delays (Khotbi, 2023). 
Team collaboration and synergy: the procedure of modern workplace depends heavily up diversification of teams and cross functional mentality. Thus, collaboration helps in simplifying the work of team members as it allocate assessments to individuals towards operating solely out of their self-interest. While applying Bar-On’s interpersonal factor, ensures the engagement of employees to be in sphere of social responsibility and empathy, this approach results in providing psychological safety to team members. In the situation of high social awareness, an individual team member enthusiastically listen contrasting perspectives and dissimilar ideas of other team members. This approach diminishes the issue of group thinking and sole mentalities while implementing new and genuine collaborative innovations. 
Employee well-being and burnout mitigation: prolonged stress in workplace often triggers depersonalisation, emotional exhaustion and diminishing sense of personal accomplishment. Here, EI acts as a primary source of relief from psychological buffer against these disastrous situations. Employees, which are highly aware about their own psychological state or recognises the signs of stress earlier, mitigate situations of burnouts and efficiently focus on wellbeing (Pladdys, 2024). Through the implementation of Goleman’s models of self-control on emotions and Bar-on’s stress management model, employees establish health boundaries and shift towards the adaptation of coping mechanism about their stress. Similarly, with high emotional intelligence experience organisations reduce turnover intention, uplifts ratio of sustainable job satisfaction and reduces chances of absenteeism. 
[bookmark: _Toc232000030]Contribution of emotional intelligence within modern organisations
Beside of individual employee metrics, EI operates as systemic framework, which shapes the methods of modern organisation towards long-term decision, friction resolving, communication and navigation of teams. 
Effective communication:  in a modern organisation, communication is constantly hampered due to defensive posturing, misinterpretation and intellectual noises. Emotional intelligence shifts this approach by fostering relational dialoguing, transaction-based messaging with high level of personal intention. In the modern organisation high-EI communicators outshine at translating clear messages, which aligns with their own linguistic choices by ensuring emotional context of the whole sphere of organisation. Consecutively, these high-EI communicators excel at decoding prompts of verbal and non-verbal thoughts (Shogenova, 2025). Through the enforcement of EI, employees focus on practicing active listening instead of passive listening just for counter responses. The objective behind this passive listening is to validate the speaker’s perspective before presenting their own issues.  
Furthermore, by implementing Goleman’s relationship management competencies, employers convey criticism based on behaviour of the employee rather than targeting employees about their own skills and knowledge. This approach conserves the listener’s confidence and transforms it into positive development tool not only a source of isolation. For example, EY (Ernst & Young) has embodied framework of emotional intelligence into its leadership development and well-being programme and operated a successful corporate environment (EY, 2026).  
Conflict management: managing conflict in the modern organisation is an inevitable situation. To determine the growth and development of organisation, their conflict management skill has to be considered first as destructive or constructive. This approach helps in preventing emotional hijacking in the situation of brain freezing and excessive irrational thought. In contrast, employees lacking in emotional intelligence suffer with passive aggression, defensiveness and personal insult. Whereas, employees with high management skills identified their own emotional responses, intentional pause and physiological surge. This approach helps high-EI professional to utilise methods of reality testing and empathy to divert personal loathing from constructive disagreements. It restructures conflicts by transforming approach of win-lose, zero-sum battle towards mutual, collaborative practices. Thus, the focus remains entirely on structural task instead of personal identities. 
Leadership: leadership in modern organisation depends more on authentic inspiration, relational influence and talent cultivation. In the modern organisation, dissonant leaders depend on control and command framework that creates situation of fear, anxiety and psychological attrition by hierarchy. Whereas, resonant leaders that are defined by Goleman emphasise on models of social awareness and empathy by aligning with current emotional state of organisational staff (Ahsan, 2023). This approach embodies stable and reliable emotional tone, which aligns and motivate the team for unified vision and goals. During the crisis, high EI excel individual’s practices and foster inspirational motivation that directly enforce managerial skills and resilience among the team members. For example, the NHS UK has implemented emotional intelligence by enforcing leadership quality in their management (NHS, 2026).  
Decision-making:  in previous times, it was assumed that rational decisions are originated in the situation of emotional crisis, but this theory contradicts with modern organisational theories. Modern organisations operate on cognitive evaluation while proving interventions on emotional needs. Decision making has contributed in modern organisations for diverting emotional states like anger, acute panic and high level of stress that can narrow down an individual’s focus towards the organisation. Hence, leaders with high emotional intelligence identifies various emotional frictions through method of self-awareness. Furthermore, Mayer and Salovey’s focus on utilising emotions through facilitating thoughts. High-EI leaders extract these emotions alongside decision making through rigid data analytics, which results in holistic performance of employee, timely submissions and strategically formulated decisions even in the condition of extreme pressure. For example, Oracle UK uses tailored sale EQ development to enhance their decision-making skills within the organisation (Oracle UK, 2026). 
[bookmark: _Toc232000031]Task 2: Managing a Multigenerational Workforce 
A multigenerational workforce is dynamically adhered to regulation of reducing friction for promoting organisational efficiency. It directly aims to navigate emotional intelligence practices that could foster long term productivity and stability. This aspect is generally driven by certain groups such as Generation X, Generation Y and Generation Z. In addition to this, it is crucially analysed that the organisations lead to optimum success gain, when aligned with diversified perspectives that involve innovation and retention of prospecting management (Junious and Cain, 2025). Meanwhile, organisations typically neglect these features, which result into communicative barriers and critical frictions that directly impose effects on organisational productivity compliance
[bookmark: _Toc232000032]Analysis of distinct generation and workforce expectations 
Generation X
Based on this generational group, it is analysed that it significantly comprise of 1965-1980 period that manages organisational structure and adheres to initial adaptation of data orientation with computing. It regulates in household sector with inclination of dual income to develop criteria of self-autonomy and reliance aspect in terms of organisational scepticism (Banu and Rani, 2025). Moreover, this generational group navigates the assessment of learning from their parents, which showcased organisational loyalty and need for performing ethical ownership despite of dealing with strategic disruption in layoffs. This also relatively causes downturns in management of optimum employment.
Expectation for workplace: The following generational group coherently focuses on dynamic autonomy and also deal with competency. Also, this aspect is crucially affected with expectations from workforce in constituting to direct success possibilities. They often navigate the nature of ownership even in terms of micromanagement outcome. 
Core requirements: They are adhered with facing stress and pressure of success from the generational group, baby boomers. It is analysed that this group is highly navigated with structure of balancing effective work life and incurrence of flexible adaptability to manage operations (Fedorova, et al. 2024). For example; Unilever align strategy of ‘four day working’ trial in order to provide employees with ultimate satisfaction of working (BBC, 2026). 
Generation Y (Millennials) 
Often known as Millennials, Generation Y being born in 1981-1996, is the generational group that evolves rapidly with the prospecting incurrence of globalisation and internet adaptation. It is relatively among the first group to execute formulation of digital technology and alignment of effective education in terms of development of initial career. It adheres to shift from dynamic nature of employment towards maintaining organisational loyalty along with focusing on personal growth and flexibility working (Saxena, 2024). 
Expectation for workplace: This generational group adheres with management of work in alignment of societal meaning and imposing ethical consideration. They proactively perform research dynamics to maintain optimum level of corporate social responsibility. In terms of employment structure, it is generally directed with approach of personal reflection of values and mission to foster attainment of potential equality, sustainability and ethical compliance among the community.
Core requirements: It requires value driven working environment that focuses on being highly collaborative in integration of flat organisational structure that empowers potential transparency. This group also requires to be highly compatible with prospecting inclusion of mentorship and maintenance of prominent validation. Along with this, rather than focusing solely on annual based reviews for feedback, they coherently follow approach of developing frequent level of engagement with management. 
Generation Z 
This generation is one of the leading groups comprising of effective technology and digital adaptation. They are said to be the prominent handlers of technology with smartphones, algorithm management and optimised cloud computing networks. Gen-Z follow the dynamic working approach related with aspect of being highly oriented towards global climate and adherence of hyper-personalised nature of social media technology.
Expectation for workplace: In constituting to Millennials, this generational group typically deals with disruption in compliance to managing financial stability and safety of job among competitive environment (Vieira, Gomes da Costa and Santos, 2024). They perform organisational operations while ensuring high focus on real-life approaches along with inclusion of maintaining entrepreneurial mind-set of handling organisational functions. 
Core requirements: This function in alliance to management of employment is directed with consideration of authentic Diversity, Equity and Inclusion (DEI). They are highly driven to manage operational tasks remotely with focusing on personalised and value oriented career progressions. This group considers it vital to incorporate employee-support, wellness initiatives and appropriate integration of leadership culture for overall development of employee’s well-being. 
[bookmark: _Toc232000033]Generational differences in organisational context
Workplace Values
The adaptation of value oriented functions among workplace is navigated with core competencies that manage productivity. It is directed by Generation X, which relatively focus on adaptation of following independency in accordance to allocation of budget (Se Hui and OH, 2025). However, as per Generational Y and Z, it typically deals with challenges related to maintaining traditional culture and fostering mental health orientation to empower productivity. This gap in alignment of generational groups, in terms of operational habits can drain systematic engagement levels of employees. For example; Marks & Spencer, extensively adapting to employee oriented scheme related to hiring younger demographics such as Gen Z to foster innovative measures and rise in productivity to bridge the gap between generational groups (BBC, 2026). 
Communication Styles 
Generation X highlights inclusion of high operative efficiency among formal organisational platforms. They require high terms of direct engagement and clarity oriented documented work for optimum productivity. While, Millennials focus on being in a collaborative working environment. It encourages utilising real-time digital meetings on platforms like Microsoft teams to manage allocation of diversified ideas. Moreover, Gen Z deals with rapidly changing dynamic nature in comprising of daily oriented reviews and feedbacks to determine authentic approach of messaging for optimum management of operations (Toboso-Gómez, et al. 2025). Thus, it is demonstrated that these generational groups affect risks related to cross generational communicative networks. This can lead to the younger demographic employees to feel less connected and incompatible. 
Employee Motivation 
As per maintaining ethical motivation among management, Generation X aim to target corporate autonomy with inclusion of certain financial rewards and stability to foster optimum management of workforce. While, Millennials foster to deal with public oriented recognition and development of rewards in terms of maintaining high profile adjustments for workforce. Furthermore, Generational Z focuses on implication of navigating premium adaptability to integrate upskilling structure of employees. It relatively aim to extend growth and enable optimum mental health initiatives in alliance to benefit packages of employees (Jones, 2023). Ultimately, this implication misaligns with multi-generational groups due to diverse aspects in talent management and requirements of their operative structures. 
Technological Adaptability 
In terms of adaptation of technology, Generation X is adaptive to deal with major focus on performing tasks with structure and proper system. While, Millennials typically reduce the gap and fosters with integration of digital cloud computing across mobile-first operation initiation (Subrahmanyam, 2025). Whereas, as for Gen Z, this generational group aligns with managing operations in integration to autonomy driven workflows with real time assessment of collaborative environment. However, it is inclined that due to this crucial gap, younger demographics can lead to face strategic disruption in terms of slow adaptability of technology. 
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In order to sustain ultimate level of multi-generational functions, it is vital for organisations to incorporate emotional intelligence and mindfulness in the strategies of human resource management.
Recruiting 
This approach can be navigated with targeting younger demographics to foster work-life allocation with involvement of objective based optimum performance by employees. This can be regulated with constants related to perform mindful talent management to reduce rigidity in terms of technology. For example; BP plc, energy oriented organisation in UK, utilise age-specified procedures of hiring to target Gen X with focusing on customised and flexible aspect of leading operations along with benefit package (BP, 2026). 
Managing
It can directly aim to focus on extensive relationship between managers to align demand of professionals and provide collaborative approach to facilitate real-time assessment of workflow management. For example; Unilever UK strategically aligns maintenance of mental health, targeting Millennials along with focusing on value oriented professional development of employees. 
Retaining 
In terms of retaining culture of management, adaptation of digital accessibility to demand transparency and navigate DEI oriented talent management can be efficiently aligned. It can also perform regular upskilling tools for employees to reduce financial anxiety related to stability. For example; PwC UK follows the systematic approach of reverse mentorship in alignment of Gen Z employees to maintain ethical and transparent accommodation of digital based upskilling of employees (BBC, 2026). 
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This report covered the analysis of maintaining emotional intelligence in the workplace in comprising of critical evaluation of models such as Goleman’s Emotional Intelligence and Bar-On’s Emotional-Social Intelligence (ESI) Model. It typically obtained the findings related to adhering effective communication and leadership based on modern oriented organisation culture. This report also included the analysis of various characteristics in constituent to generational groups such as Generation X, Y and Z, which creates a difference in terms of managing an organisation’s talent management. 
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