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[bookmark: _kz3q0187ckdo][bookmark: _Toc237268563]1. Introduction
Emotional intelligence (EI) helps individuals to manage their emotions and stress by resolving conflicts and building trusts in order to maintain collaboration among groups. Stein (2023) stated that emotional intelligence techniques create safe spaces where team members feel comfortable while sharing key insights about the situation. Core competencies of emotional intelligence influence employees to determine their individual capabilities and meet strategic practices within their workplaces. According to Chernis and Adler (2023), emotional intelligence practices guide employees to ensure flexibility in group performance after managing self-emotions and regulate workplace activities. The purpose of this study is to evaluate leadership decisions and employee development opportunities in order to improve emotional intelligence capabilities and develop group activities with enhanced communication styles. This study will highlight core competencies of emotional intelligence with the application of Goleman’s emotional intelligence, Bar-On’s and Mayer and Salovey’s ability models. This study will explore distinct characteristics and expectations of different organisational groups while creating an inclusive and productive work environment.  


[bookmark: _xb8yx828k0g][bookmark: _Toc237268564]2. Task 1: Emotional intelligence in the workplace
[bookmark: _i490ae806mxi][bookmark: _Toc237268565]2.1 Application of core competencies of emotional intelligence at the workplace
Emotional intelligence at the workplace helps to determine the ability of recognising and managing individual emotions while making group decisions. In the words of Collado-Soler et al. (2023), emotional intelligence contributes to an improvement in workplace performance and decreases anxiety among individuals and group members. Employees can integrate core competencies of emotional intelligence such as relationship management, self-management and social awareness to develop social and emotional bonds with group members. Relationship management competency of emotional intelligence can guide employees to reduce team conflict and create a positive work environment. These competencies can lower the stress in team activities and increase well-being among employees. This competency can develop interdisciplinary activities to maintain team performance and execute organisational tasks in a structured manner. In this way, employees can determine the current situation and make strategic choices in order to achieve targeted goals at the workplace.
Emotional intelligence helps people to solve argumentative decisions and improve flexibility in workplace activities while meeting strategic criteria within a workplace. According to Deb et al. (2023), emotional intelligence guides people to control their emotions and understand others’ behaviours while executing organisational activities. Self-aware competency can guide employees to understand emotions of each other while handling a particular organisational task that leads to improved collaboration and team performance. For instance, employees of Sainsbury’s understand the behaviours of team members with soft skills that include communication, emotional intelligence and personal traits that enable them to progress in their careers (Trendafilova, 2024). Situational competency of emotional intelligence can guide employees to determine workplace conditions and improve collaborative practices in order to secure the well-being of employees while making strategic decisions. These competencies can influence staff to establish a secured connection among group members and improve performance that lead to achieve greater success for organisations. 


[bookmark: _uoo4gljivru3][bookmark: _Toc237268566]2.2 Critical understanding of emotional intelligence models
Emotional intelligence helps to establish a connection between group members and develop good teamwork that leads to maintaining success within workplaces. Practices and principles of Goleman’s emotional intelligence, Bar-On’s emotional-social intelligence and Mayer and Salovey’s ability models help to understand social competencies among employees while developing key decisions and develop learnable disruptive activities. In the words of Llamas‐Díaz et al. (2022), emotional intelligence helps to develop a set of abilities for individuals and acknowledge emotional variables while operating group activities in order to establish a protective workplace. Emotional regulation is one of the major components of EI that supports the notion of emotional regulatory skills and guides workplace members to develop a dynamic environment. 
Goleman’s emotional intelligence
Goleman’s emotional intelligence model emphasises on technical or cognitive intelligence while developing social competencies for professional and personal success. In the words of Aamir (2023), Goleman’s emotional intelligence model supports the job performance with self-measurement that helps to identify determinants of organisational commitments. Components of Goleman’s emotional intelligence model guide individuals to improve behavioural competencies with significant resources and preferences that lead to meeting strategic goals. Employees can apply the self-regulating component of Goleman’s emotional intelligence model to control their disruptive impulses and maintain integrity within the team that leads to decline pressure while operating team activities. Employees can also integrate the self-awareness component of Goleman’s emotional intelligence model to know their individual preferences and current state of emotions. This opportunity can guide team members to develop their foundational decisions and control their self-improvement activities that lead to meet conditional outcomes within their workplaces. 
Components of Goleman’s emotional intelligence model help individuals to sense other people’s emotions and develop their social skills based on goal oriented opportunities. According to Mugabekazi et al. (2026), Goleman’s emotional intelligence model emphasises on the foundational competencies to understand key practices of self-awareness. The social skills component of Goleman’s emotional intelligence model can guide employees to manage relationships with other members through clear communication and conflict management. These strategic opportunities can influence employees to build constructive networks among team members and understand other people’s emotions while making strategic decisions. In this way, employees can develop their individual practices and support internal passions for their work in order to achieve organisational goals. 


For instance, Marks and Spencer’s has developed a Breakthrough Leaders Programme to manage emotional intelligence across their leaders to design and deliver inclusive work environments. This programme has a one-to-one coaching session where employees explore different possibilities to improve team performance or manage others’ emotions (Talogy, 2026). This programmable approach and EI programme is likely to improve self-guard among employees after understanding the limiting factors of personal beliefs and group activities. This innovative approach of EI can enable employees with new skills and knowledge that lead to improved productivity within their workplaces. 
Mayer and Salovey’s Ability Model
Mayer and Salovey’s Ability Model treats EI or emotional intelligence as a standard mental ability or approach rather than personality traits while operating individual performance. According to Knopp (2025), Mayer and Salovey’s Ability Model emphasises on four different components like expressing emotions, supporting thinking, understanding emotions and regulating emotions. These components can influence employees to acknowledge narrower scope of the selected task or process that can enable them to solve their problems with operationalising emotional intelligence processes. Employees can apply an express emotion component to understand the emotional abilities of their team members based on traditional processes in order to achieve team success. On the other hand, employees are expected to integrate support thinking components to improve flexibility in their psychological practices where they can develop team performance. These components can guide employees to determine motivational properties of their team members and support team decisions to handle complex situations. 
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Figure 1: Impact of emotional intelligence components on customers
(Source: YOU GOV, 2024)


Workers from different organisations can also utilise regulated emotion components of Mayer and Salovey’s Ability Model to ensure flexibility in human functioning and determine personality traits of each team member. This initiative can guide employees to acknowledge traditional understandings of EI while managing scientific considerations among team work that lead to achieve success in team performance. For example, according to the results of a survey, it has been found that 90% of customers have agreed that employees of Boohoo operate by understanding emotional components to acknowledge customers’ behaviours while delivering services (YOU GOV, 2024). This component guides employees to focus on mood-enhancing features to establish an emotional connection with their customers through colour-based products. 
Bar-On’s Emotional-Social Intelligence Model
Bar-On’s Emotional-Social Intelligence Model acts as a mixed framework to measure social and emotional competencies with five core factors that include interpersonal, intrapersonal, adaptability, stress management and general mood. In the words of Sfetcu (2023), Bar-On’s Emotional-Social Intelligence Model emphasises that emotional intelligence develops over time and can be developed through programming, therapy and training. Employees can apply Intrapersonal competence of this model to accept other workers’ feelings while operating organisational tasks as a team. This assertive behaviour can influence employees to be more self-directed towards their activities and maintain their self-actualisation approaches. For instance, John Lewis can focus on growing cultural movement that in order to incorporate strong emotional practices for workers. This process influences workers to fulfil the expectations of the workforce and create an inclusive work environment that leads to greater success. 
[bookmark: _e9kuhq106cyt][bookmark: _Toc237268567]2.3 Identification of the contribution of emotional intelligence towards effective communication, conflict management, leadership and decision making
Emotional intelligence drives business success by developing connections among staff and solving internal problems that lead to enhanced communication through empathy and building psychological safety around the workplace. In the words of Gukssa (2023), emotional intelligence acts as a multifaceted concept that refers to the ability to understand, manage and perceive other emotions in terms of conflict management, decision-making and communication. Emotional intelligence is likely to guide employees and leaders to apply an active listening approach in improving effective communication where every member can listen to each other before making any decisions. 


Alternatively, employees can utilise emotional intelligence practice to manage conflict management with root-cause focus techniques. This technique can guide employees to determine underlying emotional triggers and understand unspoken grievances rather than unconditional arguments. Consequently, this strategy can influence workers to manage conflicts among team members and guide them to stay calm during pressure handling activities. For example, leaders of Aldi empower their employees with emotional intelligence practices to develop their communication and new ways of executing tasks that lead to developing positive and successful experiences (Keating, 2024). Moreover, emotional intelligence can also guide leaders to understand specific drivers that boost their individual confidence and strengths with inspiration and motivation techniques while executing business tasks. This technique is likely to boost psychological safety around employees and encourage them to share their creative ideas and admit their individual mistakes. Stress resilience techniques of emotional intelligence are expected to guide employees to prevent reactive choices and remain level-headed decisions that lead to improve strategic decision-making processes within workplaces. These techniques can influence employees and leaders to align individual strengths with team goals that lead to foster inclusive work practices and achieve business success. 
[bookmark: _8vo9jhju2871][bookmark: _Toc237268568]3. Task 2: Managing a Multigenerational Workforce
[bookmark: _8jepafmidptw][bookmark: _Toc237268569]3.1 Analysis of distinct characteristics and expectations of different generational groups
Generation X
Generational diversity in the UK workforce helps to determine distinct expectations and values in reference to emotional intelligence. Generation X mainly covers birth years from 1965 to 1980 years who have different core traits that include resourceful, sceptical and adaptable within a workplace (Hall, 2022). Characteristics of generation X mainly depend on the situation and Gen X are widely known for fiercely independent and resourcefulness with strong commitment while operating any kind of business activities. The expectation of this generational group is mainly autonomy without micromanagement and fair compensation. These expectations allow this group to have strong emotional intelligence skills with strict decision-making processes by separating their professional and personal time within a workplace. Currently, workers in this generational group might hold senior leadership positions which can give values to the organisation by maintaining predictable routines while making any decisions. 


Generation Y (Millennials)
Generational distribution helps to determine capabilities of each group that result in bringing significant opportunities that lead to recognised emotional intelligence capabilities within a workforce. According to Șchiopu et al. (2023), Generation Y is known as millennials and considered to span over 1977 to 1995 who are socially conscious and idealistic in nature. Characteristics of this generation group are tech-comfortable, collaborative and pragmatic idealistic while operating any kind of tasks. These characteristics can guide this group to develop their interpersonal skills and they can improve their emotional intelligence practices depending on the situation. Expectations of this generation group are to control work-life integration, continuous seeking feedback to improve their individual performance, flexible arrangements and meaningful work that align with personal values. These expectations can guide Gen Y to improve their collaborative practices and control their emotions while supporting idealistic decisions of other team members. 
Generation Z
Generation Z is mainly familiar with technology and social platforms through instant communication channels in order to share their creative ideas. In the words of Wajdi et al. (2024), unique features of Generation Z help to investigate implications on pedagogical approaches and contribute valuable insights. Generation Z covers birth years from 1997 to 2012 who have deep environmental, social awareness and strong prioritisation in terms of mental health. Core characteristics of Gen Z are entrepreneurial strategist, vocal about emotional and physical wellness, digitally fluent and diversity in decisions. These characteristics are likely to guide this generational group to enhance their individual identity and give high value to their self-reliance in non-hierarchical spaces. Expectations of this generational group are robust mental health support, diverse and inclusive culture and strong corporate social responsibility with clear financial stability. These expectations can guide this generation group to improve hyper connectivity with other members through digital communication channels. 


[bookmark: _8s45kk3o8py2][bookmark: _Toc237268570]3.2 Evaluation of how different communication styles, values, technological adaptability and motivation among different generations impact organisational effectiveness
Communication styles
Generation X mainly prefers pragmatic and independent communication with face-to-face meetings, traditional emails and phone calls. In the words of Du et al. (2025), the communication pattern of Gen X is based on being task-oriented or professional by taking a simple period of time at the end of the sentence as neutral punctuation. This communication style can be helpful and transparent as the shared information has a relevance to the situation and is productive as well that leads to improved organisational effectiveness. Alternatively, Generation Y prefers purpose-driven and collaborative communication with video conferencing and instant messaging techniques. This communication style might bring positive values to relationship-building and task completion activities that enable workers in this generation to enhance the speed of organisational improvement. Generation Z mainly prefers to use mobile messengers and social media direct messages to share brief information with clarity focused. This communication pattern can interpret a formal period of sharing information that can be complex most of the time that can negatively influence organisational effectiveness. 
Values
Gen X is highly self-reliant and autonomy in nature that can guide employees to value their straightforward decisions with less direct supervision. This straightforward decision can bring positive influence on organisational effectiveness by improving team collaboration with structured communication that results in driving organisational effectiveness. However, Gen Y maintains purpose-driven approaches by aligning the work with personal values that result in adopting the changes and maintaining continuous learning capabilities (Carreno, 2024). On the other hand, Gen Z mainly prefers to use immersive technologies to share information and strongly prioritise social inclusion and equity to improve social values around their professional and personal activities. From the observation, it can be stated that the Gen Y group has the better approach towards maintaining their purpose-driven values in order to enhance flexibility and effectiveness in organisational activities. 


Technological adaptability
Gen X group considers utilitarian and pragmatic approach while handling new technology and accomplish their tasks rather than constant engagement. This approach can create restrictions in executing self-directed operations with technologies that lead to decline in organisational effectiveness. In contrast to this, Gen Y prefers a flexible and collaborative approach to adopt new technologies and bridge the gap between offline and hyper connected choices. This procedure can assist this group to decrease the new productivity gaps in the workplace that lead to enhanced organisational effectiveness. Gen X group is highly connected with new technologies and dependent on immersive AI-driven technologies. These technologies can improve the speed and assist this group to handle fast-paced operations and enable them to improve workplace productivity and effectiveness. 
Motivation
Core drivers of Gen X are stability, security and work-ethics which can give them opportunities to execute their business tasks with clear management structures without micromanagement. These drivers are likely to improve motivation around the team, however, this practice can create challenges in terms of innovative decision-making activities which can limit them to improve organisational effectiveness. On the other aspect, Gen Y focuses on transparency, flexibility and personal growth that can allow them to seek growth opportunities for individuals as well as organisations. This procedure can improve individual motivations and ensure organisational effectiveness while adopting new decisions or strategies. However, Gen Z mainly improves their mental wellbeing and authenticity for their workplace motivation which can be critical during taking immediate actions. This motivational approach can create difficulties for Gen Z groups to align their business values with intrinsic motivation in order to enhance organisational effectiveness. 


[bookmark: _tmf0hcqu49xg][bookmark: _Toc237268571]3.3 Use of emotional intelligence and mindfulness by managers for creating inclusive and productive work environment for employees across diverse generational backgrounds
Managers can establish a productive and inclusive work environment for their workers or employees depending on their generational groups to ensure flexibility and quality of work. According to Yusoff (2026), generational groups mainly seek specific workplace factors and make wider changes to support productive work practices. Managers can apply EI principles to recognise personal biases of Gen X and create inclusive work environments where skilled workers can be recruited and employees can solve their misinterpretation as a team. Managers can support their Gen Y employees with an inclusive work environment where workers can seek purposeful work that leads to improved collaboration in this work environment. Managers can also apply social awareness around Gen Y employees to control mindfulness practices and improve employee retention with structured career paths. Moreover, managers can also be mindful about empathy around Gen Z to determine their emotional and non-verbal cues to address conflicts and stress. Implementation of a productive work environment can help managers to perform frequent emotional check-ins in managing their emotional intelligence. In this way, Gen Z employees can improve their transparent decision-making and support workplace boundaries in order to achieve profitable growth within their workplaces. 


[bookmark: _p13ojhm1rhu9][bookmark: _Toc237268572]4. Conclusion
From the above study, it has been concluded that emotional intelligence helps to determine the self-beliefs of individuals while communicating or sharing any information about their personal and professional activities. Goleman’s emotional intelligence, Mayer and Salovey’s Ability Model and Bar-On’s Emotional-Social Intelligence Model have been applied to determine key practices and approaches of emotional intelligence among employees. Key practices and components of these models guide workers to develop their self-actualisation practices while improving their work practices and achieve targeted organisational goals. Three generational groups such as Generation X, Generation Y and Generation Z have been identified to acknowledge their distinct characteristics and expectations while executing workplace activities. Managers also use emotional intelligence for employees to secure recruitment and retain employees with strategic communication and organisational values that can influence organisational effectiveness. 
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