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[bookmark: _Toc230972667]Introduction
Emotional intelligence (EI) and mindfulness have become important for contemporary organisations as the modern workplace are increasingly drivers, technology-driven and emotionally demanding. Different organisations can also recognise employee performance and organisational success majorly depending on the technical knowledge but also for the case of interpersonal skills, emotional regulations and psychological well-being. EI refers to the respective ability to identify, understand, manage and also influence emotions in one and others (Antonopoulou, 2024). Mindfulness involves the maintaining of awareness of present experience while also responding calmly and thoughtfully to the workplace situation (Channawar, 2023). Both the concept contributes to the communication, collaboration, leadership effectiveness and the consideration to the conflict management in the organisation. The importance of EI has significantly increased because of the organisations that operate in highly competitive and stressful environments where the burnout, workplace conflicts and poor communication can also negatively affect productivity and morale. Employees with the EI are better able to manage pressures, demonstrating empathy and building positive workplace relationships. Similarly, mindfulness practices include emotional stability, resilience and decision making by helping the individual remain focused during any challenging situation. The report critically analyses the role of EI and mindfulness in modern organisations. It evaluates different EI theories that include Goleman’s Emotional Intelligence Framework, Mayer and Salovey’s Ability Model, and Bar-On’s Emotional-Social Intelligence Model. The report highlights on examination the contribution of EI towards the leadership effectiveness, workplace communication, employee well-being and the inclusive management practice observed in the multigenerational workplace. 
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[bookmark: _Toc230972669]1.1 Understanding Emotional Intelligence
Emotional Intelligence or EI can be defined as the ability among individuals to identify, understand, influence, and manage emotions within themselves and others. As stated by Daniel Goleman, EI includes various competencies like self-regulation, self-awareness, social skills, motivation, and empathy (Singh et al., 2022). All these competencies influence behaviour within organisations along with organisational effectiveness. In the case of modern workplaces, emotional intelligence has become a majorly necessary element as employees operate within technology-driven, diverse, and stressful environments. Within such environment, interpersonal relationships can affect employee wellbeing and productivity strongly. The organisation in the case study can leverage emotional intelligence for strengthening collaboration, lower workplace tensions, and enhance morale among employees, amidst decision-making and team interactions.
The emotionally intelligent workers, within organisational behaviour seem to be more capable of resolving conflicts, handling pressure, and adapting to the changes within an organisation. For example, organisations like Tesco have integrated employee well-being and EI leadership into their management practices (Tesco plc, 2024). This decision is taken by Tesco to improve employee retention and engagement. Positive workplace relations and employee well-being contribute directly to performance and job satisfaction (BELLA, 2023). Similarly, the case study organisation can get the facilities from emotionally intelligent practices. It can help to motivate open communication, psychological safety, and trust among the workers. 
[bookmark: _Toc230972670]1.2 Goleman’s Emotional Intelligence Framework
The emotional intelligence framework of Goleman recognises five major components that can influence leadership capabilities and employee effectiveness. These five factors are self-regulation, self-awareness, empathy, motivation, and social skills (Antonopoulou, 2024). With self-awareness, employees can identify the emotional triggers besides understanding how emotions can affect behaviour across workplace. Employees having higher level of self-awareness seem to reflect on their own actions and enhance professional relationships. Emotional control is therefore supported by self-regulation, amidst stressful situations. It helps individuals to make rational decisions and keep calm amidst organisational pressure or conflicts. Motivation is persistence and internal commitment towards organisational gaols. The emotionally intelligent workers maintain their productivity levels and showcase resilience despite challenges. Empathy allows managers and employees to understand the perspectives and emotions of colleagues. It helps to solidify collaboration as well as inclusivity. With social skills, employees benefit with effective teamwork, communication, and relationship management. All these aspects are highly necessary within modern organisations. For instance, mindfulness initiatives introduced by the College of Policing in England and Wales have improved work performance, resilience, and employee satisfaction (CIPD, 2020). Respectful communication, positive leadership, and supportive management improve workplace relationships. Thus, the case study organisation can apply the framework of Goleman to improve conflict resolution, communication, and employee morale. 
[bookmark: _Toc230972671]1.3 Mayer and Salovey’s Ability Model
The Ability Model of Mayer and Salovey sees EI as a set of cognitive abilities. These abilities enable individuals to process all the emotional information proactively. This model includes four main dimensions. These are using emotions to facilitate thinking, perceiving emotions, managing emotions, and understanding emotions (Mayer et al., 2024). In the context of perceiving emotions, one must recognise emotional expressions through non-verbal and verbal communication. This skill, within the organisation can improve interactions among employees by enabling team members as well as managers to recognise frustration, disagreement, or stress among colleagues. The use of emotions to facilitate thinking benefits employees in integrating emotions into problem-solving and decision-making processes. Individuals who are emotionally intelligent can utilise positive emotions to motivate collaboration and creativity during projects in workplaces. The element, understanding emotions, includes identification of the patterns of emotions and predicting the behavioural responses amidst conflict situations or organisational change. The management of emotions is the ability of regulating emotions proactively, besides influencing others positively among stressful circumstances. In the modern workplaces, the significance of this model has increased. Organisations across the UK are highly emphasising mental wellbeing as an emotionally supportive environment can improve productivity, loyalty, and engagement (BSC, 2022). Thus, the organisation in the case study can utilise the framework of Mayer and Salovey to improve positive workplace relationships. 
[bookmark: _Toc230972672]1.4 Bar-On’s Emotional-Social Intelligence Model
The Emotional-Social Intelligence model of Bar-On has expanded EI beyond mere emotional abilities through the incorporation of psychological and social competencies that influence well-being and workplace behaviour. This model includes interpersonal skills, intrapersonal skills, adaptability, stress management, along with general mood (García et al., 2022). The intrapersonal skills involve emotional expressions, self-awareness, and confidence. 
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Figure: 1: Emotional-Social Intelligence Model
(Source: My Courses, 2025)
These enable workers to understand their personal weaknesses and strengths. Interpersonal skills, on contrary, focus on social responsibility, empathy, and relationship building. These support collaboration and teamwork within different organisational settings. In contemporary workplaces, stress management is highly necessary. This is because modern workplaces are characterised by uncertainty and higher workloads. Workers having stress management abilities can maintain their productivity and be emotionally stable under pressure. Therefore, adaptability can enable employees to effectively respond to technological development, organisational change, and changing work demands. Positive attitudes and optimism are reflected by general mood. It contributes to workplace culture and employee morale. It is noticed that poor mental health costs nearly 51 billion GBP to UK employers in a year due to burnout, absenteeism, and lowered productivity (CIPD, 2024b). 
[image: ]
Figure 2: Key figures of employee wellbeing and business performance
(Source: CIPD, 2024b)
Thus, it is necessary for the case study organisation to implement the model of Bar-On to empower adaptability, well-being, and performance of their employees. 
[bookmark: _Toc230972673]1.5 Emotional Intelligence and Workplace Communication
Workplace communication can be improved significantly by EI as it strengthens empathy, active listening, and interpersonal relationships. Active listening refers to concentrate on the perspectives of employees completely, before responding (Younger, 2023). It is crucial to build trust and reduce misunderstandings among teams. In the organisation, employees who reflect emotional intelligence seem to communicate more respectfully, identify all the emotional cues, and properly respond during discussions. Empathy has a major role in the case of efficient communication. This is because it enables managers and employees to understand the emotional experiences of their colleagues. Communication that is empathetic, can promote intense psychological safety. Nearly 8 million employees in the UK experienced workplace conflict (CIPD, 2024). This included humiliation, verbal abuse, and heated arguments. This emphasises that the organisation must concentrate on placing supportive line management and communication training for reducing conflicts, besides improving organisational relationships. 
[bookmark: _Toc230972674]1.6 Emotional Intelligence and Leadership Effectiveness 
EI significantly improves leadership effectiveness because the emotionally intelligent leaders can relevantly manage relationships, motivate employees and create positive workplace culture. As per the Goleman framework, leaders with the strong EI demonstrate empathy, self awareness and social skills which helps in strengthening of trust and communication in the team (Sharipov and Jabbarova, 2024). Self-awareness allows leaders to understand how their emotions influence employees, while self-regulation helps them in remaining calm during workplace conflicts and organisational pressure. Empathy also improves the overall leadership as the leaders can understand the employee's concerns and also create a psychological safe work environment. Emotionally intelligent leaders are observed to be highly important in the modern organisations where teamwork and employee well-being strongly influences the overall performance of the organisation. For instance, supportive leadership practices in an organisation such as Tesco has improved the employees satisfaction and collaboration. However, EI cannot guarantee the leadership success as the leadership effectiveness majorly depends on the organisational culture, technical competence and the strategic decision making. 
[bookmark: _Toc230972675]1.7 Role of Mindfulness in Emotional Intelligence 
Mindfulness plays one of the significant roles for developing EI as it improves emotional awareness, self-regulation and psychological well-being. Mindfulness refers to the maintaining of awareness for the present experience while also responding calmly to the workplace situation (Chems-Maarif et al., 2025). Employees who practice mindfulness are also capable of recognising their emotions and controlling negative reactions during stressful circumstances. Within organisations, mindfulness improves the overall active listening, patience and respectful communication among the employees. This helps in improving collaboration and reduces workplace misunderstanding. Mindfulness practice improves the overall resilience, concentration and emotional stability (Oh et al., 2022). It additionally supports the leadership effectiveness as a mindful leader can balance decisions and also manage workplace relationships. However, mindfulness also has limitations as the workplace stress can continue if the organisation fails to address the structural problem such as the excessive workload or the poor management practices. Despite all these criticisms, mindfulness remains one of the valuable as it supports EI, employee well being and the positive workplace relationship in the modern organisation. 
[bookmark: _Toc230972676]1.8 Critical Evaluation of Emotional Intelligence 
EI has become highly important in organisational behaviour as it improves communication, leadership, and collaboration and employee well-being. Employees with a strong EI are observed to be capable of resolving conflicts, adopting organisational changes and also maintaining a productive workplace relationship. EI contributes to the psychological safety and the employee engagement in the organisation. However, EI has received criticism from the researchers. One of the major criticisms of EI is that it overlaps with personality traits such as empathy, motivation and social skills (Gkintoni et al., 2025). Different models have also defined EI differently creating inconsistency in the measurement and its application. Another important limitation is that it cannot guarantee organisational success without the supportive leadership and the workplace culture. Despite all these, EI has remained one of the highly relevant as it focuses on strengthening interpersonal effectiveness and also promoting positive organisational behaviour in the modern workplace. 
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[bookmark: _Toc230972678]2.1 Introduction to Generational Groups
At present, companies increasingly operate within multi-generational workplaces where employees from different age groups work together to achieve shared organisational goals. Workforce diversity has become an important strategic issue because each generation processes different value expectations, communication preferences and attitude toward work. As per generational theory, employees are influenced by technology and social conditions (Huyler et al., 2025). This shapes their workplace behaviour and expectations. On the other hand, companies must understand these differences to maintain employee engagement, collaboration and productivity. 
The contemporary workforce is primarily composed of Generation X, Millennials and Generation Z. Employees who belong to Generation X, who are born between 1965 and 1980, generally associated with independent and practical work values. Millennials are born between 1981and 1996 (Beresford Research, 2025). They prefer collaboration, career development and flexibility. Generation Zs are born between 1997 and 2012. They are highly technology-oriented and value inclusion, diversity and rapid communication. Although this generation differences can contribute to creativity and innovation, they also create misunderstandings, communication barriers and workplace conflicts. 
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Figure: Timeline of Generation X, Millennials and Generation Z
(Source: Beresford Research, 2025)
2.2 Characteristics of Different Generational Groups
Generation X: Generation X is often characterised as resilient, adaptable and independent. This generation highly values autonomy, job stability and work-life balance (Pasla et al., 2021).  The economic uncertainty and organisational restructuring during their early career shaped their characteristics. This generation generally prefers direct communication over excessive digital communication. But some researchers like LIPINSKIENĖ et al. (2024), argue that Generation X employees may occasionally resist rapid organisational change. This highlights a drawback.  
Millennials: Millennials are frequently recognised for their collaborative nature and strong desire for meaningful work (Mahmoud et al., 2021). This generation values continuous feedback, career progression and flexible work arrangements. They are highly comfortable with digital communication technology and prefer teamwork and participatory leadership styles. However, some critics have argued that millennials exhibit lower organisational loyalty due to higher expectations regarding career advancement and workplace flexibility. 
Generation Z: Generation Z represents the first fully-digital generation. They are tech-savvy and prefer fast, concise and technology-based communication methods. Generation Z employees are value diversity, inclusion and mental health support within the workplace (Winnicka-Wejs, 2025). They want immediate feedback and rapid professional development opportunities. However, their preference for digital interaction may sometimes reduce interpersonal communication skills and increase depending on technology within the professional environment. 
[bookmark: _Toc230972679]2.3 Impacts of Generational Differences on Organisations
Generational differences significantly influence organisational effectiveness through their impact on communication, motivation and technology adaptability. Different communication styles create misunderstanding between employees. For example, Generation X employees prefer formal structured communication, while Generation Z and Millennials frequently prefer informal communication (MANOJ, 2025). Therefore, ineffectiveness and lack of diversity in communication style may reduce teamwork and increase workplace conflict. 
Differences in workplace values and motivational factors may also affect the overall employee engagement and retention. As per Heyns and Kerr (2018), Generation X employees are generally motivated by rewards and recognition. Millennials are motivated through career development and workplace flexibility. In contrast, Generation Z, employees frequently prioritised diversity, well-being and organisational purpose. If managers fail to recognise these different expectations, employee’s satisfaction and productivity will be reduced at scenario started organisation. 
Technological adaptability within the business also creates opportunity and challenges. Young generations are typically more comfortable with digital tools and remote working systems. This can improve innovation and organisational efficiency. Thus, modern businesses like Tesco, implemented several technology-based operations (Digital Data Design Institute at Harvard, 2019). However, generational gaps in technology may create training difficulties and resistance to organisational change among employees.
[bookmark: _Toc230972680]2.4 Use of Emotional Intelligence (EI) in Managing Generational Diversity 
Emotional intelligence plays an important role in managing multigenerational workplaces because it allows managers to understand, regulate, and respond appropriately to employees' emotions and behaviour differences. As per Goleman's emotional intelligence framework, a leader who demonstrates self-awareness, empathy and social skills is better able to create positive work relationships (Celestin and Vanitha, 2020). They also reduce interpersonal conflicts. Empathy is also important when managing generational diversity because employees from different generations have different expectations, communication preferences and attitudes towards authority. Emotionally intelligent managers can recognise these differences and adapt their leadership approaches accordingly. For example, Generation X employees may appreciate autonomy and trust, whereas millennial prefer collaborative leadership and regular feedback. Generation Z employees require great emotional support and technology flexibility within their workplace (Shinde and Surve, 2025). Emotional intelligence also contributed to effective conflict management. Generational misunderstanding may emerge when employees interpret communication differently or have contrasting work values. Managers with strong emotional regulation skills are more capable of responding calmly and constructively during workplace disagreements. This will help to maintain psychological safety and encourage full communication among employees at the scenario stated organisation. Emotionally intelligent recruitment and retention strategies can improve workplace inclusivity. Managers who apply emotional intelligence during recruitment are more likely to recognise individual strength and reduce unconscious bias. Emotionally intelligent leadership can increase employee satisfaction and organisational commitment. The reason is that employees feel valued, respected and understood regardless of their generational background. On the other hand, a study by Levitats et al. (2022), argues that emotional intelligence may not completely eliminate generational conflicts because an organisational culture influences employee behaviour. Thus, emotional intelligence remains an important leadership capability for improving collaboration and employee well-being within diverse workplaces. 
[bookmark: _Toc230972681]2.5 Mindfulness and Inclusive Leadership
Mindfulness refers to maintaining awareness of present experience as well as managing emotional reflection effectively. In modern organisations, mindfulness supports inclusive leadership by improving emotional regulation, communication and employees well-being. Mindful leaders are better able to listen actively, remain calm under pressure and respond thoughtfully to workplace challenges (Hosseinzadeh, 2024). Within the multigenerational workplace at the company, it is highly important as the employee poses different values, expectations and communication style. It will encourage managers to avoid stereotypes and demonstrate empathy toward employees from the diverse generation background. Companies that promote mindfulness through flexible working arrangement, inclusive communication strategies and mental health support are more likely to improve employee retention and satisfaction. In the context of the decision-making process, it also contributed by reducing emotional bias during workplace conflicts. 

[bookmark: _Toc230972682]Conclusion 
EI and mindfulness play an important role for improving organisational effectiveness, employee well-being and the leadership capability in the contemporary workplace. Modern organisation majorly operates in the highly diverse and stressful environment where the involvement of communication, emotional regulations and interpersonal relationship influences organisation performance. EI has enabled employees and the leaders to recognise, understand and manage emotions effectively which improves collaboration, conflict management and communication along with the decision making process. The EI theories demonstrate that emotional awareness and the social competencies influence workplace behaviour and the outcomes in the organisation. The report has identified that emotionally intelligent leadership strengthens trust, employee engagement and the psychological safety within an organisation. Leaders who demonstrate empathy, relevant self-awareness and emotional regulations are observed to be capable of motivating employees, and managing workplace challenges effectively. Similarly, mindfulness helps in supporting EI by improving emotional stability, resilience and self-awareness. Mindfulness practices help the employees to remain focused, reduce the workplace stress and also improves communication during the challenging situations. Although EI has some limitations that are related to measurement and practical application, it remains relevant for the case of modern organisations. Hence, organisations are required to integrate EI and mindfulness into the leadership development, employee training process and the workplace well-being strategies for improving long term organisational performance, employee satisfaction and the inclusive workplace culture. 
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