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[bookmark: _Toc236774444]Introduction 
Emotional intelligence (EI) is the ability to perceive, understand, use and regulate emotions in oneself and others (Mayer and Salovey, 1997). These capabilities are becoming more significant in the current organisations since emotions play a role in decision-making, collaboration and relationships at work (Elfenbein, 2023). Studies also indicate that the presence of emotionally intelligent leadership is linked to enhanced team performance and employee wellbeing (Coronado-Maldonado and Benítez-Márquez, 2023). The report will initially critically assess the role of EI in helping employees to perform better, communicate, manage conflicts and wellbeing. It then looks at the role of emotional intelligence and mindfulness in assisting managers to recruit, lead and maintain employees of Generation X, Millennials and Generation Z in a multigenerational workplace (CIPD, 2025).
[bookmark: _Toc236774445]TASK 1
[bookmark: _Toc236774446]1. Emotional Intelligence Models
[bookmark: _Toc236774447]1.1 Daniel Goleman's Emotional Intelligence Model 
Emotional intelligence (EI) is described by Goleman (1995) as five competencies, which are interrelated: self-awareness, self-regulation, motivation, empathy and social skills. Self-awareness helps one to understand the role of emotions in shaping behaviour, whereas self-regulation helps to control emotions and make wise decisions. Motivation promotes perseverance towards organisational objectives despite obstacles. Empathy assists workers to comprehend the viewpoints of colleagues, and interpersonal abilities facilitate communication, teamwork and conflict management. In contrast to the ability-based models, the framework by Goleman focuses on behavioural competencies that can be honed through training, which is especially useful in the context of leadership development and enhancing the performance of employees in contemporary organisations (Coronado-Maldonado and Benítez-Márquez, 2023).
[bookmark: _Toc236774448]1.2 Mayer and Salovey's Ability Model
Mayer and Salovey (1997) define EI as a mental capacity that can be divided into four branches as follows: perceiving emotions, using emotions to facilitate thinking, understanding emotions and managing emotions. The model is a way of describing how emotional information aids reasoning and problem-solving instead of addressing personality traits. It is a better theoretical base than the competency model proposed by Goleman since the emotional abilities can be assessed by the performance-based tests. Nonetheless, its practical implementation in organisational training is often thought of as less direct than competency-based approaches typically employed in leadership development (Elfenbein, 2023).
[bookmark: _Toc236774449]1.3 Bar-On's Emotional-Social Intelligence Model 
Bar-On (1997) suggests that EI is comprised of emotional and social competencies in five dimensions, which include intrapersonal skills, interpersonal skills, stress management, adaptability and general mood. This wider perspective emphasizes the value of resilience, optimism and psychological wellbeing and emotional functioning. In contrast to the cognitive approach of Mayer and Salovey, Bar-On puts more emphasis on the capability of the employees to adjust to the challenges of the working environment and stay in positive relationships. The model is therefore especially valuable to organisations that aim to enhance the wellbeing of their employees, their flexibility and their resilience in times of organisational change (Côté, 2022).
[bookmark: _Toc236774450]1.4 Comparison of the Models 
All three models acknowledge the significance of the art of understanding and controlling emotions, but they vary in their focus and use. The model of EI proposed by Mayer and Salovey considers EI as a quantifiable cognitive skill, with Goleman and Bar-On taking wider competency-based perspectives that combine behavioural and social skills. The framework proposed by Goleman has been extensively used in the field of leadership and organisational development due to its direct association between emotional abilities and work performance. On the contrary, Bar-On is more focused on wellbeing and flexibility, which is why it can be useful to help employees to be more resilient. Overall, the model created by Goleman could be the most applicable in modern organisations because of its practicality to leadership, teamwork and communication (Coronado-Maldonado and Benitez-Marcquez, 2023).
[bookmark: _Toc236774451]2. Emotional Intelligence and Employee Performance 
[bookmark: _Toc236774452]2.1 Self-awareness
Self-awareness helps employees to identify their strengths, weaknesses and emotional reactions so that they can assess how they impact workplace performance (Serrat, 2021). This consciousness makes people think about their practice and find a way to improve and react positively to the feedback. Nonetheless, the aspect of self-awareness is not enough unless the employees are ready to be honest about the reflection and use insights to transform their behaviour. As a result, it relies on a favourable organisational culture where continuous learning and development are appreciated.
[bookmark: _Toc236774453]2.2 Self-regulation
Self-regulation helps the employees to control emotional responses especially in stressful events or conflict at work. Through impulsive behaviour, people end up making more rational choices, are more professional and minimise the chances of inter-personal conflicts. The presence of emotional regulation in organisations can lead to improved teamwork and efficient problem-solving (Issah, 2021).
[bookmark: _Toc236774454]2.3 Motivation
Emotionally intelligent workers show intrinsic motivation by being determined to organisational goals despite the obstacles. This resilience boosts productivity promotes constant improvement and motivates employees to engage in personal and professional growth, which eventually leads to the better organisational performance (Miao, Humphrey and Qian, 2021).
[bookmark: _Toc236774455]2.4 Workplace Example
As an example, a project manager who is calm when there are unexpected delays in the project will be able to objectively evaluate the situation and effectively communicate with the team and come up with practical solutions. Such an emotionally intelligent reaction enhances team belief, sustains productivity and ensures the successful delivery of the projects.
[bookmark: _Toc236774456]3. Emotional Intelligence and Communication and Collaboration 
[bookmark: _Toc236774457]3.1 Empathy
Empathy helps employees to feel the emotions of colleagues, their views and concerns by means of active listening and good interpersonal communication. Embracing emotional signals, employees will be able to react to them in the right way, which will improve the relationships in the workplace and make it an inclusive place where everyone feels respected and valued (Mysirlaki and Paraskeva, 2022).
[bookmark: _Toc236774458]3.2 Social Skills
The social skills allow the employees to develop trust, work together and create professional networks between the departments. Such competencies promote the exchange of knowledge, enhance teamwork and increase cooperation, enabling organisations to act more responsively to the changing needs at the workplace. Good interpersonal relations also increase the engagement of employees and team bonding (Newman et al., 2023).
[bookmark: _Toc236774459]3.3 Conflict Management
Emotional intelligence can contribute to positive conflict management by enabling employees to control their emotions, express themselves in a respectful and negotiate win-win resolutions. Instead of evading conflicts, emotionally intelligent people deal with problems in an objective manner and minimize the chances of misunderstanding and saving healthy working relationships. This will lead to psychological safety and enhance general organisational effectiveness (Fischer, Dietz and Antonakis, 2022).
[bookmark: _Toc236774460]3.4 Workplace Example
As an example, in case of conflicts between marketing and sales departments regarding the priorities of the project, a manager who establishes empathy, active listening, and control of emotions can help to have an open dialogue, negotiate common goals and restore trust. This strategy enhances teamwork, increases communication and achieves effective organisational performance.
[bookmark: _Toc236774461]4. Emotional Intelligence and Employee Well-being 
[bookmark: _Toc236774462]4.1 Stress Management
Emotional intelligence (EI) assists employees to understand and manage emotional reactions to work pressures and lower stress levels and avoid emotional depletion. More EI employees are better placed to handle stressful circumstances, which allows them to be productive in the face of stress (Zeidner and Matthews, 2022).
[bookmark: _Toc236774463]4.2 Resilience
EI enhances resilience as it helps individuals positively adjust to organisational change, setbacks and uncertainty. EI employees are bounced back faster when they go through difficulties, stay motivated and can maintain high performance rates in times of change (Anasori, McClelland and Ramos, 2022).
[bookmark: _Toc236774464]4.3 Job Satisfaction
Workers who have high emotional competencies usually have higher levels of job satisfaction since they tend to handle workplace relationships better and can withstand work-related stress. It can reduce burnout and absenteeism and voluntary turnover, which is beneficial to both organisations and employees (Kaur and Hirudayaraj, 2021).
[bookmark: _Toc236774465]4.4 Workplace Relationships
Empathy and trustful and respectful communication contribute to positive relationships at the workplace. As an illustration, managers who understand the emotional needs of employees and give them due support in that regard, will help to establish a psychologically safe environment, which positively impacts wellbeing, engagement and employee retention (CIPD, 2023).
[bookmark: _Toc236774466]5. Critical Evaluation of Emotional Intelligence 
[bookmark: _Toc236774467]5.1 Strengths of EI Models
Models of emotional intelligence (EI) have greatly contributed to the study of the role of emotions in workplace behaviour. What is especially useful about the Competency Model developed by Goleman (1995) is that it associates emotional competencies to the issue of leadership effectiveness, teamwork and organisational performance, which is why it is also extensively used in management development programmes. The Ability Model offered by Mayer and Salovey (1997) offers a more robust theoretical framework, conceptualising EI as a cognitive ability that can be measured, whereas the Emotional-Social Intelligence Model by Bar-On (1997) offers a wider range of concepts by including wellbeing, adaptability and resilience. Recent studies indicate that emotionally intelligent workers tend to exhibit improved collaboration, better job performance and effective leadership behaviours in support of the usefulness of these models in practice (Ashkanasy and Dorris, 2022).
[bookmark: _Toc236774468]5.2 Limitations
Despite their advantages, there are several limitations of EI models. One of the criticisms is related to measurement, with various models measuring EI through self-report questionnaire or performance-based tests, which tend to yield inconsistent results (Fiori and Vesely-Maillefer, 2021). Moreover, there is a lot of conceptual overlapping between EI and the established personality traits like conscientiousness, emotional stability and it is not easy to say whether EI is a separate psychological construct. Another issue is cultural bias where behaviours that are deemed emotionally intelligent in one culture may not be perceived the same way in another, preventing their universal use of some models (Keefer, Parker and Saklofske, 2023).
[bookmark: _Toc236774469]5.3 Does High EI Always Produce Positive Outcomes?
Despite the positive workplace results that are usually linked to EI, increased emotional intelligence does not necessarily lead to the desired behaviours. When people have high levels of emotional intelligence, they can use their knowledge of the emotions of other employees to exploit colleagues or to make decisions that benefit themselves instead of the organisation (Kilduff, Chiaburu and Menges, 2022). Equally, when employees are in a constant position of controlling their emotions to suit organisational expectations, they might be exposed to emotional labour, which will eventually heighten stress and emotional fatigue. These results contradict the beliefs that an increased EI is always advantageous and indicate that it can be effective only under ethical leadership and organisational culture.
[bookmark: _Toc236774470]5.4 Overall Evaluation
In general, the model of Goleman seems to be the most applicable to modern organisations as it can be translated into tangible behaviours at workplace that facilitate leadership and human development. Nonetheless, the model by Mayer and Salovey is more theoretically rigorous due to its ability-based model, whereas Bar-On can provide insights into wellbeing and adaptability. Thus, there is no model that can be used to comprehensively explain emotional intelligence. Combining the insights of all three models offers a more holistic perspective of the way in which EI can facilitate the improvement of organisational performance with an awareness of the conceptual limitations and contextuality of the idea.

To sum up, emotional intelligence is a desirable strength that will contribute to the performance of employees, communication, collaboration and wellbeing. Despite the strengths and limitations of each EI model, their concurrent use is the most valuable in the organisation. The application of emotional intelligence in the workplace practices promotes effective leadership, enhanced employee performance and long-term organisational performance.
[bookmark: _Toc236774471]TASK 2 
[bookmark: _Toc236774472]6. Introduction to Multigenerational Workforce 
A multigenerational workforce is the term that is used to refer to the employees of various ages who work in the same organisation and have different experience, values and expectations (CIPD, 2024). Nowadays, Generation X, Millennials (Generation Y) and Generation Z are working in many organisations, bringing their own insights into the performance at work. This diversity has become a strategic focus area since the generational differences may affect communication, motivation, leadership expectations and attitudes towards technology. Managers therefore need to embrace inclusive leadership styles which understand such differences to increase collaboration, employee involvement and organisational performance. This part discusses the attributes, and workplace demands of these three generations.
[bookmark: _Toc236774473]7. Characteristics of Generation X, Millennials and Generation Z 
[bookmark: _Toc236774474]7.1 Generation X
Gen X is a generation that lived between around 1965 and 1980 and grew in the profession at a time when organisations were undergoing restructuring and economic shifts. As a result, they tend to be independent, strong, and like to work independently at work (CIPD, 2023). This generation is interested in job security, realistic leadership and work-life balance and values well-defined organisational structures. Despite being not digital natives, Generation X has been able to adapt to technological change and mix old-fashioned management experience with high digital capacity. They are usually driven by security, appreciation and ability to utilize their skills (Deloitte, 2024).
[bookmark: _Toc236774475]7.2 Millennials
The millennials, who were born in the period between 1981 and 1996, are interested in meaningful work, learning and career advancement. They like working in teams, frequent feedback and possibilities to acquire new skills (PwC, 2022). Their employment choice is highly dependent on flexible working arrangements, diversity and organisational purpose. Millennials are more willing to switch employers in the event of development opportunities or organisational values failing to satisfy them, which poses a challenge to employers in terms of retention, compared with Generation X (Gallup, 2023).
[bookmark: _Toc236774476]7.3 Generation Z
The generation Z that was born around 1997 and came into employment in a more digital and socially interconnected world. They demand high-level technology in the workplace, flexible work arrangements and inclusive organisational practices (World Economic Forum, 2023). Of great importance to this generation is mental wellbeing, social responsibility, and career development that is swift. They prefer regular communication, online teamwork and individual learning possibilities and require employers to show genuine environmental and ethical investments (McKinsey and Company, 2024).
[bookmark: _Toc236774477]7.4 Comparative Discussion
Even though they are different, the three generations appreciate respectful leadership, equal treatment and career growth. Nevertheless, they have quite different priorities. Generation X tends to be independent, prefers structured communication and long-term organisational commitment. Millennials appreciate teamwork, a constant feedback and meaningful work, whereas Generation Z anticipates communication-driven by technology, flexibility and high organisational principles. There is also diversity in technology adoption whereby Generation Z are digital natives, Millennials are confident technology adopters and Generation X adapts with experience. The motivation is no exception: Generation X is mostly motivated by stability and autonomy, Millennials by learning and career growth, and Generation Z by flexibility, wellbeing and social impact. By knowing the similarities and differences, organisations can develop an inclusive leadership, communication and reward system that takes the full advantage of engagement in an increasingly multigenerational workforce (OECD, 2024).
[bookmark: _Toc236774478]8. Impact on Organisational Effectiveness 
[bookmark: _Toc236774479]8.1 Positive Impacts
Multigenerational workforce can enhance organisational effectiveness as they bring in different skills, experience and views. Generation X brings organisational knowledge and experience, Millennials promote collaboration and lifelong learning, and Generation Z brings about digital skills and creative thinking. These complementary strengths improve creativity, knowledge sharing and organisational adaptability, which allow the businesses to be more responsive to changing market conditions (CIPD, 2023). Cross-generational working is also effective in assisting employee development as it transfers both technical and practical knowledge (OECD, 2024).
[bookmark: _Toc236774480]8.2 Challenges
Handling of various generations may also be problematic. Employees can possess different communication needs, attitude towards technology and leadership expectations. Such disparities may lead to misunderstanding, resistance to organisational change or conflict in the workplace in case they are not dealt effectively. To preserve employee engagement, leaders should, therefore, embrace flexible communication formats and provide equal access to development opportunities (Deloitte, 2024).
[bookmark: _Toc236774481]8.3 Critical Discussion
Generational diversity although has an impact on the dynamics in the workplace, there is some evidence to show that generational stereotypes ought to be handled with care. Employee behaviour is usually related to individual personality, professional experience, and organisational culture rather than to age (Costanza et al., 2023). It can be assumed that all members of the same generation have the same values, which can result in bias and poor management decisions. The organisational effectiveness is therefore not as reliant on generational labels but on inclusive leadership, good communication and practice which acknowledge differences among the individuals and promote collaboration among all age groups.
[bookmark: _Toc236774482]9. Using Emotional Intelligence and Mindfulness to Manage a Multigenerational Workforce 
[bookmark: _Toc236774483]9.1 Recruitment
Emotional intelligence (EI) and mindfulness have the potential to enhance recruitment by enhancing the ability of managers to identify individual strengths and decrease unconscious bias. Instead of assumptions on age, highly EI recruiters assess candidates based on competencies, emotional awareness and organisational fit. Considerable recruitment practices foster objective decision-making and foster workforce diversity (CIPD, 2023).
[bookmark: _Toc236774484]9.2 Leadership
Emotionally intelligent leaders are aware that employees are motivated differently, communicated and career expectations. The use of the ability model of EI can help leaders to identify, comprehend and control emotions when working with Generation X, Millennials and Generation Z by promoting self-awareness and emotional control, which will enable leaders to act in a considered manner rather than react emotionally to issues at work (Mayer et al., 2024).
[bookmark: _Toc236774485]9.3 Communication
EI facilitates communication through promoting empathy, active listening and the expression of appropriate emotions. Leaders can change the way they communicate according to the preferences of individuals yet to have a uniform organisational message. Mindfulness also enhances the communication process by making it more attentive and less emotional and establishing more respectful and constructive relationships in the workplace (Good et al., 2022).
[bookmark: _Toc236774486]9.4 Conflict Management
The differences in generations can cause the disagreements in the sphere of technology, working styles or expectations. Leaders with emotional intelligence recognize the feelings behind the conflict and promote positive communication instead of blaming. The mindfulness facilitates the process of making decisions without emotionality as managers can make decisions with fairness in a manner that does not undermine working relations and psychological safety (Goleman, 2021).
[bookmark: _Toc236774487]9.5 Employee Retention
The retention of employees is enhanced when organisations develop favourable and inclusive working conditions. Emotional intelligent leaders offer recognition, meaningful feedback and personalised development opportunity to accommodate the needs of individual employees rather than using the generational stereotypes. Engagement and organisational commitment can be enhanced by stress reduction, resilience training and wellbeing programmes through mindfulness initiatives. By considering EI and mindfulness in recruitment, leadership and people management, organisations can thus operate multigenerational teams in a more efficient way, enhance their collaboration, wellbeing and long-term organisational performance (Deloitte, 2024).
[bookmark: _Toc236774488]Conclusion 
As has been illustrated in this report, emotional intelligence and mindfulness are vital skills as far as successful leadership and organisation are concerned. Emotional intelligence helps in self-awareness, managing relationships and making informed decisions and mindfulness enhances emotional control, resilience and inclusive leadership. Combined, these strategies will help managers to react to the varied needs of a multigenerational workforce.
Even though the generational differences may affect communication, motivation and expectations in the workplace, organisations are most successful when they do not use stereotypes and concentrate on strengths via emotionally intelligent and mindful management.
With growth in workforce diversity, organisations that embrace the idea of emotional intelligence and mindfulness in recruitment, leadership and employee development will find it easier to enhance collaboration and wellbeing, innovation and long-term organisational performance.
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