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[bookmark: _heading=h.ne3s7tk5sc8o]1. Introduction 
Modern organisations are operating in an increasingly complicated business environment that has been characterised by hybrid working conditions, digital transformation, rapid organisational changes and workforce diversity. These developments have further enhanced the significance of leadership capabilities that are seen to extend beyond technical expertise. The State of the Global Workplace report helps in highlighting that global employee engagement fell by approximately 20% in the year 2025, costing the world economy an estimated $10 trillion (Gallup, 2025). Employee stress, along with negative workplace culture and emotions, encourages organisations to focus on developing strong employee wellbeing programs and workplace relationships. 
Emotional intelligence is defined as a type of strategic capability that enables employees and managers to identify, understand and regulate their emotions while building an effective interpersonal relationship (Quílez-Robres et al., 2023). In addition, Goleman’s Emotional Intelligence Framework, Bar-On emotional social intelligence model are all revealing that emotional competencies are beneficial in enhancing leadership practices, communication styles, the decision-making process and conflict management strategy. The aim of this report is to outline the application of emotional intelligence and mindfulness in contemporary organisations and explore their roles in enhancing the wellbeing of employee performance, effectiveness of leadership and overall management of a multi-generation workforce.

[bookmark: _heading=h.hfw0hihal25k]2. Emotional Intelligence in the Workplace 
[bookmark: _heading=h.49b3znke6ay5]2.1 Understanding Emotional Intelligence 
Emotional intelligence (EI) is the ability of a person to perceive, understand, regulate and use emotions in a beneficial way. It applies not only to oneself but also to other people, which is essential for the promotion of positive thinking, behaviour and interpersonal relationships. Mayer and Salovey in 1997 conceptualised EI as a cognitive ability involving four interrelated dimensions: perceiving emotions, using emotions to facilitate thinking, understanding emotions and managing emotions (Anand et al., 2023). Goleman in 1995, on the other hand, widens the definition of EI to include behavioural competencies, which include self-awareness, self-regulation, motivation, empathy and social skills (Salameh-Ayanian et al., 2025). Bar-On's Emotional-Social Intelligence Model focuses on the emotional and social competencies of people, which help them to handle environmental demands and work-related challenges.
Emotional intelligence has emerged as a desirable personal trait and has now become a strategic power of the organisation with the increasing complexity of modern organisations. The need for employees to communicate and respond to stress while working in hybrid arrangements, collaborating digitally and communicating with a diverse workforce means everyone needs to learn to communicate effectively and interdependently (Kumar et al., 2025). Emotional intelligence (EQ) is one of the most important factors of personal and professional success, accounting for more than 60% of all achievement. While a mere 36% display good EQ, there is a forecasted sixfold growth in demand for skills in 3 to 5 years. The worth of the global EQ market is expected to reach $868 million by 2021 and may develop at a 25.2% CAGR between 2022 and 2030, driven by its significant impact on the productivity of workplaces and high performance (Okoronkwo, 2022). As a result, organisations have begun to see that EI predicts effectiveness as a leader, one's engagement with work and organisational resilience. 
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Figure 1: Emotional Intelligence at the Workplace
(Source: Okoronkwo, 2022)
[bookmark: _heading=h.sj9bjp9nn6uu]2.2 Critical Evaluation of Emotional Intelligence Models 
Organisations in the modern age are working in an ever-complex environment made up of hybrid working, fast technological advances, communication challenges, and conflicts amongst different generations of employees with their own ideas and expectations. These challenges require leaders and employees to have qualities beyond technical skills. Emotional intelligence (EI), which involves recognising, understanding and managing emotions in oneself and others, is now considered one of the key competencies to improve performance in the workplace. Mindfulness is being aware of one's present moment, in a purposeful manner and supporting one's emotional regulation and effective decision-making. Mindfulness increases awareness of the here-and-now, allowing staff and management to respond to workplace situations instead of reacting out of unconsciousness (Khemraj et al., 2023). Frequent mindfulness improves stress, increases quality of emotional regulation, quality of decisions, decrease in reactive leadership, which ultimately leads to better collaboration, resiliency and organisation performance in dynamic and high stress positions. Bar-On's Emotional Social Intelligence Model also highlights the value of interpersonal and adaptive skills for organisational effectiveness.
Goleman's Emotional Intelligence Framework
The Emotional Intelligence Framework developed by Goleman, 1995, is one of the most important of the models that emphasize the behavioural skills that enhance organizational performance and satisfy the requirements for workplace leadership. The model consists of five components, self-awareness, self-regulation, motivation, empathy and social skills. Self-awareness aids leaders to detect their emotions and their impact on decision-making and self-regulation helps them manage their emotions successfully in relation to workplace obstacles (Antonopoulou, 2024). Motivation influences commitment of employees to achieve organizational objectives while empathy can develop understanding into employees' viewpoints. Social skills facilitate effective communication, collaboration and conflict resolution. The skills are especially useful in human resource management within recruitment, leadership development and engaging employees (Rajhi, 2026). For instance, as per Unilever PLC (2021), Unilever, a London-based corporation, implements emotionally intelligent leadership by implementing inclusive management, employee wellbeing programs, and collaborative leadership programs, which help improve organisational performance and employee engagement according to the way Goleman's framework is applied.
Mayer and Salovey's Ability Model
The Ability Model of emotional intelligence, developed by Mayer and Salovey (1997), sees emotional intelligence as a cognitive ability that allows people to handle emotional information well. The model has four hierarchical levels: perceiving emotions, using emotions to aid thinking, understanding emotions and managing emotions (Drigas et al., 2023). Empathising with others enables workers to correctly identify emotions, and applying emotions increases creativity and problem-solving. The emotions help a person understand emotionally changing situations and make a prediction about the response they may elicit in the workplace, while managing emotions helps to regulate the workplace interaction (Geiger et al., 2025). The model is supported by sound science and empirical measurement, which can facilitate evidence-based organisational development. For instance, when applying collaborative leadership, effective communication and emotional awareness in multidisciplinary engineering teams, a good example is Rolls-Royce Holdings (Rolls-royce., 2026). Here, emotional intelligence translates into better decision making, innovation and organisational effectiveness.
Bar-On Emotional-Social Intelligence Model
Emotional and social Intelligence Model by Bar-On (1997) highlights emotional and social skills that contribute to psychological wellness, resilience and functioning successfully in the workplace. The model comprises five dimensions: intrapersonal skills, interpersonal skills, stress management, adaptability and general mood (Tek Sevindik and Mansuroğlu, 2025). The skills in the intrapersonal competencies enhance self-awareness and confidence, and the interpersonal competencies develop empathy and build positive relationships at work. Stress management enables employees to work effectively under pressure, adapt to organisational change, and maintain productivity (Odame and Pandey, 2025). Hence, the model is useful for alleviating employees' wellbeing and the organisation's resilience. An example of this is Lloyds Banking Group, which has launched a broad range of wellbeing programmes, mental health support and resilience initiatives to embed improved employee engagement and adaptability across the organisation (Lloyds Banking Group, 2024). As a result of applying Bar-On's model to tackle stress in the workplace helps sustain good business performance over time.
[bookmark: _heading=h.5vz5fc8begxn]Critical Comparison Table
	Model
	Strength
	Limitation
	Best Used For

	Goleman's Emotional Intelligence Framework (1995)
	Focuses on the practical competency-based approach with a focus that combines self-awareness and self-regulation, motivation, empathy and social skills. The model is popular and frequently used in organisations as it directly connects the EI with leadership effectiveness, employee engagement and organisational performance.
	The model has been criticised for its general notion of emotional intelligence since it encompasses personality traits, leadership skills, and emotional skills, which makes the empirical measurement of emotional intelligence less accurate than ability-based models.
	Leadership development, HRM and Performance, Employee engagement, Coaching & organisational leadership training.

	Mayer and Salovey's Ability Model (1997)
	Provides a scientific model that sees emotional intelligence as a measurable cognitive skill that includes perceiving, using, understanding and managing emotions. It has a sound empirical base, lending it great credibility for academic study and psychological evaluation.
	Emphasises mainly emotional processing skills and less on behavioural skills, personality traits and organisational leadership skills with less direct managerial application.
	Psychological evaluation, leadership evaluation, organisational research, decision making, cognitive development and evidence-based training in emotional intelligence.

	Bar-On's Emotional-Social Intelligence Model (1997)
	Perspectives are holistic, combining emotional competencies, interpersonal effectiveness, adaptability, stress management and wellbeing. It is especially beneficial for enhancing resilience, employee mental health and the adaptability of the organisation. 

	the incorporation of the factors of personality and wellbeing, it is hard to distinguish emotional intelligence from other psychological constructs, especially as compared to the Ability Model of EI. 

	Employee wellbeing programmes, resilience development, managing stress, occupational health, change management and workplace wellness programmes.


Table 1: Comparison of Major Emotional Intelligence Models
[bookmark: _heading=h.8p9b9apyqw8i]2.3 Application of Emotional Intelligence in the Workplace 
Emotional Intelligence and Workplace Performance
Emotional intelligence (EI) plays a crucial role in boosting workplace performance by helping individual employees to control emotions, keep their focus, and remain calm and positive to deal with workplace challenges effectively. People with high EI are less guarded emotionally, are better able to operate productively under stress and bounce back faster from failure and can thus increase organisational resilience (Salameh-Ayanian et al., 2025). Other studies also suggest that a psychologically safe workplace promotes teamwork and creativity. For instance, Google's Project Aristotle identified that psychological safety, defined as making one feel safe emotionally and understood, was the least attainable trait that seemed to correlate the strongest with high-achieving teams (McCausland, 2023). Similarly, with Satya Nadella in control of Microsoft, the organisation's culture has shifted to embrace empathy, teamwork and ongoing learning, fostering a better work environment and higher levels of innovation (Feng, 2025). In the NHS, emotionally intelligent leaders have also been seen as having a relationship with staff wellbeing and a reduction in burnout.
Emotional Intelligence and Communication
The exchange of information is not the only element in effective organisational communication; emotional understanding is also necessary. This Johari Window model illustrates that when humans build their self-awareness and ask for openness and constructive feedback, the opportunities for trust, openness, and constructive feedback grow. Emotional intelligence supports these communication processes by enhancing active listening, the understanding of emotions, emotional regulation, avoiding misunderstandings, and fostering better relationships (Anand et al., 2023). EI employees are better able to understand the verbal and nonverbal communication cues, adapt their communication style, and provide supportive feedback. For instance, British Airways uses emotionally intelligent interaction between crew and passengers in delivering good passenger services and ensuring safety during high-stress moments (British Airways, 2025). Thus, when EQ is low, one may misread the message, react defensively and/or magnify interpersonal conflict. 
Emotional Intelligence in Conflict Management
Conflict is a natural part of businesses, especially in diverse and cross-functional teams. Thomas-Kilmann Conflict Mode Instrument (TKCMI) is used to recognise five conflict management styles: competing, avoiding, compromising, accommodating, and collaborating. Emotional intelligence can help identify emotional situations, manage one's feelings, and evaluate and adapt to the best conflict strategy based on the context (Odame and Pandey, 2025). The tendency to employ collaborative strategies, such as getting on the same page and working toward a long-term solution, that promote mutual understanding and collaboration, rather than using aggressive or avoidance strategies, is more likely to be seen in employees who possess high EI. An example of this is Unilever, which is conducive to cross-party working, with a highly 'emotional intelligence' approach to leading, resolving and celebrating differences, and learning across the organisation's global operations (Unilever PLC, 2021). The emphasis should be on using emotional intelligence in a balanced way, though. People could delay making tough choices and stop confronting substandard performance through excessive empathy or a need to keep the peace. Thus, it is essential that good conflict management entrusts emotionally intelligent leaders to implement an assertive, emotionally responsive and organisationally responsible approach.
Emotional Intelligence in Leadership and Decision-Making
Emotional intelligence is a key ingredient of being a transformational leader because it involves inspiring employees, building trust and managing organisational change effectively. This stems from Transformational Leadership Theory, which stresses vision, motivation, individual consideration and intellectual stimulation, supported by self-awareness, empathy, and emotional regulation (Lee et al., 2023). Satya Nadella's example at Microsoft is a testament to the power of empathy-driven leadership in fostering a culture of collaboration, innovation, and learning within an organisation (Feng., 2025). Emotionally intelligent leadership in the NHS has been crucial during the COVID-19 pandemic in providing support for staff wellbeing and managing staff and situations during the substantial crisis (Dhoopar et al., 2022). Emotions should not be the only basis for a leader's decision-making. Thus, if too much emphasis is placed on maintaining positive relationships, this may hinder strategic decision-making and minimise organisational responsiveness. 
[bookmark: _heading=h.jo98y2helet2]3. Managing a Multigenerational Workforce 
[bookmark: _heading=h.726gs4gpwk3f]3.1 Characteristics of Workplace Generations 


Generation X

Born: 1965-1980 Year
Prefer direct style of communication

Millennials (Generation Y)

Born: 1981-1996 Year
Regular feedback, Collaborative working environment

Generation Z

Born: After year 1997 
Dynamic digital transformation, Prefer flexibility, Value Diversity

Figure: The Three Generations
Generation X: People born between the years 1965-1980, known as Generation X, are seen to value job security, independence and autonomy because they started their careers during a period of organisational restructuring and economic uncertainty. In the United Kingdom, Generation X represents around 14 million people, making up about 20.3% of the population in the year 2024 (D. Clark, 2025). This generation is seen to prefer a direct style of communication, and they appreciate managers who offer them trust as compared to constant supervision.
Millennials (Generation Y): Millennials or Generation Y belongs to the years 1981 to 1996, and they are highly motivated by meaningful work, a continuous learning process and career progression. They usually expect regular feedback from their managers or supervisors along with a collaborative working environment where ideas can be openly shared, contributing to innovation. Digital technology forms a natural part of their working as well as living environment, making them comfortable with a flexible and hybrid style of work arrangement.
Generation Z: Generation Z are those individuals born after the year 1997, and they enter employment during the era of dynamic digital transformation along with economic uncertainty (Jayatissa, 2023). This generation is well-versed with technology; they value diversity and inclusion, and they expect organisations to demonstrate social responsibility along with business success. They prefer flexibility at work, wellbeing support, and opportunity for rapid skilled development.
It can be said that career stage, organisation culture and individual personality styles are frequently impacting employee behaviour more as compared to age alone. With changing generational needs, managers are required to avoid generational stereotypes and consider recognising individuals based on their strengths, ensuring employment decisions are being made in a fair manner with the help of evidence-based approaches.
[bookmark: _heading=h.9tchmaq4o9mi]3.2 Impact of Generational Differences on Organisations 
It is observed that generational differences and diversity are creating both competitive advantages and managerial challenges. Employees coming from diverse age groups are seen to contribute to diverse experiences at the workplace since they have different problem-solving abilities and technical knowledge, which assist in increasing organisational creativity and innovation. 
It is analysed that Generation X is focusing on sharing strategic experience along with organisational knowledge sharing while the millennial generation is focusing on enhancing collaborative practices at the workplace. In addition, the Generation Z like to implement and share digital expertise as they are more inclined towards technology growth. As per Techquityindia.com (2025), Unilever Plc, operating in the UK, is promoting reverse mentoring programs where younger employees are sharing digital skills and emerging consumer trends with the seniors, whereas the older employees are offering leadership and other strategic guidance.
It is important that organisations consider making use of different strengths being offered by different generations in order to enhance organisational performance and respond to the dynamically changing marketplace. These generations are seen to differ in their communication preferences, career expectations, and attitude towards work, which can contribute to organisational conflict. For instance, Generation X might prefer an independent decision-making process, whereas younger employees usually expect continuous feedback and collaborative discussions. For example, it can be seen that John Lewis Partnership has addressed the needs of their staff by providing them with flexible work arrangements and continuous learning opportunities.
According to the data of Moore et al. (2024), the majority of conflicts emerged as a result of managerial approaches rather than age differences themselves. Organisations making use of identical styles of leadership for every employee usually experienced job dissatisfaction, as individual requirements were being overlooked. Successful organisations emphasise inclusive management practices, offering their employees flexible working conditions and personalised developmental opportunities instead of just assuming that employees share the same expectations simply because they belong to a specific generation. 
[bookmark: _heading=h.a09geqgzwi0q]3.3 Emotional Intelligence and Mindfulness for Managing Diverse Generations 
Emotional intelligence and mindfulness are considered critical approaches that assist in managing generational diversity, as both are seen to promote understanding rather than judging employees. Considering Goleman's emotional intelligence framework, it helps in understanding that empathy and relationship management are crucial competencies for identifying different employee expectations (Singh et al., 2022). The social awareness stage of the model highlights that those managers who are showing empathy can identify the individual needs of their employees and adapts their leadership as well as communication style
In addition, Mayer and Salovey are seen to focus on acknowledging emotions before trying to respond, which enables managers to interpret employee concerns in an accurate manner. Mindfulness is seen to complement emotional intelligence as it helps in promoting present-moment awareness, overcoming assumptions and enhancing emotional regulation during workplace interaction.
Managers having high emotional intelligence are seen to adapt to diverse communication styles based on the individual preferences and needs of the employees as compared to depending on generation stereotype. For instance, Microsoft promotes its managers to make use of a growth mind-set and offer continuous feedback as compared to focusing on age as a factor for recruitment or promotional activities. This is seen to create psychological safety that motivates employees from diverse generations to freely share their ideas and concerns in a confident manner.
[bookmark: _heading=h.4zsqhd2mu044]4. Recommendations 
Implement Emotional Intelligence
It is recommended that organisations should start implementing emotional intelligence and mindfulness practices into their leadership development programmes, recruitment strategy and performance management (Tenschert et al., 2025). Managers should be offered with regular training sessions focusing on conflict resolution strategies, empathy and an inclusive style of communication for enhancing collaboration across diverse generations. In addition, recruitment and promotional decisions should emphasise more on competencies as compared to age-associated assumptions, and mentorship programs should be available that help in promoting knowledge sharing between experience and younger employees, as this can be beneficial for enhancing organisational learning.
Constructive Feedback and Inclusive Practice
In addition, regular employee feedback should also be used for evaluating whether leadership approaches are supporting psychological safety and long-term employee engagement. It can be said that emotional intelligence and mindfulness have become necessary capabilities for managing organisations in an effective manner (Vuong and Nguyen, 2022). With diversity in the workplace, emotional intelligence, leadership style, communication practices, conflict management strategy and decision-making have become crucial, which can be enhanced with the help of mindfulness and inclusive practices.
[bookmark: _heading=h.3gg4al7kr89x]5. Conclusion 
It is important to understand that emotional intelligence and mindfulness are important for improving individual as well as organisational performance in today's dynamically changing workplace. Emotional intelligence is seen to improve leadership practices, communication skills, conflict management, strategy and decision-making processes, whereas mindfulness helps in improving self-awareness and emotional regulation. This report has highlighted that managing a multigenerational workforce requires managers to have inclusive leadership styles that value the individual differences of the employees as compared to focusing on generational stereotypes. It is acknowledged that organisations that are making use of emotional intelligence and mindfulness in leadership development practices and employee engagement are better positioned to improve employee retention, innovation and wellbeing as compared to those organisations that fail to adapt and grow.
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