[image: ]

Student Name: Samuel Tolog
Student Number:2208598
Module Code and Title: Developing Emotional Intelligence Skills (LCLM5006)
Lecturer: Nishi Ramsurrun Abdallah Naser
Assignment Title: Component 2 – Individual written report



Table of Contents
1.	Introduction	4
2.	Task 1: Emotional Intelligence in the Workplace	4
2.1	Understanding Emotional Intelligence	4
2.2	Emotional Intelligence Models	5
2.2.1	Goleman's Emotional Intelligence Framework	5
2.2.2	Mayer and Salovey Ability Model	5
2.2.3        Bar-On Emotional-Social Intelligence Model	6
2.3	Application of Emotional Intelligence in the Workplace	7
2.4	Role of Mindfulness in Emotional Intelligence	7
2.5	Critical Synthesis	8
3.	Task 2: Managing a Multigenerational Workforce	8
3.1	Introduction to Workforce Generations	8
3.1.1	Generation X	8
3.1.2	Generation Y (Millennials)	9
3.1.3	Generation Z	9
3.2	Characteristics of Different Generations	9
3.2.1	Generation X	9
3.2.2	Millennials (Generation Y)	9
3.2.3	Generation Z	9
3.3	Impact on Organisational Effectiveness	10
3.3.1	Differences in Values	10
3.3.2	Communication Preferences	10
3.3.3	Motivation Factors	10
3.3.4	Critical Evaluation: Positive and Negative Impacts	10
3.4	Using Emotional Intelligence to Manage Generational Diversity	10
3.5	Using Mindfulness to Create Inclusive Workplaces	11
3.6	Recruitment, Retention and Management Strategies	12
4.	Conclusion	12
5.	References	14




1. [bookmark: _Toc231831474]Introduction 
Emotional intelligence (EI) is increasingly becoming important in improving employee performance, leadership effectiveness, and workplace relationships (Neong et al., 2022). Diverse workforce settings have also expanded, resulting in multigenerational teams comprising different generations including Generation X, Generation Y and Generation Z (Nugroho et al., 2025). Furthermore, these generations are based on different perspectives, values, communication, and workplace expectations, creating both opportunities and challenges for organisations. The purpose of this report is to analyse the role of emotional intelligence and mindfulness in contemporary organisations, how they influence employee performance, communication, leadership effectiveness, and workplace relationships. The report primarily focuses on three major emotional intelligence models, including Goleman's Emotional Intelligence Framework, the Mayer and Salovey Ability Model, and the Bar-On Emotional-Social Intelligence Model, which help to examine the characteristics of Generation X, Millennials, and Generation Z employees. 
2. [bookmark: _Toc231831475]Task 1: Emotional Intelligence in the Workplace 
[bookmark: _Toc231831476]Understanding Emotional Intelligence
Emotional intelligence (EI) is defined as the individual's ability to recognise, utilise, manage, and use emotions effectively in themselves and others (Singh et al., 2022). The EI concept received attention after Goleman's work, which argued that in determining the workforce's success, emotional abilities are more important than technical skills. Furthermore, EI can also be a cognitive ability that makes individuals capable of perceiving, understanding, using, and regulating emotions. On the other hand, Bar-On explains EI is a combined state of emotional and social competencies that significantly help individuals cope with environmental requirements and challenges.
The importance of EI is increasing in modern organisations where employees commonly work in teams, communicate with diverse stakeholders or partners, and work under pressure. It has been observed that employees with high emotional intelligence are found to be better at performing, building relationships, managing stressful situations, resolving conflict, and quickly show adaptation towards organisational change (Salameh-Ayanian et al., 2025). However, many organisations are now considering EI when recruiting, promoting, and developing employees.
Regardless of its popularity, EI remains a debated concept for many organisations. One strength of emotional intelligence is that it is effective in providing a broader understanding of workplace performance than conventional or traditional intelligence measures, including IQ. Furthermore, research also suggests that employees with emotional intelligence often demonstrate stronger leadership abilities, effective communication, and greater resilience. However, critics argue that emotional intelligence can overlap with personality traits, including conscientiousness and agreeableness, which makes it difficult to identify whether EI is a separate construct.
[bookmark: _Toc231831477]Emotional Intelligence Models
2.1.1 [bookmark: _Toc231831478]Goleman's Emotional Intelligence Framework
One of the most widely used models used in organisational settings is Goleman's framework, introduced by Daniel Goleman in 1995, which argues that Emotional Intelligence is considered more critical for professional and personal success than traditional Intellectual Quotient. The model consists of five major key dimensions (Pandey, 2021). Self-awareness refers to recognising an individual's emotions and understanding how it affects behaviour and the decision-making process. Self-aware employees are capable of identifying emotional triggers and responding appropriately according to workplace situations. Self-regulation is defined as the ability to manage emotions effectively. People with strong self-regulation are observed as less likely to react impulsively and are better at handling workplace pressure and conflict. Motivation involves an individual's internal drive to achieve objectives, goals and maintain commitment regardless of the challenges. Empathy is defined as the ability to understand the feelings and perspectives of others. Empathetic managers are strong in building trust, supporting employee wellbeing, and developing positive working relationships at the workplace. Social skills refer to effectively communicating, influencing others, strengthening relationships, and collaborating effectively within teams.
The framework has strong practical relevance, which directly links emotional competencies to workplace performance and the effectiveness of leadership. Many organisations often incorporate this model within operations when designing programmes related to leadership development. However, critics argue that this particular model is overly broad and includes significant competencies and might be possible that may not purely have an emotional nature. 
2.1.2 [bookmark: _Toc231831479]Mayer and Salovey Ability Model
Mayer and Salovey introduced the Mayer and Salovey model in 1997, which conceptualises emotional intelligence as one of the forms of intelligence which is similar to cognitive intelligence. Their model mainly consists of four emotional abilities (Bușu, 2020). First branch is perceiving emotions which is defined as accurately identifying emotions in oneself and others through facial expressions, tone of voice, and behaviour. Second branch is using emotions accurately facilitates thought, which explains the ability to utilise emotions to significantly facilitate thinking, creativity, and problem-solving. Third branch is understanding emotions and emotional meanings, which further can be defined as understanding emotions, also involves recognising how emotions initiate, change, and influence behaviour over time within a person. Branch is managing emotions in oneself and others refers to regulating emotions in ways that contribute to providing support for personal growth and better social interactions.
Its strong theoretical foundation is the major strength of this model. Unlike competency-based models, it contributes to treating emotional intelligence as a significant measurable cognitive ability, which makes the model more attractive to researchers who are seeking objective assessments of EI. However, critics argue that emotional abilities are found difficult to accurately measure; further, performance-based tests may also not be able to capture emotional behaviour fully in real workplace situations.
[bookmark: _Toc231831480]2.2.3 Bar-On Emotional-Social Intelligence Model
Bar-On Emotional-Social Intelligence model, introduced by Reuven Bar-On in 1997 which combines 15 interrelated emotional and social competencies. The model is based on intrapersonal skills, interpersonal skills, adaptability, stress management, and general mood.
Intrapersonal skills are defined as self-awareness, self-expression, and emotional understanding (Carden et al., 2022). It focuses on a mixed model of emotional intelligence, including empathy, social responsibility, and relationship building. Adaptability refers to flexibility and problem-solving abilities in rapidly changing environments. Stress management defines an individual's capacity to effectively cope with workforce pressure and manage emotional stability. General mood refers to optimism and overall wellbeing.
The Bar-On model is found relevant specifically in modern organisations because it significantly recognises how resilience, adaptability, and wellbeing are important. These significant competencies are considered essential in workplaces, which are characterised by uncertainty and rapid change. However, critics suggest that the model involves significant personality traits and psychological wellbeing factors that have been extended beyond the common or traditional definition of intelligence, which makes conceptual boundaries unclear.
[bookmark: _Toc231831481]Application of Emotional Intelligence in the Workplace
Emotional intelligence plays a crucial role in employee performance. Studies show that employees who can effectively regulate their emotions are less likely to become overwhelmed by workplace stress and workload pressure and find themselves more capable of managing their emotions, which directly helps them in maintaining productivity during challenging and difficult situations to face. Furthermore, emotional self-management also contributes to helping employees to become more focused on organisational goals regardless of showing setbacks from their responsibilities. Another essential area in emotional intelligence is communication. Effective communication can be achieved through active listening, empathy, and the ability to effectively interpret both verbal and non-verbal messages. Moreover, employees with high emotional intelligence can be better at understanding colleagues' perspectives, reducing misunderstandings and improving collaboration among employees (Sanusi, 2025).
Conflict management plays an important role in diverse workplaces. However, disagreements are inevitable, but employees with emotional intelligence can effectively manage significant conflict constructively by remaining calm, considering different viewpoints from different perspectives, and genuinely seeking mutually beneficial solutions for all. This particular approach significantly helps in reducing tension and stress at the workplace and strengthens professional relationships. Emotional intelligence has a major role in leadership effectiveness. Studies show that leaders with strong EI are much better at inspiring and motivating employees towards organisational objectives, building trust among employees and shareholders, and creating positive organisational cultures (Alam et al., 2020). Leadership with strong emotional intelligence significantly helps employees to feel valued and engaged when leaders show empathy and emotional awareness towards employee wellbeing. Furthermore, EI significantly supports the decision-making process by encouraging leaders to effectively balance rational analysis with emotional awareness. Moreover, this can also help in reducing personal biases and improving fair judgement, particularly in that case when decisions affect employee wellbeing and organisational culture.
[bookmark: _Toc231831482]Role of Mindfulness in Emotional Intelligence
Mindfulness can be defined as the state of maintaining conscious awareness of present experiences without judgement. Mindfulness significantly encourages employees to pay attention to their personal thoughts, emotions, behaviours and what they actually intended to do with themselves, remaining focused on current tasks in organisational settings (Khemraj et al., 2023). However, there is a strong relationship between mindfulness and emotional intelligence, as mindfulness significantly helps individuals to recognise emotional reactions as they occur, which strengthens an individual's self-awareness (Abaker et al., 2025). This increased self-awareness significantly helps employees to efficiently regulate emotions and respond thoughtfully and effectively rather than react impulsively.
Mindfulness is also found to be effective in reducing stress, as employees who practise mindfulness effectively often go through to less level of anxiety and burnout because their mindfulness helps in developing healthier coping mechanisms for workplace challenges. As a result, mindfulness can also be effective in improving employees' overall wellbeing, enhancing focus and concentration on organisational goals, and strengthening workplace relationships.
[bookmark: _Toc231831483]Critical Synthesis
Goleman’s competency model, Mayer and Salovey’s ability model, and Bar-On’s emotional-social intelligence model provide different perspectives on emotional intelligence (EI). Mayer and Salovey argue that EI is a cognitive ability. However, it may not fully capture workplace behaviour because it focuses on measurable abilities. Bar-On significantly extends EI to include wellbeing, adaptability, and stress management, which makes it relevant to the challenges of modern organisations, although critics argue that it may overlap with personality traits. Moreover, Goleman’s model focuses on practical competencies, including self-awareness, self-regulation, motivation, empathy, and social skills, which directly contribute to linking EI to leadership effectiveness and workplace performance (Antonopoulou, 2024). However, Goleman’s framework is most useful in contemporary organisations because it translates emotional competencies efficiently into observable workplace behaviours. For instance, empathic leaders and self-regulation are significantly effective in improving employee engagement and conflict resolution. 
3. [bookmark: _Toc231831484]Task 2: Managing a Multigenerational Workforce
[bookmark: _Toc231831485]Introduction to Workforce Generations
3.1.1 [bookmark: _Toc231831486]Generation X
Generation X refers to individuals born between approximately 1965 and 1980. They experienced significant economic and technological changes during their formative years, which shaped their independent and adaptable nature (Fingerman et al., 2020). These employees often value job security, work-life balance, and professional growth. Having witnessed the transition from traditional to digital workplaces, they possess both practical experience and technological competence, making them valuable contributors and leaders within organisations.
3.1.2 [bookmark: _Toc231831487]Generation Y (Millennials)
Generation Y, commonly known as Millennials, includes individuals born between 1981 and 1996. They entered the workforce during a period of rapid technological advancement and globalisation. Millennials are comfortable with technology and value flexibility, collaboration, and meaningful work (Chopra and Bhilare, 2020). They seek continuous learning opportunities and regular feedback from managers. Their focus on personal development and innovation enables them to contribute effectively to organisational growth and adaptation in dynamic business environments.
3.1.3 [bookmark: _Toc231831488]Generation Z
Generation Z refers to individuals born from approximately 1997 onwards. As digital natives, they have grown up with smartphones, social media, and instant access to information. They are highly skilled in technology and prefer fast, digital communication methods. Generation Z values diversity, inclusion, flexibility, and personal wellbeing (Roy et al., 2025). Their innovative mindset, creativity, and adaptability help organisations embrace digital transformation and respond effectively to changing market demands and workplace trends.
[bookmark: _Toc231831489]Characteristics of Different Generations
3.1.4 [bookmark: _Toc231831490]Generation X
Generation X employees are known for their independence, reliability, and practical approach to work (Mahmoud et al., 2020). They value autonomy and prefer managers who provide trust rather than close supervision. This generation possesses strong problem-solving skills and extensive workplace experience. They prioritise stability, job security, and career progression while generally favouring direct communication methods such as face-to-face meetings and emails.
3.1.5 [bookmark: _Toc231831491]Millennials (Generation Y)
Millennials are recognised for their collaborative mindset and adaptability to change (Sruk, 2020). They enjoy teamwork and appreciate regular feedback to support their development. This generation values flexible working arrangements, work-life balance, and meaningful job roles. They are highly comfortable with technology and are motivated by learning opportunities, career advancement, and the chance to contribute positively to organisational success.
3.1.6 [bookmark: _Toc231831492]Generation Z
Generation Z employees are highly technology-oriented and thrive in fast-paced environments. They prefer digital communication channels and quickly adapt to new technologies. This generation values diversity, innovation, and authenticity within the workplace. They are creative, entrepreneurial, and eager to learn. Additionally, Generation Z places strong emphasis on wellbeing, personal growth, and working for organisations that reflect their values and social concerns (Leslie et al., 2021).
[bookmark: _Toc231831493]Impact on Organisational Effectiveness
3.1.7 [bookmark: _Toc231831494]Differences in Values
Different generations bring different workplace values. Generation X often prioritises job security and loyalty, Millennials value flexibility and career growth, while Generation Z focuses on innovation and wellbeing. These differences may create challenges but also provide organisations with diverse perspectives that support creativity, adaptability, and improved decision-making.
3.1.8 [bookmark: _Toc231831495]Communication Preferences
Communication preferences vary across generations. Generation X generally prefers formal methods such as emails and meetings. Millennials use both traditional and digital communication channels, while Generation Z favours instant messaging and online collaboration tools (Choudhary et al., 2024). Organisations that accommodate multiple communication styles can improve teamwork, engagement, and information sharing.
3.1.9 [bookmark: _Toc231831496]Motivation Factors
Employees are motivated by different factors depending on their generation. Generation X values recognition and stability, Millennials seek learning opportunities and career advancement, and Generation Z is motivated by flexibility, innovation, and social impact (Hidayat, 2024). Understanding these differences helps organisations develop effective engagement, reward, and retention strategies.
3.1.10 [bookmark: _Toc231831497]Critical Evaluation: Positive and Negative Impacts
A multigenerational workforce enhances organisational effectiveness through diverse skills, knowledge, and experiences. However, differences in communication styles, values, and work expectations may create misunderstandings and conflict (Singh, 2020). Organisations can maximise benefits and reduce challenges by promoting inclusive leadership, collaboration, mutual respect, and effective communication among all generations.
[bookmark: _Toc231831498]Using Emotional Intelligence to Manage Generational Diversity
Notably, emotional intelligence is effective in managing employees from different generations. Self-awareness is one of the most important EI competencies, which demonstrates that managers who are better at understanding their own assumptions and biases make fewer or no unfair judgements based on generational stereotypes.
Similarly for empathy, as it is equally important because it encourages managers to understand the perspectives, values, and concerns of employees from different age groups (Purohit, 2023). For example, a manager is overseeing a hybrid project team which may help to recognise Generation Z employees value flexible working arrangements, collaboration and frequent feedback, while Generation X employees can prefer a well-structured communication style, greater autonomy, and job stability. This help manager to understand different expectations and can implement a balanced approach, including combining flexible working arrangements with clear performance objectives and regular team meetings, this provide help in improving engagement and cooperation across generation. Furthermore, relationship management skills help in creating strong collaboration among employees with different communication styles, values and workplace expectations. Moreover, leaders with emotional intelligence significantly encourage mutual respect, facilitate effective teamwork, and create long-term opportunities for knowledge sharing across different generations.
Conflict resolution is another key area in emotional intelligence. It not only aims to preserve relationships, maintain workforce productivity, and reduce the emotional and financial costs of ongoing conflict but also to end disputes (Shkëmbi and Treska, 2024). Furthermore, workplace disagreements often lead to misunderstandings rather than intentional conflict. Managers who demonstrate emotional regulation and empathy at the workplace have a better capability to resolve tensions constructively and are also capable of maintaining positive working relationships. However, by applying emotional intelligence in organisational operations, organisations can create a culture where generational differences arise as an opportunity to lift up the organisation rather than sources of division.
[bookmark: _Toc231831499]Using Mindfulness to Create Inclusive Workplaces
An inclusive workplace refers to a workplace where people with different identities and backgrounds can be themselves and effectively contribute while feeling valued and included. The mindfulness concept somehow contributes to inclusive workplaces by significantly encouraging employees to remain present, attentive, and non-judgemental during workplace interactions within the organisation (Sercekman, 2023). However, mindful leaders are found to listen to others actively, consider diverse viewpoints, and make fair decisions that must benefit all.
One of the significant benefits of mindfulness is building psychological safety because employees are more willing to share their original ideas with the organisation and concerns when they believe they will be treated respectfully and without making any negative judgement (Du and Xie, 2025). However, this practice is particularly essential in multigenerational workplaces where employees come with different perspectives and experiences.
Mindfulness significantly supports employee wellbeing by reducing stress, burnout and improving overall emotional resilience. Furthermore, employees who feel supported by managers and organisations are shown to have strong engagement and productivity. Additionally, mindfulness contributes to encouraging respectful communication by responding thoughtfully and individually rather than showing emotional reaction during challenging conversations. As a consequence, mindfulness significantly complements emotional intelligence by developing an inclusive organisational culture which is characterised by respect, understanding, and collaboration.
[bookmark: _Toc231831500]Recruitment, Retention and Management Strategies
The concepts of emotional intelligence and mindfulness can be implemented throughout the employee lifecycle, from recruitment to retention stage. Organisations can use structured interview methods and fair assessment processes during recruitment to minimise bias and promote an inclusive hiring process (Bergelson et al., 2022). Recruiters with emotional intelligence are better at recognising candidates' interpersonal skills, adaptability, and cultural fit without relying on stereotypes.
Leaders utilise emotional intelligence to deliver constructive feedback, provide effective coaching, and support employee development in terms of management. Mindful leadership practices can also contribute to improving communication, strengthening trust building, and encouraging effective employee engagement across different generations. Furthermore, retention strategies should be able to recognise that employees from different generations may possess different perspectives, needs and expectations (Igbinoba et al., 2022). Generation X employees may significantly value recognition of experience and autonomy, while Millennials often prioritise career development opportunities, and Generation Z employees may focus on working flexibility, technological innovation, and purpose-driven projects.
However, organisations can take some important steps to enhance retention. For example, special mentoring programmes design to significantly pairing Generation Z employees with Generation X managers, which allow younger employees within the organization to share their digital expertise while the employee with experience provide leadership and organisational knowledge. These approaches contribute to demonstrating respect for individual differences, perspectives and values while supporting long-term organisational success. 

4. [bookmark: _Toc231831501]Conclusion 
This comprehensive report critically demonstrated that concepts of emotional intelligence and mindfulness play crucial role in improving workplace performance, communication, leadership effectiveness, and employee wellbeing in contemporary organisations. Goleman’s, Mayer and Salovey’s, and Bar-On’s frameworks explains different perspectives on emotional intelligence, with proving Goleman’s model valuable framework because of its practical relevance in organisational settings. Furthermore, the report highlighted significant challenges and opportunities associated with management of multigenerational workforce, emphasising the importance of integrating emotional intelligence in organizational operations to promoting understanding, collaboration, and conflict resolution. 
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