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TASK ONE

Modern organisations have now recognised that technical competence alone is not enough to achieve sustainable all-around organisational success. Therefore, employees and management are expected to demonstrate skills that enforce collaboration, resilience, innovation and the well-being of employees. Emotional intelligence has become essential within workplaces as it enables individuals to recognise, understand and regulate emotions while maintaining effective relationships with others. Alongside emotional intelligence, mindfulness is also important as an evidence-based practice that enhances emotional awareness, reduces workplace stress and supports ethical decision-making.

My report today will evaluate the application of emotional intelligence within organisations by examining three theoretical models developed by Goleman (1998), Mayer and Salovey (1997) and Bar-On (2006). My discussion will explore how emotional intelligence contributes to employee performance, communication, leadership, conflict management and organisational decision-making. The report will also evaluate the challenges and opportunities linked to managing a multi-generational workforce (Generation X, Y and Z). Finally, I will also present recommendations regarding how managers can utilise emotional intelligence and mindfulness to create inclusive workplaces that support employee engagement, psychological safety and organisational effectiveness.

Firstly, it is important to understand emotional intelligence. Emotional intelligence refers to an individual’s ability to recognise, understand, manage and utilise emotions effectively in themselves and others (Mayer, Salovey & Caruso, 2004). Unlike IQ which measures cognitive ability, emotional intelligence focuses more on interpersonal competence and emotional regulation. Research suggests that employees with high emotional intelligence are more capable of managing workplace relationships, adapting to organisational change and maintaining psychological wellbeing under pressure (Cherniss, 2010).

Despite emotional intelligence becoming highly influential within organisational behaviour research, scholars disagree regarding its definition and measurement. Therefore, three dominant models have emerged: The Ability Model proposed by Mayer and Salovey, Goleman’s Competency Framework and Bar-On’s Emotional-Social Intelligence Model. Each model offers different perspectives regarding how emotional intelligence influences workplace performance.

Mayer and Salovey (1997) conceptualise emotional intelligence as a cognitive ability involving four hierarchical branches:  Perceiving emotions, Using emotions to facilitate thinking, Understanding emotions, Managing emotions. Unlike mixed models, the Ability Model treats emotional intelligence as a measurable form of intelligence rather than a collection of personality traits. Employees who accurately perceive emotions are more likely to recognise stress, frustration or dissatisfaction among colleagues before conflicts escalate.

Emotional intelligence also contributes to effective organisational decision-making. Managers with high emotional intelligence are more capable of balancing logical analysis with emotional awareness when making complex decisions. Rather than making reactive decisions during periods of uncertainty, emotionally intelligent leaders consider how their actions will affect employee morale, motivation and organisational culture. For example, during organisational restructuring, emotionally intelligent managers communicate decisions transparently, acknowledge employee concerns and provide reassurance where appropriate. This balanced approach improves employee trust and increases acceptance of organisational change.

For example, a project manager who notices declining morale within a team may organise supportive discussions before productivity deteriorates. Similarly, emotionally intelligent employees can regulate their own emotional responses during challenging situations, enabling them to remain objective during disagreements. However, it may be argue that the Ability Model has limited practical application because measuring emotional intelligence objectively remains difficult. Some researchers question whether emotional intelligence should be considered a distinct form of intelligence or whether it overlaps significantly with personality and social skills (Landy, 2005).

Despite these criticisms, the Ability Model provides valuable insight into how emotional processing supports effective workplace behaviour and decision-making. 

On the other hand, Goleman’s (1998) model is arguably the most influential framework within leadership development. He proposed five interconnected competencies: Self-awareness, Self-regulation, Motivation, Empathy, Social skills

Unlike Mayer and Salovey, Goleman argues that emotional intelligence directly influences leadership effectiveness and organisational success.

Self-awareness enables individuals to recognise their emotional states and understand how emotions influence behaviour. Leaders who possess high self-awareness are better equipped to manage stressful situations without allowing emotions to impair judgement. For example, during organisational restructuring, self-aware managers acknowledge their own anxiety while remaining calm when communicating changes to employees.

Self-regulation involves controlling impulsive reactions and responding thoughtfully to workplace challenges. Employees demonstrating strong self-regulation are less likely to engage in aggressive communication, workplace conflict or emotional outbursts. Instead, they respond constructively by analysing problems before taking action. This competency is particularly valuable during periods of organisational uncertainty where emotional reactions may reduce productivity.

Emotionally intelligent employees display intrinsic motivation, persistence and resilience despite setbacks. Rather than relying solely on financial rewards, highly motivated employees pursue personal achievement and continuous improvement. Research indicates that intrinsically motivated employees demonstrate higher engagement, creativity and organisational commitment (Ryan & Deci, 2020).

Empathy enables individuals to understand the perspectives and emotional experiences of others. Empathetic managers create psychologically safe environments where employees feel respected and valued. This increases trust, collaboration and employee satisfaction. For example, managers demonstrating empathy during flexible working discussions are more likely to accommodate individual employee circumstances without compromising organisational objectives.

Social skills involve communication, teamwork, negotiation and relationship management. Leaders with advanced social skills successfully resolve disagreements, influence stakeholders and encourage collaboration across departments. These competencies become increasingly important within hybrid and remote working environments where communication challenges frequently arise.

Bar-On (2006) extends emotional intelligence beyond emotional regulation by incorporating broader social competencies. His model consists of five areas: Intrapersonal skills, Interpersonal skills, Adaptability, Stress management, General mood

This approach emphasises resilience and psychological well-being alongside interpersonal effectiveness. Adaptability is particularly relevant in rapidly changing organisational environments. Employees capable of adjusting to technological developments and organisational restructuring demonstrate greater long-term performance.

Stress management is another important dimension. Organisations increasingly recognise that chronic workplace stress contributes to burnout, absenteeism and reduced productivity. Employees possessing strong emotional regulation strategies generally experience lower stress levels and greater resilience.

However, critics argue that Bar-On’s model overlaps considerably with established personality theories, making conceptual distinctions difficult (Matthews et al., 2017). Nevertheless, the model highlights the importance of emotional resilience in maintaining sustainable employee performance

Organisations that invest in emotional intelligence training and mindful leadership are more likely to achieve higher employee engagement, stronger collaboration and sustainable organisational success.

Effective communication extends far beyond a verbal exchange. Effective communication requires emotional awareness, empathy and active listening. Employees with high emotional intelligence interpret both verbal and nonverbal communication more accurately, reducing misunderstandings and strengthening workplace relationships. For example, emotionally intelligent managers recognise signs of employee disengagement even when concerns are not explicitly expressed. Rather than making assumptions, they encourage open dialogue by using supportive questioning and open-ended questions when communicating with the employee. 

Research consistently demonstrates that emotionally intelligent communication improves employee engagement, trust and organisational commitment. However, communication effectiveness also depends upon organisational culture. Highly emotionally intelligent employees may struggle within environments characterised by authoritarian leadership or poor psychological safety. Therefore, emotional intelligence should complement supportive organisational systems rather than replace them.

Conflict is inevitable within organisations due to differences in values, priorities and communication styles. Employees possessing strong emotional intelligence manage disagreements constructively by separating emotions from issues. Rather than reacting defensively, emotionally intelligent individuals seek collaborative solutions that satisfy multiple stakeholders.
For example, when two departments disagree regarding project priorities, emotionally intelligent leaders encourage open discussion, acknowledge differing perspectives and facilitate compromise. This approach reduces interpersonal tension while maintaining productive working relationships.

However, emotional intelligence alone cannot eliminate workplace conflict. Structural issues such as unclear responsibilities, excessive workloads or organisational politics often require broader managerial intervention.

Leadership effectiveness increasingly depends upon emotional competence rather than technical expertise alone. Goleman (1998) argues that emotionally intelligent leaders inspire trust, encourage innovation and improve organisational performance. Transformational leadership particularly reflects emotional intelligence through empathy, inspirational motivation and individual consideration. Employees working under emotionally intelligent leaders generally report higher engagement, stronger job satisfaction and greater organisational commitment.

Furthermore, emotionally intelligent leaders create psychologically safe environments where employees feel comfortable expressing ideas, admitting mistakes and seeking support. This openness encourages learning, innovation and continuous improvement. Despite these benefits, critics caution against overestimating emotional intelligence as the primary determinant of leadership success.

Technical knowledge, strategic thinking and organisational experience remain equally important. Consequently, emotional intelligence should be viewed as one component of broader leadership capability rather than a standalone predictor of success.

In conclusion, emotional intelligence has become an essential component of effective organisational performance. While Mayer and Salovey's Ability Model focus on emotional processing as a form of intelligence, Goleman's Competency Model emphasises leadership behaviours, and Bar-On highlights emotional and social wellbeing. Although each model has limitations, together they demonstrate that emotional intelligence supports communication, conflict management, leadership, decision-making and employee wellbeing. Furthermore, integrating mindfulness into organisational practice enhances emotional regulation and resilience, enabling employees to cope more effectively with workplace challenges. As organisations continue to manage technological change, hybrid working and increasingly diverse workforces, developing emotional intelligence should remain a priority. 

TASK TWO

Decision-making is a critical organisational process that is influenced not only by technical knowledge but also by emotional awareness. Employees and managers who possess high emotional intelligence are more likely to make balanced and ethical decisions because they can recognise how emotions affect their judgement (Goleman, 1998). Instead of making impulsive decisions based on frustration, fear or stress, emotionally intelligent individuals consider the emotional consequences of their actions for colleagues, customers and the wider organisation.

For example, a manager faced with budget reductions may need to decide whether to reduce employee benefits or restructure the workforce. While financial considerations are important, emotionally intelligent leaders are more likely to communicate openly, consult employees and provide appropriate support throughout the process. Such an approach helps maintain trust and employee engagement even during periods of uncertainty.

Group decision-making is strengthened when team members demonstrate high levels of emotional intelligence. Teams that encourage empathy, active listening and constructive feedback are better able to consider diverse viewpoints before reaching decisions. Research suggests that psychologically safe teams make better decisions because employees feel comfortable sharing ideas and challenging assumptions without fear of criticism (Edmondson, 2019).

However, emotional intelligence should not replace objective analysis. Leaders must balance emotional awareness with evidence-based decision-making to avoid allowing emotions to override organisational goals.

Mindfulness refers to maintaining present-moment awareness while observing thoughts and emotions without judgement (Kabat-Zinn, 2003). In organisational settings, mindfulness enables employees to manage stress, improve concentration and respond more effectively to workplace challenges.

Many organisations now incorporate mindfulness programmes into employee wellbeing initiatives. Companies such as Google, SAP and Aetna have introduced mindfulness training to improve resilience, communication and employee engagement. Mindfulness complements emotional intelligence by strengthening self-awareness and emotional regulation. Employees who practise mindfulness become more aware of their emotional responses, allowing them to pause before reacting impulsively. For example, during a difficult customer interaction, a mindful employee is more likely to remain calm, listen actively and resolve the situation professionally.

Mindfulness also contributes to psychological safety by encouraging openness, empathy and respectful communication. Employees who feel psychologically safe are more willing to admit mistakes, ask questions and contribute innovative ideas without fear of embarrassment (Edmondson, 2019).

Despite its benefits, mindfulness is not a solution to all workplace challenges. Critics argue that organisations should avoid using mindfulness solely as a tool to improve productivity while ignoring underlying issues such as excessive workloads or poor leadership. Therefore, mindfulness should form part of a broader organisational strategy that includes supportive leadership, employee wellbeing initiatives and healthy workplace cultures.

Modern organisations increasingly employ individuals from different generations, each bringing unique experiences, values and expectations to the workplace. While generational differences can enhance creativity and innovation, they may also create communication challenges, differing work preferences and potential conflict. Managers therefore need to adopt emotionally intelligent leadership practices that recognise and value generational diversity while promoting inclusion and collaboration.

The three dominant generations currently represented in many organisations are Generation X, Millennials (Generation Y) and Generation Z.

Generation X

Generation X generally includes individuals born between 1965 and 1980. Having experienced significant economic and technological change throughout their careers, Generation X employees are often characterised as independent, adaptable and practical. Many members of Generation X value job security, professional autonomy and work-life balance. They generally appreciate clear organisational structures while preferring managers who trust them to complete tasks independently.

Their communication style tends to favour direct, professional interactions, including face-to-face meetings and email communication. From an organisational perspective, Generation X often provides valuable leadership experience and organisational knowledge. However, they may occasionally experience challenges adapting to rapidly changing digital technologies compared with younger employees. Emotionally intelligent managers recognise these strengths and provide opportunities for mentoring, knowledge sharing and leadership development.

Millennials (Generation Y)

Millennials are typically defined as individuals born between 1981 and 1996. They represent a significant proportion of today’s workforce and are frequently associated with collaboration, continuous learning and technological confidence.

Unlike previous generations, Millennials often prioritise meaningful work, career development and flexible working arrangements alongside financial rewards. They generally value regular feedback rather than annual performance reviews and expect supportive leadership that encourages personal development.

Technology forms an integral part of their working lives, making them highly comfortable with digital communication platforms, remote working and collaborative technologies. However, some research suggests Millennials may change employers more frequently if career expectations are not met. Managers can use emotional intelligence to retain Millennial employees by demonstrating empathy, providing coaching opportunities and recognising individual achievements.

Generation Z

Generation Z includes individuals born from approximately 1997 onwards and represents the newest generation entering the workforce. As digital natives, Generation Z has grown up using smartphones, social media and advanced technologies. Consequently, they adapt quickly to digital systems and often expect organisations to adopt modern technologies. Research suggests Generation Z values diversity, inclusion, authenticity and mental health support within organisations. They frequently seek employers whose values align with their own and appreciate workplaces that demonstrate social responsibility.

Generation Z employees generally prefer continuous feedback, collaborative working environments and opportunities for rapid skill development. However, their limited workplace experience may require additional mentoring and professional guidance. Emotionally intelligent managers can support Generation Z employees by creating psychologically safe environments where questions, learning and innovation are encouraged.

Although each generation shares certain characteristics, it is important to avoid stereotyping individuals. Personal experiences, education, culture and organisational context also influence workplace behaviour. Nevertheless, several broad differences may influence organisational effectiveness.

Generation X often values stability and independence, whereas Millennials prioritise flexibility and career progression. Generation Z tends to emphasise inclusion, wellbeing and technological innovation. Communication preferences also differ. Generation X may prefer formal communication methods, while Millennials and Generation Z often favour instant messaging, collaborative platforms and digital communication.

Motivational factors vary across generations. Financial security may be particularly important for Generation X, whereas Millennials and Generation Z frequently seek meaningful work, recognition and opportunities for personal development. These differences can create misunderstandings if managers rely upon one leadership approach for all employees.

Emotional intelligence enables managers to recognise and respond appropriately to individual employee needs regardless of age.

Empathy is particularly valuable because it encourages leaders to understand differing perspectives without making assumptions. For example, an emotionally intelligent manager recognises that a Generation X employee may value independent working, while a Generation Z employee may benefit from more frequent coaching and feedback.

Self-awareness also helps managers identify unconscious biases towards particular age groups. Strong communication skills encourage open dialogue between generations, allowing employees to appreciate different viewpoints and share valuable knowledge.

Conflict management is another important application of emotional intelligence. Generational disagreements regarding technology, communication styles or working practices can often be resolved through active listening, mutual respect and collaborative problem-solving rather than authoritarian management.

Mindfulness supports inclusive leadership by encouraging managers to remain fully present during conversations and respond thoughtfully rather than react emotionally. Mindful leaders listen attentively, recognise emotional cues and demonstrate genuine interest in employee concerns. For example, during recruitment interviews, mindfulness helps managers remain objective and reduces unconscious bias by encouraging careful reflection before making hiring decisions.

Mindfulness also strengthens employee wellbeing by reducing stress, improving emotional regulation and encouraging resilience during organisational change. Within multigenerational teams, mindful leadership encourages patience and understanding when employees possess different learning styles or communication preferences. Regular wellbeing initiatives, reflective practices and open discussions regarding mental health can further strengthen inclusion and employee engagement across all generations.

In my opinion, to maximise the benefits of emotional intelligence and mindfulness, organisations should integrate emotional intelligence training into leadership development programmes, encourage mindfulness practices to improve employee wellbeing and resilience, promote psychologically safe workplaces where employees can communicate openly, provide mentoring programmes that encourage knowledge sharing across generations, offer flexible working arrangements that accommodate diverse employee expectations, deliver unconscious bias training to support inclusive recruitment and promotion decisions and regularly evaluate employee engagement through climate surveys and wellbeing initiatives.

To conclude, emotional intelligence and mindfulness have become essential capabilities within contemporary organisations. Together they enable employees and leaders to regulate emotions, communicate effectively, resolve conflict and make balanced decisions while supporting psychological wellbeing. The three major emotional intelligence models developed by Mayer and Salovey, Goleman and Bar-On each provide valuable perspectives on how emotional competencies influence organisational performance. Although each model has limitations, they collectively demonstrate that emotional intelligence contributes significantly to effective leadership, teamwork and employee engagement.

Managing a multigenerational workforce presents both opportunities and challenges. Generation X, Millennials and Generation Z possess different values, communication styles and workplace expectations that require flexible and inclusive leadership approaches. Managers who demonstrate empathy, self-awareness and emotional regulation are better equipped to create environments where employees from all generations feel respected, valued and motivated. When combined with mindfulness, emotional intelligence supports organisational resilience, innovation and long-term success by fostering psychologically safe workplaces where diverse employees can thrive in order for the success of the organisation.


REFERENCE LIST

Bar-On, R. (2006) ‘The Bar-On model of emotional-social intelligence’, Psicothema, 18(Suppl.), pp. 13–25.

Cherniss, C. (2010) ‘Emotional intelligence: Toward clarification of a concept’, Industrial and Organizational Psychology, 3(2), pp. 110–126.

Edmondson, A.C. (2019) The Fearless Organization: Creating Psychological Safety in the Workplace for Learning, Innovation, and Growth. Hoboken, NJ: John Wiley & Sons.

Goleman, D. (1998) Working with Emotional Intelligence. London: Bloomsbury.

Kabat-Zinn, J. (2003) ‘Mindfulness-based interventions in context: Past, present, and future’, Clinical Psychology: Science and Practice, 10(2), pp. 144–156.

Landy, F.J. (2005) ‘Some historical and scientific issues related to research on emotional intelligence’, Journal of Organizational Behavior, 26(4), pp. 411–424.

Mayer, J.D., Roberts, R.D. and Barsade, S.G. (2008) ‘Human abilities: Emotional intelligence’, Annual Review of Psychology, 59, pp. 507–536.
Mayer, J.D. and Salovey, P. (1997) ‘What is emotional intelligence?’, in Salovey, P. and Sluyter, D.J. (eds.) Emotional Development and Emotional Intelligence: Educational Implications. New York: Basic Books, pp. 3–31.

Mayer, J.D., Salovey, P. and Caruso, D.R. (2004) ‘Emotional intelligence: Theory, findings, and implications’, Psychological Inquiry, 15(3), pp. 197–215.

Ryan, R.M. and Deci, E.L. (2020) ‘Intrinsic and extrinsic motivation from a self-determination theory perspective: Definitions, theory, practices, and future directions’, Contemporary Educational Psychology, 61, Article 101860.
