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[bookmark: _Toc235150811]Introduction:
The recent organisational climate survey reported notable improvements in morale, communication, and conflict resolution across the department. Senior leadership team attributed these developments to the deliberate use of Emotional Intelligence (EI) and mindfulness during team interactions and workplace challenges, EI defined as the ability to recognise, understand, and manage emotions (Salovey and Mayer, 1990), has become increasingly influential in contemporary organisation practice, with Goleman’s model remaining central to applied EI research (Bhoumick, 2018; Varvatsoulias, 2023). Mindfulness, described as present moment awareness (Kabat-Zin,2003), Compliments EI by enhancing emotional regulation and reducing stress.
This reports the response to the senior management teams (SMT) Request for a critical analysis of EI and mindfulness, explaining how these concepts weather flight in real workplace Situations how they can inform leadership development, employee training, and recruitment. Task one evaluates how employees can apply EI to improve performance, collaboration, communication, and well-being, drawing on Goleman's framework, Mayer and Salovey’s ability model, and Bar-On’s Emotional Social Intelligence model. It also It also integrates organisational theories including McKinsey’s 7s framework, Hofstede’s cultural dimensions, and Handy’s organisational culture types. Task 2 examines how EI and mindfulness support inclusive leadership across generation X, Millennials, and generation Z, drawing on generational research (Twenge and Campbell, 2012) to explain how emotionally intelligent leadership enhances organisational effectiveness.
[bookmark: _Toc235150812]Task 1: Emotional Intelligence in the Workplace
[bookmark: _Toc235150813]Emotional Intelligence and the Organisational Context
The climate survey results indicated improvements in morale, communication, and conflict resolution, Outcomes commonly associated with emotionally intelligent behaviour. EI not merely a theoretical construct, it is a practical capability that shapes how employees interpret situations, respond to stress, and interact with colleagues. In the department, EI was applied intentionally to create psychological safety, encourage open dialogue, and manage emotionally charged situations calmly.
For an instance, during a weekly team meeting when 2 colleagues disagreed about responsibility for the delayed project. Previously, such disagreements would escalate into personal conflict. However using EI informed self-regulation, both colleagues paused before responding. One used empathy to acknowledge the others workload pressures, saying:
“I understand you have had a heavy caseload this week. Let's look at how we can share this task.” This emotionally intelligent prevented escalation and led to a collaborative solution.
Mindfulness strengthened these EI practises by helping team members remain present and attentive during discussions. Instead of reacting impulsively, employees paused, reflected, and responded thoughtfully. This combination of EI and mindfulness created add more stable emotional climate, directly explaining the improvements in the survey.

[bookmark: _Toc235150814]Goleman’s Emotional Intelligence Framework in Practice
Goleman’s model identifies five EI domains: self-awareness, self-regulation, motivation, empathy, and social skill. These competencies underpin effective interpersonal functioning and leadership (Goleman, 1995; Bhoumick, 2018; Varvatsoulias, 2023).
Self- awareness and self- regulation
During a period of high workload, a staff member felt overwhelmed and became visibly frustrated. Instead of reacting defensively, the manager used self- awareness to recognise their own emotional state and self- regulation to respond calmly. They acknowledged the staff member’s feelings and collaboratively explore workload adjustments, this prevented conflict and strengthened trust. Self- regulation also played a role in managing team discussions. When tensions browse during a debate about resource allocation, team members used self- regulation to pause before responding, preventing escalation and maintaining a constructive tone.
Empathy and social skills
Empathy was central to improving communication. When a colleague sent a tense e-mail expressing frustration about being excluded from decision making, the team leader invited them for a private conversation. Using empathy, the leader recognised that the underlying emotion was not anger but feeling undervalued. Social skills were applied to validate the colleague’s concerns and involve them in future planning; this resolved the issue without escalation.
Motivation
Intrinsic Motivation supported resilience during organisational change. Employees demonstrated commitment to shared goals, which improved morale and reduced disengagement. These examples demonstrated how Goleman’s EI competencies translated into measurable improvements in team functioning.
[bookmark: _Toc235150815]Mayer and Salovey’s ability model: Enhancing Decision-making and problem solving
Mayer and Salovey Conceptualise EI as cognitive ability comprising 4 components: Perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions. This model emphasises EI as an intelligence rather than a personal trait (Salovey and Mayer, 1990).
In the department, emotional perception helped identify subtle cues-such as tension or disengagement-that signalled emerging issues. For example, during a project planning a meeting, the manager noticed that a normally vocal team member was unusually quiet, emotional perception prompted the manager to check in privately, revealing concerns about war club distribution. Addressing the issue early prevented future conflict.
The emotional understanding supported prediction of emotional responses. When the department needed to recognise duties due to staff shortages, the manager anticipated anxiety among staff and used emotional understanding to predict how the changes might affect moral. Emotional management enabled the manager to regulate their own stress, ensuring communication remained calm and clear. This aligns with the argument that EI enhances cognitive functioning by integrating emotional information into decision making process.
[bookmark: _Toc235150816]Bar-On’s Emotional-Social Intelligence model: supporting Well-being and Resilience
Bar-On’s model emphasises stress tolerance, adaptability, and interpersonal functioning areas directly linked to the climate survey improvements. Bar-On highlights the role of EI in psychological well-being, suggesting that emotionally intelligent employees maintain healthier workplace relationship and demonstrates stronger coping mechanisms (Varvatsoulias, 2023).
During pick workload periods, staff reported feeling overwhelmed, the manager introduced short mindfulness practises, such as 3-minute breathing pauses before meetings staff were encouraged to take reflective breaks instead of pushing through stress. This improved emotional regulation and reduced burnout.
Adaptability improved as employees became more comfortable with change, partly due to emotionally intelligent communication that reduced uncertainty. Interpersonal skills such as empathy and relationship building contributed to your more supportive team environment, reducing conflict frequency and intensity.
[bookmark: _Toc235150817]EI and Organisational Performance: A McKinsey 7S Analysis
McKinsey’s 7S Framework provides a structural lens for understanding how EI influenced organisational effectiveness by involving seven independent factors (Peters & Waterman, 1980). The model helps pinpoint what a company needs to adjust to either boost its performance through better strategy or keep it steady when going through changes (Hanafizadeh & Ravasan, 2011).
Strategy: EI supported strategic alignment by improving communication around departmental goals, emotionally intelligent leaders explain changes clearly, reducing resistance and increasing buy-in.
Structure: EI improved cross functional collaboration, supporting arguments that organisational structure and design influence communication flow and employee behaviour (Bhattacharyya,2024). For example, when a junior employee hesitated to speak up due to cultural norms, the manager used empathy to create safer one-to-one conversations, Improving communication across hierarchical levels.
Systems: Feedback systems became more effective because employees felt safe expressing concerns. Mindfulness helped leaders respond calmly rather than defensively, encouraging honest dialogue.
Shared Values: EI reinforced values such as respect, inclusion, and psychological safety. These values became visible in daily interactions and contributed to improved morale.
Skills: EI skills such as empathy, communication, and conflict management became essential competencies within the department.
Style: Leadership style shifted towards a more participative and emotionally intelligent approach, improving trust and engagement.
Staff: EI supported staff development by encouraging coaching, mentoring, and supportive communication.
[bookmark: _Toc235150818]EI collaboration and cultural sensitivity: Hofstede’s Dimensions Applied
The department includes employees from diverse cultural backgrounds. Hofstede’s Cultural dimensions help explain how EI improved collaboration by enabling culturally sensitive communication. For an instance, add junior employee from a high-power distance culture avoided speaking up in meetings, the manager recognised this cultural pattern and used empathy to create safer one-to-one conversations. As trust increased, the employee began contributing more confidently. Another example involved a collectivist team member who felt uncomfortable with direct criticism from an individualist colleague. EI helped the colleague adapt their communication style, using softer language and private feedback. Misunderstandings decreased and trust improved. Mindfulness enhanced cultural sensitivity by helping employees remain attentive to nonverbal cues and cultural nuances.
[bookmark: _Toc235150819]EI Mindfulness and Organisational culture: Handy’s culture types
Handy’s Organisational culture types provide insight into how EI and mindfulness shaped the department's culture.
Historically, the department operated like a role culture, with clear procedures and hierarchy. This caused frustration for Millennials and Gen Z who prefer flexibility. Leaders used EI to understand generational needs and introduced flexible working patterns and collaborative task groups (task culture elements). Engagement increased across generations, mindfulness reduced stress associated with rigid procedures by encouraging calm, reflective responses, EI moderated authoritative tendencies in power culture situations, promoting fairness and transparency.
[bookmark: _Toc235150820]EI in communication and conflict Management:
EI improved communication by promoting active listening, empathy, and clarity. Mindfulness help employees pause before responding, reducing impulsive reactions. 
Conflict management improved because emotionally intelligent employees recognised underlying emotions, used empathy to understand concerns, and applied collaborative problem- solving techniques.
These behaviours directly explain the climate survey’s findings of improved communication and reduced conflict
[bookmark: _Toc235150821]Conclusion:
EI and Mindfulness were applied intentionally within the department to improve morale, communication, and conflict resolution. Theories by Goleman, Mayer and Salovey, and Bar-On explain how EI enhanced emotional-regulation, decision making and interpersonal functioning. McKinsey’s 7S, Hofstede’s cultural dimensions and Handy’s culture types demonstrate how EI influenced organisational structures, cultural sensitivity, and leadership style. Together, EI and Mindfulness created a more resilient, collaborative and psychologically safe workplace.
[bookmark: _Toc235150822]Task 2: Managing a Multigenerational Workforce
Contemporary workplaces are more generationally diverse than at any point in recent decades, with organisations employing individuals from Generation X, Millennials, and Generation Z, each shaped by different social, technological, and economic influences (Ng and Parry, 2023). These distinct backgrounds mean employees often arrive with contrasting expectations, communication habits, and personal values. When organisations recognise and work with these differences, generational diversity can strengthen creativity, problem solving, communication and organisational performance. Yet if these variations are overlooked or misunderstood, they may lead to communication breakdowns, reduced motivation, lower productivity and unnecessary conflict. Emotional intelligence (EI) and Mindfulness offer managers practical, research supported tools for building inclusive and supportive environments that allow employees from all generational groups to feel valued and perform effectively (Barhate and Dirani,2022).
[bookmark: _Toc235150823]Generational Characteristics and Expectations
Generation X (born 1965–1980)
Generation X entered the workforce during a period marked by economic restructuring, rising global competition and the early stages of digital transformation. These experiences contributed to their preference for stability, freedom and clarity. Research suggests that Gen x employees tend to value autonomy and competence, often preferring to work without excessive supervision (Smola and Sutton, 2002). They usually appreciate direct and concise communication and respond well to leaders who provide clear expectations and trust them to deliver.
Although Gen X is comfortable with technology, they may not embrace constant digital change with the same enthusiasm as younger generations. Their motivation often stems from professional responsibility, job security, and opportunities to demonstrate expertise. They generally like leadership that respects their experience and allows them to manage tasks independently.
Millennials / Generation Y (born 1981–1996)
Millennials grew up during the rise of the internet, collaborative learning and global connectivity. As a result, they value teamwork, continuous feedback and meaningful work, these behavioural patterns are supported by empirical evidence on generational differences in work values (Twenge and Campbell, 2012). They expect inclusive leadership, opportunities for development, and transparent communication. Millennials often prefer face to face or video communication and are comfortable with shared decision making and collaborative problem-solving  (Myers and Sadaghiani, 2010).
Millennials place strong emphasis on organisational culture, purpose, and social responsibility, they want to feel that their work contributes to something meaningful and aligns with their personal values. Their motivation is often linked to growth opportunities, supportive leadership, mental well-being and environments that encourage creativity and innovation.
Generation Z (born 1997–2012)
Generation Z is the first generation to grow up entirely in the digital age. They are highly adaptive to technology, comfortable with rapid communication and expect digital integration in all aspects of work. Gen Z values authenticity, diversity, mental well-being and a real work life balance, they prefer flexible working arrangements, quick feedback, and digital communication channels such as instant messaging or collaborative digital platforms (Francis and Hoefel, 2018).
Gen Z employees expect leaders to demonstrate empathy and transparency, and they are motivated by meaningful work, opportunities for personal development and environment that supports psychological safety. These expectations align with research showing Gen Z prioritise purposeful careers and a workplace that recognise their need for continuous growth and emotional wellbeing (Barhate and Dirani, 2022)
[bookmark: _Toc235150824]Impact on Organisational Effectiveness
Generational diversity can significantly enhance organisational effectiveness by bringing together different perspective, skills, experiences, and approaches to problem solving. However, differences in values, communication styles, motivation, and technological adaptability can also create misunderstanding, conflict and disagreement if not managed effectively (Ng and Parry, 2023). 
Values and Motivation
Each generation is motivated by different factors. Gen X may value stability and autonomy; Millennials prioritise collaboration and development and Gen Z seeks flexibility and authenticity. If leaders fail to recognise these differences, employees may feel misunderstood or undervalued, reducing engagement and performance. For example, a Gen X employee may interpret frequent feedback as micromanagement while a Millennial may interpret the absence of feedback as lack of support.
Communication Styles
Communication preferences vary significantly across generations. Gen X may prefer structured communication, Millennials value dialogue and feedback, and Gen Z expects fast, digital communication. Misalignment in communication styles can lead to frustration, reduced clarity, and slower decision‑making. A Millennial might appreciate a collaborative meeting, while a Gen X colleague may prefer a concise email outlining expectation.
Technological Adaptability
Gen Z is typically the most technologically fluent, followed by Millennials. Gen x may be competent but less enthusiastic about fast technological change. If organisations adopt new technologies without considering generational comfort levels, productivity and morale may suffer. For an instance, introducing a new digital platform adequate training may frustrate Gen x while Gen Z adapts it quickly.
Cultural Expectations
Generational differences often mirror cultural dimensions identified by Hofstede (2001). Gen X may prefer more hierarchical communication (higher power distance), while Millennials and Gen z favour informal, low power distance interactions. Understanding these cultural patterns helps mangers avoid misinterpretation and conflict.
[bookmark: _Toc235150825]Using Emotional Intelligence to Support Multigenerational Teams
EI provides managers with the tools to navigate generational diversity by enabling them to recognise emotional cues, adapt communication styles an respond sensitively to differing expectations. Goleman’s EI competencies like self-awareness, self-regulation, motivation and social skills are particularly relevant.
Self‑awareness and Self‑regulation
Self-aware mangers recognise their own biases and assumptions about generational groups. This prevents stereotyping and encourages fair, balanced decision making. Self-regulation helps managers respond calmly when generational misunderstandings arise, reducing emotional escalation and maintaining psychological safety.
Empathy and Social Skills
Empathy enables managers to understand why generational groups behave differently. For example, Millennials’ desire for feedback reflects their collaborative upbringing (Myers and Sadaghiani, 2010), while Gen X’s preference for autonomy reflects their independent work culture (Smola and Sutton, 2002). Social skills help managers tailor communication to each group, improving clarity and reducing frustration.
Motivation
EI supports managers in motivating generational groups according to their values. Gen X may respond well to recognition of expertise, Millennials to opportunities for development and Gen Z to meaningful work aligned with social values (Francis snd Hoefel, 2018).
[bookmark: _Toc235150826]Mindfulness and Inclusive Leadership
Mindfulness strengthens leaders’ ability to manage generational diversity by improving emotional regulation, reducing bias, and enhancing listening skills. Mindful leaders respond thoughtfully rather than react impulsively, remain present during conversations, recognise emotional cues across generational groups, reduce defensiveness during conflict, and create psychologically safe environments. Evidence shows that mindfulness practices contribute to greater wellbeing and lower stress, which is particularly important for Millennials and Gen Z, who place high value on mental health and work–life balance (Donaldson, Dollwet and Rao, 2020).
[bookmark: _Toc235150827]Recruitment, Management, and Retention
EI informed recruitment considers emotional competencies alongside technical skills. Managers assess candidates’ ability to reflect on mistakes, demonstrate empathy and regulate emotions under pressure. This ensures that new hires contribute positively to organisational culture.
Management strategies must be tailored to generational expectations:
· Gen X: autonomy, stability and clear expectations.
· Millennials: feedback, development and collaboration.
· Gen Z: flexibility, digital integration and authenticity. 
Retention improves when managers demonstrate empathy, communicate transparently and support wellbeing. Mindfulness enhances relational trust, reducing turnover across generational groups.
[bookmark: _Toc235150828]Conclusion
Managing a multigenerational workforce requires emotional intelligence, cultural sensitivity, and mindful leadership. EI enables managers to interpret generational behaviours constructively, adapt communication styles, and create inclusive environments. Mindfulness strengthens emotional regulation. reduces bias and enhances listening. By applying EI and mindfulness strategically, managers can create cohesive, productive and resilient workplaces that support Organisational effectiveness and employee well-being.
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