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[bookmark: _Toc233016108]Executive Summary
This report is a critical and comprehensive overview of Emotional Intelligence (EI) and mindfulness in today's organizations as a result of a recent organizational climate assessment which revealed a significant shift in the organizational climate in terms of team spirit, communication, and conflict resolution. The analysis is being developed for use by the Senior Management Team (SMT) in preparation for their strategic planning meeting in September 2026, and will provide an exploration of how emotional capability can be developed systemically to support the performance of employees, multigenerational inclusivity and psychological safety. Task 1 is devoted to the basic EI models (Goleman's Behavioral Model, Mayer and Salovey's Ability Model, and Bar-On's Emotional-Social Intelligence Model), and why emotional control and mindfulness improve communication, conflict management, and strategic decision making. Task 2 delves into the unique characteristics and expectations of a multi-generational workforce – Generation X, Generation Y (Millennials) and Generation Z – and how managers can use EI and mindfulness as tools to optimize recruitment, management and retention. Finally, the report presents evidence-based recommendations for establishing these emotional skills in the leadership system, thus converting psychological capital into organizational capital. 
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[bookmark: _Toc233016109]1. Task 1: Emotional Intelligence in the Workplace
[bookmark: _Toc233016110]1.1 Introduction to Emotional Intelligence and Workplace Performance
Emotional skills are the way that organisations must shift from just cognitive measures of human capital – IQs, technical skills. Emotional Intelligence (EI), is the ability to perceive, understand, manage and use emotions for thinking and acting to improve interactions and relationships between people and to handle stress in the workplace. EI is not just another soft skill or an intrinsic trait of a person here; it is a part of psychological capital that influences the efficiency and learning in the organisation, as well as the well-being of employees. When individuals and leadership teams develop a high emotional capability, there is an organisational change in the nature of communication from defensive and reactive to deliberate, analytical and psychologically safe. A critical assessment is provided, relating to how far the key elements of EI are used in the workplace to improve low-level functioning, improve inter-departmental working and establish permanent structures for occupational health.
[bookmark: _Toc233016111]1.2 Theoretical Frameworks: A Comparative Analysis
Companies must look at the key components of EI as described by accepted academic models to gain insight into the impact of EI in their organisations in the real world. There are three different models that depict how emotional skills can be manifested in the workplace: Behavioral Model, Ability Model, Emotional-Social Intelligence Model.

Figure 1 Models of Emotional Intelligence (Source: Author)
[bookmark: _Toc233016112]1.2.1 Daniel Goleman’s Model
Daniel Goleman's model includes four components of EI—self-awareness, self-regulation, social awareness and social skills. Goleman's model is a specific one that is defined in terms of behavioral competencies that are directly related to workplace performance (Kotsou et al., 2019). It's built on the premise that people need to become clear with themselves first; to know their own personal emotional triggers and their limits before they can learn how to regulate their social or emotional behavior – or the social behavior of bigger teams.
[bookmark: _Toc233016113]1.2.2 Mayer-Salovey Model 
Mayer & Salovey, on the other hand, regarded EI as a mental ability, and described it as a pure cognitive ability in processing emotional information. They have 4 consecutive branches in their model:
[image: The Mayer and Salovey (1997) four-branch model of emotional... | Download  Scientific Diagram]
Figure 2 Myer and Salovey Four-Branch Model of Emotional Intelligence (Shafik, 2024)
Perception of Emotion: Ability to perceive emotions accurately, in self, others and environmental stimuli.
Facilitation of Emotion: Using emotional sensations to assist other cognitive functions, such as problem solving, or to produce something creatively.
Understanding of Emotion: Intellectual knowledge of the process of emotional change, mixes and longer-term emotional patterns.
Management of Emotion: Conscious regulation of emotion of oneself and others to promote personal and interpersonal development.
It is looking at it from an abilities point of view and implies that high-performing workers are not only being empathetic, but are also a measurable cognitive skill that can manipulate and analyse emotional information for clear strategic results. 
[bookmark: _Toc233016114]1.2.3 Reuven Bar-On’s Emotional-Social Intelligence Model
Extending this idea, Reuven Bar-On introduces a bio-psycho-social model of emotional-social intelligence (ESIM). Bar-On sees EI as a cross section of interrelated emotional and social competencies, skills and facilitators which affect an individual's performance on the four domains of self-awareness, self-management, social awareness, and social skills (Kanesan and Fauzan, 2019). The Bar-On model consists of two components of stress management and overall adaptability that are integrated as part of emotional maturity. Rather than just considering leadership as a product or a problem of cognition, Bar-On considers the psychological resilience of a person in general and his or her ability to withstand the impact of the structural changes, unclear directions of action and pressure situations without experiencing a decrease in performance or burnout (Stein, 2023). The behaviors identified by Goleman, cognition identified by Mayer and Salovey, and adaptive resilience identified by Bar-On, can be integrated into an overall human capital development strategy that focuses on behavior, cognition and psychological wellness in today's organisations.
[bookmark: _Toc233016115]1.4 Applying EI to Effective Workplace Communication
Today's organisations frequently suffer communication failures due to defensive practices, thinking, and system friction. High emotional intelligence is an answer to these barriers, enabling to overcome passive or aggressive behaviour patterns and replace them by emotionally regulated interactions, breaking the cycle. The perception and management branches of Mayer and Salovey's model helps employees to effectively perceive emotion at the moment during high-stakes interactions (Chung et al., 2023). Emotionally intelligent communicators have been trained to not be impulsive when the amygdala is triggered to respond to a perceived threat in the workplace; the initial automatic response to an "amygdala trigger" is now more measured, informed and analytical.
This is an automatic stopping point that lets individuals know the agenda of those with whom they're communicating. Also, people who are very socially aware (Goleman's employees) are very actively listening. They listen not to make a counter-argument, but to attempt to understand the non-verbal, contextual and psychological aspects of the argument (Chernis and Adler, 2023). It is this level of communication that enables important operational feedback to be imparted and received without degrading the professional image of a person, preventing communication spirals and minimizing communication between functions.
[bookmark: _Toc233016116]1.5 Conflict Management and Resolution Mechanisms
The conflict in an organisation can be organic, can be because of different requirements of resources, different views on what the organisation should be doing or can be because of overlaps of the different departments. However, how the battle will play out in the workplace will hinge on how emotionally mature the people in conflict are (Brou Fossier, 2022). The theory of emotional-social intelligence of Bar-On is adopted, from which the following skills for employees to defuse the tension in the workplace are derived: reality testing, impulse control and interpersonal relationships. An emotionally intelligent manager will try to redefine the conflict, bring the conflict from a personal conflict back to an objective conflict and to a conflict about issues with common operation problems.

Figure 3 Conflict Resolution Tradeoff (Source:Author)
Empathy is needed on one hand in order to enable others to hear the other side without being unable to see their own strategic goals. The destructive zero sum arguments between the teams are suppressed because of the lack of the defensive impulses. Through an emotional intelligence lens, with time, conflict management helps stop the build-up of unexpressed organisational anger and negative vibes, and instead uses conflict as an opportunity to move forward – to drive process innovation and team collaboration (Chundru and Whig, 2025).
[bookmark: _Toc233016117]1.6 Leadership and Strategic Decision-Making
Leadership effectiveness is directly related to an executive's ability to control the emotional environment in his/her organisation. Emotional skills help leaders to communicate a vision, to gain buy-in and to lead change in the business. The emotional state of the CEO is an important emotional state in times of crisis, or when a market is upset, for the entire business. Such a leader might end up infecting his or her team of employees with the same emotions, leading to reduced employee morale, risk-taking, and innovation (Mattingly and Kraiger, 2019).
However, an emotionally controlled leader is calm, rational, and analytical, creating a psychologically safe team environment. It is essential to have this kind of environment for good decision making. So, Mayer and Salovey's model makes sense as to why leaders might selectively use different emotional states for brainstorming, strategizing for growth, and other similar positive emotional states; and other selective uses of emotional states for financial audit, risk assessment, compliance evaluation and other emotional brain states (Wang et al., 2023). 
[bookmark: _Toc233016118]1.7 The Synergy Between Mindfulness and Personal Well-Being
Mindfulness is the engine which drives the functioning of emotional intelligence, increasing the degree of self-awareness and self-regulation. Mindfulness is the 21st century awareness of "what is", and not "what should be", and it is the awareness of the body, mind and emotions so that employees are not responding to any momentary demands that may arise in the workplace. Daily mindfulness interventions decrease chronic levels of biological stress markers (cortisol production and ANS responses) (Vicco, 2024).
At the organisational level, the physiological stabilization ensures to avoid chronic job burnout, absenteeism and cognitive fatigue of workers. Mindfulness promotes the awareness of the present moment and can help people to differentiate between their core self worth and operation problems, performance issues or corporate problems. Staff are taught to be aware of and accept negative feelings (frustration, anxiety, professional isolation etc.) and not to be dominated by them. 


[bookmark: _Toc233016119]2. Task 2: Managing a Multigenerational Workforce
[bookmark: _Toc233016120]2.1 Introduction to Multigenerational Dynamics
Organisations today are facing a workforce like never before – a workforce comprised of a variety of generations in the same place at the same time. This mix of Gen X and Gen Y (aka Millennials) and Gen Z values, preferences and motivators creates a conflictive environment in the workplace. However, if not managed properly, these generational gaps can lead to systemic friction, misaligned expectations, broken teams and inefficiency of operations, which can lead to a diminished capability of the organization (Singh et al., 2021). However, generational divides with respect to views are not necessarily structural barriers, but psychological contracts and social contexts. Emotions and mindful action can help organisations create a diverse and effective workforce, effectively recruiting, engaging and retaining all generations.

Figure 4 Multigenerational Expectation Matrix (Source: Author)
[bookmark: _Toc233016121]2.1 Profile of Generation X: The Anchor of Autonomy
Born between 1965 and 1980 (X Generation), they experienced some major social and economic changes as children. This situation fostered an autonomous, very pragmatic and self-reliant group. At work, Gen X employees appreciate the lack of structure, clear and objective performance criteria. They don't feel comfortable with corporate structure and somewhat distrust the corporate structure, preferring to stand on their own than be loyal to the company (Lima and Rahman, 2025). They do not like spending time on long collaborative activities; instead, they communicate directly and concisely, and are results-oriented. 
Today's management structure is stabilising and operationally focused generation X, who are professional, independent, have a clear work-life balance and financial security. They are very flexible technologically and see digital technologies as instruments that can help them to achieve something; they see no social inclusion or self-expression in the digital technologies (Mulive, 2021).
[bookmark: _Toc233016122]2.2 Profile of Generation Y (Millennials): The Purpose-Driven Collaborator
The generation of youth known as the Millennials (1981 - 1996) came onto the scene of the professional world during the era of fast-paced digital connectivity and globalization. This generation has re-invented the psychological contract and wishes to work for organisations that have a purpose, life long learning and co-working spaces (Cvenkel, 2020). Millennials hate command and control leadership and want leadership that is participative and transparent, in which their voice is heard. They like to be very collaborative and relationship focused, working through the process in an iterative manner, with regular feedback, not the once-a-year performance review. 
Millennials want to understand the career trajectory, they want to work for meaning including social and/or environmental issues. Technologically they are pioneers, putting the early advances of the internet and mobile systems to use within themselves; using internet and mobiles to coordinate across functions, access to knowledge bases and to innovate in operations (Rajput et al., 2019).
[bookmark: _Toc233016123]2.3 Profile of Generation Z: The Hyper-Connected Digital Native
Generation Z (1997-2012) is the youngest generation in the work force and is the first generation of true "digital natives". This generation has been raised in the shadow of the global financial crisis and heightened climate issues, and has never known a time without the social media culture that constantly surrounds them, as well as a demand for financial security and company integrity and diversity (Van Rossem, 2019). 
They like to communicate in visual ways, to receive the information rapidly and clearly – and surprisingly appreciate face-to-face contact for real world and professional mentoring. They are driven by explicit diversity, equity and inclusion (DEI) initiatives and strong mental health policies and alternative, non-traditional work arrangements (Iqbal, 2024). Generation Z is extremely aware of the difference between an authentic and inauthentic corporate culture and will demand that organisations explicitly communicate how there is a connection between the culture that they talk about and the culture that they live.
[bookmark: _Toc233016124]2.4 Evaluative Analysis of Generational Frictions on Organisational Effectiveness
They like to communicate in visual ways, to receive the information rapidly and clearly – and surprisingly appreciate face-to-face contact for real world and professional mentoring. They are driven by explicit diversity, equity and inclusion (DEI) initiatives and strong mental health policies and alternative, non-traditional work arrangements (Cushing, 2019). Generation Z is extremely aware of the difference between an authentic and inauthentic corporate culture and will demand that organisations explicitly communicate how there is a connection between the culture that they talk about and the culture that they live.

Figure 5 Demographic Friction Interfaces (Source: Author)
Some organisations might not appreciate the distinctiveness of each generation's behaviours, but when they aren't managed proactively there can be structural friction that can slow the organisation down and make them less effective. For instance, one manager from Generation X might communicate directly, which may be interpreted by one from Generation Z as being too critical and unsupportive, and hence start a defensive reaction (Pitout and Hoque, 2022). The continual need for feedback and emotional support from a Generation Z worker can be interpreted by a Generation X manager as needing to be babied or as not being strong enough.
[bookmark: _Toc233016125]2.5 Leveraging EI and Mindfulness for Intergenerational Inclusivity
In addition, motivational systems of the teams might be conflicting. For the Millennial team leader who wants to build consensus and work with others in a collaborative fashion, a pragmatic Generation X specialist whose idea of working in a team is to get a task done in a closed and independent way can be dismayed (Danley, 2020). Technical differences can also cause friction: younger generations might become frustrated when dealing with legacy technologies, and older team members might feel the intrusion of new technologies on old ones creates a disruption of the old way of communicating. These on-going disconnects impede decision making, create lack of trust, and lead to insular and resistant sub-groups which actively resist transfer of knowledge from generation to generation.
Mindfulness allows the leaders to recognise the conflict between generations, be fully aware and be aware of their generation before making their decision. This is an intentional and open-ended break to allow leaders to explore beyond the stereotypes and to know each employee better, their needs and aspirations (Danley, 2020). Meanwhile, managers employ Goleman's empathy aspect of his social awareness pillar to gain insight into the fear of each generation. The emotionally intelligent manager recognizes when a Gen Z employee is looking for more project validation, it's not about capability, it's about understanding and alignment.
[bookmark: _Toc233016126]2.6 Strategic Application to Talent Life Cycles: Recruitment, Management, and Retention
The leader's flexibility and problem solving aspects allows the leader to adjust his/her management style to the individual; the younger digital natives will appreciate individualized and impactful feedback; the independence and range of projects appreciated by the Generation X specialist. By doing this active tailoring, a psychologically safe environment is established, where all generations feel valued (Mufti et al., 2021). This emotional competency over time can help to shift the dynamics from differences in demographics as the source of conflict in teams, to differences as the source of resilience in the organisation.

Figure 6  The Mindful and Adaptive Leadership Framework for Intergenerational Inclusivity (Source: Author)
Emotional Intelligence and Mindfulness are a more systematic way of approaching talent acquisition, management and retention in the talent life cycle. As a hiring organisation, it's important to ensure that interview and assessment procedures are indeed related to emotional intelligence if you wish to attract values-oriented generations. This involves having interviewers who are trained to communicate openly, show empathy and have core social values that are established in the organisation and mental health supports in place (Ince, 2022). By using the management stage, reverse-mentoring can be formalised and can be used to connect age groups. Gen Z worker, Gen X boss – a natural symbiosis: the Gen Z employee is a natural agent of the new digital platforms and changing perceptions of inclusivity while the Gen X executive is a natural agent of institutional resilience, financial management and conflict resolution.
[bookmark: _Toc233016127]2.7 Strategic Recommendations for the Senior Management Team (SMT)
[bookmark: _Toc233016128]2.7.1 Establish an Institutionalized 360-Degree EI Leadership Assessment Framework
Operational Mechanism: 360-degree emotional intelligence (EQ) assessment on all managing persons, annually, using an appropriate, valid behavioral instrument for example Goleman's Emotional Competency Inventory (ECI) or Bar-On's EQ-i 2.0. These reviews should be anonymous from supervisors, colleagues and/or employees and based on specific areas, such as self regulation, empathy, tolerance for change, and relationship management (Bartels, 2025). 
Strategic Outcome: This data takes leadership evaluations beyond just commercial or operational measures. It offers an organisation a snapshot of its internal management environment, is clear, and auditable in what it sees, and identifies specific leadership development needs and offers clear clues for executive promotion and succession planning (Graystone, 2019).
[bookmark: _Toc233016129]2.7.2 Launch Cross-Generational Reverse Mentoring Networks
Operational Mechanism: Formal mentoring program between senior Gen X executive workers and high-potentialities Millennial and Gen Z workers. The partnerships should be set up to meet regularly (biweekly) with an agenda focused on the digital transformation trends, changing work force expectations and problem solving strategies to be applied in the institution (Chand, 2023). 
Strategic Outcome: A direct line of communication, cross generational, without a silo mentality and with a depth of understanding. Senior leaders learn how to motivate digital natives, while digital natives learn to be more organized and acquire strategic resilience, which helps to retain people in the enterprise.
[bookmark: _Toc233016130]2.7.3. Embed Systematic Mindfulness and Mental Health Infrastructure
Operational Mechanism: Provide Mindfulness Based Stress Reduction (MBSR) classes and other evidence based wellness activities with user friendly on-demand wellness platforms online in every business unit. Also, managers are encouraged to use short focus breaks at the start of key project meetings to focus and prioritize, without evaluation (Muthui and Karimi, 2023). 
Strategic Outcome: Improve accessibility of mental health services for employees, which decreases baseline measures of employee burnout, decreases absenteeism due to stress and increases functioning of the brain. In doing so, companies show their care for their employees' health and help to establish a sense of belonging among younger generations, which can promote retention.
[bookmark: _Toc233016131]2.7.4 Optimise Recruitment via EI-Driven Competency Assessment Models
Operational Mechanism: Restructure the corporate recruitment process that involves situational judgement tests, behaviour interviewing matrices and collaborative problem solving tasks specifically related to key EI dimensions. In addition to technical abilities, talent acquisition teams need to assess candidates on their listening abilities, adaptability and ability to manage emotions when faced with pressure (Buasuwan, 2023). 
Strategic Outcome: There will exist an emotional competancy model that can be used during the hiring process and will filter candidates with the psychological capital needed to adapt to the functioning of fast moving collaborative teams. This alignment also aids to decrease early staff member turnover, foster a unified team, and create a sincere and emotionally intelligent company culture (Junious and Cain, 2025).


[bookmark: _Toc233016132]3. Conclusion
This analytical report explores the role of emotional intelligence and mindfulness as the basic pillars of an organisation's performance, inclusive leadership and well-being of its employees. Comparing the conceptions of the behavior models, Goleman, Mayer and Salovey and Bar-On, it is evident that the competence of emotions is a cognitive and behavioral competence that directly affects the clarity of communication, management of conflicts and strategic decisions. These emotional tools can help the managers to word accordingly with the different genrations of workers and increase collaboration among the workplace as a whole and perfectly address the issue of a multigenerational workforce. 
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Conflict Resolution Tradeoff


Low EI Approach (Dysfunctional)
- Amygdala Hijacking / Reactivity
- Zero-Sum Mentality
-Enternched Personal Biases
-Long-Term Relational Friction


High EI Approach (Functional)
-Midfulness-Driven Pause
-Objective Problem-Solving Focus
-Empathetic Perspective-Taking
-Integrative Collaboration



Multigenerational Expectation Matrix


Generation X
-Self-reliant
-Pragmatic
-Balanced


Generation Y
-Purpose-Driven
-Collaborative
-Growth Focus


Generation Z
-Digital Native
-Inclusivity
-Authenticity



Demographic Friction Interfaces


Communication Misalignment
Gen X: Direct, concise, outcome focused, low frequencey directives
Gen Z: Immidiate, iterative, multi cahnnel, high-validation loops


Motivational Conflicts
GenX: Driven by autonomy, linear advancement, financial stability
Gen Y/Z: Driven by shared purpose, rapid adaptation, agile learning



Mindful Leadership: Non-Judgemental Observation of Team Demographics


Empathy Engine: Mapping Divergent Psychological Work Contracts


Adaptive Leadership: Custom-Tailored Communication and Motivation Systems



MODELS OF EMOTIONAL INTELLIGENCE 


GOLEMAN'S MODEL
 Mixed Model
Focused on Workplace competencies
Self Awareness and Relationship Management


BAR-ON's ESIM
Bio-Psychology-Social Fous on Overall Psychological adaptatio and stress tolerance


Mayer-Salovey
Pure Ability Model
 Focused on Cognitive Processing of Emotional Intelligence
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