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[bookmark: _Toc231905633]Introduction 
Development of emotional skills can be defined as the procedure which involves establishment of capacity to understand, identify and manage one’s own emotions and those of others, including learning the ways in which this awareness can be used to effectively communicate (Drigas, Papoutsi, and Skianis, 2023).  
The report will focus on 2 tasks, in which task 1 will be mainly about critically evaluating how employee can apply the core components of emotional intelligence in the workplace to improve performance, collaboration, and well-being, supported by relevant emotional intelligence models. Within task 2, it will conduct research into the distinct characteristics and expectations of different generational groups within the workplace, underpinned by evaluating how difference in values, communication styles, motivation, and technological adaptability can impact organisational effectiveness.   
[bookmark: _Toc231899462][bookmark: _Toc231905634]Task 1: Emotional Intelligence in the Workplace 
Emotional Intelligence within the Workplace is the potential to manage, understand along with the determination of individual’s emotions, while responding to the emotions of other person. For the success of the workplace, it is considered as a primary driver that directly resolve the conflicts, enhance collaboration, resilience as well as leadership. The core components of Emotional Intelligence (EQ) includes self-regulation, self-awareness, motivation, social skills alongside understanding (Antonopoulou, 2024). Soft skills are as much essential as the technical potentials are vital in the modern workplace. However, it is critically evaluated that, depending fully on these traits has major drawbacks as focusing only on soft skills over technical capabilities can produce subject environment for work, slow down the decision making process and cover ineffectiveness (Munir, 2022). It is often observed that, EQ provides the tangible advantages for both large organisations and for individuals. 
It is the critical driver of effective communication, for successful relationships and stress relief. The organisations are recognising that the transitional standard of the emotional intelligence as well as technical skills are insufficient. For example, Deloitte UK actively utilise the core components of EQ to promote the sustainable environment of work along with empathetic leadership (Deloitte UK, 2026). Emotional Intelligence has developed as the fundamental operator of the sustainable competitive advantage as it moves the concentration from the technical and mental standards to adaptive and interpersonal capabilities. EQ lowers the burnout as workers can effectively communicate their requirements and regulate their stress, which reduces the chances of getting emotionally exhaust (Chen, Huang and Chu, 2024). In contrast, regularly trying to control the feelings and handling the emotions of the co-workers can drain the energy, which can root the burnout. It is also evaluated that, consistently hiding the feelings, managing the feelings of others and staying positive takes lot of energy and the employee may feel exhausted. 
Mindfulness is practice of upholding the awareness of feelings, surrounding environment, and sensations of body and thoughts that are profoundly linked with emotional Intelligence (Popescu, 2025). It offers attentional consistency and EQ concentrates on utilising and recognising the emotions. The employee within the workplace train their awareness to stop between their response and motivation via regular mindfulness practices. Conversely, regular training of mindfulness causes anxiety, masks poor culture of the company and force participation. According to the literature review, EQ and mindfulness practices are positively connected with the positive work-life balance and work engagement. It is also indicated by the research that, these are profoundly entangled as mindfulness training act as a verified compound for increased awareness and emotional regulations (International Journal of Social Science and Human Research, 2025). For example, the Home Office of Government of UK leveraged EQ development involvements to develop the feedback skills among the employees. The hospitals of UK also highlight that emotional capabilities are highly vulnerable to on-the-job development (UK Parliament, 2026). 
Core of components of emotional intelligence
Self-Regulation: This refers to the ability to acclimate the fluctuating situations, behave sensibly and controlling the spontaneous feelings. The self-regulation component of EQ assist the employee to maintain the calmness during pressure, recover rapidly from hindrances and to prevent hostile outbreaks. However, consistently controlling the strong emotions can lead to emotional exhaustion, delay in processing the essential responses and burnout. 
Self-Awareness: This the potential to understand the own emotions, limitations, strengths and how the mood of an individual impact others. This component allows an employee to determine the emotional triggers, make aligned value driven decisions and accept the constructive feedbacks (Burch, 2025). Conversely, intense self-examination can cause self-doubt. 
Relationship Management: This refers to capacity to clearly interact, solve the conflicts, develop bonds and encourage others. This leads to smooth resolution of conflicts, effective teamwork and potential to lead and inspire various groups. However, if the relationships are used unethically, these developed interpersonal skills can be utilised as a weapon to manipulate others. 
Social Awareness: This means capacity to display understanding, understand various viewpoint and read mind of other people. This promotes trust, cooperation and inclusivity in the teams by making sure that other individual feel respected, heard and understood (Adams, 2025). Meanwhile, the major drawbacks of this component is that, it absorbs the stress along with emotional pain of others, which leads to emotional tiredness. 
Enhancing Collaboration, Wellbeing and Workplace Performance
Collaboration: The emotional intelligence enhances collaborations as teamwork is the social procedure, further emotions seriously impact the consequences of the group behaviours. It is often observed that, High EQ promotes connectedness because when the employee implement emotional intelligence, they deliver constructive feedbacks, prevent interrupting others and enhanced listening skills. Additionally, managers that are emotionally intelligent can develop consistent group standards, project the stalls before they reduce morale and effectively diminish the misinterpretation. For example, Oracle Company has actively incorporated the RocheMartin Emotional Intelligence platform to transition their business as well as commercial development cultures (RocheMartin, 2026). Their teams enhanced resilience, collaborative solving of problems and confidence by increasing emotional intelligence.    
Well-being: By mastering regulations of emotions, the employee are prepared effectively to handle the insecurity of job and stress of job role, which enhances their physical and mental wellbeing. 
Performance: EQ is the strong analyst of job performance at team and individual level. The workers that are emotionally intelligent, establish high self-control during the pressure, which results in better concentration on the task and achievement of objectives. 
Contribution of EQ
Effective communication: Through emotional intelligence, the communicator can personalise their messages to the audience transparently, which mitigates misinterpretation and develops trust (Kakarla, 2025). However, over concentrating on others emotion and feeling can result in discomfort and emotional exhaustion. 
Conflict management: The professionals that are emotionally intelligent are efficient at de-escalating the situation, obtaining collaborative solutions and handling their own reactions during stress. In contrast, overreliance on making everyone feel heard can delay the essential resolutions and the leader may compromise the necessary boundaries and rules. 
Leadership: High EQ within the leaders engage and encourage their teams along with this they create resilient and inclusive culture of work by refining self-awareness and understanding. 
Decision-making: The emotional intelligence enables the employee to manage the raw data as well as logic with understanding of human influence. 
[bookmark: _Toc231899463][bookmark: _Toc231905635]Relevant emotional intelligence models 
Goleman’s Emotional Intelligence framework
This model is developed by Daniel Goleman, which suggest that Emotional Quotient is more essential in comparison of IQ for long term success of the organisation (Surti, 2026). This framework highlights the five major competencies including Self-regulation, Self-Awareness, Social Skills, Empathy and Internal Motivation. The Goleman’s Framework highlights that, emotional intelligence is part of competencies that can be practiced, learned as well as enhanced at any phase of life. Employees can de-escalate the situation and positively solve the conflicts. High emotional intelligence within the workplace allows for better management of stress, which enables the individuals to disrupting instincts into productive consequences. However, it is critically evaluated that, emotional intelligence is difficult to scale as it deals with the intangible traits of humans, which is subjective and there is no metrics to measure it (Becchetti, Bova and Semplici, 2025). There is potential for manipulation as employees who have traits like narcissism or Machiavellianism, may utilise the 	EQ to emotionally pressure or manipulate other individuals for personal benefits. Many psychologist have classified this framework as mixed model because it blends the actual intelligence with the stable personality traits.     
Mayer and Salovey’s Ability Model
The emotional intelligence’s ability model is developed by John Mayer and Peter Salovery, who distinguishes EQ as a set of different mental potentials. This model categorises the emotional skills into four major branches including Facilitating thoughts, Understanding, Perceiving and handling emotions (Valikhani et al. 2022). The Ability model of emotional intelligence is scaled with the help of standard ability testing tool like MSCEIT, which offers more testable, scientific and quantifiable outcomes. This is a clear developmental framework as it logically processes from accurately perceiving emotions to strategically handling the own emotions and of others. It treats EQ as true intelligence by placing the viewpoints and emotional management as actual intelligence, which conflict the idea that emotional skills are soft character personalities. In contrast to this, there is potential of manipulation as this model concentrates on capacity to manage and utilise the emotions. These skills can be leveraged for manipulative and disruptive purposes (Sasmal and Dewan, 2025). It is also argued by the academic critiques that, MSCEIT test scales the skills that connects with the general interpersonal intelligence as well as standard extents of personality.
Bar-On’s Emotional-Social Intelligence Model
The emotional-social intelligence model of Reuven Bar describes EQ via complete lens of interconnected personal, social and emotional competencies and exclusively correlates emotional intelligence with the adapting and wellbeing managing (Tek Sevindik and Mansuroğlu, 2025). This model covers fifteen competencies that are classified into five major components including Stress Management, Intrapersonal, Interpersonal, General Mood and Adaptability. This model concentrate on wellbeing as it clearly integrates the positive factors of psychology such as general happiness, optimism and self-actualisation. Additionally, it also predicts the workplace performance, psychological health along with academic success effectively. However, there is cultural specificity because this model is operating in North America and some of the competencies may not convert identically across all the global cultures. The model leans on the personality traits and also it scales personality instead of pure mental capabilities for processing the emotional information (Shen et al. 2025). 
[bookmark: _Toc231905636]Task 2: Managing a multigenerational workforce 
[bookmark: _Toc231905637]Distinct characteristics and expectations of different generational groups
Characteristic of a multigenerational workforce- In current modern business environment, there are three primary generational segments, in which each one of it is shaped by different socio-economic events as well as technological landscapes (McDuffie, 2025). The distinct profiles of each cohort impacts organisational effectiveness throughout four key elements such as communication styles, values, technological adaptability and motivation.   
Generation X
Values- this generation operates with strong emphasis on work-life balance, self-reliance and autonomy. Gen X is mostly raised as “latchkey kids” with working parents and tends to respect perceptible and capability results above inflexible communal hierarchies. The generation has initiated the concepts concerning work-life balance as they have perceived economic recessions and corporate downsizing in their early stage of career.    
Communication- Generation X majorly prioritises communication which is pragmatic and direct, further having certain preferences based on medium and channels, style and tone as well as actionable advice for interaction (Jefry, 2024).  Often, they tend to ignore of-hours digital request as they firmly respect organisational boundaries between personal and work matters, further keeps emails or messages unread. Other than this, the generation comes straight to the actual point which helps in saving time, appreciating facts driven by data and avoiding unrequired jargon.  
Motivation- this specific demographic is deeply motivated by clear routes for freedom to practice professional autonomy and upward mobility within their daily roles, while having robust desire for continuous advancement (Balintová, 2025). Gen X highly value a workplace which is complemented by tangible and string compensation packages, as they consider competitive remuneration as significant.   
Technological adaptability- in fast-paced technical business landscape, this generation is considered to be highly adaptable as they serve as strategic bridge between pioneering digital transformation as well as outdated legacy systems, which helps in adapting to pilot complicated digital era. 
Generation Y
Values- Generation Y is also referred to as millennials, further for them meaningful work holds similar value as compensation. Millennials came into the workforce during a period reflecting on quick technological development (Easton, and Steyn, 2022).  They believe in having transparency which is gained through open communication about company challenges, goals and career progression.  
Communication- this demographic prioritises continuous, open, transparent and highly collaborative communication throughout every level of organisation, while using modern immediate messaging applications. Utilisation of these digital tools helps in brainstorming ideas, sharing feedbacks and avoiding siloed information. 
Motivation- Generation Y is driven by opportunities for consistent learning and growth, while deeply rooted in internal values and development (Saraiva, and Nogueiro, 2025). This demographic is also having the ability to make long lasting and meaningful contribution along with reflecting on collective commitment to primary corporate values and vision.   
Technological adaptability- Millennials demands flexible work models and drives digital transformation, which helps them in reshaping the modern business environment. This group naturally master the incorporation of hybrid, flexible and remote working business models as technology permits for global and consistent connectivity.  
Generation Z
Values- Generation Z perceives work as not just a mere paycheck but also as an addition of their personal values and identity, further redefining norms of the society and workplace by prioritising diversity, equality and inclusion alongside psychological safety (Roy et al. 2025). The demographic majorly demands trust and authenticity from leadership, further seeks roles which provides positive social impact.  
Communication- Gen Z often opts for visual and instant communication tactics, while mainly depending on short-form messaging, video calls and social networking tools to further stay connected. Also, they highly demand open data, validity and honest feedback alongside having robust dependence on video conferencing, which is expected to be bite-sized, real time and highly accessible.  
Motivation- Generation Z seeks for more than just compensation, as in current workforce context, they are deeply driven by intense desire for alignment and purpose. This demographic prioritises a culture which is focusing on employee well-being and offers strong support for mental health, while demanding for employers to demonstrates social responsibility.  
Technological adaptability- Generation Z integrally search for ways to modernise, script or automate monotonous physical procedures and are also engrossed in hyper-connectivity from youth (Nataraja, 2025). They are also considered as early adopters of developing automation, digital tools and artificial intelligence. 
Impact on organisational effectiveness  
Generational differences that are unmanaged develops workplace resistance, further deviating working styles and values reduces morale of entire team and disrupt communication, for example, Gen Z’s and Millennials’ demand for inclusive decision making alongside consistent feedback which might frustrate Gen X colleagues who mainly values operational autonomy as well as traditional hierarchy (Dimokas, 2025). In addition, younger cohort, like Gen Z and Millennials often desires rapid career progression and prioritises quick digital communication through immediate messaging platforms. Workers in their early career stage mostly desire transparent mobility tracks, yet their senior colleagues might position higher organisation or premium stability and steady advancement. Apart from this, disconnection in favoured communication approaches might cause hindered responses along with frustration in overall team and misunderstanding. 
On the contrary, dissimilarities in adaptability of technology might result in siloed working tactics throughout generations. Younger demographics has the ability to rapidly adopt artificial intelligence and new platforms, whereas older workforce might favour structured and familiar communication channels (Viterouli et al. 2024). To transform this digital division into strategic benefit, organisations must apply empathetic and proactive leadership, as it help organisation in expanding upon this dynamic through unified digital platforms, cross-generational mentorship, different training ecosystems and driving psychological safety. Providing training to leaders to further identify different professional and psychological requirements of staff, helps in balancing younger workforce calling out for inclusivity with requirement of more matured staff member concerning respect and stability. 
When strategically fulfilled, these different viewpoints results in detailed connection with clients throughout demographic groups as well as maximised entire organisational flexibility.         
Leveraging emotional intelligence and mindfulness- these intergenerational differences are mitigated with the help of emotional intelligence as it acts as a foundational framework, while mindfulness practices gives ability to have inclusive, sustained and psychologically safe leadership (Abaker et al. 2025). 
Recruitment strategies- integration of emotional intelligence within process of talent acquisition and recruitment, it helps in ensuring inclusive approach that decreases unconscious bias while attracting multigenerational talent. Leveraging emotional intelligence within recruitment process permits hiring managers to proactively listen and consider expectations of candidate without having to make any assumption, which also helps in fostering psychologically safe and open environment. Within the hiring and recruitment procedure, mindfulness becomes beneficial for talent acquisition teams to remain observant and present, which also prevents unconscious bias and sudden judgement concerning specific generational profiles. Identifying that diverse generations have unique career trajectories, communication styles and motivators, further considering it as a trademark of emotional intelligence (Banu, and Rani, 2025). 
Managing and retaining employees- handling a team having different generational cohort necessitates emotionally intelligent leaders who can have the ability to create balance between logic and empathy along with considering different viewpoints. Mindfulness practices helps in driving psychological safety and emotionally intelligent leader utilises social awareness to identify diverse generations have diversified communication choices. For example- Deloitte has incorporated emotional well-being and mental health into its business strategy, further company has the ability to actively combat the disgrace around mental health by offering its employees with resources and training empathised on mindfulness as well as open conversation (Deloitte, 2022). In addition, Barclays executed its commended dynamic working approaches as the primary element of its multigenerational inclusion and diversity strategy. This approach trust employees and managers to determine where, when and how the work is being done, backed by leadership practices led by emotional intelligence (Barclays Group, 2026).     
[bookmark: _Toc231905638]Conclusion 
The report concluded that, Emotional Intelligence within the workplace is the potential to manage, understand along with the determination of individual’s emotions, while responding to the emotions of other person. It identified that Core of components of emotional intelligence are Self-Regulation, Self-Awareness, Relationship Management and Social Awareness. The report highlighted application of theories such as Goleman’s Emotional Intelligence framework, Mayer and Salovey’s Ability Model and Bar-On’s Emotional-Social Intelligence Model. It reflected on Characteristic of a multigenerational workforce, including Generation X, Generation Y and Generation Z, underpinned by values, communication, motivation and technological adaptability. Other than this, the report also highlighted impact on organisational effectiveness due to Generational differences. The report also emphasised on Leveraging emotional intelligence and mindfulness, including Recruitment strategies and Managing and retaining employees.
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