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[bookmark: _heading=h.3jrzizj15o5z]Introduction
Emotional Intelligence (EI) has increasingly become one of the crucial competencies within the organisation running in a very complicated, dynamic and diverse business environment. Contemporary organisations now increasingly identify that leaders and employees must efficiently understand, respond and regulate emotions, beyond the technical skills to improve the aspects of innovations, collaboration and performance within organisations (Coronado-Maldonado and Benítez-Márquez, 2023). The occurrence of COVID-19 additionally drives the significance of EI, as several organisations encounter employee stress, remote working, uncertainty and evolving expectations from the workforce. As per the report of Gallup (2020), there are only 21% of employees globally who fall under the “engaged” category, emphasising the significance for leadership oriented by Emotional Intelligence to enhance motivation, well-being and performance among employees. Contemporary organisation therefore must be able to manage the increasingly diverse and multigeneralisation labour force, necessitating respective leaders to embrace their leadership and communication methods. This report will critically investigate the concept of Emotional Intelligence and mindfulness by evaluating core theories and models of Emotional Intelligence, by examining their relevance within the organisational environment. This report will also examine how these concepts assist in efficient recruitment management and retention of a diverse workforce by means of appropriate real-world organisational illustrations.


[bookmark: _heading=h.mwhs6wu3fyd]Task 1: Emotional Intelligence in the Workplace
[bookmark: _heading=h.wolj171u30eu]Emotional Intelligence in Contemporary Organisations
Emotional Intelligence (EI) can be noted as the ability to identify, understand and manage one’s personal emotions while comprehending and affecting other individual’s emotions. From the perspective of Mayer and Salovey (1997), EI can be described as the cognitive ability which strongly involves comprehension, understanding, utilising and regulating emotions (Drigas and Papoutsi, 2018). However, Goleman (1998), expands this concept by blending the competencies like self-regulation, self-awareness, empathy, alongside motivation and social skills that provide a foundational support for effective leadership (Drigas and Papoutsi, 2018). On the contrary, Bar-On (1997) describes EI as a component with a combination of social and emotional proficiencies that assist well-being and adaptation factors (Drigas and Papoutsi, 2018). Hence, these varied viewpoints have produced debate surrounding whether EI represents a personality trait, ability or a set of learned competencies. The ability-based models offer a stronger psychometric validation; however, competency best models give practical relevance at a greater level for the leadership development. However, Emotional Intelligence remains challenging to measure constantly because of the conceptual overlapping with personality traits (O'Connor et al., 2019). As an illustration, organisations like Microsoft under the empathetic leadership of Satya Nadella; and Google give importance to psychological safety, which highlights the strategic significance of EI. However, Emotional Intelligence is independently not sufficient to compensate for the incompetent technical skills. Hence, this balance can also be noticed in the report provided by Gallup (2020), which indicates that managers have the ability to drive 70% of the team engagement, illustrating that the leadership who possess Emotional Intelligence significantly affect performance within an organisation however must be run along with the professional capabilities. 
[bookmark: _heading=h.r42ilfx0xerc]Critical Evaluation of Emotional Intelligence Models
a) Goleman's Emotional Intelligence Framework
[image: ]
Fig 01: “Goleman's Emotional Intelligence Framework”
Source: (Uluç, 2023)
Goleman (1998) conceives Emotional Intelligence as five interconnected competencies which include self-awareness, self-regulation, motivation, empathy and social skills, which all together affect the performance in the workplace and effectiveness of leadership. In comparison to the ability-based models, Goleman contends that these competencies can be produced with the proper practice of continuous learning and experience, which make different work highly relevant in the work environment (Tjimuku, Atiku and Kaisara, 2025). Emotional Intelligence Framework by Goleman has been widely embraced as it can improve the aspects of employee engagement, communication collaboration and conflict solution while advocating transformational leadership. However, the framework has also been criticised for the lack of strong psychometric evidence, possesses commercial origin instead of scientific and overlaps significantly with the personality and leadership traits, making the measurement of objective challenging (O'Connor et al., 2019). As an example, the transformation of Microsoft under the leadership of Satya Nadella who emphasises collaboration and empathy, illustrates how the competencies described by Goleman can modify culture within organisations, enhance innovation and build employee trust. 
b) Mayer and Salovey Ability Model
[image: ]
Fig 02: “Mayer and Salovey Ability Model”
Source: (Jain, 2024)
Mayer and Salovey (1997) describe EI as a cognitive skill consisting of four components i.e., perception of emotions, use of emotions, understanding of emotions and management of emotions. The Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) has more empirical evidence than several other models (Mayer et al., 2024). However, the model focuses on emotional capacities and ignores personality, motivation, and interpersonal behaviours which play an important role in the work effectiveness (Dong, Peng and Jiang, 2022). This makes application to organisational leadership scenarios a bit more restricted. The model's application in healthcare organisations highlights its importance in emotionally charged settings, including its use by clinicians for enhancing patient communication, multidisciplinary collaboration, and ethical decision-making in healthcare settings.
c) Bar-On Emotional-Social Intelligence Model
[image: ]
Fig 03: “Bar-On Emotional-Social Intelligence Model”
Source: (Bradberry, 2025)
According to Bar-On (1997), Emotional Intelligence (EI) is defined as a general category of emotional and social skills that include ideas related to intrapersonal and interpersonal abilities as well as stress management, adaptability and overall mood. In comparison to the ability-based models, this model puts emphasis on how these skills help people to manage the demands of the workplace, develop relationships and promote psychological wellbeing. It is highly utilised in recruitment and leadership coaching and staff development, as it encourages resilience, adaptability and effective interpersonal interaction. However, the Bar-On Emotional-Social Intelligence Model shares many dimensions with well-known personality traits, and thus has a lack of conceptual clarity and is not as valid as the intelligence model itself (Singh, Prabhakar and Kiran, 2022). Organisations mainly use the Bar-On model as a leadership and executive coaching development tool and not as a standalone tool to measure Emotional Intelligence.
Hence, among three mentioned models Mayer and Salovey (1997) give the strongest scientific-based evidence on Emotional Intelligence (Mayer et al., 2024); where Goleman (1998) provides greater applicability in the organisational settings by the competencies in leadership. On the contrary to these two, Bar-On (1997), assists in the employed development. However, the EI model offered by Goleman remains the most practical for improving organisational performance. 
[bookmark: _heading=h.gru3lnfs85c]Application of Emotional Intelligence in Organisations
The organisational effectiveness is significantly affected by the application of EI by enhancing leadership capability, conflict management, employee performance, communication and decision making. However, the impact of EI is only affected when integrated with the supportive organisational systems, relevant resources as well as effective business management practices. Employee performance is positively related with the EI, as employees who are emotionally intelligent show higher resilience, motivation, engagement along with innovation (Binsaeed et al., 2023). This can be aligned with Self-Determination Theory which implies that factors like competence, autonomy and relatedness improves intrinsic motivation. Conversely, Goal-Setting Theory argues that emotionally supportive leaders encourage commitment among employees towards the organisational objectives. As an example, Project Aristotle by Google indicated that the psychologically safe teams have the ability to consistently outperform other people as employees perceive comfort to share the ideas and learn from mistakes (Robbins, 2022). However, EI is not independently sufficient to ensure high performance, as aspects like organisational culture, training opportunities, system for rewards and availability of resources also affect the employee outcomes. 
Additionally, EI also improves effectiveness in leadership by assisting transformational, authentic and servant leadership respectively, all of which give value to trust, employed development and empathy. As an example, the CEO of Microsoft Satya Nadella modified the culture of the organisation by encouraging collaboration and empathy, directly giving contribution towards greater innovation and organisational learning (Agnihotri and Bhattacharya, 2021). Simultaneously, NHS, a UK healthcare organisation, positively motivates leadership possessing EI to enhance will being among staff and deliver person-centred care. However, effective leadership must possess more than the emotional capability, where aspects like technical expertise, strategic thinking alongside informed business judgement is necessary for the sustainable organisational growth. 
Another crucial area where the EI generates value in organisation is communication. The Shannon-Weaver Communication Model emphasises significance of mitigating communication challenges, while emotionally intelligent leadership promotes active listening, constructive feedback as well as psychological safety (Wrench, Punyanunt-Carter and Thweatt, 2022). As an example, the continuous improvement concept of Toyota, shows how the proper use of open communication motivates problem solving and knowledge sharing. Nevertheless, ineffective communication cannot always be credited for low EI, as factors like complications in structures, organisational hierarchy and proper channels for communication often present additional challenges. 
Moreover, EI has the ability to strengthen conflict Management by positively motivating emotional regulation and empathy within organisations. From the perspective of Thomas-Kilmann Conflict Model, individuals who possess EI are expected to take in collaborative and compromising methods instead of the competitive responses, thus enhancing teamwork in the context of hospital settings and cross functional companies. However, conflict in the organisations is also equally affected by the policies present in organisations, ambiguity in roles and resource limitations, restricting the effectiveness of EI. 
Additionally, EI also causes an ethical and balanced decision-making process. From the perspective of Dual Process Theory and Behavioural Decision Theory, effective decision making necessitates the balance between emotional awareness along with the rational evaluation. This can be noticed in the case of the Johnson & Johnson Tylenol crisis, where leaders were emotionally responsible and made ethical decisions to keep the trust of the stakeholders (Wang, Anton and Ravazzani, 2026). On the other hand, too strong an influence on emotions may cause a systematic error while too weak an influence on emotions may lead to a misunderstanding of interpersonal judgement. Thus, Emotional Intelligence must be supplemented with analytical intelligence and not used as its substitute in the decision-making within the organisation.
[bookmark: _heading=h.mgohc7igcrju]Critical Synthesis of Task 1
From the above analysis, it can be noted that no single model of Emotional Intelligence (EI) is sufficient to comprehensively address the complicated behavioural and emotional demands within contemporary organisations. The Ability Model by Mayer and Salovey, gives the strongest scientific information because of its strong empirical evidence and verified measurement methods. However, its central focus on cognitive capabilities restricts its use on the wider challenges present in organisations (Dong, Peng and Jiang, 2022). Emotional Intelligence model by Goleman, provides the best applicability for the workplace by directly connecting the emotional competencies with the effectiveness of leadership, employee engagement, conflict management as well as communication, eventually making itself particularly meaningful for organisational routines (Tjimuku, Atiku and Kaisara, 2025). On the contrary to these two, Emotional-Social Intelligence Model by Bar-On, offers a wider developmental point of view by strongly giving importance to aspects like adaptability, resilience and well-being, despite its overlapping consequences with the personality traits, which limits its conceptual differentiation. Consequently, contemporary organisations should be able to embrace an integrated method combining each three models, to elevate employee performance, effectiveness of leadership and organisational growth in the long term. 


[bookmark: _heading=h.d0j90uy9bjb7]Task 2: Managing a Multigenerational Workforce
[bookmark: _heading=h.s3h3imgog6uw]Understanding Workplace Generations
Today contemporary organisations increasingly employ multigenerational workforce such as Generation X, Millennials (Generation Y) and Generation Z, each possessing different values for the workplace, preferences in communication and expectations for the career (‌Harahap and Theodora, 2025, October). Factors like job security, autonomy and work-life balance are strongly valued by Generation X (1965–1980). On the other side, constant feedback, collaborative working and career development were favoured by Millennials (1981–1996), while adopting digital technologies and employment driven by purpose. On the contrary, Generation Z (1997–2012) was surrounded by a digital environment, who preferred flexible working arrangements, immediate learning opportunities, integration of advanced technology and inclusive leadership. Thus, these generational differences affect the dimensions like motivation, communication styles, preferences for learning and career ambitions. Hence, modern organisations increasingly embrace flexible people management tactics particularly to address the distinct expectations by different employees. As an example, PwC (2022), strongly promotes cross generalisation engagement; whereas Deloitte (2026), offers a reverse mentoring programme, that provides unique opportunities for generalisation talent, with a purpose to motivate sharing of knowledge among younger and older employees. This trend can be justified by the report provided by LinkedIn (2025), indicating that continuous learning is noted as significant by 91% of the learning and development professionals, in comparison to career success. Hence this represents the strong requirement for organisations to modify opportunities for learning and development across varied generational workforce. 
[bookmark: _heading=h.edrc7g7pnk3b]Critical Evaluation of Generational Differences
The organisational effectiveness can be improved by generational diversity, by strongly integrating diverse knowledge, viewpoints and experiences. According to Generational Cohort Theory, the workplace values and behaviours among employees can be shaped by the shared historical and social experiences (Alferjany and Alias, 2020). Thus, organisational stability and knowledge were contributed by Generation X; creativity and collaboration were encouraged by Millennials and digital capability and technological innovation were strengthened by Generation Z. Thus, these supplementary advantages can enhance knowledge sharing, adaptability and innovation in contemporary organisation, particularly within dynamic industries undergoing digital transformation. However, attribution of workplace behaviour independently towards generational membership is quite challenging. As per the Social Identity Theory, classifying employees in terms of age may produce stereotypes, arising problems like communication barriers, conflicting expectations on leadership and decreased collaboration (Manongcarang and Guimba, 2024). As an example, younger employees may be seen as lacking motivation or commitment, whereas older employees may be perceived as resistant towards technological change. Thus, such assumptions can cause unnecessary conflict in the workplace and restrict the effectiveness of teamwork. 
In addition to this, the question arises whether generalisation differences are really significant or just exaggerated. In this note, Diversity Management Theory, suggests that the management of employees are grounded on capabilities possessed by individuals instead of assumptions based on age, high lighting factors like leadership style, career stage and organisational culture frequently produce a greater effect on behaviour in comparison to generational identity (Gutterman, 2022). Supporting this point of view, Global’s Gen Z and Millennial Survey by ‌Deloitte (2025), across 44 countries involving 23,482 respondents indicates that only 6% of Generation Z recognises attaining a position of senior leadership as their main career goal, implying that the priorities for career differentiate considerably even in the same generation. Consequently, contemporary organisations must be able to avoid depending on the stereotype surrounding generational workforce, and must embrace Emotional Intelligence and inclusive leadership that emphasise employee strengths while motivating mutual respect, collaboration and constant learning beyond all age groups.
[bookmark: _heading=h.zd2pftonmr39]Managing a Multigenerational Workforce Using Emotional Intelligence and Mindfulness
Emotional Intelligence (EI) and mindfulness is necessary to be integrated to manage a multigenerational workforce, particularly into practices of people management to promote collaboration, inclusion and organisational performance for the very long term. During recruitment procedures, emotionally intelligent managers have the ability to foster inclusive hiring by identifying factors like unconscious bias and assessing applicants based on competencies instead of generational stereotypes (Woods and Tharakan, 2021). Recruitment assisted by AI systems can additionally mitigate biases produced by humans when monitored carefully. As an illustration, the organisation like Unilever has impressed recruitment processes enabled by AI to enhance consistency and efficiency dimension; however, the organisation must be able to guarantee that the AI systems are audited on a day-to-day basis to eliminate algorithmic biases and discrimination. Additionally, effective leadership also relies on adapting people management approaches towards distinct employee requirements. The theory of situational leadership suggests that the leaders should be able to adjust their leadership style in accordance with the competencies and commitment among employees. Together with emotionally intelligent and inclusive leadership, this approach allows managers to effectively communicate with a multigenerational workforce, further motivating collaboration and giving relevant coaching. Microsoft and Google are some of the modern organisations who show how empathetic leadership positively fosters trust, innovation and psychological safety by giving value to diverse viewpoints without requiring a one-size-fits-all leadership approach (McGowan and Shipley, 2023). 
In addition, Emotional Intelligence enhances employee engagement by appreciating different motivational factors across generations. Flexible working arrangements, ongoing learning, mentoring or reverse mentoring make knowledge sharing possible and minimises generational gaps. In some cases, for example, IBM implements reverse mentoring for improving the knowledge flow in supporting digital, while PwC offers individual learning in ways that meet different knowledge preferences and career aspirations. These efforts can enhance partnership working and promote organisations' adaptability. Likewise, organisations who embrace Emotional Intelligence improves employee retention by emphasising psychological safety, mindfulness and overall well-being (Dewangan, 2025). Employee assistance programmes (EAPs), supportive leadership as well as mindfulness programmes, support employees in order to manage stress and be more resilient. Organisations like Salesforce and SAP, have substantially invested in initiative for employee well-being to improve retention and engagement. However, mindfulness should not be perceived as a universal option. Mindfulness can enhance emotional regulations and well-being in the workplace; however, it cannot counterbalance below-average pay, poor career growth, workplace inequity or poor HR practices. Consequently, Sharma (2019), notes organisations should be able to integrate mindfulness and EI along with transparent career development, where reward systems and impartial HR practices, to create an inclusive working environment that can attract, engage and retain multigenerational workforce within contemporary organisations. 


[bookmark: _heading=h.8suxzi7sq6o]Conclusion 
Today, Emotional Intelligence (EI) has substantially evolved from a wanted interpersonal capability towards a strategic resource within organisations that has the ability to improve employee performance, leadership effectiveness and sustainable competitive advantage. Although the ability model by Mayer and Salovey gives the most empirical foundation to understand the concept of Emotional Intelligence; however, Emotional Intelligence Framework by Goleman presents the substantial value within organisations as the framework directly connects the emotional competencies with the dimensions of communication, leadership, employee engagement as well as conflict management. Organisations therefore should be able to combine the practical leadership competencies with unbiased research instead of depending on a one theoretical point of view. Additionally, Emotional Intelligence is increasingly complemented by mindfulness by improving emotional regulation, resilience and self-awareness, permitting leaders and employees to address the challenges that occur in the workplace. However, mindfulness should assist instead of replacing the effective HR practices involving equitable compensation, career development, inclusive policies in the workplace and organisational justice. In addition to this, managing a multigenerational workforce strongly necessitates adaptive leadership instead of standardised leadership, as the needs among employees are shaped by values, career stages and organisational context beyond the generational experience. The leaders who possess Emotional Intelligence therefore must be able to showcase flexibility, inclusive decision making and empathy, while managing heterogeneous teams. Thus, this will help the contemporary organisations to produce better positioning to encourage innovation, collaboration, well-being among employees and organisational performance for the long term, particularly in a diverse business environment. 
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