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Task 1: Emotional Intelligence in the Workplace
1. Introduction
Emotional intelligence (EI) has become increasingly important in contemporary organisations because employees are required to work with different people, manage pressure, communicate effectively and respond appropriately to workplace challenges. Emotional intelligence describes how people understand and control their emotion responses while also recognising the feelings of people around them. Recent research indicates that emotional intelligence can contribute to employee flourishing and job performance, particularly when employees work within a positive emotional team climate (A’yuninnisa, Carminati and Wilderom, 2024). Furthermore, mindfulness can complement emotional intelligence by helping employees become more aware of their thoughts and emotions before responding to stressful situations. Recent systematic-review evidence suggests that workplace mindfulness interventions can improve well-being, stress and some work-related outcomes, although the strength and duration of these benefits can vary (Michaelsen et al., 2023). This task critically evaluates the core components of emotional intelligence and examines how employees can apply them to improve performance, collaboration and well-being. It also considers the contribution of EI to communication, conflict management, leadership and decision-making.
1.1 Emotional Intelligence Models
[image: ]Figure 1: Goleman’s Five Component of Emotional Intelligence
Source: Adapted from Goleman (1998).
As shown in Figure 1, Goleman’s framework consists of five main components: Self-awareness, Self-regulation, Motivation, Empathy and Social Skills. Emotional Intelligence has been explained through several theorical approaches. Goleman’s framework is commonly used in workplace discussions and focusses on five areas self-awareness, self-regulation, motivation, empathy and social skills. Together, these areas help explain how employees manage themselves and interact with others. Another important approach is the Mayer and Salovey Ability Model. This model views emotional intelligence as an ability involving recognising emotions, using emotional information, understanding emotional changes and regulating emotions. 
The Bar-On Emotional-Social Intelligence Model takes a broader perspective by considering emotional and social competencies that influence an individual’s ability to deal effectively with environmental pressures and interpersonal demands. However, EI should not be considered a complete explanation for employee performance. Performance is also influenced by factors such as professional knowledge, organisational culture, leadership, workload, resources and employee motivation. Therefore, EI should complement rather than replace other professional competencies.
1.2 Self-Awareness
Self-awareness means having a clears understanding of personal emotions and recognising how individual  strengths, limitation and behaviour may influence workplace situations. It is an important starting point for emotional intelligence because employees need to understand their own emotions before they can effectively manage them. Mindfulness can strengthen this awareness by encouraging employees to pay attention to their present thoughts and emotions. A large systematic review of workplace mindfulness interventions found positive effects across areas including mindfulness, well-being, mental health, stress and some work-related outcomes (Michaelsen et al., 2023). Nevertheless, self-awareness alone is insufficient. Recognising an emotional reaction does not automatically mean that an employee will respond appropriately. Employees also require self-regulation.
1.3 Self-Regulation
Self-regulation is the ability to manage emotions and control inappropriate or impulsive reactions. This skill is particularly important when employees experience stress, disagreement, heavy workloads or difficult customer interactions.
There is also evidence that emotional intelligence can be developed. A 2024 systematic review and meta-analysis examining EI training among healthcare workers found evidence that structured interventions can improve emotional-intelligence outcomes (Powell et al., 2024). However, social skills can also have limitations. An employee may be confident and socially skilled without necessarily possessing the technical ability required for their job. Furthermore, emotional knowledge can potentially be used to influence people for personal advantage. Organisations therefore need to combine EI with ethical behaviour, professional competence and accountability.
1.4 Motivation
Motivation is another important component of Goleman’s framework. It concerns an individual’s internal drive to achieve goals, improve performance and continue working when difficulties occur. Recent evidence also links EI with important career-related outcomes. Evidence from large-scale meta-analysis involving more than 50,000 participants across 150 samples identified links between EI and a range of career-related outcomes (Pirsoul et al., 2023). 
Nevertheless, motivation does not depend on emotional intelligence alone. Pay, recognition, job security, career opportunities, leadership and working conditions can strongly affect employee motivation. Therefore, organisations cannot expect EI alone to maintain employee motivation when broader employment conditions are unsatisfactory.
1.5 Empathy
Empathy involves understanding the feelings, needs and perspectives of other people. It is particularly valuable in modern organisations because employees increasingly work with people from different cultural, professional and generational backgrounds. Recent EI research demonstrates the importance of emotional processes at both employee and leadership levels. A’yuninnisa, Carminati and Wilderom (2024) found that leader and employee emotional intelligence operate alongside the team’s emotional climate in influencing employee flourishing and performance. 
However, empathy must be combined with professional judgement. Managers sometimes need to make difficult decisions. Understanding an employee’s feelings does not necessarily mean agreeing with them. Effective EI therefore requires balancing empathy with fairness and organisational responsibilities.
1.6 Social Skills and Collaboration
Social skills refer to an individual’s ability to communicate, develop professional relationships, influence others and work effectively within a team. These skills are essential because many organisational objectives require employees to collaborate rather than work independently.A recent review of research on emotional intelligence, leadership and work teams found substantial academic attention to the connections between EI, leadership processes and team functioning (Coronado-Maldonado and Benitez-Marquez (2023). 
However, social skills can also have limitations. An employee may be confident and socially skilled without necessarily possessing the technical ability required for their job. Furthermore, emotional knowledge can potentially be used to influence people for personal advantage. Organisations therefore need to combine EI with ethical behaviour, professional competence and accountability.

1.7 Emotional Intelligence and Effective Communication
Communication is essential for organisational effectiveness because employees need to exchange information, give feedback, solve problems and coordinate their work. Emotional intelligence can improve communication because employees become more aware of both verbal and emotional signals (Doğru, 2022). For example, a manager introducing organisational change should explain the factual reasons for the change while also recognising that employees may feel uncertain or anxious
However, EI cannot correct every communication problem. Poor organisational communication structures, unclear responsibilities and limited information from senior management can still create misunderstanding. Organisations therefore require both emotionally intelligent employees and effective communication systems.
1.8 Conflict Management and Psychological Safety
Conflict occurs naturally within organisations because employees have different opinions, personalities and priorities. Emotional intelligence can help prevent constructive disagreement from developing into harmful personal conflict. Self-awareness allows employees to identify emotional triggers, while self-regulation helps them control aggressive reactions. Empathy encourages them to understand another person’s perspective, and social skills support negotiation and problem-solving.
Psychological safety is also important in managing workplace relationships. Recent research describes psychological safety as operating at organisational, team and interpersonal levels and connects it with organisations’ capacity to respond to risks and support performance (Zhang et al., 2024). However, psychological safety does not mean that employees should avoid accountability. Organisations still require performance standards and professional behaviour. EI should therefore create respectful communication while maintaining clear expectations.
1.9 Emotional Intelligence and Leadership
Leadership requires managers to influence, support and guide employees towards organisational objectives. Emotional intelligence can strengthen leadership because managers need to understand how their own behaviour affects others.
Research published in 2023 found relationships between leader emotional intelligence, leadership approaches, trust and employee job performance, illustrating how emotional competencies may operate through interpersonal leadership processes (Lee et al., 2023).  Similarly, A’yuninnisa, Carminati and Wilderom (2024) demonstrate that leader EI should be considered together with employee EI and team emotional climate. Nevertheless, EI does not automatically make someone an effective leader. Leaders also require technical competence, strategic thinking, ethical judgement and decision-making ability. Emotional intelligence should therefore be considered one element of effective leadership rather than the only requirement.
1.10 Emotional Intelligence and Decision-Making
[image: ]
Figure 2: Emotional Intelligence and Decision-Making Process
Source: Author’s own illustration, adapted from Goleman’s Emotional Intelligence framework.
As illustrated in Figure 2, Emotional intelligence can support decision-making by helping individuals recognise and regulate emotions before considering information and making decisions. Decision-making is another area where emotional intelligence can contribute to organisational effectiveness. Emotions can influence how people interpret information and assess risk. Emotional intelligence may also contribute to career-related decision processes. The 2023 meta-analysis by Pirsoul et al. (2023) found that EI was significantly related to career decision-making self-efficacy and several other career outcomes, although relationships were not significant for every outcome examined (Pirsoul, 2023).  This qualification is important because it demonstrates that EI is beneficial in many contexts but should not be presented as universally effective.
Mindfulness may further assist employees by encouraging them to slow down and consider the present situation before responding. However, recent evidence also advises caution. A large systematic review and meta-analysis found that mindfulness-based programmes improved task performance compared with passive controls, but the improvement was not statistically significant against active comparison programmes, and confidence in the overall evidence was very low (Vainre et al., 2025). Therefore, mindfulness and EI should support rather than replace evidence-based decision-making.
Conclusion
In conclusion, emotional intelligence is an important capability in contemporary workplaces because employees need to manage their own emotions while developing effective relationships with colleagues, managers and customers. Goleman’s framework, Mayer and Salovey’s Ability Model and Bar-On’s Emotional-Social Intelligence Model provide different perspectives for understanding emotional abilities.
The analysis shows that difference elements of EI can support employee performance, teamwork and well-being. They may also help employees communicate effectively, manage disagreements and make more considered workplace decisions. Recent research also provides evidence linking employee and leader EI with performance, flourishing, leadership processes and career-related outcomes (Pirsoul et al., 2023; Lee et al., 2023; A’yuninnisa, Carminati and Wilderom, 2024). Mindfulness can complement emotional intelligence by helping employees become more aware of emotional reactions and respond more thoughtfully. Nevertheless, current research indicates that its workplace benefits should not be overstated because findings can depend on the comparison group and quality of evidence (Vainre et al., 2025).  Therefore, organisations should combine EI and mindfulness development with effective leadership, fair working conditions, professional training and a psychologically safe organisational environment.
2.1 Introduction to a Multigenerational Workforce
Modern organisations increasingly employ people from different generations who work together within the same teams. A multigenerational workforce can provide organisations with a valuable combination of experience, knowledge, creativity and technological skills. However, differences in communication preferences, motivation, expectations and approaches to technology may also create challenges for managers. Recent research therefore emphasises the importance of effectively managing age and generational diversity to create inclusive workplaces (Baird, Hamilton and Williams, 2024). 
This section focuses on Generation X, Generation Y (Millennials) and Generation Z, as required by the assignment. However, managers should be careful when applying generational labels. A recent meta-analysis found few systematic and meaningful differences between generations across a range of workplace outcomes, suggesting that common generational stereotypes can exaggerate actual differences (Ravid, Costanza and Romero, 2025).  Therefore, generational categories can help managers consider different experiences, but employees should ultimately be managed according to their individual needs and abilities.
2.2 Generation X
Generation X is generally described as the generation born approximately between 1965 and 1980. Many Generation X employees have significant workplace experience and may now occupy management, leadership or specialist positions. Generation X employees are commonly described as independent and self-reliant, with an appreciation for autonomy, job security and work-life balance. 
However, managers should avoid if all Generation X employees have the same preferences. Assuming that older employees are less technologically capable can create age-related stereotypes and potentially reduce opportunities for development. Contemporary evidence challenges the idea that generations possess clearly distinct workplace attitudes (Ravid, Costanza and Romero, 2025). Emotional intelligence can help managers avoid these assumptions. Empathy enables managers to understand an employee’s individual needs, while self-awareness can help managers recognise their own unconscious assumptions. Instead of assuming what Generation X employees want, managers should communicate with individuals about development, flexibility and career expectations.
2.3 Generation Y – Millennials
Generation Y, commonly called Millennials, generally includes individuals born between the early 1980s and mid-1990s.Millennials are frequently associated with collaborative working, digital communication, flexibility, regular feedback and opportunities for professional development. However, it is important to critically question these generalisations. Ravid, Costanza and Romero (2025) found that commonly claimed generational differences often lack strong empirical support.  An employee’s preference for flexible working, for example, could be influenced by caring responsibilities, personality or occupation rather than being a Millennial.
Therefore, organisations should not develop HR policies entirely around generational stereotypes. Instead, managers can provide flexible options that are available to employees according to individual circumstances.
2.4 Generation Z
Generation Z is the youngest of the three generations considered in this report and represents a growing proportion of the workforce. Recent research suggests that Generation Z employees can place importance on factors such as flexibility, work-life balance, meaningful work and inclusive leadership. A recent systematic literature review of 27 empirical studies found that Gen Z employees valued flexibility and meaningful work and responded positively to participatory, open and inclusive leadership (Nugroho, Yanti and Haryanto, 2025). 
A separate recent scoping review identified technology, workplace expectations, intergenerational challenges and leadership styles as important themes affecting Gen Z employees and their intentions to remain with organisations (2025). These findings have implications for employee retention. Managers may need to provide clear career-development opportunities, constructive feedback and effective communication. 
Nevertheless, managers should again avoid stereotypes. Being a member of Generation Z does not automatically mean that an employee is highly skilled with every technology or has the same values as other Gen Z workers. Individual education, experience and personality remain important.
2.5 Differences in Values, Motivation and Communication
Communication is one area where generational differences may become visible. Employees who have spent much of their careers using formal meetings, telephone conversations and email may communicate differently from employees who regularly use instant messaging, video communication and collaborative platforms. These differences can potentially create misunderstanding. Motivation may also differ between individuals. Gen Z research, for instance, has identified flexibility and meaningful work as prominent expectations (Nugroho, Yanti and Haryanto, 2025). 
However, managers should not automatically attribute these differences to generation. Recent meta-analytic evidence indicates few consistent meaningful differences between generational groups (Ravid, Costanza and Romero, 2025).  Consequently, managers should communicate directly with employees to understand what motivates everyone.
2.6 Technological Adaptability and Knowledge Sharing
Technology is another important consideration in a multigenerational workforce. Younger employees may have extensive experience with newer digital platforms, whereas employees with longer careers may possess considerable organisational and professional knowledge. Rather than allowing these differences to create division, organisations can use them to encourage knowledge sharing. For example, an experienced Generation X employee could mentor a younger colleague by sharing professional knowledge and organisational experience. At the same time, a Generation Z employee could support colleagues in using newer digital tools. This is sometimes described as reverse mentoring.
However, organisations must provide suitable training rather than assuming employees will learn everything from colleagues. Technological capability depends on experience and training, not simply age.
2.7 Emotional Intelligence and Mindfulness in Multigenerational Teams
Emotional intelligence can play an important role in managing generational diversity. Self-awareness helps managers recognise their own assumptions about different age groups. Self-regulation helps them avoid reacting negatively when employees have different opinions. Empathy supports understanding of different perspectives, while social skills allow managers to build cooperation. Mindfulness can further emotional intelligence by helping employees manage their emotions, which may contribute to improved job satisfaction and performance (Aydoğmus, 2023).
There is emerging practical evidence supporting EI development within multigenerational teams. A recent project using emotional-intelligence training in a multigenerational healthcare workforce reported a 15% reduction in staff turnover alongside improvement in patient satisfaction over the three-month project period (Harmon, 2025).  
2.8 Recruitment, Management and Retention
Organisations also need to consider generational diversity during recruitment and retention. Recruitment should be based on skills, qualifications and organisational requirements rather than assumptions connected with age. Once employees have been recruited, managers can improve retention through professional development, recognition, flexible working opportunities, appropriate feedback and inclusive leadership. Recent research on Generation Z particularly highlights the importance of leadership and workplace expectations in employees’ intention to stay or leave an organisation. Emotional intelligence can support retention because empathetic managers are more likely to listen to employee concerns before dissatisfaction becomes serious.
However, EI alone cannot solve retention problems. Employees may leave because of inadequate pay, limited promotion opportunities, excessive workloads or poor organisational policies. Therefore, emotional intelligence needs to operate alongside fair and effective HR practices.
2.9 Creating an Inclusive and Productive Workplace
Importantly, current research challenges the idea that generations are fundamentally different. Ravid, Costanza and Romero (2025) conclude that there are few systematic meaningful generational differences across workplace outcomes.  This provides an important critical perspective for organisations. Generational categories may provide useful background information, but they should not become stereotypes.
Therefore, effective multigenerational management requires a balance between recognising potential differences and treating employees as individuals. Managers who use emotional intelligence, mindfulness and inclusive HR practices can help employees learn from one another rather than allowing age differences to become a source of conflict.
Overall Conclusion 
Overall, emotional intelligence and mindfulness have an important role in supporting effective contemporary organisations. Task 1 demonstrated that the core components of emotional intelligence—self-awareness, self-regulation, motivation, empathy and social skills—can contribute to employee performance, collaboration and well-being. They can also strengthen communication, conflict management, leadership and decision-making. However, EI should not be considered a complete solution to organisational problems because employee performance is also affected by leadership quality, organisational culture, workload, training and working conditions.

Task 2 demonstrated that Generation X, Millennials and Generation Z may bring different experiences, communication preferences, expectations and technological experiences into the workplace. These differences can create challenges but can also provide valuable opportunities for knowledge sharing. Nevertheless, recent research challenges many popular assumptions about clear generational differences, meaning that managers should avoid stereotyping employees according to age (Ravid, Costanza and Romero, 2025). 
Emotional intelligence and mindfulness can help managers create a more inclusive environment by encouraging self-awareness, empathy, active listening and thoughtful responses to workplace differences. Recent evidence also suggests that EI interventions can potentially support cohesion and retention within multigenerational teams, although results from individual organisational settings should be interpreted cautiously (Harmon, 2025). Therefore, organisations should combine emotional intelligence and mindfulness with inclusive recruitment, employee development, mentoring, fair management and appropriate technological training. Rather than treating generations as separate groups, managers should recognise the strengths and individual needs of employees. This approach can support psychological safety, employee retention, collaboration and long-term organisational effectiveness.
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