	
	
	



[image: ]


BA (Hons) Leadership and Management Skills for the           Workplace

Student Name: Bogdan Ionut Balan
Student Number: 2334196 
Course Name: Developing Emotional Intelligence Skills
Module Code: LCLM5006
Lecturer Name: Nishi Ramsurrun
Session: June 2026 
Assignment Title: Component 2 – Individual written report











 Table of Contents
Executive Summary	4
1. Introduction	5
2. Understanding Emotional Intelligence	6
2.1 Goleman’s Model of Emotional Intelligence	6
2.2 The Ability Model of Mayer and Salovey	7
2.3 Bar-On’s Emotional-Social Intelligence Model	8
3. Application of Emotional Intelligence at Work	9
3.1 Self-Awareness and Employee Performance	9
3.2 Self-regulation, Resilience, and Well-being	9
3.3 Empathy and Communicating Effectively	10
3.4 Emotional Intelligence and Conflict Management	11
3.5 Leadership and Psychological Safety	11
3.6 Decision-making	12
4. Critique of Emotional Intelligence	13
5. Managing Generational Diversity	14
6. Generation X	15
7. Generation Y: Millennials	15
8. Generation Z	16
9. Effects of Generational Differences on Organisational Effectiveness	16
10. Using Emotional Intelligence and Mindfulness in Multigenerational Management	17
10.1 Inclusive recruitment	17
10.2 Personalized communication and management	18
10.3 Learning across generations	18
11. Recommendations	20
12. Conclusion	21
13. Reference List	22

























[bookmark: _Toc2042466237]Executive Summary

This report critically examines the role of emotional intelligence and mindfulness in improving organisational performance, employee well-being and multigenerational workforce management. Emotional intelligence refers to an individual’s capacity to perceive, understand, use and regulate emotions in themselves and others. Mindfulness involves maintaining purposeful, non-judgemental awareness of present experiences. Although the two concepts are distinct, mindfulness can strengthen emotional intelligence by helping employees recognise emotional reactions before responding to them.
The report evaluates three influential emotional intelligence models: Goleman’s competency framework, Mayer and Salovey’s Ability Model and Bar-On’s Emotional-Social Intelligence Model. The analysis demonstrates that emotionally intelligent employees can communicate more effectively, regulate stress, manage conflict, make more balanced decisions and build stronger workplace relationships. However, emotional intelligence should not be treated as a universal solution, because performance is also influenced by technical competence, organisational systems, workload, leadership behaviour and working conditions.
The report also examines Generation X, Generation Y and Generation Z. While broad differences may exist in communication preferences, career expectations and technological experience, generational categories must not become stereotypes. Managers should assess individual needs rather than assume that all members of one generation behave similarly. Emotionally intelligent and mindful management can support inclusion by encouraging empathy, psychological safety, flexible communication, fair recruitment, individualised development and intergenerational knowledge-sharing.









[bookmark: _Toc2076451393]1. Introduction


In today’s world, organizations function in an environment of technological disruptions, diverse workforce, flexible work schedules, increased employee expectations, and persistent challenges to maintain productivity. In this regard, employees and managers are required not only to be competent but to understand the nature of emotions, communicate across differences, manage stress, resolve conflicts, and build relationships based on trust.
As a result, emotional intelligence is one of the key concepts of organizational behavior and leadership. Salovey & Mayer (1990) define emotional intelligence as the ability to monitor and distinguish emotions and use the acquired knowledge to guide thinking and actions. The theoretical frameworks that emerged afterward expanded the concept to include personal abilities, social skills, flexibility, and stress management. Mindfulness serves as a complementing element that focuses people’s attention on the present experience without any immediate reaction (Good et al., 2016).
Empirical research demonstrates that emotional intelligence is related to such positive consequences as job satisfaction, organizational commitment, organizational citizenship behaviour, and job performance as well as decreased job-related stress (Doğru, 2022). However, the strength of these relationships differs depending on the occupation, methods used to measure EI and organizational settings. Therefore, emotional intelligence should be used cautiously and should not replace proper allocation of resources, ethical leadership and efficient organizational processes.
The purpose of this report is to give a critical analysis of how employees can use emotional intelligence and mindfulness to improve their performance and cooperation at work as well as attract, manage, and retain Generation X, Generation Y, and Generation Z employees.






[bookmark: _Toc797997245]2. Understanding Emotional Intelligence

The concept of emotional intelligence relates to the relationship between emotional states and cognitive activities. Contrary to the notion that emotions are irrational entities which should be kept away from decisions taken at work, emotional intelligence recognizes the fact that emotions provide information about the needs, dangers, personal relations, and values. Individuals who can interpret this information will cope better with work-related situations.
However, emotional intelligence is not a single concept that everyone agrees upon. The meaning of the term changes depending on the approach adopted. In some approaches, it is viewed as a mental ability whereas in others, emotional abilities are combined with personality features, motivation, and interpersonal skills. Such diversity leads to problems in measurements and explains the lack of similarity among emotional intelligence tests.

[bookmark: _Toc955300180]2.1 Goleman’s Model of Emotional Intelligence

Goleman’s model constitutes one of the most widely used frameworks within leadership and management. It involves five essential elements, namely self-awareness, self-regulation, motivation, empathy, and social skills (Goleman, 1998).
Self-awareness means being aware of one's emotions, behaviors, and weaknesses. An example of self-awareness in an organizational context is recognizing that one’s emotions affect his or her perception of what a colleague is doing. Thus, there is an opportunity to consider assumptions before making a response.
Self-regulation consists of the control of impulses and choosing appropriate reactions to them. It does not involve suppressing emotions but the proper expression of them. For example, when receiving negative feedback, one does not react negatively but asks clarifying questions and finds ways to improve his or her work.
Motivation refers to the intrinsic motivation of attaining goals. Those who possess emotional intelligence can use positive feelings to motivate themselves despite feeling disappointed after failures. Empathy involves understanding the emotions of others, such as one's colleagues and customers. Finally, social skills help one build relationships, persuade, collaborate, and resolve conflicts.
One of the practical advantages of Goleman’s model is its ease to use. The mentioned competencies can be developed during leadership training and performance evaluation. However, it is often criticized due to its broad scope because it includes not only emotional abilities but such aspects as motivation and social effectiveness. Therefore, high performance associated with emotional intelligence is partially caused by personality, experience, and leadership skills.

[bookmark: _Toc863822709]2.2 The Ability Model of Mayer and Salovey

According to Mayer, Salovey and Caruso, the Ability Model of emotional intelligence represents a more restrictive view on emotional intelligence. According to the Ability Model, emotional intelligence is a cluster of cognitive abilities divided into four branches as follows:
1. Perception of emotions;
2. Utilization of emotions to think;
3. Knowledge of emotion and emotional transitions;
4. Regulation of emotions in oneself and others.
Perception of emotion includes the awareness of facial expression, voice and physiology. Utilization of emotions implies understanding of how certain emotional states can affect attention and problem solving: for example, a state of caution allows one to make a proper risk analysis, while enthusiasm fosters creativity.
Knowledge of emotion refers to identification of complex or changing emotional states. For instance, an employee can perceive his/her colleague's anger as a sign of anxiety about the workload or changes in the organization. Emotional regulation means managing the affective states and helping others to regulate their emotional responses.
The boundaries of the theory underlying the Ability Model are clearer than those of mixed models because emotional intelligence is viewed as an intelligence and not just a sum of positive traits. However, ability-based tests do not always correlate with real life performance. In the assessment, the employee may choose the most emotionally intelligent response but not be able to act upon it due to stress. Therefore, organizational culture plays role in translating emotional knowledge into ethics.

[bookmark: _Toc2123697195]2.3 Bar-On’s Emotional-Social Intelligence Model

According to Bar-On, emotional-social intelligence can be viewed as a set of emotional and social abilities that influence one’s understanding of oneself, one’s relations with others, and coping with environmental challenges (Bar-On, 2006). The concept covers the following aspects: intrapersonal skills, interpersonal skills, adaptability, stress management, and general mood.
The model has a specific value for employees’ well-being because it involves such components as stress tolerance, flexibility, optimism, and problem-solving. For example, the person who experiences organizational changes should realize his/her anxiety, build positive relations, adjust to new requirements and manage stress.
The wide variety of aspects included in the model reflects the complex nature of work performance. However, the presence of such aspects as optimism, independence, and general mood makes the model partially overlapping with personality characteristics and psychological well-being. Thus, the answers to questions about the emotional competence can be biased. In addition, self-reports may contain socially desirable answers. That is why organizations should not use one test for the hiring process.






[bookmark: _Toc813210490]3. Application of Emotional Intelligence at Work
[bookmark: _Toc1997128151]3.1 Self-Awareness and Employee Performance

Self-awareness allows employees to realize how emotions affect focus, communication, and decision-making. An employee who is aware that anxiety affects confidence will be ready for greater preparation, clarification, or support. Likewise, overconfidence awareness encourages conducting a risk assessment.
Employees' self-awareness of personal weaknesses and strengths makes them less likely to perceive feedback negatively. If employees realize what they need to learn and work on, feedback becomes an educational tool.
Mindfulness increases self-awareness through paying attention to current thoughts, emotions, and physical experiences. A pause before a tough discussion might allow an employee to become mindful of tension or irritation they feel. While it will not make them free from emotions, it will reduce the chances of a reaction being triggered. Mindfulness interventions have shown to reduce stress, anxiety, and burnout as well as improve well-being and positive emotional experiences (Micklitz et al., 2021).SWOT analysis for example could be an efficient tool to use.
On the other hand, excessive self-focus can prove counterproductive as it promotes rumination. It is beneficial to know your emotions if it is associated with taking constructive action. Rumination does not resolve problems but adds to emotional experience. Thus, it is important for employees to combine self-awareness with problem-solving skills.

[bookmark: _Toc2065691411]3.2 Self-regulation, Resilience, and Well-being

Self-regulation improves performance because it allows employees to retain their composure when they feel pressured. Employees in highly emotional professions like customer services, health care, aviation, and associated professions often deal with frustration, criticism, or emergencies. Good regulation allows the employees to follow the professional guidelines while recognizing their own emotional limitations.
Mindful breathing, emotional labeling, and cognitive reappraisal are some examples of techniques that can help in regulating emotions. Cognitive reappraisal refers to changing your interpretation of the situation; thus, corrective criticism can be viewed as a chance for improving oneself rather than proof of one's incompetence.
Regulation also promotes resiliency; but employers need to be cautious in not assigning blame on employees for the unhealthy work environment through the concept of resiliency or mindfulness. Research suggests that mindfulness interventions can have temporary impacts on well-being; however, they can become peripheral if the structural issues such as heavy workloads, understaffing, or poor leadership go unattended (Ong et al., 2024). Therefore, the practice of mindfulness should supplement rather than replace the organizational strategies in designing jobs and managing workloads.

[bookmark: _Toc683557351]3.3 Empathy and Communicating Effectively

Communicating effectively does not only refer to the transmission of information effectively but also involves understanding the ways in which a message could be construed. Through empathy, employees can discern the cues both verbal and non-verbal, adjust their communication style and communicate to the other person that they have taken his/her perspective into consideration.
There are some constraints associated with empathy. Employees may feel emotionally drained from listening to the distress of other people. Furthermore, empathy is also prone to bias as it is easy for people to connect to people who look like them.
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Workplace conflicts can occur due to competing goals, unclear roles, scarcity of resources, communication problems, and interpersonal conflicts. Emotional intelligence helps employees differentiate the problem at hand and the emotions surrounding it.
Self-awareness allows people to determine their conflict triggers. Self-regulation helps overcome impulses that could lead to blame, whereas empathy helps understand the other side’s needs. Social skills enable effective negotiation and creation of solutions that would satisfy both sides.
At the same time, emotional intelligence must not be used to avoid justified disagreements. Excessive focus on harmony will prevent people from bringing up important issues and force them into superficial agreement. Task-related conflict can help improve decisions if employees feel psychologically safe to question their colleagues' ideas. Psychological safety means that employees can ask questions and bring mistakes to attention without fear of mockery or sanctions.

[bookmark: _Toc434281913]3.5 Leadership and Psychological Safety

Leader emotional intelligence impacts how an employee will view work-related events. The way leaders will respond and decide regarding events influences the emotional state of the environment. A leader who shows emotional control in reacting to mistakes and stresses learning over blame is more likely to create an open environment than someone who blames.
According to recent studies, leader emotional intelligence has a positive effect on the performance of an employee, which might be due to the level of trust in supervisors (Lee et al., 2023). Nevertheless, emotional intelligence does not always have an ethical component. A person who can perceive emotions could use this understanding against other people.



[bookmark: _Toc1097550403]3.6 Decision-making

Emotional factors play a role in affecting attention, threat perception and judgment. Anxiety could heighten one's alertness to the danger while enthusiasm could prompt action. Through emotional intelligence, the workers would be able to take advantage of this without letting their emotions control their decisions.
It should not be forgotten that emotional intelligence cannot substitute for the information, knowledge and analysis necessary for making sound decisions. ￼
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Research using meta-analysis tends to suggest that there are positive correlations between emotional intelligence and employee performance, job satisfaction, organisational commitment and organisational citizenship behaviours (Doğru, 2022). Emotional intelligence can also be taught to individuals, but its efficacy depends on how the programme is designed and the context of the individuals (Powell et al., 2024).
However, for drawbacks should be kept in mind despite the above benefits. First, emotional intelligence theories assess various constructs. Second, self-reports might measure confidence and not the abilities of an individual. Third, correlation does not mean causation, and thus those who perform well may learn emotional skills through experience. Finally, organisational variables such as resource availability, role clarity and procedure justice might affect employee performance more than emotional skills.









[bookmark: _Toc1454597062]5. Managing Generational Diversity

A multigenerational workforce comprises workers who have grown up in various social, technological, and economic environments. Typically, generations include Generation X from around 1965 to 1980, Millennials from 1981 to 1996, and Generation Z since 1997. However, generational divisions differ from source to source and are not an exact categorization.
The study of generations could help the management analyse how the historical period influenced employees. At the same time, the generational analysis might lead to stereotyping. Diversities could be due not to generation but to age, career stage, profession, earnings, cultural environment, or personal traits. Consequently, research calls into question whether generational assumptions are well-grounded enough (Rudolph, Rauvola and Zacher, 2021). The same shift in the usage of generational terms happened at the Pew Research Center (Parker, 2023).
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Generation X workers are independent, adaptive, professional, experienced and autonomous. They started working before digital communication was prevalent but quickly adjusted to changing technologies in the workplace. They may appreciate competence, stability, balance between work and personal life and the opportunity to get things done without being excessively controlled.
In terms of communication, some Generation X workers may opt for direct and straightforward conversation, either via email or face-to-face. They may not be interested in continuous digital communication that distracts from concentration on work. Nevertheless, people’s skills regarding technology use are rather diverse, and it is not appropriate to call Generation X non-tech-savvy.






[bookmark: _Toc1324997387]7. Generation Y: Millennials

Generation Y entered the workforce during the period of rapid growth of the Internet, social media, and mobile technology. They are often characterized as generation that loves teamwork, feedback, career growth, meaningful work, and work-life balance. Unlike other generations of their age, Millennials are usually more educated than previous generations (Pew Research Center, 2019).
Employers can keep Millennials in the company by offering development, meaningful goals, flexibility, and transparent criteria for promotion. However, such opportunities must be available to all age groups rather than just targeting young people.
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Generation Z is one of the youngest generations working currently. Most of this generation have been raised using smartphones, social networking sites, cloud computing, and instant access to information. They might, thus, be used to digital efficiency, communication speed, and learning tools.
Management can help Generation Z through onboarding, setting expectations, mentoring, continuous feedback, and creating a psychologically safe environment. Young professionals in their early careers tend not to ask questions due to the fear of being perceived as incompetent. Managers should normalize learning and give feedback without humiliation.
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The generational diversity within organisations can make for increased organisational effectiveness because of the combination of experience and knowledge, different perspectives, and technological expertise. Intergenerational teams might be able to detect more potential problems and solutions than other teams. Senior staff can help transfer the institutional knowledge, and junior staff can bring the latest technological expertise.
It is therefore up to managers to concentrate on individual skills and proof. The age diversity can lead to organisational advantages when the team culture is positive, and the knowledge transfer processes are effective.
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[bookmark: _Toc1893959986]10.1 Inclusive recruitment

Recruitment using emotionally intelligence must first involve being aware of any stereotypical assumptions about age. Terms like "digital native," "young and energetic" or "mature candidate" must not be used in the process since they are likely to turn away applicants and do not reflect competencies .
Selection must be made according to knowledge, skills and behaviour related to the job. Structured interview, rating and work samples can help eliminate subjective assessment. Fairness of the process is defined by respectful interpersonal treatment, opportunities for demonstrating competency and explanation of the process itself (CIPD, 2023).
Recruiters must have enough emotional intelligence to know that candidates from different career stages will demonstrate their competency in different ways. The Gen Z applicant may refer to university experience or internship whereas the Gen X applicant will refer to extensive experience.

[bookmark: _Toc1635082808]10.2 Personalized communication and management

The emotionally intelligent manager will talk to the employee regarding his preferred method of communication rather than making assumptions based on the age of the individual. Information that is important must be communicated via various forms, such as meetings, written reports, and even the internet.
Feedback must also be tailored depending on the employee. Some individuals may need coaching immediately while others prefer periodic feedback.
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Mentorship can serve as an effective tool for transferring knowledge from more experienced employees to less experienced ones. Reverse mentorship can enable younger employees to impart their knowledge about new technological tools and social phenomena. Reverse mentoring must not be seen as all young people being tech-savvy.
Mindfulness plays its part by encouraging one to be inquisitive rather than judging. Mindfulness encourages one to recognize their stereotyping and focus on what the person does.




10.4 Motivation, development and retention

One motivation scheme will not work for everyone. It is advisable for management to present an overall value proposition to its employees through fair compensation, recognition, flexibility, development, wellness and engaging work.
The career conversation needs to be tailor-made. The Gen X employees might want to lead or grow as specialists or flexibly. The millennials may require advancement and portable development. The Gen Z employees might need structured early career assistance. This should be considered instead of assumed.
Managers with emotionally intelligent skills will be able to tell when an employee is disengaging from work through communication, behaviour and participation patterns.













[bookmark: _Toc1261079594]11. Recommendations
Emotional intelligence and mindfulness should be introduced into the organisational development process as a whole and not separately as training sessions.
First, the process of leadership development should incorporate self-awareness, emotional regulation, active listening, conflict resolution, psychological safety and inclusive decision making. The managers should be coached and get feedback on their behaviour and not only theoretical learning.
Secondly, the organisation should provide short-term mindfulness practices like pre-meeting mindfulness pauses, mindful listening exercises and stress-management courses. They should be evaluated through employees' feedback, well-being metrics and behaviour.
Thirdly, selection procedures should follow structured and job-related approaches. Emotional intelligence can be evaluated using behavioural questions and real-life situations; however, the decisions should not be made solely based on one personality/EI test.
Fourthly, managers should not base their employment decisions on stereotypical information about the generation of the candidate. The preferences of each employee should be established individually through conversations and engagement surveys.
Fifth, the organisation should establish mentoring, reverse-mentoring and mixed-generation project arrangements. These programs should acknowledge mutual skills and encourage knowledge exchange between both generations.
Lastly, any program that focuses on mindfulness and emotional intelligence should be supplemented by the improvement of work-life balance, role clarity, equity and voice of the employees. Individual coping techniques cannot make up for damaging organisational climate.







[bookmark: _Toc521336514]12. Conclusion

Emotional intelligence may contribute to employee efficiency, teamwork and well-being because of its ability to help employees to become aware of their emotions, regulate their responses, communicate empathically and navigate interpersonal relationships in the workplace. The Goleman model offers useful behavioural competencies, while the models of Mayer and Salovey and Bar-On focus more on abilities.
Mindfulness training increases emotional intelligence by promoting present-centeredness and providing time for emotional and behavioural responses. Mindfulness helps to decrease stress and pay more attention to things, but it cannot be seen as an answer to too much workload, poor management or lack of resources.
Diversity in terms of generation brings a lot of organizational advantages due to combining experience with new points of view and skills related to different technologies. However, Generations X, Y and Z do not include homogeneous representatives. Managers using the concept of generational diversity risk to stereotype their employees and make inappropriate decisions.
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