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[bookmark: _Toc233976488]Introduction 
In contemporary organisational settings, psychological and behavioural skills are influential factors for employee performance and teamworking rather than technical skills. Emotional intelligence (EI) is one of the most important competencies that influences individual experience, understanding and response to emotions, impacting communication, collaboration and wellbeing (Fletcher et al., 2024). Mindfulness has become a rising interest as an additional approach to strengthen emotional control and concentration in challenging working situations. These aspects are relevant for the contemporary working settings, characterised by diversity, changes and a high level of interpersonal interaction. Emotional intelligence extends beyond social skills into domains such as organisational outcomes, effective leadership, conflict resolution and quality decision making. 
Different theories indeed give contradictory perspectives on how EI works, ranging from the competency perspective (Goleman), the ability perspective (Mayer and Salovey) and the emotional-social intelligence model (Bar-On). These models include cognitive and behavioural aspects of emotion functioning and offer key insights for employee development for organisational behaviour. This report critically appraises the implementation of EI and mindfulness in the workplace to explore benefit towards well-being, cooperation and performance. The report also explores the relation of the ideas to inclusive leadership practice, especially in multi-generational workforces where variations in values, modes of communication and motivation persist.
[bookmark: _Toc233976489]Task 1: Emotional Intelligence in the Workplace 
[bookmark: _Toc233976490]Conceptualising emotional intelligence in organisations 
The construct of EI has emerged as a key concept to function effectively in present organisational situations where interpersonal interaction and collaboration are primary factors. EI goes beyond traditional cognitive intelligence that also focuses on perceived ability to manage and interpret for controlling emotional stress (Zhang, 2025). At the workplace, the ability can influence employee reaction to stress, interpersonal dynamics and behaviour in changing social situations. Emotional intelligence offers a model to understand the fluctuation in performance, quality of teamwork and employee wellbeing as organisations are becoming more diverse and complex in the competitive era. According to Singh et al. (2022), EI is an internally complex phenomenon that has been differently understood in the main conceptual models. In the context of workplaces, EI reflects the value of capability in helping conceptualise psychological transactions in the workplace. 
Employees with high EI tend to have better control of their emotions in contradictory situations, with a more positive approach to communicating and being empathetic in team-oriented work. The conflict resolution ability can help build trust between individuals and create more effective working relationships for a cohesive and unified working setting (Adham, 2023). However, the application in the context of different models introduces certain challenges due to different definitions and measurements of the concept. For example, certain concepts focus on EI as acquired skills, while others consider EI as a form of intelligence, where they are responsible for the ongoing discussion on the limits of the theoretical and the practical dimensions. Despite these differences, EI is considered a useful measure of job success in organisations where adaptation to a changing environment, confidence in response to stress and continuous interaction are critical job factors.
[bookmark: _Toc233976491]Goleman’s emotional intelligence framework 
EI is considered a collection of the behavioural skills that influence the individualistic behaviour in their interactions with others and their emotion management in social or organisational settings. According to Antonopoulou (2024), Goleman's emotional intelligence model emphasises five components: self-awareness, self-regulation, motivation, empathy, and social skills. The model focuses beyond the psychological setting and establishes emotional intelligence as a practical organisational competence which can be learned, experienced and practised through leadership. The emotional intelligence model is commonly employed in the workplace to describe differences in employee behaviour, effectiveness at communication and leadership, particularly in interpersonal coordinating tasks with a high need for employee coordination.
For organisations, the framework offers a definite connection between emotional competencies and workplace results. Self-awareness helps the employee become aware of the emotional signals and possess behavioural patterns (Antonopoulou, 2024). On the other hand, self-regulation allows individuals to respond correctly as professionalism is expected, while motivation promotes goal-oriented behaviour and resilience, particularly in stressful situations. Empathy helps build interpersonal understanding and better teamwork that mitigates conflict escalation, where social skills allow for communication and relationship building with various teams. However, the model has been criticised due to the lack of transparency of the conceptual boundaries for personality traits (Antonopoulou, 2023). On the other hand, the theory is used for leadership development and organisational training that is significant where EI is translated into observable behaviours in the workplace, collectively contributing to improved collaboration, productivity and employee wellbeing.
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Figure 1: Conception of the abilities of emotional intelligence
(Source: Mayer et al., 2024)
According to the perspective of cognitive psychology, EI refers to the mental capacity associated with processing or reasoning with emotional information. Mayer et al. (2024) defined that Mayer and Salovey's ability model defines emotional intelligence as a set of cognitive competencies that contain four main components. The four factors are perceiving emotions accurately, using emotions to facilitate thinking, understanding emotional meaning and managing emotions effectively. By contrast to the behavioural models, Mayer and Salovey's ability framework consider EI to be a measurable capability of intelligence beyond a personality or behaviour trait. The model positions emotional intelligence as a competency-based capability like cognitive intelligence.
The model is a systematic formulation of understanding about the responsiveness of people, utilising emotional information as a strategy in decision-making and interpersonal relations in a workplace environment. Capturing emotions accurately can help employees catch verbal and non-verbal messages correctly and help boost communication accuracy. EI use increases creativity and problem-solving and involves incorporating emotions into mental tasks (Dasgupta, 2023). The ability to manage emotions helps to gain insight into the relationships and possible conflicts in the workplace and to manage emotions appropriately in high-stress or sensitive situations. Although theoretically the model is strong and accepted as being empirically based, it has received criticism for using psychometric testing and focusing on the assessment of ability without guiding behaviour. The model also has limited application in organisational settings. However, it is very useful in academic research where the EI can be considered as a cognitive process that affects behaviour in the working environment.
[bookmark: _Toc233976493]Bar-On Emotional-Social Intelligence Model 
Emotional intelligence is a larger system of emotional and social abilities that impacts a person's abilities based on environmental requirements and interpersonal relationships. According to Tek Sevindik and Mansuroğlu (2025), the Bar-On emotional-social intelligence model defines that EI consists of emotional and social capacities, skills and facilitators. These factors can be observed to measure the ability to understand and express feelings related to others and manage oneself. This model presents EI beyond cognition into the dimensions of emotional well-being and relationships with others in a single model that can be considered to observe an individual's behaviour within organisations.
The model is designed for workplace application and has key dimensions of intrapersonal skills, interpersonal skills, stress management, adaptability, and general mood. Interpersonal skills help to develop self-awareness, express emotions, and build relationships and effective teamwork (Kakarla, 2025). By contrast, stress management helps to build the resilience that is helpful in challenging work settings, and the ability to adapt builds the ability to respond and promotes positivity and motivation in the workplace. This perspective is especially relevant to organisational development and human resource practices towards employee wellbeing and engagement. However, the framework overlaps with personality traits and psychological health while compromising conceptually. Due to this constraint, the utility of its relevance to the workplace wellbeing and employee performance is practical, providing organisations with a whole systems approach to increasing social effectiveness, resilience and organisational functioning.
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Figure 2: Elements of EI
(Source: Singh et al., 2024)
EI helps in communication by accurately using emotional signals and listening to reduce miscommunication during collaboration. For conflict resolution, EI helps an individual to manage their emotions and empathise with others, supporting them to reduce tension and direct discussions towards productive results. Singh et al. (2024) highlighted that emotional intelligence also plays a significant role in leadership effectiveness, with emotionally intelligent individuals better supported to foster trust, inspire their team and promote a safe emotional setting. For making decisions, being aware of feelings and emotions can lead to a more rational and reasonable analysis of human factors to minimise impulsive or biased decision-making. For instance, in the NHS (UK), emotionally intelligent leadership has played a pivotal role in handling high-pressure healthcare settings by supporting others (NHS, 2026). Managers who have empathy and emotional regulation are better able to foster resilience within the team and enhance patient-care coordination in their facilities, especially during stressful scenarios such as staff shortages and an increase in demand for services.
In the business era, EI also reinforces the culture and the motivation of the team applied throughout the organisation.  For example, at Tesco (UK), leadership development programmes have concentrated more on developing EQ abilities of managers to better communicate with frontline staff, especially when working in the stressful environment of a retail outlet (Tesco PLC, 2023). This ability has also helped them to manage conflicts successfully and build more team collaboration when they encounter stress, such as in peak trading periods. Similarly, EI helps to optimise the decision-making process as managers account for the employee's emotions as well as perform business operations, promoting more balanced and sustainable results. Thus, the systematic alignment of EI is a strategic ability that helps to boost the quality of communication, increase leadership's credibility, better manage conflict and make wiser decisions in complex work situations.
Employees with efficient EI can lead to better relationships with others in the workplace and better workplace results as they understand and regulate their own emotions. By understanding the human element, individuals can then communicate better necessary messages and have fewer misunderstandings within a team. These reactions and empathies work to defuse conflicts and start a discussion when warranted. Managers who develop trust and create a sense of psychological safety enhance their leadership effectiveness, as this boosts employee engagement.  For instance, the BBC workflow focuses on innovation and understanding to enable working in teams in addition to recognising talents (Jones and Jones, 025). A similar situation was observed within the NHS team environments, where coordinated responses under pressure were required in terms of emotional awareness. Hence, these factors can increase efficiency and job security in the workplace on a general scale.
[bookmark: _Toc233976495]Task 2: Managing a Multigenerational Workforce 
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Generation X: The group tended to have developed their career in times of organisational crisis and economic instability, which reflects a pragmatic, self-reliant and independent approach. Generation X is characterised by independence, stability and balancing between their work and their lives (Mahmoud et al., 2024). They tend to prefer having clear expectations, independence to complete tasks and a clear path for their career. For communication, they prefer a formal and straightforward approach rather than a digital exchange. They have moderate technological adaptability, while their interest and competence are in experience-based decision making and problem solving. In the organisational context, they play a particularly important part in the continuity of leadership and reliability of operation in the various areas of management.
Generation Y (Millennials): Exposure to dynamic work environments, globalisation and digital transformation has led Generation Y to have a highly demanding profession. Millennials can be defined by their commitment to purpose over performance, flexibility and constant feedback (Krishna and Agrawal, 2024). They tend to work in teams and prefer communication differently, such as electronically or with dialogue. They have the high level of technological fluency that is needed to follow rapidly changing systems and processes and perform well in innovation-related roles. Motivation has easily been related to personal growth, recognition and fitting in organisational values. Within their work environment, they are more likely to be creative and flexible for engaging in team-based problem-solving situations that demand a more rapid advance in their careers than previous generations.
Generation Z: Generation Z is known as the most technologically exposed generation, which is dependent on technology-supported life. Generation Z are flexible, inclusive and value engagement in their job (Sakaria, 2025). Informal methods are preferred for communicating, although formal communication is valid through digital approaches such as instant messaging. Career development opportunities, financial stability and social responsibility are demonstrated in organisational values and have a broad association with their drive. They can adjust well to new technology while tending to prefer direction and feedback. They bring new ideas, lead on innovation and have digital skills in technology-based areas.
[bookmark: _Toc233976497]Differences in work values and behavioural patterns 
The expectation differences are due to various socio-economic conditions, technological exposure and priorities for career development. Differences exist between Generation X, focusing on job stability, autonomy and structured job progression and Millennials, who are more focused on purposeful and meaningful work, flexible schedules and ongoing feedback (Mantha et al., 2024). On the other hand, Generation Z has a strong interest in inclusivity, fast development possibilities and organisational values related to social responsibility. These differences can affect their motivation as well as their perception of job satisfaction and engagement. However, behavioural patterns and their relationships with communication styles and adaptability to technology can be considered as a persistent challenge. As opined by Choudhary et al. (2024), Generation X's communication style is formal, while younger generations prefer to use digital, informal and real-time channels of communication. The differences present scope for the effectiveness of the organisation as well as challenges; misalignment of communication preferences creates misunderstandings. However, these differences can contribute to generating innovative ideas to resolve the same issue from different perspectives.
[bookmark: _Toc233976498]Impact on organisational effectiveness 
Generational gaps affect the efficiency of the organisations as the communication flow, collaboration in the workplace, and the cohesiveness of an organisation vary. Different expectations and methods of working lead to miscommunication, such as processing the feedback systems. For example, in the NHS, the older workforce (66 and over) showed consistency between resource adequacy and positive results on work-life balance (NHS Employers, 2023). On the other hand, the younger workforce (20s) showed a contrasting outlook, being less content with work-life balance and expressing dissatisfaction with stress levels and wages at work (NHS Employers, 2023). Considering the gap between multi-generational sentiment, recognition staff and emphasising a regular reward system became a necessity. However, generational diversity can boost ideas that increase experience-based judgment capability and digitally driven creativity. The combination focuses on boosting problem-solving skills and adaptability in changing business settings. Hence, organisational effectiveness relies on the integration of these generational differences within a unified system of working, valuing diversity to focus on organisational goals and performance.
[bookmark: _Toc233976499]Role of emotional intelligence in managing generational diversity 
Effective management of generational diversity is in large part dependent on the leader's EI and understanding to respond to different emotional needs, expectations and behaviours of the workforce. The link between the value and motivations of each generation and empathy and self-regulation in understanding intergenerational conflict. Social Awareness also enables managers to customise their communication style towards a clearer and more welcoming approach for diverse worker groups. For instance, at HSBC, "Generations Week" is conducted to evaluate the perspective of staff belonging to different generational groups (Terry, 2023). From the evaluation, 88% of Gen Z have responded to social input as a priority, whereas only 71% of Generation X agree with the statement (Terry, 2023). By understanding the needs of different generational staff, proactive actions can be taken to understand EI better and design workflow accordingly. 
[bookmark: _Toc233976500]Role of mindfulness in inclusive workplace management
Mindfulness plays a crucial role in ensuring effective management at the workplace, where everybody stays present and conscious. It helps managers to minimise unconscious bias by challenging them to think and not make judgments or decisions. This will result in a more respectful and just working environment in which employees of various generations will feel valued. Mindfulness also promotes active listening that will enable leaders to understand different perspectives and act in response to different needs better (Urrila and Mäkelä, 2024). Moreover, it helps in decreased stress, reactive behaviour in pressure circumstances as well as enhanced psychological security under varied workplace conditions.
[bookmark: _Toc233976501]Managerial strategies for inclusion, recruitment, and retention
Inclusion, recruitment and retention managerial strategies are mainly focused on the development of a fair and flexible workplace environment that supports generational diversity. A culture of inclusive leadership practices can make managers aware of diverse expectations of employees. Within recruitment processes, organisations are moving towards competency-based hiring, which lessens the bias and concentrates on the skills, adaptability and cultural fit. Some of the retention strategies are flexible working ways, ongoing learning, and individualised career advancements, which meet various generational needs. Moreover, employee engagement and commitment can be reinforced by encouraging open communication and enabling leadership (Atiku et al., 2024). Mentoring and reverse mentoring programmes also provide greater knowledge sharing between generations and increase collaboration and understanding. 
[bookmark: _Toc233976502]Conclusion
In modern organisations competencies like EI and mindfulness have become a key to effective working performance in the organisations. The competency model of Goleman, the ability model of Mayer and Salovey and the theory of emotional-social intelligence as proposed by Bar-On has conceptualised the EI concepts. The different models have unique methods that individuals interpret, process and handle emotions. Using these methods helps to build and grow communication, leadership skills, conflict management and decision making within organisations. Use of these emotional competencies indicates that individualistic interpersonal understanding, emotional control and adaptive behavioural responses are the primary factors to be effective in the workplace. 
Mindfulness supports the outcomes of this by increasing self-awareness, reducing impulsive actions, supporting promoted inclusive and equal decision making. These functions are particularly pertinent in handling multigenerational workforces. Due to their differing values, communications and motivators without controlled situation can help facilitate innovation or tensions at work. Furthermore, intergenerational diversity emphasises the importance of skills that lead people to lead adaptively such as awareness of emotions and inclusive management practices. These strategies help to enhance employee engagement, better retention and cohesiveness in the organisational culture. Thus, inculcation of EI and Mindfulness provides a foundation that can support organisational performance improvement in future.
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