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1. Introduction
The increasing complexity of the organisational environment of the UK has been intensified with the requirement for understanding generational diversity and emotional intelligence. As the business organisations are operating with highly competitive and multi-cultural settings, employees are respected not only for performing technical tasks. They are also looking towards strong interpersonal and self management efficiency. Emotional intelligence supports this through enabling the individuals for regulating the behaviour and managing the entire workplace relationship. As per the information having experienced both digital transformation and predigital system, they have considered the adaptability and occupy the middle and senior management role in the UK organisation. Generational diversity has also represented both challenges and opportunities to the organisation. Senior management teams have experienced integration of emotional intelligence with awareness of the generational characteristics that are important for increasing the inclusive, productive and suitable work environment. This report mainly analyzes the processes to which emotional intelligence components have been implemented in the workplace and the processes in which the generational differences are influencing management and recruitment strategies.
[bookmark: _93d4jauha051][bookmark: _Toc225597888]Part 1
[bookmark: _ohgcfzgzru0d][bookmark: _Toc225597889]1. Contextual analysis
In the contemporary organisational setting, Emotional Intelligence (EI) has been considered as the critical determinants of employee performance, workplace harmony and leadership efficiency. As per the information the ability to understand emotion of an individual is significantly limiting the efficiency of interpreting others. It is representing that the interpersonal relationship and decision making in an organisation is important to ensure a better performance. In the UK workplace where collaboration, diversity and service oriented roles are increasingly dominant. EI is playing a major role for increasing productivity, employee engagement and organisational culture (Zhang and Adegbola, 2022). EI is referring to the capacity of understanding, recognising, influencing and managing emotion of an individual to others. 90% of the top performers in the UK organisations are possessed with high emotional intelligence. Only 20% of the low performers are exhibiting similar factors with growing relevance of emotional intelligence in the professional environment. This section critically determines the processes through which their employees are utilising the emotional intelligence components in the workplace. It is supported by the implemented EI model such as Goleman’s Mixed Model and the Mayer Salovey Ability Model. 
[bookmark: _obaim9sfi78f][bookmark: _Toc225597890]2. Understanding Emotional Intelligence in the Workplace
Emotional intelligence is not considered as an innate trait but it is contemplated as the set of competencies that can be improved over time. In the current work place, emotional intelligence is influencing teamwork, communication, leadership effectiveness and conflict resolution. The chartered institute of personal and development of the UK have reported that the organisations which are prioritising emotional intelligence in training programs have experienced 23% of high employee engagement (Dwivedi, 2025) . It is decreasing workplace conflict by 30% and EI is considered as a strategic organisational asset instead of a soft skill.
[bookmark: _55tnpkp120kr][bookmark: _Toc225597891]3. Goleman’s Emotional Intelligence Model (Mixed Model)
Daniel Goleman’s model has been implemented widely throughout the organisation with 5 main components such as:
3.1 Self-Awareness
Self-awareness refers to one of the main components that represents the ability of an individual to recognise emotions and understand the processes through which they are influencing behaviour and performance.
Workplace Application:
Employees who maintain self awareness can be considered as efficient to manage reactions effectively. For example in the high pressure work environment of UK sectors such as health care, self awareness is required in the employees for better understanding about professionalism during an emotionally intense situation. 
Critical Evaluation:
At the time when shelf awareness increases personal accountability then it may be limited by unconscious bias (Prayudi and Komariyah, 2023). Employees are also misinterpreting their emotional responses that are leading to defensive behaviour and overconfidence.
3.2 Self-Regulation
Self regulation has been considered as a process of controlling impulsive behaviour and managing the emotional reactions contextually. According to information on the UK corporate environment, particularly in consultancy and finance organisations, employees are able to regulate their emotions during negotiations and client  interactions effectively. For example maintaining composure throughout the conflicts are supporting the sustainability of professional relationships (Layek and Koodamara, 2024). A study was analysed that organizations with high self regulation skills have demonstrated 40% of lesser interpersonal conflicts. As per the information the excessive self regulation may also result in the authentic expression that is potentially leading to the burnout of employees and decreased psychological well being.
3.3 Motivation
Emotionally intelligent employees are mainly motivated and committed to achieving the goal of organisation. In the UK organisation such as Unilever or Tesco plc, employees are mainly influenced by the internal motivation that tends to exceed the performance targets and it is demonstrating resilience throughout the organisational changes (McNulty and Politis, 2023). At the time when intrinsic motivation is beneficial, then it can be undermined by the external factors of organisation such as lack of recognition and poor leadership.
3.4 Empathy
Empathy is the ability to understand and share the feelings of others that is required in a diverse workplace. In the multi-cultural work force of the UK it is identified that empathy supports inclusion and decreases the discrimination. Managers who have demonstrated empathy can better analyse the morale and employee concern. According to the information, empathy leadership has increased employee retention by 25% in the UK organisations (Sharma and Tanwar, 2023). Over empathy leading to the difficulty in making objective decisions and emotional exhaustion that is particularly in the managerial roles.
3.5 Social Skills
Social skills include relationship management, communication and teamwork. In a collaborative environment such as project based organisations, strong social skills enable the employees to influence others and increase teamwork with resolving conflicts. In the UK tech firms, analyse that the EI training is increasing the cross functional collaboration particularly in the agile project teams. Social skills are developing the network and it is manipulated if not aligned with the ethical behaviour.
[bookmark: _i3087ny0z91][bookmark: _Toc225597892]4. Mayer-Salovey Ability Model of Emotional Intelligence
The Mayer-Salovey model conceptualises emotional intelligence as the cognitive ability instead of considering it as a personality trait (Mazlan and Jambulingam, 2023). It is representing 4 key abilities of the organisations such as:
4.1 Perceiving Emotions
It represents the efficiency of an organisation to recognise emotions. Employees who accurately perceive the emotion, we can respond appropriately to the clients and colleagues there are developing the service quality.
4.2 Using Emotions to Facilitate Thinking
Emotions are used for prioritizing the thinking and increasing the decision making. Creative industries have represented the process of leveraging emotional insights towards the improvement of innovative solutions in the UK.
4.3 Understanding Emotions
Understanding the emotional language and transitions of this between the emotions are important (While et al., 2022). It is supported by the employees to anticipate the reactions and manage the entire workplace dynamics efficiently.
4.4 Managing Emotions
Regulating the emotions of considered the process of influencing others positively. This model is considered as more scientific and measurable in comparison to the Goleman's model. However it is practical for the organisational training I did to mainly focus on the cognitive processes instead of considering behavioural competencies.
[bookmark: _jqmb34rbhp9w][bookmark: _Toc225597893]5. Critical Comparison of EI Models
	Aspect
	Goleman Model
	Mayer-Salovey Model

	Approach
	Competency-based
	Ability-based

	Application
	Workplace-focused
	Psychological assessment

	Strength
	Practical and easy to apply
	Scientifically robust

	Limitation
	Lacks measurement precision
	Less practical for organisations


At the time when Goleman's model is widely implemented in the UK organisations due to its applicability, then the Mayer Salovey model is providing a more rigorous theoretical foundation (Oluwafemi et al., 2025). It represents a combined approach that is recommended to the organisations for comprehensive EI development.
[bookmark: _pslptk3klhy][bookmark: _Toc225597894]6. Importance of Emotional Intelligence in UK Workplaces
6.1 Enhancing Team Performance
EI develops the collaborations and decreases the misunderstanding among the employees UK organisations have implemented an emotional intelligence framework to report team cohesion. EI is referring to the capacity of understanding, recognising, influencing and managing emotion of an individual to others.
6.2 Leadership Effectiveness
Leaders who are emotionally intelligent, can increase the engagement and trust of employees as the leaders with high EI achieve 20% higher team productivity (Huang et al., 2024).
6.3 Conflict Resolution
EI enables the employees to manage disagreements constructively and it is decreasing workplace stress.
6.4 Employee Well-being
It is identified that in UK organisations, concerns about mental health at the workplace are increased. EI support the employees in managing well being and stress.
[bookmark: _2hqn8wd5in2a][bookmark: _Toc225597895]7. Critical Challenges in Applying Emotional Intelligence
Apart from the identified advantages the emotional intelligence also have some challenges such as:
· Measurement Issues: Lack of standardised tools to assess EI accurately
· Training Limitations: EI development programmes may not produce immediate results (Budler et al., 2022)
· Cultural Differences: Emotional expression varies across cultures in UK workplaces
· Overemphasis Risk: Excessive focus on EI may overlook technical competencies
[bookmark: _nwr3u3727khu][bookmark: _Toc225597896]Summary
Emotional intelligence is playing a major role for changing organisational success and employee behaviour. Through models such as Mayer Salovey model and Goleman's model it was identified that the emotional and intelligence are increased interpersonal relationship, self management and workplace performance. However its implementation must be balanced within the cultural diversity, organisational context and measurable outcomes for increasing efficiency. The chartered institute of personal and development of the UK is found to be reported that the companies which are considering the EI in training process have experienced growth of 23% in high employee engagement
[bookmark: _q91wbn6h7w0n][bookmark: _Toc225597897]Part 2
[bookmark: _f7ie8tow88kc][bookmark: _Toc225597898]1. Generational Diversity and Workplace Implications
In the contemporary UK labour market the generational diversity has been identified for defining the features of organisational dynamics. It requires the managers to implement the recruitment and management practices. As per the information the Generation X, Millennials (Generation Y) and the Generation Z is forming the majority of the workforce and the differences in the values with expectations and the behavioural pattern (Ramírez-Herrero et al., 2024). These factors are influencing the workplace efficiency. According to the UK business environment it was identified that Gen Y and Z together account for 60% of the workplace. It represents a change towards the digitally driven and flexible employment preferences.
Gen X employees are typically born between 1965 to 1980 so that they are characterized by resilience, independence and strong preferences for job stability. As per the information having experienced both digital transformation and predigital system, they have considered the adaptability and occupy the middle and senior management role in the UK organisation. Apart from that the Millennials or Gen Y born within, 1981 to 1996 which are highly collaborative and technologically proficient with career progression targets. As per the information 49% of Gen Y is considered for leaving their organisation within 2 years if their work is representing the lack of purpose and highlighting their efficiency on maintaining personal fulfillment and organisational value (Moore et al., 2024). Gen Z born after 1997 has been considered as digital natives who are breaking advanced technological capabilities with entrepreneurial thinking and strong targets of diversity, inclusion and the mental well being. This generation’s employees are approximately 30% who prefer to prioritise well being initiated at the time of selecting employment. 
These generation differences are creating challenges and opportunities for the managers. At the time when diversity increases innovation, better problem solving then it also introduces potential for miscommunication. Apart from that is also considered as potential for conflict and varying expectations about the organisational culture and leadership.
[bookmark: _qkvsvsfklmcf][bookmark: _Toc225597899]2. Key Characteristics Influencing Recruitment and Management
One of the most important areas that has been identified in generational differences is emerging with communication style. Generation X tend to prefer the formal communication process to such as the structured meeting and email. That is representing traditional workplace norms and its acceptance of a generation. Generation Y always value collaborative communication and the frequent feedback as they are favoring the digital tools that are ensuring real time interaction. Generation Z is representing the intensification of preferring instant communication platforms and Technology implementation (Moore et al., 2024). This divergence always requires managers to implement flexible communication strategies. It can ensure clarity and inclusivity in all the groups. In any case if it fails to do so then it is leading to misunderstandings and decreased employee engagement. 
Motivation and work expectations also depend on the generations. Gen X is primarily found to be motivated by financial stability, job security and the clear separation between personal life and work. Gen Y have represented a different viewpoint as they are looking for the career development personalities and their recognitions with the purpose of work. It is identified that the UK organisations such as Unilever have analyzed the substantiality and the social impact of their employer branding (Ertiö et al., 2024). It has been affecting the young talents of the organisation and it ensures better development of the business process. Gen Z extended the expectations as they are prioritising the innovation, flexibility and ethical organisational practices. As per the information 85% of employees belong to this generation and expect employees to provide the advanced technological tools with the modern working environment (Warrier et al., 2024). Flexibility and work life balance matters as it is a central concern that is particular in the post pandemic.  It represents a change towards the digitally driven and flexible employment preferences. Gen X values the clear boundary between the personal life and professional life where Gen Y and Z are picking flexible working arrangements or remote working options. UK organisations are ensuring a hybrid working model for the purpose of meeting their expectations. These changes have represented the challenges in managing performance monitoring process, productivity and organisational cohesion.
The growing importance of diversity, inclusion and value of organisations are particularly identified over the younger generations. Gen Y and Gen Z have placed significant emphasis on ethical practices and sustainability with inclusive workplace culture. According to the information, 70% of the employees belonging to this generation are considered as efficient in implementing policies and considering diversity in the job opportunities (Kukah et al., 2022). In order to summarise the generational difference the following table is providing the comparative overview.
	Factor
	Generation X
	Millennials (Gen Y)
	Generation Z

	Communication
	Formal, structured
	Collaborative, feedback-oriented
	Instant, digital-first

	Motivation
	Stability, security
	Growth, purpose
	Flexibility, innovation

	Technology
	Adapted to digital
	Highly comfortable
	Digital natives

	Work Preferences
	Work-life separation
	Flexible work
	Hybrid, well-being focused

	Learning Style
	Structured training
	Continuous learning
	Microlearning, digital


[bookmark: _tuhjybwqgtkt][bookmark: _Toc225597900]3. Critical Evaluation and Managerial Implications
According to the available information the generational framework is providing valuable insights as their applications in the context of organisation must be applied with caution. One of the main limitations that has been identified is the risk of stereotyping. It is representing that the individuals have been categorized as per the age instead of the personal characteristics and skills. It is leading to biased decision making for the purpose of performance management and recruitment process (Winardi et al., 2022). These changes have reflected the problems in managing the performance monitoring process with the productivity and organisational cohesion. Apart from that not all the employees are conforming to generational norms as the factors like cultural background, education and the organisational environment is also playing a major role for including behaviour. 
Another challenge has been identified in balancing diverse expectations without compromising the performance of the organisation. For example it is identified that flexible working arrangements are developing employee satisfaction. It is decreasing the team cohesion and complicating the performance monitoring process is not managed efficiently. The demand for purpose driven work and the inclusivity must be aligned with the business objectives for ensuring sustainability (Winardi et al., 2022). Apart from this challenge the generational diversity also provides strategic advantages to the UK companies. At the time when the generational differences are managed properly then it ensures the growth of innovation, creativity and knowledge sharing in the organisation (Iis et al., 2022). Cross generational collaboration such as mentoring programs enables the experienced employees from Gen X to transfer the knowledge to the younger employees.

[bookmark: _bjaraes0v46u][bookmark: _Toc225597901]Conclusion
This analysis has shown that emotional intelligence is an important factor to represent the capability for increasing teamwork, employee performance and leadership efficiency in the UK. Mayer Salovey model and Goleman's model has been implemented in this analysis for providing both theoretical and practical information into emotional intelligence. According to the available information it could be stated that the organizations which are prioritizing EI have benefited from the decreased conflict, improved engagement and the higher productivity. For example, 23% growth has been identified in the employee engagement in the organisation that is integrating emotional intelligence in the leadership development and training process of the company. 
In addition to that, generational diversity is also considered as a defining feature for the modern work force. Gen X is contributing to stability and experience and Gen Y is always looking for purpose oriented activities and collaboration. Gen Z is always looking for a strong focus of inclusivity and well being and digital innovation. However the communication style and work expectations are creating the managerial challenges if it is not properly maintained. Over-dependency on emotional intelligence without measurable outcomes or excessive dependency on generational time is also leading to ineffective decision making.
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In order to increase the organisational efficiency, some studies have been recommended to the UK organisation to ensure emotional intelligence.
	Area
	Recommendation
	Rationale (UK Context)

	Emotional Intelligence Development
	Implement structured EI training programmes focusing on self-awareness, empathy, and communication
	Organisations investing in EI training report higher engagement and reduced workplace conflict (CIPD, 2023)

	Recruitment Strategy
	Use targeted employer branding that reflects flexibility, purpose, and inclusivity
	Deloitte (2024) highlights that 49% of Millennials prioritise purpose-driven work

	Flexible Work Policies
	Expand hybrid and flexible working models
	Post-pandemic UK workforce trends show increased demand for flexibility, especially among Gen Z

	Technology Integration
	Invest in advanced digital tools and platforms
	85% of Gen Z expect modern digital infrastructure (PwC UK, 2023)

	Inclusive Leadership
	Promote diversity and inclusion through leadership training
	Over 70% of Gen Z consider diversity policies when choosing employers (CIPD, 2023)

	Cross-Generational Collaboration
	Introduce mentoring programmes between Gen X, Y, and Z
	Enhances knowledge sharing and reduces generational conflict


Please recommend a balanced approach that is combining generational awareness and emotional intelligence development for improving both organisational performance and employee satisfaction.
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