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Task 1
Introduction: (EI) Emotional intelligence:
Recognise our own feelings and those of others, motivate ourselves and in our relationship according to (Goleman 1998)
 Since its emergence in psychological literature, EI has become an important concept in organisational behaviour because it is link with develop leadership, teamwork, employee engagement, and workplace welfare. However, despite its positivity researchers continue to debate its description, computation, and prognostic value. This discussion critically evaluates how employees can use the core components of emotional intelligence to improve workplace activity, collaboration, and well-being, drawing upon key emotional intelligence models including Mayer and Salovey's Ability Model, Goleman's Mixed Model, and Bar-On's Trait Model.
Understanding emotional intelligence:
The concept of emotional intelligence has created a broad interest both in the (Goleman 1995) and scientific field (Mayer and Salovey 1990 and 1997) overshadowing other less spectacular classical psychological concept such as personality or even a concept having bad press as IQ (Grewald and Salovey 2005, Sternberg 2002)
Goleman (1995; 1998) expanded the concept by proposing a workplace-focused model consisting of five key competencies:
Self-regulation: (managing emotion appropriately, trustworthiness and integrity and adaptability). 
Self-awareness: (recognising one’s emotion and their effect, accurate self-assessment, self-confidence) 
Motivation (passion for work beyond money and status, have initiative and show optimism, and keep commitment)
Empathy (understanding other emotions, developing others, political and cultural awareness)
Social skill (building rapport and managing relationship, manage conflict)
 Bar-On (1997) developed another influential model, describing EI as a collection of emotional and social competencies that determine how effectively individuals understand themselves, relate to others, and cope with environmental demands.
Although these models differ in their conceptualisation of EI, they collectively suggest that emotional competencies contribute to workplace effectiveness. Critics argue, however, that mixed models incorporate personality traits alongside emotional abilities, making EI difficult to distinguish from established personality constructs such as conscientiousness and emotional stability.
Self-Awareness and Workplace Performance
Self-awareness is the ability to recognise one's emotions, strengths, weaknesses, and behavioural patterns. According to Goleman (1998), it forms the foundation of emotional intelligence because individuals cannot regulate emotions they fail to recognise.
Employees with high self-awareness are better able to identify emotional triggers before making decisions. For example, an employee who recognises increasing frustration during a demanding project may consciously avoid responding impulsively to colleagues, resulting in better judgement and fewer workplace conflicts.
Self-awareness also promotes continuous professional development. Employees who accurately evaluate their strengths and limitations are more likely to seek training, request feedback, and improve performance over time.
However, excessive self-awareness can become counterproductive if individuals become overly self-critical or anxious about their emotions. Furthermore, self-awareness alone does not guarantee behavioural change without accompanying self-regulation.
Self-Regulation and Workplace Performance
Self-regulation refers to controlling emotional reactions appropriately rather than suppressing emotions entirely. Employees who regulate emotions effectively remain calm under pressure, adapt to organisational change, and respond constructively to setbacks.
In high-pressure environments, emotionally regulated employees are less likely to engage in counterproductive workplace behaviours such as aggression, absenteeism, or emotional outbursts. During organisational restructuring, for instance, employees who regulate anxiety are better positioned to focus on solutions instead of spreading negativity.
Mayer and Salovey's Ability Model support this perspective by suggesting that managing emotions enhances cognitive processing and decision-making.
Nevertheless, critics argue that encouraging emotional regulation may unintentionally promote "emotional labour," where employees continuously suppress genuine feelings to meet organisational expectations. Over time, this may contribute to emotional exhaustion and burnout, particularly within customer-facing professions.
Motivation and Improving Performance:
Intrinsic motivation is another important element of Goleman's model. Emotionally intelligent employees demonstrate resilience, optimism, and commitment even when faced with obstacles.
Employees who are internally motivated generally require less external supervision because they pursue personal achievement and continuous improvement. They are also more likely to embrace innovation, learn new skills, and persist through organisational challenges.
Research frequently links emotionally intelligent employees with increased productivity and job satisfaction because they are better equipped to maintain motivation despite temporary setbacks.
However, motivation is influenced by many external variables including leadership quality, organisational culture, financial rewards, and workload. Consequently, emotional intelligence alone cannot fully explain employee performance.
Empathy and Workplace Collaboration
Empathy involves understanding the emotions, perspectives, and needs of others. Within organisations, empathy contributes significantly to effective communication, teamwork, customer service, and conflict management.
Employees who demonstrate empathy actively listen to colleagues, appreciate diverse viewpoints, and respond sensitively during disagreements. This creates psychologically safe working environments where individuals feel respected and valued.
It helps to appreciate cultural differences and avoid misunderstandings.
Bar-On's model highlights interpersonal relationships as a central component of emotional competence, suggesting that successful collaboration depends heavily upon empathy and emotional understanding.
Despite these benefits, empathy also has limitations. Excessive empathy may impair objectivity, making managers reluctant to make difficult decisions such as disciplinary action or redundancy. Therefore, empathy must be balanced with rational judgement and organisational requirements.
Social Skills and Effective Teamwork
Social skills represent the practical application of emotional intelligence through communication, relationship management, influence, and conflict resolution.
Employees with strong social skills collaborate more effectively because they communicate clearly, negotiate constructively, and build trust across teams. Such employees often contribute positively to organisational culture by encouraging cooperation and reducing interpersonal conflict.
In project teams, emotionally intelligent individuals frequently facilitate collaboration by resolving misunderstandings before they escalate. Their ability to manage relationships also enhances knowledge sharing and innovation.
Nevertheless, critics note that employee with advanced social skills may manipulate the situation for his personal gain as emotional intelligence is ethically neutral and depends upon individual intentions.
Emotional Intelligence and Employee Well-Being
Employees with high emotional intelligence generally recognise signs of stress earlier, seek support when needed, and adopt healthier coping strategies. They often maintain stronger workplace relationships, experience greater resilience, and demonstrate higher job satisfaction.
Emotionally intelligent teams can also foster supportive workplace cultures characterised by trust, openness, and psychological safety. Such environments are associated with reduced absenteeism, improved engagement, and lower staff turnover.
However, emotional intelligence cannot eliminate workplace stress arising from excessive workloads, poor leadership, inadequate resources, or organisational injustice. Structural organisational factors remain significant determinants of employee well-being.
Critical Evaluation of Emotional Intelligence Models
Each emotional intelligence model contributes valuable insights but also presents limitations.
The Ability Model by Mayer and Salovey benefits from its clear psychological foundation and measurable cognitive approach. However, critics argue that emotional abilities are difficult to assess objectively and may not always predict workplace performance.
Goleman's Mixed Model has achieved widespread acceptance within organisations because it directly links emotional competencies with leadership effectiveness and workplace success. Nevertheless, academics criticise the model for combining personality traits, motivation, and emotional competencies, reducing conceptual clarity.
Similarly, Bar-On's Trait Model provides a comprehensive framework for understanding emotional and social functioning but overlaps considerably with existing personality theories, raising questions regarding whether emotional intelligence represents a distinct construct.
Furthermore, empirical research demonstrates only moderate relationships between emotional intelligence and workplace performance. Many other factors—including technical competence, organisational culture, leadership style, cognitive intelligence, and employee experience—also influence organisational outcomes.
Therefore, emotional intelligence should be viewed as an important complementary capability rather than a standalone predictor of workplace success.
Conclusion
Emotional intelligence plays a valuable role in enhancing employee performance, collaboration, and well-being through self-awareness, self-regulation, motivation, empathy, and social skills. Employees who apply these competencies often demonstrate stronger communication, improved decision-making, greater resilience, and healthier workplace relationships. However, emotional intelligence should not be regarded as a universal solution to organisational challenges. Conceptual disagreements between major models and concerns regarding measurement, overlap with personality, and inconsistent predictive validity highlight the need for cautious interpretation. Overall, emotional intelligence is most effective when combined with technical competence, supportive leadership, and positive organisational culture, enabling employees to achieve sustainable individual and organisational success.
Task 2
Managing multigenerational workforce: 
Generation X generally consist of individuals born between 1965 and 1980 (Dimock, 2019). Positioned between the Baby Boomer generation and Millennials, Generation X has experienced great deal of economic, technological, and organisational transformation throughout their working lives. They entered the labour market during periods of corporate restructuring, economic recession, increasing globalisation, and the rapid adoption of information technology. These experiences have influenced their workplace values, leading many researchers to characterise Generation X employees as independent, adaptable, pragmatic, and committed to achieving a balance between professional and personal responsibilities (Kupper Schmidt, 2000; Lyons and Kuron, 2014).
Distinct Characteristics of Generation X
Generation X were raised during a period of increasing dual-income households and changing family structures, encouraging self-reliance and personal responsibility from an early age (Kupper Schmidt, 2000). Consequently, Generation X employees generally prefer autonomy in the workplace and demonstrate confidence when working independently or solving complex problems without excessive managerial supervision.
This generation experienced paper base culture to digitalisation with adaptability, develop strong technological capabilities while maintaining valuable organisational knowledge acqui through extensive professional experience. As a result, they frequently occupy middle and senior management positions where they bridge the expectations of older and younger employees. Another characteristic result-oriented approach to work.
Workplace Expectations
Generation X employees typically expect autonomy and empowerment in performing their roles. They are generally motivated by managers who delegate responsibility, encourage independent decision-making, and evaluate performance based on results rather than continuous supervision. Micromanagement is often viewed negatively because it limits professional discretion and reduces opportunities for innovation.
Work-life balance represents another significant expectation. Having observed the long working hours and organisational loyalty associated with many Baby Boomers, Generation X often seeks greater flexibility in balancing career progression with family responsibilities and personal well-being (Lyons and Kuron, 2014). 
Career development also remains a key priority. Although Generation X is often perceived as organisationally loyal, employees within this generation expect employers to invest in continuous professional development through leadership training, mentoring, and opportunities to acquire new skills. Generation X values transparent and honest leadership. Leadership styles characterised by empowerment and mutual respect are therefore more effective than highly hierarchical or authoritarian approaches.
Contribution to Organisational Performance
Generation X contributes significantly to organisational performance through its combination of experience, adaptability, and practical problem-solving ability. Many individuals from this generation currently occupy leadership and management positions, allowing organisations to benefit from their strategic thinking and organisational knowledge.
Their experience of managing organisational change also enhances performance. Having navigated economic recessions, technological disruption, and evolving business models throughout their careers, Generation X employees often demonstrate resilience during periods of uncertainty. This resilience enables organisations to maintain operational stability while implementing innovation and organisational transformation. Moreover, Generation X employees frequently demonstrate high levels of accountability and professional responsibility. 
Generation X and Workplace Collaboration
Generation X plays an important role in fostering collaboration within multigenerational organisations. Having worked alongside Baby Boomers, Millennials, and increasingly Generation Z, many Generation X employees have developed the flexibility required to adapt their communication styles to different workplace contexts.
Their practical experience often positions them as role model who transfer organisational knowledge to younger employees while continuously adopting innovative technological practices introduced by younger generations. This mutual learning enhances organisational capability and strengthens collaboration across age group.
Critical Evaluation
Although research identifies several common characteristics associated with Generation X, the usefulness of generational theory remains contested. Costanza et al. (2012) conducted a meta-analysis and concluded that differences in work attitudes between generations are relatively small and often lack practical significance. Similarly, Rudolph et al. (2021) argue that generational labels frequently oversimplify employee behaviour by overlooking the influence of personality, career stage, organisational culture, education, and socio-economic conditions.
Furthermore, many workplace preferences commonly attributed to Generation X—such as flexibility, autonomy, and work-life balance—are increasingly shared across all generations following technological advancements and changing organisational practices. Consequently, managers should avoid relying on generational stereotypes when designing human resource policies or making employment decisions.
Instead, organisations should adopt inclusive people management strategies that recognise individual differences while acknowledging that some generational trends may provide useful insights into employee expectations. Flexible working arrangements, leadership development, continuous learning, and employee well-being initiatives benefit workers across all age groups rather than Generation X alone.
Conclusion
Generation X represents an experienced, adaptable, and resilient segment of the workforce that makes a significant contribution to organisational performance, collaboration, and leadership. Their preference for autonomy, accountability, work-life balance, and continuous professional development reflects the economic and technological changes experienced throughout their careers. These characteristics enable Generation X employees to provide organisational stability while supporting innovation and mentoring younger colleagues. Nevertheless, evidence suggests that generational differences should be interpreted cautiously, as individual characteristics and organisational context often exert greater influence on workplace behaviour than age-based classifications. 
Generation Y (Millennials) in the Workplace
Generation Y, commonly referred to as Millennials, includes individuals born approximately between 1981 and 1996 (Dimock, 2019). As the first generation to mature alongside widespread internet adoption, Millennials have experienced significant technological innovation, globalisation, and economic uncertainty, including the 2008 global financial crisis. These experiences have shaped their workplace values, making them more likely to prioritise flexibility, meaningful work, career development, and technological integration than previous generations (Twenge, Campbell and Freeman, 2012).
Distinct Characteristics of Generation Y
Millennials are frequently characterised as technologically proficient, collaborative, and highly adaptable. Having grown up during the rapid expansion of digital communication, they are generally comfortable using technology to support communication, learning, and problem-solving. This digital competence has enabled many organisations to accelerate innovation and improve organisational efficiency through the adoption of new technologies.
Another defining characteristic is Millennials' preference for continuous learning and career development. Unlike previous generations, they often seek regular feedback, mentoring, and opportunities to develop new competencies rather than relying solely on long-term organisational loyalty (Ng, Schweitzer and Lyons, 2010). Professional growth and employability are therefore significant sources of motivation.
Millennials are also widely recognised for placing considerable importance on purpose-driven work. Research suggests they are more likely to seek employment within organisations whose values align with their own, particularly regarding sustainability, diversity, ethical leadership, and corporate social responsibility (Deloitte, 2024). 
Workplace Expectations
Y Millennials generally expect flexible working arrangements, collaborative organisational cultures, and supportive leadership. Hybrid working, flexible hours, and opportunities to maintain work-life balance are often viewed as essential rather than optional employment benefits. They also expect managers to provide regular performance feedback, coaching, and recognition for achievements.
Furthermore, Millennials typically value participative leadership rather than hierarchical management structures. They are more likely to engage positively with leaders who encourage innovation, open communication, and employee involvement in organisational decision-making. Such leadership approaches contribute to increased engagement, organisational commitment, and job satisfaction.
Millennials and Workplace Performance
Millennials contribute significantly to organisational performance through creativity, technological challenge, and a willingness to welcome innovation. Their familiarity with digital technologies supports organisational transformation, particularly within industries experiencing rapid technological change.
However, some commentators have criticised Millennials for demonstrating lower organisational loyalty and greater willingness to change employers in pursuit of career advancement. While this perception has become widespread, empirical evidence suggests that turnover intentions are influenced more strongly by organisational culture, career opportunities, and leadership quality than by generational identity alone (Costanza et al., 2012). 
Y Millennials and Workplace Collaboration 
Millennials generally prefer collaborative working environments characterised by teamwork, knowledge sharing, and open communication. They frequently utilise digital collaboration platforms and social technologies to facilitate communication across departments and geographical locations.
Their preference for inclusive and participative working practices contributes positively to organisational innovation because employees are encouraged to exchange diverse perspectives and develop creative solutions collectively.
Critical Evaluation of Y
Although Millennials are frequently portrayed as fundamentally different from previous generations, recent organisational research challenges many of these assumptions. Costanza et al. (2012) found limited empirical evidence supporting substantial generational differences in workplace attitudes. Similarly, Rudolph et al. (2021) argue that observed differences often reflect life stage, economic conditions, or organisational context rather than generational membership itself.
Consequently, while understanding general Millennial preferences may support recruitment and retention strategies, organisations should avoid relying on generational stereotypes when managing employee performance or motivation. Individual differences, organisational culture, and leadership practices remain more reliable predictors of workplace behaviour.
Generation Z in the Workplace
Generation Z generally refers to individuals born between 1997 and 2012 (Dimock, 2019). As the first generation to grow up entirely within the digital era, Generation Z has been shaped by constant internet connectivity, smartphones, social media, global uncertainty, and rapid technological advancement. Entering employment during periods of economic volatility, climate change awareness, and the COVID-19 pandemic has significantly influenced their workplace expectations and career priorities.
Distinct Characteristics of Generation Z
Generation Z employees are commonly described as digital natives, possessing advanced technological literacy and strong capability in using digital platforms for communication, collaboration, and information management. Their familiarity with emerging technologies enables organisations to accelerate digital transformation and adopt innovative working practices.
In addition, Generation Z demonstrates a strong commitment to diversity, inclusion, equality, and social responsibility. Research indicates that many employees within this generation expect organisations to demonstrate ethical leadership, environmental sustainability, and inclusive employment practices (Deloitte, 2024). Mental health and psychological well-being also represent important priorities for Generation Z. Unlike previous generations, many openly discuss mental health and expect employer to cooperate.
Workplace Expectations
Generation Z generally expects flexibility in how, where, and when work is performed. Hybrid working arrangements, digital collaboration technologies, and opportunities for continuous learning are often viewed as standard employment expectations.
Career development remains highly important, although Generation Z frequently seeks personalised learning opportunities rather than traditional linear career progression. Access to mentoring, coaching, professional development programmes, and regular performance feedback contributes significantly to employee engagement.
Furthermore, Generation Z expects transparent leadership characterised by authenticity, inclusivity, and ethical decision-making. Leaders who communicate openly and demonstrate genuine concern for employee well-being are generally more successful in developing trust and organisational commitment among younger employees.
Generation Z and Workplace Performance
Generation Z contributes to organisational performance through technological competence, creativity, entrepreneurial thinking, and adaptability. Their ability to rapidly acquire new digital skills supports innovation, automation, and organisational competitiveness.
However, as many Generation Z employees remain in the early stages of their careers, they may require greater organisational support, mentoring, and professional guidance than more experienced colleagues. Employers investing in structured induction programmes, coaching, and skills development are therefore more likely to maximise Generation Z's contribution to organisational performance.
Generation Z and Workplace Collaboration
Generation Z generally values collaborative and inclusive working environments where diverse perspectives are encouraged. Digital communication technologies facilitate rapid collaboration across teams and organisational boundaries.
Critical Evaluation
Academic research suggests that many characteristics attributed to Generation Z remain provisional because the generation is still entering the workforce. While surveys frequently report strong preferences for flexibility, diversity, and well-being, these priorities may reflect broader societal changes rather than unique generational characteristics (Lyons and Kuron, 2014).
Moreover, Rudolph et al. (2021) argue that managers should avoid if all Generation Z employees possess identical attitudes or technological capabilities. Individual differences, educational experiences, occupational context, and organisational culture continue to influence employee behaviour more strongly than generational classification alone.
Consequently, organisations should utilise generational research to inform flexible human resource practices while avoiding stereotypes that may limit employee development or create unnecessary workplace division.
Conclusion: every generation has exceptional characteristic but too much reliance on digital platform is affecting our new generation mentally and physical as they are too fragile to coup with situations.
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