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Introduction

Emotional Intelligence (EI) is the is the availability to recognise, understand and regulate one's own emotions, as well as identify and effectively respond to the emotions of others (Mayer & Salovey 1997). It has a significant impact on behaviour, improving decision-making and facilitating effective communication in both personal and professional settings. Individuals with high emotional intelligence are better able to manage stress, stay motivated, build positive relationships and respond constructively to workplace challenges. Mayer and Salovey (1997) introduced the Ability Model, which defines emotional intelligence as a set of cognitive abilities that allow people to perceive, understand and regulate their emotions. Goleman (1995) expanded on the concept with his mixed model, emphasizing competencies such as self-awareness, self-regulation, motivation, empathy and social skills as contributors to effective leadership and workplace performance. Bar-on (1997) expanded on the concept by introducing the Emotional Quotient (EQ) Model, which focuses on emotional and social competencies that allow people to cope with daily demands while maintaining psychological well-being. These three models together provide a comprehensive understanding of emotional intelligence and demonstrate its importance in improving personal effectiveness and organisational performance.


















2. Emotional Intelligence Models
Emotional Intelligence (EI) has become a key concept in psychology, leadership, education and organizational management. It refers to a person's ability to recognise, understand and regulate their own and other's emotion. Several researchers have developed various theories to explain emotional intelligence, each with their own take on its definition, measurement and practical application. The three most important models are Mayer and Salovey's Ability Model, Goleman's Mixed Model and Bar-On's Trait (Emotional-Social) Model. Although this models all aim to explain emotional intelligence, they differ in how they interpret emotional competencies and their role in personal and professional success.
Mayer and Salovey’s Ability Model is widely regarded as one of the most theoretical sound models of emotional intelligence. It defines emotional intelligence as the ability to perceive, understand, use and manage emotions in order to improve thinking and behaviour. The model sees emotional intelligence as a type of cognitive ability that can assessed using performance-based tests rather than self-report questionnaires. Its solid scientific basis and well-organized structure are its greatest assets. However, some research contend that it is challenging to evaluate emotional skills objectively and that test results might not always accurately represent how people act emotionally in every circumstances.
Goleman’s Mixed Model, emotional intelligence is a blend of behaviour and emotional skills that help people succeed both personally and professionally. Self-awareness, self-regulation, motivation, empathy and social skills are the five fundamental elements identified by the model. Effective leadership management is all thought to depend on these skills. The model is widely used in organizations to support employee training and leadership development because of its practical application. However, detractors contend that because it reduces its scientific precision by combining personality traits with emotional intelligence, it lacks conceptual clarity (Goleman, 1998).
Bar-On’s Trait Model, emotional intelligence (EI) is a combination of emotional and social competencies that enable people to effectively manage daily demands and challenges. The model covers topics such as intrapersonal and interpersonal skills, stress management, adaptability and general mood. Bar-On emotional intelligence promotes psychological well-being and resilience. The model is evaluated using the EQ-I, a self-report instrument that measures how people perceive their own emotional and social functioning. Although the model provides a broad understanding of EI, critics argue that it overlaps with personality traits and relies heavily on self- reported responses, potentially reducing its objectively (Bar-On, 1997).
There are distinct variations in the methods used by the three emotional intelligence models, Goleman concentrates on emotional competences that support leadership and productivity at work, while Mayer and Salovey see emotional intelligence primarily as the capacity to identify, comprehend and controls emotions. Bar-On, emphasizes social and personal traits that support people in overcoming obstacles and preserving their wellbeing. The model employs a variety of techniques such as ability test, competency-based assessment and self-report measures, to evaluate emotional intelligence. They offer a more comprehensive understanding of emotional intelligence by considering cognitive capacities, workplace behaviours and personality-related traits, even though each approach has unique advantages and disadvantages.


3. How EI Improves Employee Performance 
Emotional intelligence improves employee performance by assisting individuals in understanding their emotions and applying them to improve workplace behaviour. Employees with high self-awareness can recognise how their emotions influence their behaviour, allowing them to identify areas for improvement and make better decisions (Goleman, 1998). A project manager for example, who recognizes frustration during a demanding project can remain objective and provide constructive feedback to team members rather than react negatively.
Self-regulation is also important because it allows employees to remain calm when faced with pressure or unexpected challenges. Employees who are emotionally intelligent think carefully before responding, which reduces workplace conflict and improves problem solving (Mayer, Salovey, and Caruso, 2004). For example, a nurse in a busy hospital can remain composed under pressure, enabling them to make sound clinical judgements and deliver safe patient care.
Another important factor in improving performance is motivation. Strong intrinsic motivation increases an employee’s willingness to overcome challenges, learn new skills and accomplish organizational goals. Even in times of transition, they are frequently proactive, resilient and dedicated to delivering excellent work (Bar-On, 1997). As a result, companies that foster emotional intelligence are more likely to see increases in employee commitment, productivity and organizational performance. 

4. How Emotional Intelligence Improves Communication and Collaboration 
Emotional Intelligence improves communication and collaboration by allowing employees to recognise emotions, communicate effectively and form positive work relationships. Employees with high emotional intelligence are more adept at articulating their ideas while keeping other feelings and viewpoints in mind. This fosters an atmosphere of mutual respect, trust and openness all of which are necessary for productive teamwork (Goleman, 1998).
 Empathy is especially crucial because it enables workers to comprehend the feelings and worries of their coworkers, resulting in more courteous and encouraging interactions. For instance, a sympathetic coworker may offer support or recommend task redistribution when a team member is having trouble with a heavy workload, which can lower stress and enhance team performance (Bar-On, 1997). Cooperation is strengthened and a positive organizational culture is promoted by such behaviour.
Emotional intelligence enables employees to resolve disagreements constructively. Rather than reacting emotionally during conflicts, emotionally intelligent people actively listen, remain calm and seek solutions that benefit all parties involved (Mayer, Salovey and Caruso, 2004). An emotionally intelligent manager, for example, can promote compromise, foster open communication and uphold professional relationships when departments are at odds over project priorities. As a result, companies that foster employee’s emotional intelligence frequently see improvements in teamwork, communication and organizational efficacy.

5. How Emotional Intelligence Supports Employee Well-being
By assisting people in controlling their emotions, upholding healthy relationships and adjusting to obstacles at work, emotional intelligence greatly enhances employee well-being. High emotional intelligence workers are more conscious of their emotional state and are able to recognize stressors before they have a detrimental impact on their mental well-being or productivity at work (Mayer and Salovey, 1997). They can employ useful coping mechanisms, like asking for help or more effectively handling their workload.
Resilience is a crucial component of emotional intelligence. Workers who are able to control their emotions are more likely to bounce back from seatbacks fast, take constructive criticism well and stay goal oriented. When a project fails, for instance, employees are more likely to learn from it and perform better in the future rather than giving up (Goleman, 1998). This constructive strategy improves job satisfaction and lessens emotional tiredness.
6. Critical Evaluation of Emotional Intelligence
Emotional intelligence (EI) is widely acknowledged as a critical factor in enhancing employee performance, leadership effectiveness and organizational success. Workers with high emotional intelligence are more adept at identifying and controlling their own emotions as well as comprehending those of others. These skills facilitate teamwork, improve communication and foster positive working relationships. Additionally, emotionally intelligent workers are better able to handle workplace stress and adjust to organizational change, which boosts output and job satisfaction (Goleman, 1998).
Emotional intelligence has a number of drawbacks despite these benefits. The lack of a consensus definition of emotional intelligence is one of the primary objections. While Goleman (1998) includes emotional competencies like motivation, empathy and social skills. Mayer and Salovey (1997) define emotional intelligence as a cognitive ability related to perceiving, understanding and regulating emotions. By adding personality traits and emotional-social competencies, Bar-On (1997) further develops the idea. It is challenging to compare research findings and identify which model offers the most accurate assessment of emotional intelligence because different perspectives have led to different measurement techniques.
Moreover, organizational or employee success cannot be ensured by emotional intelligence alone. Technical expertise, professional experience, organizational culture and leadership support are just a few of the numerous variables that affect workplace performance (Robbins and Judge, 2023). For instance, if a worker lacks the technical know-how necessary for their position, they may still struggle to perform well even though they have high emotional intelligence and can interact with coworkers. In a similar vein, companies that employ emotional intelligent people may not achieve high performance due to poor organizational culture or ineffective leadership.
.

7. Conclusion
Emotional Intelligence is a useful skill that promotes employee growth and organizational efficacy. Each of the Three models Mayer and Salovey, Goleman and Bar-On offers a unique viewpoint on comprehending and utilizing emotional intelligence in the workplace. These models emphasize the significance of identifying and controlling emotions to enhance workplace outcomes, despite differences in their focus and assessment techniques. By assisting people in managing stress and forming wholesome relationships, emotional intelligence improves worker performance, fosters efficient communication and teamwork, enhances worker wellbeing.
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Task 2  
MANAGING A MULTIGENERATIONAL WORKFORCE

1.INTRODUCTION 
People from various generations are employed by today’s organization, resulting in a workforce with a variety of experiences, attitudes and expectations. A multigenerational workforce is advantageous because workers bring a variety of viewpoints, expertise and abilities that can boost productivity and creativity within the company. Managers may also face difficulties due to disparities in communication styles, work values and career expectations. Organizations require effective leadership that values diversity, encourages inclusion and fosters cooperation among employees of various ages in order to maximise employee performance. Managers can develop strategies that increase employee engagement, productivity and long-term organizational success by having a thorough understanding of the traits of Generation X, Generation Y (Millennials) and Generation Z (Huyler et al., 2025). 
2. GENERATION X
Those born between 1965 and 1980 are considered members of Generation X. A large number of people in this generation began their careers during of substantial technological advancement and economic instability. Therefore, frequently place a high value on autonomy, accountability and stability in the workplace. They frequently exhibit strong problem-solving skills acquired thru years of professional experience and they value leaders who have faith in them to finish tasks without undue supervision.
Workers from Generation X typically favour organized workplaces with well-defined roles and expectations. They place high importance on opportunities to strike a healthy balance between work and personal life, job security and just compensation. Even though they have successfully adjusted to technological advancements, they still value face-to-face communication and interpersonal interaction for crucial workplace conversations. They are important contributors to organizational decision-making and mentoring programs because of their experience, loyalty, and practical knowledge. By granting autonomy, praising accomplishments and giving Generation X workers leadership and coaching responsibilities, managers who acknowledge these traits can increase employee commitment (Huyler et al., 2025).

3.GENERATION Y (Millennials)
Generation Y are people who were born between roughly 1981 and 1996. This generation is very accustomed to using technology in both personal and professional contexts because they entered the workforce during a time of rapid globalization and digital transformation. Rather than just getting paid, millennials are typically driven by opportunities for career advancement, meaningful work and skill development.
Millennials, in contrast to earlier generations, value consistent communication with managers and value helpful criticism that advances their careers. They expect leaders to promote creativity and employee involvement in decision-making, and they favour cooperative workplaces where ideas are freely exchanged. Because they promote work-life balance and personal wellbeing, flexible works arrangements like remote and hybrid work are also highly valued.
Additionally, companies that exhibit moral leadership, environmental responsibility and a dedication to diversity and inclusion appeal to Millennials. Employers are more likely to retain Millennial talent and sustain high levels of employee engagement if they make investments in career advancement, leadership development and employee learning. According to Yilmaz, Dinler Kisactutan, and Gurun Karatepe (2024), these attributes have prompted numerous organizations to revamp their management practices in order to better satisfy the demands of this generation.

4. GENERATION Z
Generation Z includes people born after 1997 and is regarded as the first generation to grow up entirely in the digital era. Their expectations of communication, education and employment have been influenced by their continuous access to social media, smartphones and the internet. Because of this, Generation Z workers have great deal of confidence when utilizing digital technologies and are able to quickly adjust to new software and creative workplace systems.
Flexibility, diversity, equality and chances for lifelong learning are important to this generation. They are more likely to look for companies that offer career development, fulfilling work and a positive workplace culture rather than sticking with one employer for many years. Generation Z demands that managers be transparent in their communication, give frequent feedback and acknowledge the contributions of their staff. They also give ethical business practices, work-life balance and mental health a lot of weight. Employers who exhibit social responsibility and foster an inclusive workplace are typically more appealing to Generation Z workers. According to Yilmaz, Dinler Kisactutan and Gurun Karatepe (2024), organizations can enhance innovation and maintain their competitiveness by utilizing their creativity, digital expertise and openness to change.

5. Impact of Generational Differences on Organisational Effectiveness
By combining a range of experiences, abilities and viewpoints, a workforce made up of different generations can increase organizational effectiveness. While Millennials and Generation Z employees frequently bring creative thinking, technological know-how and novel approaches to resolving organizational challenges, Generation X employees offer invaluable industry knowledge, leadership experience and practical decision-making skills. Organizations are better able to adjust to shifting consumer demands and cutthroat business environments when these strengths are combined.
Even with these benefits, managing generational diversity can be difficult. Workers from different generations frequently have different expectations for leadership, communication styles and work values. For instance, Millennials and Generation Z frequently favour digital communications platforms, collaborative working techniques and instant feedback, while Generation X may prefer formal meetings and structured communication. Misunderstanding and conflict at work can lower teamwork and employee engagement if these differences are not handled well.
In order to turn generational diversity into an organizational asset, managers are essential. Collaboration across age groups can be strengthened by encouraging teamwork, knowledge sharing and opportunities for employees to learn from one another. Thru cross-generational mentoring programs, seasoned workers can impact their professional expertise while younger employees bring fresh perspectives and digital skills. These programs foster a culture where employees value one another’s contributions, increase trust and lessen stereotypes. According to Huyler et al. (2025) and Sansa et al. (2024), companies that effectively handle generational diversity are therefore more likely to attain greater employee satisfaction, stronger innovation, increased productivity and sustainable organizational performance.

6. EMOTIONAL INTELLIGENCE AND INCLUSIVE LEADERSHIP
Strong emotional intelligence (EI) is just as important to managing employees from different generations as technical expertise. The ability of a leader to identify, comprehend and control their own emotions while effectively addressing those of others is known as emotional intelligence. Emotionally intelligent leaders are able to foster goodwill, settle disputes and establish a welcoming workplace where workers of all ages feel appreciated and respected (Cahyono, 2024).
By guaranteeing that each employee has an equal chance to contribute regardless of their age, background or experience, inclusive leadership enhances emotional intelligence. Leaders who are inclusive actively listen to various points of view, foster teamwork and advance equity in decision-making. They provide opportunities for staff members to share their expertise because they acknowledged that every generation has distinct strengths. This strategy boosts employee engagement, fosters teamwork and enhances trust. Employees are more inclined to contribute to organizational objectives when the feel valued and included, which boosts output and enhances organizational performance (Sansa et al., 2024).
7. RECRUITMENT, MANAGEMENT AND RETENTION STRATEGIES

Organizations should use inclusive and flexible HR procedures in order to successfully hire, manage and retain a multigenerational workforce. While guaranteeing equal employment opportunities for all ages groups, recruitment strategies should seek to draw in candidates with a variety of experiences and skill sets. Employers should make it clear that they are committed to diversity, career development and employee well-being because these factors have a big impact on both younger and older workers employment decisions.
Organizations should offer opportunities for ongoing learning and development that promote career advancement for all generations after hiring. Frequent training programs help organizations stay competitive in changing business environments while allowing employees to acquire new competencies. Initiatives for mentoring and reverse mentoring further improve knowledge sharing by giving seasoned workers the chance to mentor their less experienced peers while also learning about new technologies and contemporary workplace procedures.
Work-life balance and job satisfaction can be greatly enhanced by flexible work arrangements like employee wellness programs, flexible schedules and hybrid working models. To increase trust and organizational commitment, managers should also give regular performance reviews, acknowledge staff members contributions and promote open communication. Organizations can improve employee retention, lower turnover and foster a positive workplace culture that values generational diversity by putting these strategies into practice (Huyler et al., 2025).

8. Conclusion
Organizations can benefit from a multigenerational workforce’s complementary skills, varied viewpoints and useful knowledge that fosters innovation and long-term success. Millennials bring teamwork, flexibility and a strong emphasis on lifelong learning, while Generation X offers experience, dependability and practical decision-making. Generation Z technological know-how, inventiveness and steadfast dedication to diversity and innovation improve organizational performance. Even tho there may be difficulties due to differences in communication styles, work values and career expectations, these can be successfully handled by inclusive leadership and emotional intelligence. Organizations can fully utilize the strengths of all generations by encouraging respect, cooperation, equal opportunities and adaptable management techniques. In the end managing a multigenerational workforce well improves employee engagement, boosts organizational performance and cultivates a workplace culture that supports long-term success in a business environment that is becoming more and more competitive.






Reference

Cahyono, N.D. (2024) ‘The role of emotional intelligence in HR leadership: Building strong teams in a multigenerational workplace’, The Journal of Academic Science, 1(6).
Huyler, D., Gomez, L., Rocco, T.S. and Plakhotnik, M.S. (2025) ‘Leading different generational cohorts in the workplace: Focus on situational and inclusive leadership’, Advances in Developing Human Resources, 37 (1).
Sansa, A., K’Obonyo, P., Muindi, F. and Munjuri, M.G. (2024) ‘Do nuanced perspective of diversity management practices warrant inclusivity in multigenerational organizations? A meta-analytic review’, European Journal of Business and Management Research, 9(5).
Yilmaz, B., Dinler Kisactutan, E. and Gurun Karatepe, S. (2024) ‘Digital natives of the labor market: Generation Z as future leaders and their perspective on leadership’, Frontiers in Psychology, 15.







image1.jpg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




