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Task One
Introduction 
Emotional Intelligence is the ability to recognise, understand, manage and appropriately respond to not only your own emotions but to other people’s emotions. Daniel Goleman stated that “Emotional Intelligence is a meta-ability determining how well or how poorly people are able to use their other mental capacities”. He argued that being able to understand and manage emotions can influence how well you interact with others. Mayor and Salovey argued that emotional intelligence is a type of mental ability. Whereas Bar-On’s theory developed a broader set of emotional and social competencies. Emotional intelligence is imperative in today’s workplace as employees and managers need to ensure they understand emotions, communicate effectively, build relationships and manage difficult situations. This would reduce conflict and make sure the workplace is a clam environment to work in.  
Theories
Daniel Golman developed his theory in the 1990s and his model identified five main components. Self-awareness, Self-regulation, Motivation, Empathy and Social Skills. Being self-aware is the ability to understand your own emotions and how they may affect your thoughts and behaviours. Consisting with strong self-awareness a person can also identity what has caused certain emotions within themselves such as sadness or anger. Self-regulation is the ability to control and manage your own emotional reactions. Ignoring or supressing emotions is not self-regulation but being able to experience an emotion without allowing it to control your behaviour. Motivation is the expertise to use emotions to pursue goals whilst remaining focused no matter the challenges faced. People may tend to take initiative and focus on the achievement. The ability to understand the needs, emotions and perspectives of others is empathy. It essentially means being able to put yourself in another person’s position and recognise how they may be feeling. Finally social skills are applying your knowledge of emotions to build and manage relationships effectively. These traits would include communication, teamwork, managing conflict etc. 
Goleman argued that Emotional Intelligence is important in the workplace due to leadership and workplace relationships. A manager may be excellent at the technical aspect of their job but without effective communication, managing their own emotions and teamwork they cannot complete their job effectively. 
Reuven Bar-On’s theory of emotional intelligence is a broader view. His theory includes emotional and social responsibilities, skills and competencies that influence how effectively people understand themselves, others etc. His theory had five main components. 
Interpretational skills, this refers to the ability to understand and manage your own emotions. This also breaks down into five separate components. Emotional self-awareness which is recognising and understanding your own emotions. Self-regard which is accepting and recognising your strengths and weaknesses. Assertiveness which is being able to express your thoughts, feelings and opinions without being aggressive. Independence which is being able to make decisions and carryout tasks by yourself. Finally Self- actualisation which is trying to achieve your potential and develop your abilities. 
Interpretational skills is an area which concerns how effectively you understand and interact with other people. This would involve empathy, social responsibility and interpersonal relationships. Empathy is understanding other people’s feelings and perspectives. Social responsibility is cooperating and contributing positively to groups and interpersonal relationships is developing and maintaining positive relationships.
Stress management represents being able to deal with pressure and control emotional reactions. For example, a customer is becoming difficult to manage. Instead of responding in the same difficult manner or angrily, they consider the situation and handle it professionally.
Adaptability refers to the ability to adjust your behaviours when circumstances change. This would include identifying problems and finding appropriate solutions or reality testing. The final area is general mood which relates to a person’s ability to maintain and positive emotional outlook.
Mayor and Salovey’s model consist of four branches. Perceiving emotions is being able to accurately recognise and identify emotions in yourself and in others. This can involve body language, facial expressions, gestures etc. The second branch involves using emotions to facilitate thinking. They concluded that emotions could provide useful information and influence how we approach problems. The third branch is being able to comprehend they emotions occur and how they can develop or change. This is being able to understand more complex emotions, identify different emotions and recognise how they may change over time. The final branch is managing emotions which is regulating your emotions. 
In the workplace, the theories each have a different emphasis. Mayer and Salovey focuses on understanding and managing emotional information, Goleman pinpoints leadership, performance and relationships. Whereas Bar-On connotates coping, wellbeing, adaptability and social functioning. 
Improved performances by employees
Employees can use emotional intelligence to improve their workplace performance. Goleman’s model is useful in explaining how by understanding emotions, managing reactions and using strengths effectively.  
When employees are self-aware, they can identity which areas they perform well and where improvement is required (strength and weaknesses). This will allow them to take responsibilities for their development rather than repeating mistakes. An employee may recognise they struggle with the organisation of their workload; this will give them the chance to develop time-management skills. This will help improve performance by making better use of their strengths whilst identifying their personal struggles, which may increase confidence. 
Employees who can regulate their emotions are less likely to react impulsively. Workplaces can involve stressful situations, disagreements and criticism in these situations self-regulation is crucial. For example, if an employee receives a distasteful email from a customer having self-regulation would mean to take a moment to calm down and the respond respectfully that address the customers concerns. This helps create a more positive working environment because employees are less likely to react aggressively under pressure. 
Emotionally intelligent employees can rely on personal motivation to maintain effort rather than external rewards such as money. For instance, when a sales employee is given a target, they may struggle initially but if they break the target into smaller goals, it may help them stay motivated and focused which improves their performance. Motivation overall increases productivity and commitment. 
Communication and Collaboration 
Emotional intelligence helps employees understand their own emotions and the emotions of others. This will help making workplace interactions more productive, effective and respectful. 
In the workplace empathy allows the employee to consider what the other person is feeling first, rather than reacting inconsiderately. As an illustration, if an employee’s performance has only recently declined, the manager is required to conversate with them privately and express their concerns. They should not immediately assure the employee is lazy and judge them, the manager can then provide some advice and help find a solution. This will improve performance and ensuring the employee feels understood and supported. 
Employees with strong social skills will know how to communicate meaning they can communicate with colleagues effectively. Good social skills would include active listening, cooperating and building trust. An employee with strong communication skills would listen to all participants in a group, with opposing ideas and encourage a positive discussion ensuring they are all heard. This would lead to better teamwork and stronger relationships. 
Conflict can occur at any time in a workplace. Being mindful and emotional intelligence can help employees recognise emotions and understand other perspectives. It can help turn conflict from a destructive disagreement into an opportunity for problem solving and improved communication. 
Employee Wellbeing 
Emotional Intelligence can support employee wellbeing by helping them manage stress and cope with challenges, recognise their emotions etc. Wellbeing is imperative due to factors such as pressure and conflict can affect how employees perform and feel. 
When employees have good emotional intelligence, they can better detect when they are becoming stressed and understand what is causing it. Self-regulation and self-awareness are critical. This means they can act before the feeling becomes overwhelming and manage their reactions in difficult situations. This would also help the employee maintain a healthy balance between workplace demands and their emotional wellbeing. 
Resilience is the ability to recover from any setbacks and continue to function effectively. It can also support them adapt to change; organisational change can create uncertainty and anxiety. Being resilient would mean not letting these feeling hinder their work ethic and overcome these feeling. Overcoming the change would increase confidence, resilience and adaptability. 
Job satisfaction refers to how positively they feel about their job and workplace. Emotional Intelligence can contribute to job satisfaction by allowing employees to communicate their needs and develop a positive relationship with colleagues. Positive relationships can have a significant impact on employee wellbeing. Strong workplace relationships can reduce feelings of isolation and encourage trust and cooperation.
Evaluation 
A major strength of the Mayer and Salovey theory is that it discusses emotional intelligence as an ability not a personality trait. They argue that it involves the persons ability to process emotional information and use it to guide their thinking and behaviour. Their four branches represent each stage that can potentially be developed and assessed. Perceiving, using emotions, understanding and managing emotions. However, a weakness would be the difficulty to measure it objectively. Emotional situations can have multiple reasonable interpretations and responses, in different stages that would still be perceived as acceptable.
Goleman’s theory is highly relevant to the workplace and organisational performance. He focuses on how emotional competencies can influence behaviour, relationships, leaderships and performance. The model provides organisations with the practical framework for understanding why employees behave in a work setting. However, the model is too broad, certain aspects can also be explained by psychological characteristics or skills. For example, motivation is not necessarily an emotional ability, they could be motivated by promotion expectancies, salary etc without having a high ability to understand or manage emotions. 
Finally, Bar On’s theory includes stress management as an important aspect of emotional intelligence. His model is particularly relevant to employee wellbeing and workplace performance. Modern workplaces have high workloads and organisational changes, the ability to manage these pressures can help maintain their performance and wellbeing. However, a weakness would be that emotional and social behaviour is influenced by culture. What is viewed as emotionally intelligent in one workplace may not in the next. 
Emotional intelligence does not always lead to positive outcomes, although its multiple positive effects. An employee may have high emotional intelligence but could have poor technical knowledge or support meaning they will not have a positive outcome on their job overall. 
Conclusion 
To conclude, emotional intelligence is an imperative workplace skill because employees need more than their technical skills to be successful. It helps employees understand their own emotions whilst recognising and understanding others. Modern workplaces rely heavily on communication, teamwork, leadership etc and emotional intelligence helps with this. 
Task Two
What is a Multigenerational Workforce?
This is when a workplace team consists of workers across different generations working collectively. This would mainly include Generation X, Millennials and Generation Z. Each generation will go through different encounters which can influence their work values, communication preferences and attitudes towards technology. Everyone within a generation will not behave the same due to things such as life stages, individual personality etc. 
The generations 
Generation X is generally associated with people born from mid 1960s to around 1980. When this generation was growing up technology was developing by it was not crucial to everyday life like today. Many may have experienced the transition from traditional workplaces to heavily digital managed organisations. They may hold importance on independence and autonomy rather than receiving constant supervision. They may also be more comfortable with direct communication such as face-to-face meetings, as they wouldn’t have grown up on video calls. Gen X would be an adapting technology generation rather than a generation that grew up completely immersed in digital technology. 
Millennials are usually people born from the early 1980s to the mid 1990s. Research finds that millennials have been stereotyped as disloyal or entitled however academic research cautions against such simplistic assumptions. Studies have also found positive characteristics such as teamwork and comfort with communication technology. Deloitte research finds that millennials are associated with valuing work life balance, career development and feedback. Regarding their communication style millennials are generally comfortable with digital communication such as video calls, messaging platforms and emails. They also tend to value open and frequent communication with supervisors. A millennial may become more engages when their manager regularly discusses their development and explains how they contribute to the organisation’s wider goals. They grew up during the transition and the development of digital working. They are generally more comfortable. 56% of millennials surveyed were already using generative AI in their day-to-day work to some extent (Deloitte 2025).
Generation Z typically refers to people born in the mid 1990 to early 2010s. This generation is only recently entering and becoming established in the workforce. Gen Z’s workplace values would typically include mental wellbeing, diversity and inclusion, financial security and work life balance. Deloitte’s research found that 89% of Gen Z respondents considered purpose important to job satisfaction and wellbeing. They have grown up with online collaboration, smartphones and social media meaning they will be comfortable with fast, digital workplace communication. However, many young works still prefer in person communication with managers. Gen Z may be motivated by meaning and purpose, supportive management, learning etc. Technology is the clearest area where Gen Z differs from the older generations. As they have grown up and been surrounded digital platforms and rapidly developing technology, it can make them a lot more comfortable learning and using these new platforms being introduced in modern organisations. 
Comparison 
Technology is the clearest form of comparison when it comes to the generations. Gen X were already working when the transition to digital workplace began meaning they had to learn to adapt. They may understand how processes have evolved better as they have real life experiences. However, most of them may prefer the traditional working methods as that’s what they have grew up on. Millennials have lived through the development of the internet, smartphones etc. They are typically comfortable using workplace digital forms of communication. Gen Z are known as the digital generation due to them not personally experiencing a life with little to no technology like the older generations. They may be more comfortable using the new software’s and AI, but they still require training. Each generation can learn different things from one another, creating a two-way knowledge transfer. 
Generational experiences will hinder what employees expect from their employers. Generation X will be less likely to receive constant feedback as they are used to and expect independent work. Millennials may want their manager to discuss their career development regularly and expect collaboration and a clear sense of purpose. Generation Z may expect frequent communication and employers to provide opportunities to develop their professional skills.
Managing a multi-generational workforce 
Managers can use emotional intelligence (EI) and mindfulness to ensure that employees from all generations feel respected, supported and included. Employees have different expectations around communication, motivation, technology and management. Manger must not stereotype employees based off their generation. 
When managers use Ei during recruitment it ensures the process is more inclusive and fairer. They should be mindful and recognise their own bias and assumptions; this would mean managers would be able to control their decisions rather than influence that may not be in the organisations best interest. Manager should have empathy and consider different candidates experiences rather than judging them based age. A younger candidate may have more skills suited to the job role than an older one.
Managers may encounter disagreements and conflict between the generations. Instead of criticising the employee they can regulate their emotions and ask the employee why the situation has happened, understand them and provide the appropriate support. Practising mindfulness can also help managers slow down their reactions and listen in depth to the employee. For example, if a gen X employee suggests that another communication app is not required, instead of assuming this is resistance to technology, they would ask what concerns they have and reassure them. 
Ei can help managers retain employees by understanding what employees need to remain engaged. Managers can use empathy and communication to identify issues before employees decide to leave. For example, a millennial employee may fear they have no opportunities for career development, an emotionally intelligent manager would discuss career goals with them and may offer development opportunities. Mindfulness can help managers notice changes in employee behaviour. 
Conclusion
In conclusion the difference in values, communication styles, motivation and technological adaptability in the different generations can significantly influence organisational effectiveness. However, the differences do not have to create division or reduce productivity. By using emotional intelligence and mindfulness managers can recognise employee needs and create an inclusive environment. Effective management consists of understanding and supporting them as individuals and using their different experiences and strengths to benefit the organisation.
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