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Introduction
Emotional intelligence has become one of the majors values that organisation are using to gain competitive advantage above their rivals. The organisation that will be considered is the Google Inc. the organisation is one of the best environment to work with adequate training and intellectual abilities within the organisation. According to Smith (2013) emotional intelligence is the in a stage where relating with individuals an organisation can became difficult, having a good IQ is not the only thing. They are good things that comes with having high IQ, many who have business that deal with social relationship, like the managers, supervisors and workers knows that to have success in their business will also be based on their use of their  personality traits  : emotional intelligence (Taylor,2015). This to know how to handle each other’s  feelings and also to how to deal with them in any given time, and also help to compliment educational and cognitive intelligence with a human acceptation of issues (Neil, 2015).Therefore to succeed IQ is needed, these is always the way intelligence is being carried out, overlooking important behavioural and character elements.
The importance of developing emotional intelligence within the workplace at Google Inc. is very essential for the development of career in the organisation; one of the most important characteristic is Emotional intelligence which helps with the career advancement of a person. Self-awareness, self-control, empathy, and social skills are the trait a person with emotional intelligence exhibit. (Hangerland, 2012). Those who exhibit this trait tend to get promoted in the organisation faster therefore Google Inc are giving their employees opportunities to learn and understands the emotions of employees within the organisation (Faden, 2015). People choose the career that they will be able to succeed with base on these as part of the organisational strategies to ensure that all the employees are adequately equipped for the task ahead in the organisation (Jefferson (2013). It is assumed that those who are able to know the needs of the people, tackle them and have a good relationship with them are those with high emotional intelligence and this has become one of the key benefits of Google Inc. The organisation understands that emotional intelligence of all employees is looked at continually to know who amongst them has the ability to lead. Emotional intelligence is frequently factored into the choice of pay rises and promotions, this prompt the employees to put in more concentration on the concept of emotional intelligence and it importance within the workplace. 
Emotional intelligence within the organisation leads to an effective management of the communication in the organisation, because according to Arden (2016) emotional intelligence within an organisation has direct correlation with the effectiveness of communication within the organisation with employees gaining an understanding of what their employers want from them. Ability to connect with employees on personal level is very important for the organisation, therefore within Google Inc the level of communication is made easier on the bases of emotional intelligence of the employees. The leadership of the organisation could also be influence through effective communication to be good leaders in the workplace, managers, supervisors, and other authority personnel must carry out theirs duty effectively with people under their care (Taylor, 2013).A Leaders with high emotional intelligent use their social skills to create rapport and trust with their employees. Team members are people with exceptional abilities, backgrounds, and personalities.  Conducive work environment must be put in place where people will feel wanted and inspired and these are a duty of a good leader. An emotionally intelligent leader will definitely know different circumstance that happens in the organisation and to know the emotional outcome of each situation. To have an emotional balance in work place, the leaders must make sure that they understand their own emotion and that of others. A leader with high emotional intelligence knows how to handle relationships with others so well and it bring about more productivity of the organisation (Goof, 2013).   Leaders with high emotional intelligence will know how to handle their impulses if there is any conflict, see the situation from all angles, and seek jointly beneficial solutions. Effective leaders are clear and are not afraid to say they are wrong. They try to develop work relationships. Emotional intelligence will enable the organisation to achieve greater business aspiration through the concept of teamwork.
Working as a team is very beneficiary for organisation as knowledge will be shared within the team, therefore with the help of emotional intelligence the organisation are able to align the different emotions of the employees to gain a superior outcomes (Kelly, 2016). The ability to unite the different individuals within the team is solely dependent on the level of emotional intelligence within the team, because the prerequisite to success of the team depends on the emotional intelligence of the team. Gaining an understanding of each individual before going ahead with the project could the team members to know the emotions of each member (Ian, 2012). This approach will help to resolve any negative and unproductive attitude within the team, making way for decisions to be carried out through each individual contribution. Many organisations align their business objectives with the emotional intelligence of the organisation such as Google Inc. The business advantage will align with the incorporation of emotional intelligence in the organisation; this will mean Google Inc putting all the strategies that will enable them to continue in gaining competitive advantage above their rivals. According to Dean (2016) emotional intelligence brings about motivation of the employees that will trigger them to be more engaged with the organisation. Therefore by taking advantage of emotional intelligence in business, the organisation can control emotional state and reach an agreement with each problem that is associated with the operation of the organisation. Thus, in taking control of the conflicts and contribute to teamwork in the organisation will promote and harmonise environment. A positive working environment means everything is going well with the organisation and this will increase both the motivation of both employees and the employers (Neil, 2013). 
There are various types of models that are applicable with emotional intelligence these includes ability model, according to Chang (2016) the ability model of emotional intelligence cut across the perceive emotions, that allows individuals to identify human behaviours with regards to their facial expression and body language. The ability model also takes into consideration reasoning with the emotions, understanding the emotions and managing the emotions. According to Tim (2015) all these attributes of ability model are geared towards responding appropriately to the actions of the individuals within a workplace setting. 
The emotional intelligence has five components that are very important for the organisation and these includes, the understanding of the impact ones attitude will have on others is very important and this is seen as self-awareness of the individual (Golemen, 2016). An effective self-awareness will reflects on the emotions of the individuals and how they impact others. Therefore an individual that is showing some level of maturity in their emotions will have confidence in dealing with others and pay more attention to the way other individuals reacts to their actions. The second component of emotional intelligence is the self-regulation of the individuals which is directly related to the individual’s impulse, controlling the attitude of responding immediately to any conversion, being able to express ones emotion in the right way without hurting the next person (Dean, 2012). The level of emotional maturity of the individual will mean taking responsibility for any action taken by the individual and that will mean ability to adapt to any changes within the organisational settings. The third component of the emotional intelligence is motivation, according to Maslow hierarchy individuals are motivated for different reasons and therefore motivation cannot be generalised (Taylor, 2016). The emotion that an individual will be able to put up even in adverse situation without being discouraged could be considered as motivation (Lane, 2013). The level of emotional maturity of the individual will be ability to initiate ideas, follow up a particular task to the completing point, being highly perseverance even when the situation looks dangerous.   
The fourth component of emotional intelligence is empathy, this means that the individual is able to understand the emotional condition of their colleagues and are willing to react in a positive way to help the colleagues. The level of self-awareness of the individual determines the capability of showing empathy to a colleague (Jones, 2015). In showing empathy it is very important that the individual is able to understand his/her emotions because in that way that the individual will be able to help others. The emotional maturity of the individual will mean showing interest in other people situation with compassionate attitude, because one of the key roles that Google Inc is using to gain competitive advantage in the business environment is the understanding within the employees to manage each other emotions adequately.  The last component is the social skills of the individuals within the workplace, this could be considered as being able to share jokes with both customers and colleagues, being polite in dealing with any issues, showing some level of friendliness and having a common ground where everyone could share ideas (Tim, 2013). Within an organisation like Google Inc one of leading corporate culture is the ability to relate with others freely, that is why they do not place positions as a way of showing respect but rather a means allowing free communication. Although good communication is needed to relates with each individual accordingly, ability to manage the emotions of the employees and ability to resolve conflict in a very polite manner. 
The model that is very adequate for the Google Inc is the Trait model, this model is very significant because it is related to the arrangement of emotional self-perception of the individual (Neil, 2016). It is assume that Trait model is more or less dealing with individual perception about themselves and how other people reacts to their actions or attitude. Many organisations that have explore this model in the past enjoyed some level of accommodation within the workplace as what the organisation are looking for is the traits of the individuals not the ability like some organisation will rather prefer. According to Hayes (2013) trait is mostly attributed to the character or attitude of an individual which could either be positive or negative. Google Inc adopting the model will enhance the ability to understand the attitude of each employee with reference to their perception about other people, although there is high tendency that individual’s differences could hinder the adequate introduction of the process.   
Adopting this model by Google Inc has placed the organisation in a high level of human relationship management which continuously gives them competitive advantage above their rivals. Meanwhile the trait model of emotional intelligence may not be that entire beneficiary to the organisation as it is noted in many organisations. According to Goleman (2012) the trait model within an organisation is aim at keeping the track record of the employees and also recording individual’s capabilities in dealing with situations. The aspect of predicting job performance could be detected because of the spontaneous excitement with dealing with the emotional intelligence within an organisation. As this is based on individual’s characters and attitude with regards to the work place ethics and operational standards taking the cognitive capabilities into consideration (lane, 2012). Although it is anticipated that the trait model is mainly focus on the perception of individual whereas is more of the emotional self-efficacy of the individuals. With this understanding it is very imperative that the introduction of trait model at Google Inc will help the organisation to create a workplace that is complementing the attitude of the with their perceptions.            
Socially it is anticipated that trait model of emotional intelligence is helping the organisation to have all their employees engaged in social set up that will help them to stay active with the trend of what is happening in the business environment. According to Dean (2013) individuals with high possession of trait model are likely to be prosaically will prevent any form of antisocial activities in the workplace either within the employees or the customers of the organisation. Understudying the attitude of the employees with their perception could become very important outcomes for organisation like Google Inc because that will be incorporated into the social aspect of the organisational culture (Taylor, 2015). With a wide global audience for the organisation it is very significant that creating a socially engaged environment will help the organisation to relate with the customer on a social platform to create an engaging medium. The medium will allow the customers to share their thought about the organisational products through the feedback forum, and the knowledge of the employees on how to deal with emotions of different they will be able to deal with the situation and resolve the customer enquires adequately (Neil, 2016). Although sometimes this is not always the situation of things as the organisation are expose to several threats that may hinder the smooth transpire of the traits model. Some critics will suggest that the ability model could be better with the organisation because of it capability to relate with the abilities of the individual rather than their perceptions. It is assume that an ability model of emotional intelligence will give the organisation a wide range of options that are align with each individual capabilities rather than generalising all the outcomes. 
According to Hayes (2016) emotional intelligence is the ability an individual has to act adequately according to the presence state mind taking into consideration the feelings of the next person. These feelings are orchestrated by five components such as the empathy within the individuals in the workplace, the self-awareness of the individuals, the ability to have self-regulation with the emotions, having an intrinsic motivation within the workplace and developing social skills (Taylors, 2015). Meanwhile according to Neil (2016) mindfulness could be describe as the ability an individual can stay focus and flexible even in the heat of workplace stress and one feeling depressed or demotivated. This process brings certain benefits to the organisation as the individuals are better motivated to carry out their work adequately. With regards to Goleman model it is possible that the higher an individual quotient the likely the person will have a self-regulated attitude and will have a high motivating factors which enables the individual to reduce the level of procrastination within the organisation but rather will increase the level of self-confidence (Lane, 2013).
It is also anticipated that mindfulness helps in the reduction of stress that it has become an interesting topic for all business to incorporate it into their operational activities; stress at the workplace has become one of the disengaging factors within the workplace as this also hindering the productivity of the employees (Neil, 2016). On the other hand it is anticipated that persons by means of an extraordinary level of emotional intelligence characteristically have a cheerier attitude on life and further optimistic approach than persons with an inferior emotional proportion. They are also superior at recognising and understanding with further people’s opinions of things most essentially peculiarity for averting and make a decision about clashes at work. With a superior appreciative of colleague’s sensations, they can interconnect their emotional state in a more optimistic way. They can also comprehend and communicate to their contemporaries, which can prime to improved working associations (Tim, 2015). The idea of developing an emotional intelligence within the workplace will help the organisation to create an effective communication network within the organisation that will aid in decision making. An effective adoption of emotional intelligence in the  organisation will give the employees listening ability to articulate the feeling of other people within the organisation, another important aspect of adopting emotional intelligence is that it will bring about attainment  of reliance and dependability rapidly which is successively upsurges staff creditability (Jones, 2013). 
Another important benefit of incorporating emotional intelligence in the organisation will lead to employee’s motivation, because according to Maslow motivation model having a sense of belonging within an organisation will help the employees to become much more engaged with the organisation (Lane, 2015). Although different employees will have various things that will motivate them within an organisation it is very imperative that the organisation align their corporate culture with the concept of emotional intelligence to continually give them competitive advantage. In organisation like Google Inc the significant of emotional intelligence is helping the employees to be more pessimistic and positive about situations within the organisation that very soon things will change for the good (Jones, 2013). Sharing of knowledge will become a very important aspect of the organisation as the employees will have a cohesive knowledge of what is happening in other department of the organisation. The ability to handle pressure at the workplace is a benefit that enables the organisation to stay positive and gain competitive advantage above rivals.  
According to Tim (2015) benefits of an organisation incorporating emotional intelligence in their operational strategies will means continuous improvement that there will be greater achievement. The concept of teamwork within an organisation is easily achieved through emotional intelligence, because a closely knitted organisation will work towards a particular goal that enables to gain competitive advantage above their rivals. Dean (2016) suggests that many people do not comparable adjustment, but Emotional intelligence provides the tools needed to handle any changes that occur on the organisational operation. In the workstation, a lot individual are most at times faced with undesirable insolence and traversed arms; but a personality with emotionally intelligent will tend to act in a positive way that will inspire other team members to have a sense of belonging. This is a clear indication that an harmonised working environment will be able to resolve any conflict within the organisation either between colleagues or with the customers (Lane, 2013). 
A successful organisation is built around good leadership that is prompted through adequate introduction of emotional intelligence in the organisation. As a leader, it their responsibility to take control of a number of activities and managing the resources of the organisation (Bramble, 2016), though, will undoubtedly be the employees, and the ability to manage them can make or break both the organisational success and theirs. At its heart, people management is essentially the ability to display and implement strong emotional awareness on a regular basis. Understanding what makes people tick, and how to use that to benefit the team, is a key part of emotional intelligence. Empathy, in particular, is an important leadership quality that, when leveraged properly, can ensure the loyalty of a team. Through understanding how people think and feel, it is easier to make better decisions, and that will be a more rounded and respected leader as a result (York, 2015). Although many organisations are struggling with the concept of emotional intelligence because it is intangible for the organisation recognise or feel the important of the concept. Many organisation are using the adoption of emotional intelligence as bases for their recruitment and selection process as this will give them opportunity to For HR managers, EQ is a vital quality; after all, while qualifications, certifications and assessment scores can give a definitive answer on whether a candidate is qualified for a role, figuring out if they are suitable is an altogether different prospect (Armstrong, 2015). This is why during the interview process; applicants should be carefully assessed to see how they might align with the company’s culture.
Indeed, the line of questioning within many now aims to do just this, with employers aware that a candidate who can demonstrate emotional intelligence in their answers is more likely to be an effective employee. This gives the recruiting process a sense of direction and goes a long way to ensuring that companies whether large or small are hiring the right people. This process is becoming very common among organisations that aim to create a working environment that is accommodative and cohesive (Pete, 2016). Emotional intelligence is pervasive in nearly every aspect of our working (and, indeed, personal) life. It is the basis for forming relationships with co-workers, understanding motivations and weaknesses and keeping ourselves in our best possible working condition. In short, without it, one is not going to get very far in our careers. Whether that success comes in the shape of earning a promotion, simply landing a dream job, it does not matter: the ability to comprehend human nature is always going to be essential to arriving at any individual goal (Ray, 2016).
While there is indeed a multitude of ingredients in the proverbial stew of success, emotional intelligence is one of the most important. An individual can study countless degrees, have dozens of years’ worth of experience and be as good at their job as it is humanly possible to be; yet if they do not understand people, they will never be truly successful in any aspect of their life. So, continuing to focus on developing the social and emotional awareness, and always being conscious of how key it is to both to the employees and the working environment. Working within an organisation that is bringing together all the needed knowledge that will encourage sustainability, Google Inc gain an understanding that a motivated employee will trigger increase in sales and the database will be increased. 
In conclusion, it is very important an organisation to develop an emotional intelligence framework that will become the organisational culture that will incorporated in workplace. Many organisations are failing today because of paying less attention to the emotions of their employees but rather were focusing more on customer’s satisfaction and rewarding employees according to performance. Google Inc is a global organisation that has policies that influences the operations of other organisation; part of the policy was the introduction of work-life balance into the organisation which means the family and the emotional aspect of the employees are being taken into consideration. A motivated employee will go the extra mile for the organisation by ensuring that the customer’s request is granted, ability to resolve conflict and communicating effectively.
The Trait model is very applicable to an organisation like Google Inc, because such organisation will not need an individual ability but rather the attitude being put up by the individual. The leadership style applied in the organisation is very accommodative as it allows for every employee to address themselves by their names and this very unique way of applying emotional intelligence in an organisation by not letting people feels inferior to the system. Although individuals are different in the way they handle things and the way things are done but there is a unique importance aspect of emotional intelligence within a workplace is that one is being taught about it on regular bases. The concept of emotional intelligence plays an important role in the management and leadership of the organisation because individuals in these positions are there because of their qualifications, years of service and their character but paying a less attention to their emotional attitude to others. Getting an understanding of the significant of emotional intelligence will give them an insight into applying the right communication skills, the right attitude to resolve conflict and the right leadership style that harmonise the workplace together. 
Emotional intelligence also plays an important role in the area of sales and marketing of the organisation goods and services, therefore the ability to regulate and relate with all people is very paramount when dealing sales. Another aspect of the organisation that will benefit from the emotional intelligence is the customers service because this where most customer will express their emotions about a product they wanted to buy or have bought and is not the same value as was told, so the ability to resolve this kind of situation is very important for the organisation to continuously stay competitive in the business environment. 
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