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The ability to identify, comprehend, control, and effectively utilize emotions in oneself and others is known as emotional intelligence (EI) (Mayer, Salovey, and Caruso, 2004). Goleman (1998) goes on to characterize emotional intelligence as a collection of abilities that support effective leadership and job performance, such as self-awareness, self-regulation, motivation, empathy, and social skills. Emotional intelligence has become more crucial in today’s workplace since companies depend on cooperation, clear communication, flexibility, and strong interpersonal ties to accomplish their objectives. High emotional intelligence workers are typically better able to handle stress, settle disputes, make wise decision, and create fruitful working relationship, all of which enhance both individual and organizational performance (Chrness,2010). Emotional intelligence is acknowledged as a critical component of effective leadership and worker well-being in caressingly diverse and dynamic workplaces.Three well-known models of emotional intelligence –Daniel Golaman’s Competency Model, Mayer and Salovey’s Ability Model, and Reuven Bar-On’s Emotional- Social Intelligence Model-well be critically examined in this report. Their main ideas, advantages, and disadvantages will be contrasted, and their applicability to contemporary organizational practice will be assessed. 
[bookmark: _Toc236256566] Emotional Intelligence Models Explain
Several theoretical models have been developed to explain emotional intelligence (EI), each providing a unique viewpoint on how emotions affect relationship, behaviour, and productivity at work. Goleman’s Competency Model, Mayer and Salovey’s Ability Model, and Bar-On’s Model are three of the most important models.
Daniel Goleman’s Competency Model focuses on emotional skills that help people succeed in their career and personal lives. The model has five major components: self-awareness, self-regulation, motivation, empathy, and social skills) Goleman, 1998). Self-awareness entails recognizing one’s emotions and understanding how they influence behaviour. Self-regulation is the ability to control one’s emotions reactions and adapt to changing circumstances. Motivation inspires people to achieve their goals despite obstacles, whereas empathy allows them to understand the emotions of others. Social skills enable people to form relationship, communicate effectively, and resolve conflicts. This model is widely used in leadership development because it shows how emotional competencies improve teamwork, decision-making, and overall organizational performance.
In contrast, Mayer and Salovey’s Ability Model sees emotional intelligence as a type of cognitive ability rather than a personality characteristic. The model has four branches: perceiving emotions, using emotions, and facilitate thinking, understanding emotions, and managing emotions (Myer, Salovey, &Caruso, 2004). Individuals recognize emotions in themselves and others before using emotional information to aid reasoning and problem solving. They then learn about how emotions change over time and how to effectively regulate them. This model emphasize that emotional intelligence is a mental ability that can be improved through learning and practice. 
Bar-On’s Emotional-Social Intelligence Model takes a broader approach, incorporating emotional and social competencies that promote psychological well-being. The model has five components: intrapersonal skills, interpersonal skills, stress management, adaptability, and general mood (Bar-On, 2006).  Intrapersonal skills include self-awareness and emotional expressions, whereas interpersonal skills include empathy and social responsibility. Stress management allows people to stay calm under pressure, adaptability helps them respond to change, and maintaining a positive mood promotes resilience and optimism. The model emphasizes the link between emotional intelligence, well-being, and effective performance in both personal and professional contexts.
While all three models place a strong emphasis on comprehending and controlling emotions, their areas of emphasis are different. Bar-On’s model connects emotional intelligence with personal traits, well-being, and social functioning; Mayer and Salovey’s model describe emotional intelligence as a quantifiable mental capacity; and Goleman’s model focuses on workplace competencies and leadership effectiveness. When combined, these models offer a thorough understanding of how emotional intelligence support successful leadership, communication, and decision-making in the modern workplace.

[bookmark: _Toc236256567]Emotional Intelligence to Improve employee performance 
Emotional intelligence (EI) helps employees improve their performance by increasing self-awareness, self-regulation, and motivation. Employees who are self-aware can recognize their own strengths, weaknesses, and emotions responses, which helps them make better decisions and perform better (Goleman,1998). For example, if a employee notice that they become anxious during presentations, they can seek training or practice public speaking to boost confidence and communication skills.
Self-regulation enables employees to manage their emotions, stay calm under pressure, and respond professional too difficult situations (Mayer, Salovey, & Caruso, 2004). Instead of reacting emotionally to a manager’s criticism or a disagreement with a colleague, an employee with strong self-regulation listens carefully, considers the feedback, and responds constructively. This reduces workplace conflict and promotes more effective decision-making.
Motivation, another important aspect of emotional intelligence, encourages employees to stay committed to achieving their goals despite setbacks (Goleman, 1998). Highly motivated employees are more productive because they keep a positive attitude and strive for continuous improvement. Instead of becoming discouraged when a sales representative fails to meet a monthly target, they can analyse their performance, learn from mistakes, and develop new strategies. Managers should identify motivators and hygiene factors and find appropriate strategies such as kaizen continuous improvement, human resource engagement strategies, continuous staff development through CPD and training 
In general, emotional intelligence helps workers better understand and control their emotions, improve relationships at work, and increase productivity. In today’s cutthroat workplace, these abilities support organization success and improve individual performance.
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Emotional intelligence (EI) is important for improving communication and collaboration others, build positive relationship, and effectively resolve workplace conflicts. Empathy is a key component of EI because it allows people to recognise and understand their colleague’s feelings and perspectives (Goleman,1998). For example, if a team leader notices that team additional assistance of adjust workloads to create a more supportive and productive work environment.
Social skills are another important aspect of emotional intelligence. Employees with strong social skills communication clearly, listen actively, and collaborate to achieve common goals (Goleman, 1998). For example, during a group project, employees with strong social skills encourage participation, share ideas respectfully, and maintain positive working relationship. This promotes teamwork and boosts overall productivity.
Emotional intelligence can also help employees manage workplace conflict constructively. Instead of reacting emotional during disagreements, emotionally intelligence people remain calm, listen to opposing viewpoints, and seek mutually beneficial solutions (Mayer, Salovey, & Caruso, 2004). For example, if colleagues disagree on how to complete a project, they can discuss it respectfully and get to know teach others opinion and where possible ask the leader or manager to provide suggestions, consider each other’s perspective, and decide on the most effective approach. Emotional intelligence improves organization performance by promoting empathy, communication, and conflict resolution.
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Emotional intelligence (EI) is important for employee well-being because it helps people mange stress, develop resilience, and form positive workplace relationships. One of the primary advantages of EI is its ability to assist employees in recognising and regulating their emotions in stressful situations. (Goleman, 1998). Instead of becoming overwhelmed, an employee dealing with a heavy workload can use self-regulation techniques to stay calm, prioritize tasks, and seek support from colleagues. This reduces stress while maintaining productivity.
Additionally, emotional intelligence fosters resilience, which helps workers overcome obstacles at work and bounce back from failures. Bar-On (2006) asserts that emotional intelligence people are more adapt at handling change, finding effective solutions to issues, and keeping a positive attitude. An emotional intelligence worker, for example, see a manager’s constructive criticism as a chance for professional growth and learning than personal job. Emotional intelligence also helps to improve and foster communication, trust, and cooperation among colleagues, which leads to higher job satisfaction. Employees with empathy and strong relationship skills are more likely to form supportive relationships and foster a positive work environment (Goleman 1998). For example, during difficult projects, team members who actively listen to one another and provide encouragement help to boost morale and collaboration. Overall, emotional intelligence improves employee well-being by lowering stress, increasing resilience, and cultivating healthy workplace relationship, all of which contribute to improved organizational performance.
[bookmark: _Toc236256570]Critically Evaluation of Emotional Intelligence
Emotional intelligence (EI) has emerged as an important concept in organizational behaviour due to its association with effective leadership, teamwork, and employee performance. Although the major models of emotional intelligence have made significant, they do have some limitations. Because it identifies practical skills that can be developed through training to improve leadership and workplace performance, such as self-awareness, empathy, and social skills. Golemi’s competency model is widely used in organizations (Goleman,1998). However, detractors contend that the model blend emotional intelligence with leadership skills and personality traits, making it challenging to differentiate EI from other behaviour traits (Landy, 2005). When utilized as a measurement tool, this could lessen its scientific validity. Because it defines emotional intelligence as a cognitive ability that can be objectively evaluated, Mayer and Salovey’s Ability Model is regarded as the most scientifically rigorous (Mayer, Salovey, and Caruso,2004). The model is backed by psychological research and offer a solid theoretical basis. However, literature  contend that ability-based assessments might not accurately reflect how people act in actual work environments, where emotional are shapes by individual experiences and organizational culture.
Similarly, Bar-On’s Emotional-Social Intelligence Model broadens the scope of emotional and social competencies by incorporating stress ma intelligence engagement, adaptability, and well-being (Bar-On 2006). This makes it especially useful in organizational contexts. However, critics argue that the model overlaps with established personality traits, blurring the line between emotional intelligence and general personality (Landy,2005). Although emotional intelligence is frequently assorted with positive outcomes such a s better communication, leadership, and job performance, it does not always yield positive results. Individuals with high emotional intelligence may use their knowledge of others’ emotions to influence or manipulate colleagues for personal gain (Kilduff, Chiaburu, &Menges, 2010) Furthermore organizational success is dependent on factors such as technical expertise, experience, and organizational support. As a result, emotional intelligence should be viewed as a valuable contributor to workplace effectiveness, rather than s guarantee of success.
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Emotional intelligence is an essential factor in improving individual and organizational performance. The three models of emotional intelligence Goleman, Mayer and Solovey, and Bar-On-have been examined in this report, with an emphasis on how they differ in their methods for comprehending and controlling emotions. Although each model has unique advantages and disadvantages, they all stress the significance of emotional intelligence, self-control, empathy, and healthy interpersonal connections. The conversation also illustrated how emotional intelligence improves decision-making, resilience, conflict resolution, teamwork, and employee performance, communication, collaboration, and well-being. However, since workplace success also depends on elements like technical proficiency, organizational culture, and ethical behaviour, emotional intelligence by itself cannot ensure favourable results. All things considered, emotional intelligence is still a useful ability in modern organizations since it fosters effective leadership, improves relationships at work, and helps workers successfully adjust to everchanging and more complex work environments.
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An organization that employs workers from various generations who bring a variety of experiences, values, abilities, and viewpoints to the workplace is said to have a multigenerational workforce (CIPD, 2023). It is becoming more typical for multiple generations to work together as people work longer hours and companies continue their younger workers. Although diversity can foster creativity, knowledge exchange, and better problem-solving, it can also present difficulties because of variations in communication styles, work expectations, and attitude toward technology.
The three most common generation in today’s workplace are Generation X (born between 1965 and 1980), Millennials or Generation Y (born between 1981 and 1996), and Generation Z (born between 1997 and 2012) Pew Research Center,2019). Each generation has been influenced by various social, economic, and technological developments, which have shaped their workplace values and behaviours. Understanding these differences enables organizations to develop effective management strategies, improve communication, and encourage employee collaboration. This report examines the characteristics of Generation X, Millennials, and Generation Z, comparing their workplace values, expectations, communication styles, motivation, and attitudes toward technology, as well as how organizations can effectively manage a multigenerational workforce.
Generational cohort
The traditionalist employees seek stability in workplace , for them employee relations with employers plays an important role, they rely n completing their work with great care and efficiency, they are hardworkers and look for economicl prosperity such as salary band, employment relations, growth and sustainability. The baby boomers are full of knowledge and career centric, they focus on  their work to have a good family life however they tend to focus more on work and neglect family life , in contrast millennials or generation Z are technologically savvy, they focus more on self and own wellbeing and rely heavily on industry 4.0 of digital revolution , they want things quick and focus on a healthy life balance 
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Finally, a multigenerational workforce provides organizations with a wide range of knowledge, skills, and perspective that can help with innovation, decision-making, and organizational performance. This report compares Generation X, Millennials, and Generation Z, highlighting differences in workplace values, expectations, communication styles, motivation, and attitudes towards technology. Although each generation has distinct characteristics; they all bring valuable strengths that can help organizations succeed. The findings show that understanding generational differences allow manages to create appropriate leadership styles, communication strategies, and motivation approaches that meet the needs of employees of various ages. Promoting collaboration, mutual respect and knowledge sharing can help ro reduce workplace conflict and improve teamwork. Overall, organizations that recognize and value generational diversity are better positioned to foster an inclusive workplace, retain talented employees, and successfully adapt to the changing demands of today’s business environment. 
[bookmark: _Toc236256572]References
Bar-On, R. (2006)’ The Bar-On model of emotional-social intelligence; Psicothema, 18 (Suppl.), pp.13-25.
Cherniss, C (2010(Emotional intelligence: Toward clarification of a concept. Industrial and Organizational Psychology, 3(2), pp. 110-126.
Goleman, D (1998) Working with Emotional Intelligence. New York: Bantam Books.
CIPD (2023) Managing a multigenerational workforce. London: Chartered Institute of Personnel and Development.
Mayer, Salovey, P. and Caruso, D.R. (2004) ‘Emotional intelligence: Theory, findings, and implications; Psychological Inquiry, 15(3), pp. 197-215.
Kilduff, M., Chiaburu , D.S. and Menges. (2010)’Strategic use of emotional intelligence in organizational setting: Exploring the dark side; Research in Organizational Behaviour ,30, pp.129-152.
Landy, F.J. (2005)’ Some historical and scientific issues related to research on emotional intelligence; Journal of Organizational Behaaviour,26 (4), pp.411-424.
Lyons’s. and Kuron, L.K.J. (2014) Generational differences in the workplace: A review of the evidence and directions for future research; Journal of Organizational Behaviour, 35(s1), pp. S139-S157.
Pew Research Centre (2019) Defining generations: Where Millinials end and Generation Z begins. Washington, DC: Pew Research Centre.
Twenge. (2017) iGen:  Why Today’s Super- Connected Kids Are Growing Up Less Rebellious, More Tolerant, Less Happy-and Completely Unprepared for Adulthood. New York; Atrial Books.
image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




