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Introduction
Emotional intelligence is generally understood as the ability to recognise emotions, as well as understanding them and managing them, not only in yourself but in others too, in today’s modern workplace this is seen as an important skill because most job roles involve working with other people, teamwork, managing pressure and communicating effectively. Research suggests that employees with higher emotional intelligence tend to perform better in teams and are more effective in managing relationships and workplace challenges (Goleman, 1995), (Mayer, Salovey and Caruso, 2004).
This report looks at how emotional intelligence is used in the workplace, using key models. It will also explore the differences between generations, in particular, Generation X, Y and Z, and what managers need to consider when recruiting and managing employees from these groups. The aim is to show how emotional intelligence links with workplace behaviour and why it matters for organisational success 
1. Emotional Intelligence in the Workplace
Emotional intelligence is important in the workplace because most jobs involve interacting with other people. Employees are expected to communicate clearly, work in teams and deal with different situations, including pressure and conflict. In these situations, being able to manage emotions can make a big difference in how effectively someone performs. For example, an employee who can stay calm under pressure is more likely to make a better decision compared to someone who reacts emotionally. 
Emotional intelligence also helps employees build better working relationships. When individuals are aware of their own emotions and understand how others feel, it becomes easier to cooperate and avoid unnecessary conflict. This is especially important in team based environments where collaborations is required to achieve shared goals (Brackett, Rivers and Salovey, 2011).
Additionally, businesses are progressively recognising the worth of emotional intelligence in both employees and managers. It is often linked to leadership, as managers need to comprehend and react to the needs of their team (Golman, 1995). Overall, emotional intelligence is not just a personal ability, but rather that directly affects workplace behaviour and performance.


1.1 Understanding Emotional Intelligence 
Emotional intelligence is not something people have or do not have, it can be developed over time. people can improve their emotional awareness by reflecting n their behaviours and learning from experiences. For example, someone who struggles to control their emotions at work can learn to pause and think before acting. This shows that emotional intelligence is a skill that can be built through practice, rather than being fixed (Goleman, 1995). Training and feedback in the workplace can also help employees become more emotionally aware and improve how they interact with others.
It is also useful to understand that emotional intelligence involves both understanding your own emotions and recognising those emotions on others too. Self awareness allows individuals to understand how their feelings affect their behaviour, whilst empathy helps them understand how others might be feeling in different situations (Mayer, Salovey and Caruso, 2024). These two aspects work together. For example, if an employee can recognise that a colleague is stressed, they are more likely to respond in a supportive way. This can improve relationships and generate a more confident working atmosphere.
Emotional intelligence can be explained as the skill to deal with reactions in a controlled and effective way. Mayer, Salovey and Caruso (2004) define emotional intelligence as a set of capabilities, which include, acknowledging emotions, accepting them and dealing with them. This is often called the Ability Model.
Another well known approach is Goleman’s model, which includes five main sections: self awareness, self regulation, motivation, empathy and social skills (Goleman, 1995). This model is more focused on workplace behaviour, which is why it is commonly used in most organisations.
Even though these models are slightly different, they both show that emotional intelligence is not only about feelings but is also about how people behave and interact with others.

1.2 How Employees Use Emotional Intelligence 
Employees use emotional intelligence in everyday work situations. One of the main areas is communication. Persons who are mindful of their feelings are more probable to communicate clearly and avoid reacting negatively in stressful situations (Brackett, Rivers and Salovey, 2011). 
Another important area is teamwork. In most workplaces, employees have to work with others. Emotional intelligence helps individuals understand different opinions and work together more effectively (Jordan and Troth, 2004). For example, someone with high empathy will be more likely to listen and respect another person’s views.
Emotional intelligence is also useful in managing conflict. Disagreements are normal at work, but workers with elevated emotional intelligence are more likely to stay calm and deal with the issues professionally (cote, 2014). Instead of reacting emotionally, they can focus on solving the problem.
Emotional intelligence also plays a role in leadership. Leaders with emotional intelligence can motivate their team, understand employee needs and create a positive working environment (Goleman, Boyatzis and McKee, 2013). This can improve both performance and job satisfaction. 
Employees also use emotional intelligence when dealing with feedback in the workplace. For example, when receiving criticism, someone with higher emotional intelligence is more likely to stay calm and take the feedback in a positive way rather than reacting defensively. This helps them improve their performance overtime. In the same way, when giving feedback to others, emotionally intelligent people are more aware of how their words might affect someone, so they are more likely to communicate in a respectful way (Brackett, Rivers and Salovey, 2011).
Another way emotional intelligence is used is in managing stress at work. Many roles can be demanding, and employees often face pressure from deadlines or workloads. Those with higher emotional intelligence are better able to recognise when they are feeling stressed and take steps to manage it, such as staying organised or asking for help and support. This can help prevent burnout and maintain consistent performance. In comparison, employees with lower emotional intelligence may struggle to manage stress, which can affect both their work and relationships with others (|cote, 2014).

1.3 Critical Evaluation of Emotional Intelligence 
Although emotional intelligence is seen as important, it is not without criticism. One issue is that it can be difficult to measure. Some researchers argue that emotional intelligence overlaps with personality traits, such as being friendly or calm, which makes it hard to separate it as a unique concept (Landy, 2005), ( Ashkanasy and Daus, 2005).
Another limitation is that emotional intelligence may not be equally important in all jobs. For example, in highly technical roles, cognitive skills might be more important than emotional skills (Joseph and Newman, 200). This suggests that emotional intelligence should not be seen as the only factor for success.
Although, many studies have and will still show a positive link between emotional intelligence and job performance, especially in roles that involve communication and teamwork (O’Boyle et al, 2011). This means that whilst emotional intelligence has some limitations, it is still a valuable skill in most workplaces.
Another point to consider is that emotional intelligence may not always lead to positive outcomes. In some cases, individuals with high emotional intelligence could use their skills in a negative way, for example, manipulating others or controlling situations for their own personal benefit. This shows that having emotional awareness does not automatically mean someone will behave ethically. As a result, organisations need to focus not only on emotional intelligence, but also on values and behaviour when assessing employees (Ashkanasy and Daus, 2005).
It is also argued that emotional intelligence can be influenced by context. For example, an individual may show strong emotional control in one situation but can struggle in another, depending on stress levels or the people involved. This suggests that emotional intelligence is not always consistent and may change over time. Because of this it can be difficult for organisations to rely on emotional intelligence as a fixed measure of performance (Landy, 2005). Overall, while emotional intelligence is useful, it should be considered alongside other factors such as skills, experience and personality.
2. Generational Differences and Management 
Generational differences are an important factor in today’s workplace, as organisations now have employees from a range of age groups working together. These differences can affect how people communicate, what they expect from their jobs and how they respond to management. Because each generation has grown up in different social and economic conditions, they often have different values and attitudes towards work.
For managers, this means that a single approach may not work for everyone. Understanding generational differences can help managers adapt their leadership style, improve communication and create a more positive working environment. Yet at the same time it is important not to rely too heavily on generalisations, as not all individuals will behave in the same way as their generation (Costanza et al, 2012).
Managing a multi-generational workforce can be challenging, but it can also be beneficial. Different perspectives can lead to new ideas and better problem solving. Overall. Managers need to balance awareness of generational differences with the ability to treat employees as individuals. 

2.1 Overview of Generations 
Workplaces today include people from different generations, which can possibly affect how employees behave and what they actually expect from work. Generation X born around 1965-1980 is often described as independent and focussed on job stability. Millennials also recognised as generation Y born before 1996, tend to value work structure and career progress. Generation Z who are born after 1997 is the newest group in the workplace and is recognised for being digital and adaptable (Twenge, 2010), (Dimock,2019).
These differences mean that employees may have different expectations, which manager need to understand.
Another way to understand generational differences is by looking at how each group has experienced change. For example, generation X nurtured through a time of financial doubt, which could explain why they value job security and independence. In comparison, millennials entered the workforce during rapid technology growth, which has influenced their focus on flexibility and career development (Twenge, 2010). Generation Z has grown up fully charged in the digital age, which affects how they communicate and access information.
It is also important to consider how each generation approaches learning and development. Older generations may prefer structured training and clear guidance, while younger employees are often more comfortable with self-directed learning and online resources. This can affect how organisations deliver training and support employees at different stages of their careers (Lyons and Kuron, 2014).
Also attitudes towards work life balance can vary between generations. Millennials (Y) and generation Z are often seen as placing more importance on balancing work with personal life, while generation X may be more used traditional working patterns. However, these differences are not always fixed, and individual preferences can vary (Costanza et al, 2012).
Overall, while generational categories can help explain general trends, they can help explain general trends, they should be used carefully. Not every individual will match the typical characteristics of their generation, so managers should avoid making assumptions and instead focus on understanding each employee.

2.2 Key Differences in the Workplace
One of the main differences between generations is wat they expect from work. Generation X employees often prefer stability and clear structures, while Millennials and Generation Z are more likely to look for flexibility and meaningful work (Lyons and Kuron, 2014). 
Communication styles are also different. Older employees may prefer face to face or formal communication, where younger employees are more comfortable using digital platforms and informal communication (Becton, Walker and Jones-Farmer, 2014).
Research also shows that generational differences can influence work values and attitudes, which may affect teamwork and organisational behaviour (Gursoy, Chi and Karadag, 2013).
However, it is important to note not all individuals fit these patterns. Costanza et al (2012) argue that differences between generations can sometimes be greater than differences between generations. This suggests that managers should avoid relying too heavily on stereotypes.
Another key difference between generations is how they respond to authority and management. Generation X employees are often more comfortable with traditional management structures and may expect clear directions from managers. Compared to millennials (Y) and generation Z who are more likely to prefer a less formal approach, where they can share ideas and be involved in decision making. This can sometimes lead to differences in expectations between managers and employees (Lyons and Kuron, 2014).
There are also differences in how employees approach career progression. Older generations may focus on long term career growth within one organisation, while younger employees are more open to changing jobs to gain new experiences. This can affect retention, as organisations may find it harder to keep younger employees for long periods. Understanding this can help managers create better development opportunities (Twenge, 2010).
Another difference is the use of technology, younger generations especially generation Z., are more familiar with digital tools and may expect technology to be part of their daily work. Older generations may still prefer more traditional methods although this is changing over time. These differences can affect communication and how work is completed (Becton, Walker and Jones-Farmer, 2014).
Overall, these differences are important for managers to understand, but they still should not be seen as fixed. Employees are individuals, and their behaviour can be influenced by many factors, not just their age group (Costanza et al, 2012).
2.3 Linking Emotional Intelligence with Generations 
Emotional intelligence is important for managing generational differences effectively. Managers with great emotional intelligence are well able to recognise different perspectives and adapt their behaviour. 
For example, empathy allows managers to recognise the needs of different employees, while social skills help them communicate more effectively across all age groups (Gursoy, Chi and Karadag, 2013). 
Self-awareness and social skills also allow managers to adjust how they communicate with different employees. This can help reduce conflict and improve team work. 
Additionally, emotional intelligence supports inclusive leadership. This means producing an atmosphere where all workers feel respected, despite of age or background (Northouse, 2019). Managers who use emotional intelligence are more likely to build positive relationships across all generations. 
Another way emotional intelligence links to generational differences is through communication. Since different generations prefer to use different ways of communicating, managers need to be aware of this and adjust how they interact with employees. For example, younger employees may prefer more direct or structured conversations. Emotional intelligence helps managers recognise these differences and respond in a way that works for everyone. 
Emotional intelligence is also important when dealing with misunderstandings between generation. Because employees may have different expectations, conflict can sometimes happen. Managers who are emotionally aware are more likely to notice these issues early and deal with them calmly. This can help prevent small problems from becoming bigger conflicts and improve relationships within the team (Gursoy, Chi and Karadag, 2013).
In addition, emotional intelligence can support motivation across different age groups. Different generations may be motivated by different things, such as job security, flexibility or career progression. Managers who understand this are more likely to support employees in a way that suits their needs. This can improve job satisfaction and overall performance.
Overall, emotional intelligence helps managers deal with generational differences in a practical way. It allows them to adapt their behaviour, improve communication and create a more balanced working environment for everyone.

Recommendations 
Organisations should provide training to help employees develop emotional intelligence, especially for those in leadership roles.  This can improve communication and reduce conflict in the workplace.
Managers should also be made aware of generational differences and adapt their leadership style when and where needed. For example, offering flexibility for younger employees while maintaining structure for older employees. 
Additionally, organisations should encourage open communication so that employees feel comfortable sharing their views. 
Another recommendation is for organisations to include emotional intelligence as part of a performance review. This could help encourage employees to develop skills such as communication and teamwork, rather than focussing only on technical performance. Over time, this could help create a more positive workplace culture.
Organisations should also consider mentoring programmes where employees from different generations work together. This can help improve understanding between age groups and allow employees to learn from each other’s experiences. It can also reduce stereotypes and improve teamwork across the organisation.
Finally, emotional intelligence should be considered during recruitment and development, as it is an important skill to have for long term success. 
Conclusion 
Emotional intelligence is an significant skill in the workplace. It helps employees communicate effectively, work in teams and manage conflict. It also plays a key role in leadership, as emotionally intelligent leaders can support and motivate their teams accordingly.
Although there are some criticisms of emotional intelligence, such as difficulties in measurement, most of the research shows that it has a positive impact on workplace performance.
Generational differences also affect how employees behave and interact. Managers need to understand these differences and use emotional intelligence to manage them effectively. Organisations that focus on both emotional intelligence and generational awareness are more probable to generate a constructive and productive work setting for everyone.
Overall, it is clear that both emotional intelligence and generational awareness are important for modern organisations. While each concept has its limitations, together they help explain how employees behave and interact at work. Managers who understand both are more likely to create a balanced and effective working environment. This is especially important as workplaces continue to become more diverse and fast changing.
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