

1














COMPONENT 2- INDIVIDUAL WRITTEN REPORT
 
Name: Raja Mohammad Ejaz Khan
Student number: 2331800
Module title and code: LCLM5006-BRIM
Module Name: DEVEOPING EMOTIONAL INTELLIGENCE
Lecturer name: ASO ABDULLAH












Table of Contents
Introduction	2
Emotional Intelligence in the Workplace	2
Self awareness at the Work place	2
Emotional Control and Self-Regulation	3
Motivation and Workplace Performance	3
Interpersonal Relationships and Empathy	3
Social Adaptability and Work Team Cooperation	3
Emotional Intelligence Models Supporting Workplace Application	4
Emotional Intelligence Advantages to Organisations	4
Critical Evaluation in the Practice of Emotional Intelligence	4
Generational Differences and Workplace Effectiveness	5
Conclusion	7
Recommendations	7
Reference	8












[bookmark: _Toc222354633]Introduction 
As the role of collaboration, communication and adaptability in the working environment has become more important, emotional intelligence (EI) has emerged as one of the core skills in modern organisations. Emotional intelligence is the capacity to perceive, comprehend, regulate, and control emotions to attain good results in oneself and other people. Daniel Goleman (1995) suggests that when people themselves are not aware of their emotions, they usually have difficulties in deciphering feelings in others and thus fail to build relationships and perform poorly at their jobs. Due to increased people-centredness of organisations, emotional intelligence has emerged as a key consideration in determining the effectiveness of leadership, employee involvement, teamwork and organisational success.
Emotional intelligence is also relevant because of the diversity in the workforce, especially the generation diversity. In contemporary organisations, it is a common practice to hire people representing some of the various generations such as Generation X, Generation Y (Millennials) and Generation z. The different social, technological and economic experiences of these generations have led to the differences in communication styles, motivations, values and expectations among these generations. It is therefore necessary that managers should be aware of the emotional intelligence and the features of different generations in order to establish successful working conditions that encourage cooperation and efficiency.
This report aims at critically assessing the application of emotional intelligence elements by employees in the workplace through the application of the appropriate models and theories of emotional intelligence. The report also seeks to investigate the way emotional intelligence has helped in organisational effectiveness, employee wellbeing and workplace relationship. Through examining theoretical viewpoints and practical issues in the work place, the report will prove the significance of emotional intelligence as a professional skill that is needed in achieving organisational success within a diverse and dynamic work environment.
[bookmark: _Toc222354634]Emotional Intelligence in the Workplace 
EI is widely used in influencing staff behaviour, interpersonal relations and organisational performance. Employees with high emotional intelligence can cope with stress better, deal with others effectively, conflict, and collaborate with their co-workers. Emotional intelligence is usually broken down into such major categories as self-awareness, self-regulation, motivation, empathy, and social skills (Goleman, 1998). These aspects can be examined through the familiar models of emotional intelligence which include the Ability Model, Mixed Model and the Emotional-Social Model.
[bookmark: _Toc222354635]Self awareness at the Work place
The self-awareness is a quality of being able to know how we feel, what we are good at, what we are bad at, and how we influence other people. Self-aware employees are better placed to accept constructive feedback, handle interpersonal relationships, and have professional maturity in the work place. It has been found that self-awareness is a way to improve job performance, as employees are able to recognize emotional stimuli and react on them instead of acting on the spur of the moment (Côté, 2014).
Indicatively, workers who become aware of the frustration in circumstances of high pressure are able to control their behaviour and become professional. Nonetheless, having self-awareness is not sufficient in order to achieve good results. Other people can learn about their feelings but have inadequate management. As such, other skills in emotional intelligence should be integrated with self-awareness so as to generate workplace benefits.
[bookmark: _Toc222354636]Emotional Control and Self-Regulation
Self-regulation entails the ability to control emotional responses, regulate impulses and remain calm when one is stressed. High self-regulation in employees leads to resilience, flexibility and professionalism especially when organisational situations like work load pressure or interpersonal conflict arise. Customer service involves particular emotional regulation importance because the employees have to overcome negative emotions to retain the quality of the service.
Nevertheless, too much emotional management can lead to emotional suppression, which can be the cause of stress, burnout, and a lack of authenticity in work relationships (Grandey and Melloy, 2017). This brings out one of the limitations of application of emotional intelligence that organisation must promote balanced emotional expression, but not unrealistic expectations of emotional control.
[bookmark: _Toc222354637]Motivation and Workplace Performance
Emotional intelligence motivation can be described as an internal drive, a dedication to objectives, and the ability to remain strong despite challenges. EI employees tend to be more motivated and efficient since they do not need to restrict their values to organisational goals. Research indicates that employees who possess a greater emotional intelligence reflect greater job satisfaction and organisational commitment (Mattingly and Kraiger, 2019).
However, external organisational forces affect motivation by including leadership style, reward systems and organisational culture. Emotional intelligence is not sufficient to maintain the drive when the conditions at a workplace are unfavourable. This is to suggest that EI must be applied hand in hand with organisational support systems to make the most out of it.
[bookmark: _Toc222354638]Interpersonal Relationships and Empathy
Empathy refers to the skill to be able to put yourself in the position of other people. Empathy enhances teamwork, effectiveness in leadership and problems of conflict in an organisational setting. Empathic leaders provide psychologically safe working environments that make employees feel that they are valued and respected. Mayer, Caruso and Salovey (2016) support this idea by stating that empathy allows people to understand each other and trust, which has a positive impact on performance in the workplace.
Although these benefits exist, empathy may also cause emotional pressure especially in jobs that are related to emotional labour like healthcare, education, or customer service. Workers can also get emotionally fatigued in a situation where they are constantly addressing the emotional needs of others. Thus, organisations should encourage the wellbeing of employees and development of empathy.
[bookmark: _Toc222354639]Social Adaptability and Work Team Cooperation
Social skills entail communication, relationship management, influence and team working. Social workers would have an opportunity to develop professional networks, solve conflicts, and cooperate with employees of high social skills. In the case of leadership, social competence is valued especially since the leader is expected to impact and inspire others towards achieving organisational objectives (Goleman, 2005).
Nevertheless, social skills can be applied in a manipulative way also, and it can be questioned whether emotional intelligence is abused. Critics allege that emotional intelligence may be manipulated to coerce fellow employees in personal gains and not organisational achievement (Côté, 2014). It implies that emotional intelligence training in organisations should be accompanied by ethical awareness.
[bookmark: _Toc222354640]Emotional Intelligence Models Supporting Workplace Application
The Ability Model, which is the brainchild of Peter Salovey and John D. Mayer, conceptualises emotional intelligence as cognitive ability of emotional perception, understanding, facilitation and regulation (Mayer et al., 2004). This model is used by employees in how they perceive the emotions of their colleagues, deal with interpersonal situations and make emotionally aware judgements. The power of this model is the fact that it is scientifically measured in terms of performance-based measurement. Its critics however claim that it emphasises more on the emotional cognition and leaves out behavioural and personality factors which are applicable in the workplace.
Goleman developed the Mixed Model that combines emotional competencies and personality traits in the form of motivation and social skills. This model has been very popular in the field of leadership development since it has a direct correlation between emotional intelligence and the result of performance at the workplace. Practical, the model has been criticised to overlap concepts with personality traits, which is problematic in terms of measurement and scientific validity (Ashkanasy and Dorris, 2017).
The Emotional-Social Model by Reuven Bar-On focuses on emotional and social functioning and in this case, upon stress tolerance, interpersonal skills, and adaptability (Bar-On, 2006). The model offers a very broad comprehension of the behaviour at the workplace, but it is not very clear about the difference between the emotional intelligence and the personality constructs, which is a weak point.
[bookmark: _Toc222354641]Emotional Intelligence Advantages to Organisations
The EI helps organisations to succeed in various ways. To start with, emotionally intelligent employees are more capable of being good leaders since they are aware of team requirements and deal with relationships. Second, EI also strengthens teamwork, because it improves communication and cooperation between workers. Third, emotional intelligence enhances conflict management, whereby the conflict can be solved constructively, as opposed to being destructive. Lastly, EI aids in the wellbeing of employees because they are able to cope with emotional issues and stress. Miao, Humphrey and Qian (2017) conducted a meta-analysis that established a positive correlation between the emotional intelligence and the job performance, organisational commitment, and the effectiveness of the leadership.
[bookmark: _Toc222354642]Critical Evaluation in the Practice of Emotional Intelligence
Emotional intelligence does not lack limitations in spite of the benefits. The fact that measurement varies across models presents difficulties to the measurement of EI. Also, culture determines the expression of emotions, that is, emotional intelligence is not likely to work in different workplaces in the same way. Another point made by critics is that emotional intelligence is too conceptually similar to personality factors like conscientiousness, agreeableness, and so on, which casts doubt on its distinctiveness as a construct (Ashkanasy and Dorris, 2017).
Moreover, emotional intelligence training, without the help of the organisational culture, leadership, and ongoing development opportunities, does not ensure the behavioural change. Thus, organisations need to combine the development of EI with their overall human resource strategies and not see it as an independent solution. All in all, emotional intelligence is a competence that employees should not ignore since employee-employee relationships, communication and performance are improved. Its effectiveness, however, is related to how it is ethically used, to the context of the organisation, and to how it is combined with leadership practices.
[bookmark: _Toc222354643]Generational Differences and Workplace Effectiveness 
The trend in modern workplaces is an increased diversity by generation, where the workers of Generation X, Generation Y (Millennials), and Generation Z are employed together. The various historical, technological and social experiences affect each generation in that each generation has its own work expectations, style of communication, motivations, and style of emotional intelligence behaviours. Managers should thus get insights into the generational traits to build diverse environments that foster collaboration, productivity and the wellbeing of employees.
The employees of generation X, who were mostly born between 1965 and 1980, are said to be independent, flexible, and self-reliant because of the economic uncertainty and restructuring of organisations that they encountered in their youth (Costanza et al., 2017). They appreciate work-life balance and independence and are likely to exhibit emotional resilience that occurs as a result of work experience. This can be improved through the years of experience at the workplace where their level of emotional intelligence can power them to handle stress and conflict with others effectively. Nonetheless, not all the Generation X workers will be comfortable with the innovative forms of communication and top-down leadership designs, which will cause some difficulties when dealing with younger workers who like working in teams.

The Millennials also referred to as Generation Y are the individuals that were born around the time between circa 1981 and 1996 and were brought up in the era of swift technological advancement and greater global interconnection. They are likely to appreciate work with a purpose, feedback, and self-development (Twenge, 2017). Emotional intelligence includes such elements as social awareness and teamwork orientation, which millennials tend to exhibit. Nonetheless, studies indicate that they can be under more stress at work because of career insecurity and performance demands (Rudolph et al., 2021). Digital communication may also impact on interpersonal skills at a face-to-face level, which might influence the expression of emotional intelligence in a workplace.
Generation Z were born after 1997, and are the latest entrants on the workforce, who have been raised fully in the digital age. They tend to be technology savvy, creative and business persons (Schroth, 2019). Generation z employees tend to value diversity, inclusion, and awareness of mental health, which is connected to the elements of empathy and social awareness of emotional intelligence. Nevertheless, their control of emotions and conflict management skills can be influenced by the lack of experience in the workplace. The managers should therefore offer mentoring and development opportunities of emotional intelligence to help them grow professionally.
Generational diversity may have a positive impact on the effectiveness in the workplace as it brings together various views, talents, and experiences. To illustrate, the older workers can offer experience-related decision-making and mental stability, whereas the young workers can offer creativity, technological skills, and flexibility. Such variety can help in problem-solving, creativity and learning in organisations. Lyons and Kuron (2014) state that multigenerational teams would enhance organisational performance when handled appropriately using inclusive leadership and communication practices.
Nevertheless, generational differences can also lead to the challenges at workplace, such as communication misunderstanding, stereotypes, and conflict. The ideological differences like the attitudes toward authority, the feedback preferences, and the career expectations may lead to the tension between the employees. Lack of knowledge of the characteristics of each generation may also make the managers interpret behaviours in a wrong way, which will decrease the level of engagement and productivity. Thus, emotional intelligence is needed to cope with generational diversity since it allows showing empathy, being flexible, and communicating effectively with the representatives of both generations.
Generation traits should also be taken into account in the recruitment practices to establish good working environments. Organisations ought to not only examine the technical capabilities but also the emotional intelligence skills like the ability to work as a team, being flexible and communicating with others. Situational judgement tests, emotional intelligence, and behavioural interviews may assist in detecting candidates that possess excellent emotional competencies. Also, organisations must create recruitment practices that attract members of different generations like flexible working hours among the Generation X, career advancement prospects among the Millennials, and purpose-driven organisational values among the Generation Z.
In the management of generational diversity, leadership is very important. Emotional intelligent leaders are emphatic, adaptable, and inclusive in decision-making, which builds trust between generations. Transformational leadership styles are especially effective due to their promotion of collaboration, motivation, and shared vision among the diverse employees (Banks et al., 2016). By being able to identify the differences in generational differences and implementing appropriate changes to their communication style, leaders are able to enhance the effectiveness of employees and organisations.
Although the generational categorisation is useful, other researchers assert the existence of over-generalisation of generational differences. Generational identity is not always as potent on behaviour as individual personality, cultural background, and organisational context (Rudolph et al., 2021). Thus, managers are to avoid stereotyping their employees by age and pay attention to the differences and competencies of emotional intelligence on the person level.

In general, generational diversity has both opportunities and threats to organisations. Emotional intelligence offers a model of comprehending and handling these variations through encouraging empathy, communication and flexibility. When managers incorporate emotional intelligence into their recruitment, leadership and team management techniques, the chances of establishing successful and inclusive workplaces are high.
[bookmark: _Toc222354644]Conclusion 
This report has discussed critically the relevance of emotional intelligence in workplace environments and its applicability in management of generational diversity. The elements of emotional intelligence, such as self-awareness, self-management, motivation, empathy, and social skills play a major role in determining the performance of employees, effectiveness in leadership, teamwork, and organisational success. Emotional intelligence models’ usage shows how workplace relationships and decision-making can be improved with the help of emotional competencies but limitations should be put into consideration like the impossibility to measure them and the effects of the situation. Although the report touched on generational differences between generation x, generation Y, and generation z workers, it underlined how various experiences influence workplace hopes, the way of communication, and emotional behaviours. Although generational diversity has the potential to increase innovation, collaboration, and organisational learning, it can equally lead to misunderstanding and conflict when not handled well. Emotional intelligence thus becomes an important instrument of generational gap elimination and inclusion work environment. Finally, organisations where emotional intelligence is highly valued and where the generational diversity is also considered are in a better situation to attain employee engagement, productivity, and success in the long run. Good leadership, recruitment of personnel and organisational culture are all critical in ensuring that the advantages of emotional intelligence are optimized in multigenerational employment contexts.
[bookmark: _Toc222354645]Recommendations 
According to the analysis provided in the current report, one can offer several recommendations to help organisations to develop emotional intelligence and effectively manage generational diversity.
· To begin with, organisations need to introduce emotional intelligence employee and leader training programme. The training is to be directed at the development of self awareness, emotional regulation, empathy, and communication skills using workshops, coaching and reflective learning activities. It is necessary to have continuous development as opposed to a single session training to guarantee behavioural change.
· Second, emotional intelligence tests should be used together with technical skills in their recruitment and selection processes. The candidates with good interpersonal skills and flexibility, which are essential to working in a collaborative setting, can be identified through behavioural interviews, role-play situations and situational judgment tests.
· Third, managers need to embrace the use of inclusive leadership styles that are sensitive to generational differences without stereotyping them. Instead of using general assumptions of the different generations, leaders are supposed to use communication, feedback and motivational strategies that suit the needs of individual employees. Knowledge sharing and emotional intelligence can also be facilitated by mentoring programmes where more experienced workers are coupled with the younger workers.
· Fourth, organisations ought to foster an atmosphere of support at the workplace, which promotes open communication, psychological safety, and wellbeing of the employees. Engagement between generations can be enhanced by the provision of mental health resources, flexible working arrangements and career development opportunities.
· Lastly, organisations ought to measure emotional intelligence programs frequently using the feedback of employees, performance results, and the organisational metrics. Constant review makes emotional intelligence strategies to be effective and relevant in the ever-changing workplaces.
These suggestions can be employed to improve organisational effectiveness, employee satisfaction and leadership potential in workplaces that are more diverse and complex in nature.
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