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Introduction
Emotional Intelligence is absolutely vital for people and how relating with others in organisation and workplace environment. Carnegie (2017), stated that “when dealing with people, remember you are not dealing with creatures of logic, but with creatures of emotion”. This highlighted how essential emotional intelligence is when dealing with people in every walk of life. What people think, what people feel, how they react to situations and their behaviours are all contribute to the emotions of individuals. There are emotions which affect peoples daily activities and actions at workplace. However, being successful at the workplace is much depends the level of emotional intelligence. According to Golman (1998), “emotional intelligence is the ability to understand and manage your own emotions and feeling, as well as those of other”. Emotional Intelligence is important in todays workplace for many reasons like, it helps improve communication. For example, employees and managers who are with high emotional intelligence can express their ideas clearly and being active listeners which could reduce misunderstanding. It can also strengthen good teamwork whereby understanding one’s emotions will help to build trust and creating positive working environment and relationship. Furthermore, Emotional Intelligence helps manage conflicts in today’s workplace because staff and managements with good emotional intelligence will be able to resolve conflicts peaceful and find a better solution for the team. Therefore, emotional intelligence, is vital skill for workplace, it enables people to manage their stress, collaborating with others in order to achieve success and enhance effective communication.
As emotional intelligence is necessary in workplace and with the understanding about how its effect can result  either good or bad performances for organisations. The report is going to explain the following. Firstly, the explanation of emotional intelligence models and how it can improve employees performances. Secondly, it will continue to explain how emotional intelligence can improve communication and collaboration and support employees wellbeing. Lastly, it will describe the emotional intelligence in regards to multigenerational workforce.



[bookmark: _Toc237724702]Explanation of Emotional Intelligence Models
There are three models of emotional intelligence which are Daniel Goleman’s emotional intelligence framework, Mayer and Salovey’s ability model and Bar-On’s emotional-social intelligence model. They are often group into three categories such as ability, traits and mixed.
[bookmark: _Toc237724703]Daniel Goleman’s Emotional Intelligence Framework
Daniel Goleman’s emotional intelligence model is a framework that is design to explain how people understand and control their emotions and others. It is a framework that drives performances, leadership and interpersonal achievement. This framework consist of five components which are Self-awareness, Self-regulation, Motivation, Empathy and Social-skills (Riaz, 2024). Self-awareness is the ability to understanding and recognising one’s own emotions and feelings which can affect their interactions with others. For example, a manager who has a low self-awareness will finds it difficult in decision-making. On the other hand, a manager with high self-awareness will have the ability to make sound decisions. The next component is Self-regulation that is having emotional self-control and ability to adapt to situations which can enable people to manage emotional impulses and tolerate frustrations. For example, an employee with self-regulation can stay effective and being competence under stress in workplace. The third component of Daniel Goleman’s model is Motivation that refers to the inspiration that one feels to perform their task successfully in workplace. There are different types of Motivation which are intrinsic and extrinsic. However, intrinsic is internal drive such as personal interest and joy that motivate employees to put in required effort in their jobs whereas, extrinsic is driven by external factors like rewards and bonus which can motivate employees to conduct their task well. The fourth component is empathy, the ability to sense and understand the emotion of others in order to relate well with them. The last component is Social Skills, is the ability to build rapport and resolve conflict at the workplace (Goleman, 1996). This component is essential to enhance employees productivity and enables connectivity with the team. Therefore, Daniel Goleman’s Emotional Intelligence framework increases strong job permeances, build better relationships and improves mental and physical health in workplace. 
[bookmark: _Toc237724704]Mayer and Salovey’s Ability Model
Mayer and Salovey, (1997), stated that emotional intelligence is “the ability to perceive emotion, integrate emotion to facilitate thought, understanding emotions and to regulate emotions to promote personal growth. This model of emotional intelligence is a mental ability form of cognitive skills of intelligence which builds on ability. The model is consist of four abilities including, emotion perception, emotion recognition ability, emotion understanding and emotion management.
The first Mayer and Salovey’s model perception emotion, that one has the ability to identify in body language, facial expression and voices. Secondly, the emotional recognition is having the ability to facilitate thinking to enhance problem-solving skills and attention focused. Thirdly, the emotion understanding is the ability to know how emotions evolve and having understanding about difficult emotions which helps to know the reaction of one’s emotions. Last but not the least of the Mayer and Salovey’s model is emotion management, the ability to manage and regulate emotional reaction and responses in oneself and others as well (Reyes-Wapano, 2021). Additionally, it helps one to stay open to ensure they handle conflicts constructively as they use emotional insight. Therefore, Mayer and Salovey’s model is based on the ability of people to evaluate their emotions whereas, Daniel Goleman’s framework is based on personality.
[bookmark: _Toc237724705]Bar-On’s Emotional Intelligence Model
The Bar-On’s emotional intelligence model is describe as emotional-social intelligence that indicates how people navigate through pressure, solve problems and manage psychological emotions. This model consists of five factors such as Intrapersonal, Interpersonal, Adaptability, Stress management and General Mood (Bar-On, 2006). However, each factor has some competencies, like intrapersonal, is how people understand and manage their internal emotion by skills of self-actualisation, independence, self-regard and assertiveness. Furthermore, interpersonal, that is how one understands others and builds healthy relationship by the competencies of empathy, social responsibility and interpersonal relationships.
Additionally, the next Bar-On’s model factor is adaptability, how people adjust their thinking and behaviours to situations with the skills of flexibility and problem solving. After adaptability is stress management, that is how one copes with stress and pressure by having the skills of stress tolerance and impulse control. Last but not the least, general mood is the overall emotional appearance of a person that emphasis on happiness and optimism- having positivity attitude even in a difficult situation (Ain, Munir and Suneel, 2021). The Bar-On’s model differs from Daniel Goleman and Mayer and Salovey’s emotional intelligence because its framework is based on emotional competencies. Therefore, it strongly affect workplace performances, resilience adaptability, leadership effectiveness and quality relationship.

[bookmark: _Toc237724706]How Employees Can Use Emotional Intelligence to Improve Performance
Emotional intelligence is essential for the employees’ performances in a workplace. For an employee to improve their performance, it is absolutely necessary to identify emotional intelligence. Performance can be described as “how well an activity or job is done” (Cambridge Dictionary). It is the ability of the employee to perform at work in order to achieve the organisation’s objectives strategically. Self-awareness can help employees to recognise their strength because it help them to know how they are and understand themselves very well. When employees know what they are good at, it helps them to be engaging and confident in their tasks. Similarly, when they are self-regulated of their behaviour, it will help them to be calm under pressure, they will be able to solve-problems and make sound decisions. Furthermore, motivation can improve productivity and goal achievement because motivated employee accomplishes task efficiently, collaborate more effectively with colleagues and taking initiative to ensure the work is in progress not in a halt. Therefore, employees who developed their emotional intelligence skills can help them to improve their performance at workplace (Uraz and Arhan, 2020).

[bookmark: _Toc237724707]How Emotional Intelligence Improves Communication and Collaboration
Emotional intelligence ensures improvement in communication by clarity and accuracy as well as promoting collaboration by trust and helping teamwork at workplace. When employee has an emotional intelligence of empathy, the person will be able to understand others emotions which can reduce conflict at workplace such as listening to others attentively and ability to support co-worker during challenging period. However, social-skill is also one of the emotional intelligence components that can improve communication and collaboration. Social skills is like cement that hold teamwork as opined by Belbin and Tuckman, these components together and connects to one another to ensure team are working effectively and efficiently with a shared goal. Those who has social skills help to strengthen relationships by offering help to their colleagues when needed. They also show appreciation and making effort to celebrate success of their achievements which make the relationship stronger and healthier. Therefore, employees who have high emotional intelligence can manage conflicts at workplace because they know how to stay calm in high tension conflicts and instead of allowing grievances to escalate. They will calmly deal with issue, trying to find a common ground in order to make everyone happy to ensure the team is on the right direction toward success and achievement. The effectiveness of communication which lies amongst the 7c’s of Centre and Cutlip, the authors identified that effectiveness of communication should be clear amongst subordinates and peers, this ensure having a transparency and avoid conflicts of interest, communication should be complete such as information should be not shared half or vague, then communication should be correct specially when using the same pronunciation like eight , these can be also written ate , then concise meaning that pay attention to the question asked, then it should be coherent meaning effectiveness judgement should be made , communication therefore should be also courteous. 
[bookmark: _Toc237724708]How Emotional Intelligence Supports Employees Wellbeing 
Emotional intelligence is one of the skills for employees wellbeing in the workplace, when they understand their own emotions, then will be able to show concern for the wellbeing of theirs with care and empathy. This helps the work environment to be healthier. According to Kabat-Zinn (2015), “mindfulness is the awareness that emerges through paying attention on purpose, in the present moment, and non-judgementally”, the MBSR stands for Mindfulness Based Stress Reduction. Emotional intelligence support wellbeing of employees by reducing stress, strengthens relationships, enhancing psychologically safe workplace where people feel valued and understood. With high emotional intelligence, employees will be able to recognise early signs of stress in themselves, then use emotional regulation strategies such as going for walk, listening to music, breathing exercise and meditation to manage their stress. Emotional intelligence helps build positive culture in workplace environment where employees feel safe to share ideas, express their concern, admit mistakes and able to ask for help, which help the employees to overcome anxiety and improve their confidence and their creativity which ensure engagement and collaboration. However, emotional intelligence helps workers to develop resilience in the face of challenging situations including changes of tasks as a leaning opportunity and ability to bounce back from setbacks of failures and mistakes. Therefore, organisations who invest in the emotional intelligence for their employees such as organising seminars, workshops, training and leadership development identify improvement of the staff wellbeing including higher engagement, better teamwork collaboration and strong leadership (Singh, 2006).

[bookmark: _Toc237724709]Critical Evaluation of Emotional Intelligence
Emotional intelligence became popular through Daniel Goleman’s theory which understood emotional intelligence is most important for success in workplace and in life at large because it is necessary to relate well with others and achieving goals as the human world is all about relationship (Goleman, 1996).
There are strengths and limitations of emotional intelligence. The strength of emotional intelligence is when someone who struggles to manage stress and maintain strong relationship, now has high emotional intelligence which provides a useful framework that helps people to understand interpersonal behaviour and ability to cope under presure. Academic research reveals that employees who has emotional regulation skills and ability to understand colleagues might be better equipped to solve conflict and collaborate effectively (Virtual College, 2025). On the other hand, studies also highlight that, despite these strengths, there are several limitations to emotional intelligence. For example, an employee who is self-aware of their emotions can sometimes experience suppression of genuine emotions, which can result in burnout and lack of engagement with other colleagues. Furthermore, whereas emotional intelligence has a positive contribution to organisational culture, it can also have a systemic issues to the leadership such as power imbalance and inequality (Akanle, 2024). Therefore, while emotional intelligence plays an importance role in enhancing workplace performances and effectiveness, there is also limitation to emotional intelligence components for all organisation challenges.

[bookmark: _Toc237724710]Recommendations 
Carefully studying this module of Emotional Intelligence and able to analyse and identity different theories and frameworks, here are findings of recommendations. Firstly, literature shows that emotional intelligence components can be used as psychological rehabilitation which is essential for individual workers to ensure they regain their sense of well-being and resilience. Secondly, emotional intelligence helps build daily self- awareness habits and attitudes that can help employees to manage their stress to ensure the ability to collaborate with others. Thirdly, the emotional ability and its components can enable management, leadership and staff to regulate their emotions and stay calm when they are under pressure to make decision strategically. Fourthly, emotional intelligence provides good communication skills such as empathy, that is having the ability to listen others to understand them and not to judge or interrupt but asking clarify questions. Finally, leadership, managers and employees who have high emotional intelligence can create psychological safe workplace environment that improves teamwork and reduces conflicts (Pryzvanska, et al., 2024).

[bookmark: _Toc237724711]Task 2 
[bookmark: _Toc237724712]Explanation of Multigenerational Workforce
In global workplaces, employers are encountering complex situation of how to manage older employees with little guidance to follow. As there is growing concern about the ageing and prevalent increasing multigenerational workforce in several departments including human resources(HR), technology and digital organisations and others, which has impacted the older peoples work life. Furthermore, it is an opportunity for the multigenerational workforce to reap the benefits input of generational workforce. Importantly, both employers and employees have to understand the demographic shift that are occurring currently in workplaces and provide practical frameworks in order to manage the workforce of the future (Hamilton and Baird, 2024).

[bookmark: _Toc237724713]Characteristics of Generational X, Millennials and Generational Z
In today’s workforce, there is increasingly characteristics of generational diversity whereby Generational X, Millennials and Generational Z work together in most organisations. However, the multigenerational composition provides both opportunities and challenges for inclusion and diversity. Additionally, each generation is characterised by their unique experiences of social culture, economic and technology that influence their behaviour and attitudes toward work, leadership style, communication preferences and career development. For instance, Generational X is characterised by its independence, adaptability and strong work-life balance, while Millennials are known by flexibility, digital communication and purpose driven work. Generational Z, which is the youngest generation into the workforce, comes with strong digitalisation experience and mindset of entrepreneurship (Lima and Rahman, 2025). Therefore, generational diversity can enhance creativity, improve innovation and different experiences that will ensure sound decision-making and problem-solving in the workplace, including paring old and younger employees for a particular task as a mentoring programs that can bridge experience gaps and promoting learning curves.

[bookmark: _Toc237724714]Evaluation of Multigenerational Workplace Values, Expectations, Communication Style and Attitude towards Technology
Organisations could benefit from multigenerational workforce, it is necessary to consider and evaluate the effectiveness and challenges that bring along with managing difference demographics in the organisation. As the world is experiencing a generational shift that is impacting the workforce and creating differences of workplace values, expectations, communication styles and attitudes towards technology of each generation. 
However, each generation is known by shared experiences, like their communication style, their values and attitudes to technology in today’s world. These differences have great significant impact on each generation, their expectations and understanding in the workplace. For instance, generational X(older generation) may place value on hard work and loyalty, while millennials and generational Z (the younger generation) might prioritize flexibility and work-life balance. This intergenerational differences could lead to relationship tensions and understanding between colleagues in a workplace. On the aspect of communication style, it varies across generations, such as older employees prefer face to face interactions to social media whereas, the younger employees favour digital communication like Snapchat, Instagram, WhatsApp and texting as preferred way of their communication style interacting with the old people, which can create barriers between the older workers and the younger workers. In addition, their expectations can also be differ in workplace, the younger employees may expect pursuing for quick career advancement and recognition. On the other hand, the older workers may be content with stability and consistency in their career pursuits. Therefore, these differences in expectations can pose challenges in workplace in aspect of promotion and task responsibilities (Manongcarang and Guimba, 2024).


[bookmark: _Toc237724715]Conclusion
In conclusion, the three models of emotional intelligence which are, skilled-based, ability-based and mixed based are the most conceptual framework which helps to understand how multigenerational experiences influence the workforce in workplaces. Having knowledge about emotional intelligence enables organisations to use as a tool to identify employees performance and wellbeing. Furthermore, it is vital in a workplace to be an environment where employees could thrive and be successful that emotional intelligence concept can foster the environment where everyone is feel respected, heard and valued. Therefore, every employee should endeavour to developing their own emotions in order to relate well with others, also taking to account other factors such as demographics, peoples expectations before establishing principles.
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