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[bookmark: _Toc228546447]Introduction
Emotional intelligence (EI) is the ability to detect, understand, and control one's own emotions as well as those of others. Daniel Goleman popularised the concept, emphasising its importance in personal and professional success. Emotional intelligence is an important component in modern businesses since it helps with having clearer communication, managing different leaderships styles, and working and collaborating altogether through effective teamwork. Furthermore, mindfulness the ability to be present and aware helps with emotional management and decision-making in the job, (Goleman, 2016).

This report will critically analyse how employers use emotional intelligence in the workplace using major theoretical concepts such as MBSR, MBWA and the BAR On model. It will also look at the necessity of understanding generational differences, specifically those between Generations X, Y, and Z, and how managers may build an effective working environment while recruiting and managing diverse personnel.

1. [bookmark: _Toc228546448]Emotional Intelligence in the Workplace
[bookmark: _Toc228546449] Understanding Emotional Intelligence
Emotional intelligence is widely believed to be an essential skill in the workplace that helps people control themselves and interact well with other people. People possessing this quality communicate clearly, handle stress, and work successfully in groups. This skill is especially important in modern business settings which require working in teams and adjusting quickly.
Salovey and Mayer (1990) defined emotional intelligence as the ability to feel and control emotions. Afterward, Goleman (1995) expanded this definition by adding professional achievements and emotional intelligence-based leadership.

· [bookmark: _Toc228546450]Goleman's Emotional Intelligence Model
As stated by Goleman (1995), there are five key elements of emotional intelligence, namely, self-awareness, self-regulation, motivation, empathy, and social skills. These aspects are used by companies to predict employees’ behaviour.
[bookmark: _Toc228546451]
🔸 Self-Awareness
Self-awareness is the ability of an individual to perceive one’s emotions and to comprehend the impact that the emotions have on one’s behaviour. Self-awareness allows employees to pinpoint their strong and weak points at work. An employee who is aware that he/she is under stress would know how to cope with work or reduce stress, possibly by assessing his/her skills. However, self-awareness assessment is difficult as it involves individual introspection and depends on a lot of variables.
[bookmark: _Toc228546452]🔸 Self-Regulation
Self-regulation refers to the ability to control emotions and remain calm in difficult situations. Employees with strong self-regulation are less likely to react impulsively and more likely to handle conflict professionally.
On the other hand, this skill can be harder to develop for individuals working in high-pressure environments and conflicting situation or in a situation where autocratic leadership is used, which may limit its effectiveness
[bookmark: _Toc228546453]🔸 Motivation
Motivation in emotional intelligence refers to the internal drive to achieve goals. Employees who are motivated tend to be more productive and committed to their work. As opined by Herzberg motivational and hygiene factors.
However, motivation can vary depending on personal circumstances and organisational factors such as rewards and recognition.
[bookmark: _Toc228546454]🔸 Empathy
Empathy is described as the ability to understand the feelings of other people. In organizational behaviour, empathy helps build strong interpersonal relations and improves teamwork. An empathic manager is likely to be more supportive towards his subordinates. However, too much empathy can lead to stress or impaired judgment.
[bookmark: _Toc228546455]🔸 Social Skills
Social skills include methods of communication and management of interpersonal relations. People with good social skills are capable of working well in teams, managing conflicts, and achieving the common goal of the group. On the other hand, social skills may depend on culture, and sometimes they create misunderstandings among employees from different backgrounds.

2. [bookmark: _Toc228546456]Critical Evaluation
Despite its importance, emotional intelligence has limits. The difficulty of adequately measuring emotional intelligence is one of the main problems. It can be confusing because different models define it differently. 
Additionally, personality and cultural background may have an impact on emotional intelligence. This implies that different employees will acquire emotional intelligence in different ways. Despite these difficulties, emotional intelligence is still a useful ability that can enhance productivity and relationships at work.
· [bookmark: _Toc228546457]Comparison between Goleman theory with Wiedmer
Another important weakness of Goleman’s (1995) theory of emotional intelligence lies in the assumption that the concept of emotional intelligence can be applied to all employees equally. However, when generational differences at work are considered, such a notion appears rather unrealistic. According to Wiedmer (2015), individuals belonging to different generations have unique expectations, styles of communication, and values, which can impact the transmission and development of emotional intelligence. For instance, employees born after Generation Y may feel more comfortable with online communication channels than their older colleagues who might prefer face-to-face interactions. This can have implications for the manifestation of empathy and social skills among other qualities related to emotional intelligence. Therefore, even though Goleman’s theory presents an interesting perspective, its assumptions about generational differences at work can prove insufficient..

3. [bookmark: _Toc228546458]Generational Differences in the Workplace
[bookmark: _Toc228546459]Overview
Workplaces today include employees from different generations, mainly Generation X, Generation Y (Millennials) and Generation Z. Each generation has different values, expectations and working styles, which can affect how they interact at work.
[bookmark: _Toc228546460]🔸 Generation X
Employees from the generation known as X possess attributes such as independence, adaptability, and high level of self-reliance. As they came of age in a time when there was much economic and technological growth, generation X employees place great importance on stability as well as maintaining a certain degree of flexibility. Work-life balance becomes one of the most prominent characteristics among this age group. It can be attributed to their experiences of growing up in dual-income families or uncertainty regarding career path.

Regarding emotional intelligence, generation X employees demonstrate a high degree of self-regulation and competence in problem-solving. They usually work without too much supervision and have skills to deal with stress at work. According to Wiedmer (2015), leaders who work with employees from this generation should focus on building relationships based on trust since these employees are known for preferring to work independently.

It is important for managers to take into account that Generation X employees bring many advantages and useful qualities to their jobs. Their autonomy and inclusion in the process of decision making will increase motivation levels. Moreover, these employees might not respond positively to regular feedback because of their reluctance to engage in conflict. Therefore, managers should be prepared to take a balanced position when working with this generation.

In conclusion, managing employees of generation X means being aware of their accomplishments, needs, and emotional side. It is crucial to communicate openly with them in a tactful manner..

[bookmark: _Toc228546461]🔸 Generation Y (Millennials)
The millennials, otherwise referred to as Generation Y, are distinguished by their marked interest in purposeful job creation, career advancement, and personal growth. They embrace lifelong learning and possess digital literacy because they grew up in an era of significant technological advancements. Unlike Generation X, the millennials place great importance on appreciation and constructive feedback, which is essential in facilitating personal growth.

Millennials tend to be socially aware and possess effective communication skills; hence, they favor teamwork and cooperative work environments. The millennials' focus on human relations and organizational culture is responsible for empathic communication and the development of social skills within the workplace. As per Wiedmer (2015), the millennials often appreciate openness and supportive leadership qualities.
Supervisors should concentrate on establishing a welcoming and inclusive workplace that promotes cooperation and growth. Millennial employees can be retained by offering training opportunities, career options, and mentorship. Regular praise and feedback are also crucial for sustaining their motivation.

One problem, though, is that Millennials could have high expectations for job advancement, which could cause them to become unhappy if these expectations are not fulfilled. In order to control expectations while preserving motivation, managers must employ emotional intelligence.

All things considered, managing Millennials effectively requires good communication, empathy, and the capacity to encourage their professional development.

[bookmark: _Toc228546462]🔸 Generation Z
Often referred to as "digital natives," Generation Z is the most recent generation to enter the workforce. They are very adept at digital communication and quick to adjust to new tools and systems because they were raised with continual access to social media and technology. This generation frequently looks for meaning and purpose in their job and appreciates adaptability, diversity, and creativity.

Generation Z's practical approach to work is one of their main characteristics. Their employment choices are influenced by their tendency to be security-oriented and financially conscious. However, research indicates that society and economic constraints may make them more vulnerable to stress and anxiety (Mind, 2023). Because of this, managing this group requires a high level of emotional intelligence, such as sensitivity and emotional support.
In the workplace, Generation Z workers value quick communication, constructive criticism, and chances to learn new skills. They expect organisations to support equality and diversity and feel at ease working in varied settings. Wiedmer (2015) asserts that generational differences can significantly influence workplace behaviour, therefore managers must modify their leadership approaches to satisfy these demands.

Using emotional intelligence, managers may better understand the needs of Generation Z workers by offering opportunities for growth, constructive criticism, and clear communication. Stress levels can be lowered and employee engagement raised by promoting a happy and welcoming workplace.
However, their dependency on digital communication could limit their ability to engage in person. Managers should also encourage the development of interpersonal skills.

Overall, effective management of Generation Z necessitates adaptability, empathy, and the ability to manage a quickly changing work environment.

4. [bookmark: _Toc228546463]Conclusion
In conclusion, emotional intelligence is an important skill that supports communication, teamwork and leadership in the workplace. Models such as Goleman’s and Salovey and Mayer’s provide useful ways to understand emotional intelligence, although they have some limitations.
In addition, understanding generational differences is essential for managing a diverse workforce. By combining emotional intelligence with effective management strategies, organisations can improve employee performance and create a positive working environment.
5. [bookmark: _Toc228546464]Recommendations
· Organisations should provide emotional intelligence training for employees to assist employees acquire abilities like self-awareness, empathy, and emotional regulation. This is significant because these skills increase communication, teamwork, and conflict resolution, which results in higher overall job performance (Goleman, 1995).
· Managers should encourage mindfulness practices to reduce stress through activities like meditation practices, breathing techniques, or quick wellness sessions. This can help workers better control their emotions, stay focused, and handle stress.
· Companies should offer training on generational diversity through team conversations or meetings to help managers in learning about the various expectations and values of Generation X, Y, and Z
· Recruitment processes should consider emotional intelligence skills such, use the SOLER technique, have different types of interviews
· Managers should adapt their leadership style to suit different generations, example to talk about the 3 different types of leaders such as autocratic, democratic and laissez-faire.
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