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[bookmark: _sw17df3j8l5r][bookmark: _Toc233046566]Task 1: Emotional Intelligence in the Workplace
[bookmark: _m23a033k77vw][bookmark: _Toc233046567]Introduction
Emotional Intelligence or EI refers to an individual’s ability to recognise, understand, and manage emotions effectively in themselves and others. Emotional intelligence is the capacity to understand, perceive, and regulate emotions to promote effective thinking and personal growth. Therefore, it is significant in the current workplace as it helps in driving better communication, fostering resilient collaboration, along with enabling the team to adapt to the rapid changes (Price, 2023). Following the aspects of emotional intelligence, Daniel Goleman’s Mixed Model mainly focuses on the five workplace competencies. This helps in blending the cognitive ability with the behavioural traits like self-regulation, empathy as well as motivation for driving leadership success. After this, the Mayer-Salovey Ability Model will highlight the standard mental capacity by measuring the ways through which individuals manage actual emotional data. Additionally, Reuven Bar-On will evaluate the social and emotional intelligence in the workplace. Based on the context, the following report will demonstrate the benefits of EI in the improvement of performance and maintaining collaboration.     
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Main components of each model and the ways through which the models help people in understanding and managing their emotions
Daniel Goleman’s Mixed Model 
The main components of this model are self-awareness, self-regulation, internal motivation, empathy as well as social skills. Based on the context, this model helps people in linking their internal feelings directly to the external behaviour (Futurelearn, 2026). Through the development of self-awareness, an individual pauses for recognising the emotional triggers before reacting blindly. Self-regulation then offers the mental tools for redirecting the negative impulses into constructive actions. 
Mayer-Salovey Ability Model   
Within this model, the main components are perceiving emotions, using emotions, understanding emotions, and managing emotions. Based on these components, this framework treats emotions as the vital information more than random reactions (Universalclass, 2026). This helps an individual in accurately decoding the facial expressions as well as body language for understanding exactly the feelings of the coworker.
Reuven Bar-On Model 
Focusing on this model, the main components are interpersonal factors, interpersonal aspects, stress management, adaptability as well as the general mood of an individual. Based on the context, this model highlights the emotional survival skills for daily life and the overall psychological well-being (Futurelearn, 2026). This helps an individual in measuring the inner emotional strengths against the real-world and external pressures. Through mastering stress management, an individual is able to remain calm and gain the capability in thinking clearly during a crisis moment.  
Comparison of the models 
	Daniel Goleman’s Mixed Model
	Mayer-Salovey Ability Model 
	Reuven Bar-On Model

	This model mainly focuses on the behavioural competencies while driving the leadership success (Futurelearn, 2026).
	Focuses primarily on pure mental ability for processing the emotional data (Universalclass, 2026). 
	Highlights the interrelated social traits that help in predicting the emotional well-being (Futurelearn, 2026). 

	This is measured on the basis of multi-rater feedback (George et al., 2022). 
	This model is measured by the objective performance tests. 
	This focuses mainly on the self-report questionnaires (George et al., 2022). 

	The main focus areas of this model are workplace performance as well as executive leadership. 
	The model primarily focuses on cognitive intelligence as well as logical reasoning. 
	Stress tolerance, happiness, and adaptability are the main focus areas of this model. 

	This model is highly practical for corporate training, which is the key strength of this theory. 
	Contrarily, this model is scientifically rigorous and also different from personality. 
	This model is excellent to measure the psychological resilience. 




[bookmark: _xk7a1dku3qh0][bookmark: _Toc233046569]Discussing the ways in which employees can utilise EI for improving performance
Self-awareness in recognising strengths and weaknesses
Self-awareness can help employees in evaluating their performance objectively. Through reflecting on the feedback from the workplace, the individuals can identify the places to excel and the areas that will require further improvement. For example, the team leader of Marks & Spencer utilises 360-degree feedback for realising that their data analysis is weak (Thomson-Staveley, 2026). However, the interpersonal communication among the team members is highly exceptional. The staff leverages this insight through delegating the spreadsheet management to a skilled colleague, while also focusing on the supplier negotiation for maximising the team's efficiency.    
Self-regulation for employees to stay calm and make better decisions
Self-regulations can empower employees in controlling their impulsive reactions and managing the sudden stressors for maintaining a collaborative work environment. This can also ensure balanced decision-making during high-pressure crises. For example, during the peak holiday delivery failure in Sainsbury’s, the logistics coordinator has actively regulated their rising anxiety (Butler, 2024). Within this condition, instead of blaming the courier team, the coordinator backs up the transit routes and also systematically re-routes the stock for protecting the daily sales target of the branch.   
Motivations in goal achievement and improving productivity
Internal motivation can drive employees in pursuing excellence beyond the mere financial incentives, which can directly accelerate task efficiency. This type of motivation can also help the employees in achieving the upcoming milestones, along with completing the long-term goals. For example, the department manager of Tesco is currently utilising the internal Viewpoint of company as the major career tracking tools for pursuing the promotion (Tescoplc, 2026). Being driven by the career growth, the employees is proactively streamlining the inventory management, along with reducing the local stock wastage.  
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[bookmark: _mwc0vxwcs32d][bookmark: _Toc233046570]Discussion of the benefits of EI in communication and collaboration
The ways through which empathy helps employees in understanding others
Empathy enables the team members in recognising the unvoiced stress. Further, this also helps the team members in adapting to each other’s communication styles for maintaining team morale, along with preserving psychological safety. For example, in John Lewis, there has been an issue related to the senior UI designer during the major application of the development sprint (Muncey, 2022). Instead of pushing for delayed output, the leader schedules an informal catch-up and also immediately restructures the deadlines of the work. 
Support of social skills in relationship building and teamwork
Strong social skills help in fostering trust, as well as breaking down the operational silos. This is allowing the diversification in the business function for aligning the shared objectives effortlessly. As an example, for boosting the long-term revenue, and marketing coordinators at Asda, the organisation is leveraging active listening for bridging the gap among the performance-driven advertisers as well as creative brand managers (Asdaforbusiness, 2026). Through translating the technical metrics into the shared financial benchmarks, the organisation establishes deep inter-departmental trust.  
EI in managing workplace conflicts
High Emotional Intelligence can allow managers to de-escalate the operational friction objectively. This can help the organisation in steering the emotionally charged debates towards collaborative and data-driven solutions. For example, during the high-stress transition at the regional office of Asda, the organisation faces structural friction among the internal logistics planners as well as external software developers (Boland, 2025). Based on the context, the program manager intervenes in this issue through validating the core constraints of both parties, defusing blame, along with guiding team towards shared data and ideas.  
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EI in managing stress
EI helps the employees in identifying the early psychological aspects as well as mental signs of stress. Through the recognition of these triggers, the employees are able to deploy the proactive coping mechanisms, which include mindfulness and boundary setting (Fleming, 2024). Therefore, this self-awareness prevents emotional exhaustion, reduces acute workplace anxiety as well as stops the professional pressure from the escalating burden.    
Resilience and adaptation in the workplace challenges 
Within the context of Emotional Intelligence and their support, resilience supports the employees in noticing sudden operational setbacks, not as permanent failures, but also as temporary challenges. Following this, the emotionally intelligent professionals also maintain an optimistic outlook during the structural changes. With the help of resilience, the employees swiftly adapt to the new workflows, regulate fear of the unknown issues, along with maintaining cognitive clarity for solving issues under pressure.    
Workplace Relationships and Job Satisfaction
High Emotional Intelligence fosters a healthier and mutually supportive workplace, where relationship that is built on open communication as well as trust among the employees. Following the context, the staff who can manage their emotions effectively can experience fewer interpersonal conflicts and higher psychological safety (Fleming, 2024). Therefore, this positive social connectivity will directly enrich the daily work environment, elevate morale as well as enhance the overall job satisfaction.   
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Strengths and limitations of the models
	Models 
	Strengths 
	Limitations 

	Daniel Goleman’s Mixed Model 
	The cultivation of EI across the teams is directly reducing the friction and speeding up the project delivery times (Corefactors, 2026). 
	This highly lacks the scientific boundaries as this model blends the actual emotional skills with the personality traits, which makes it hard to idealise the true intelligence in the business (Channell, 2025). 

	Mayer-Salovey Ability Model 
	This mainly treats emotional intelligence as a mental capacity, along with separating it entirely from the individual’s personality (Corefactors, 2026). 
	This is highly difficult to score and administer objectively in the fast-paced workplace. 

	Reuven Bar-On Model
	This model is highly effective to measure the psychological resilience as it offers a comprehensive look regarding the ways through which an individual handles stress in changing environments. 
	This heavily relies on the self-supported questionnaires. Concerning this, it makes the results fake and exaggerated, while the employees take the test during promotions (Channell, 2025).   



Positive outcomes of EI or not
The high emotional intelligence does not always guarantee ethical and positive outcomes. Within the workplace, the individuals with high EI may utilise their sharp emotional awareness for manipulating the colleagues distort information (Price, 2023). On the other hand, the EI also allows the toxic leaders in feigning empathy, building agendas, along with exploiting the team vulnerabilities. Moreover, the overemphasis on empathy may also trigger decision-making paralysis as the managers struggle in delivering the harsh feedback to the staff.  
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The report has highlighted the strengths and limitations of the emotional intelligence models, and also included the significance of emotional intelligence in current workplaces. The benefits of EI in improving performance have been highlighted in the report, along with the improvement of communication due to the implication of EI. This section has effectively included practical workplace examples. After this, the critical evaluation of the topic has been demonstrated in the report. This has also been evident that EI is a crucial aspect in contemporary organisations for driving leadership effectiveness, accelerating team collaboration, along with building resilient workforce capability. 
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[bookmark: _mkm80ywz3ic1][bookmark: _Toc233046575]Introduction 
[bookmark: _lsq59xh9mc3a]Organisations generally rely on employees from diverse age groups to achieve their goals effectively within the diverse and evolving business environment. This has led to the emergence of a multigenerational workforce, where individuals from diverse generations work together and contribute unique viewpoints, experiences and skills. Understanding the generalisation differences is the most significant aspect, as those differences may impact the workplace behaviour, communication, motivation and attitudes towards technology. This specific section will critically discuss the concept of the multigenerational workforce and also focus on the three key generations, like Gen X, Millennials and Gen Z. This will also make a comparison between their characteristics, workplace values, expectations and communication styles.  
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The multigenerational workforce refers to an organisation where most of the employees from diversified age groups and generations work together toward the common organisational goals. The current workplaces commonly include Gen X, Millennials and Gen Z employees, where each brings unique experiences, viewpoints and abilities. Additionally, globalisation has increased life expectancy, and later retirement has also contributed to a workforce that spans multiple generations. Whenever generational diversity may foster innovation, knowledge sharing, as well as creativity, this may also drive challenges related to communication styles, workplace values and technical preferences. Therefore, understanding the generational differences is the most effective way to improve employee involvement, organisational effectiveness and collaboration (Boatman, 2026). 
[bookmark: _pbrl578eluqp]

[bookmark: _Toc233046577]Introduction of the Generation X, Millennials, and Generation Z 
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Figure: Different Generations 
Source: (Mccrindle, 2026)
Generation X
Generation X basically includes individuals who were born between 1965 and 1980. They are raised during the periods of significant economic and technical change, which have tailored them into resilient, adaptable and independent workers. This generation typically values self-resilience, as well as autonomy within the workplace. Additionally, they prefer results-oriented, practical approaches to tasks and decision-making by focusing on effectiveness and efficiency (Iberdrola, 2026). They often seek a strong and significant work-life balance and job security, as most individuals have experienced organisational restructuring and uncertainty during their careers. 
Millennials
The millennials, who are known as Gen Y, were born between 1981 and 1996.  They entered the workforce during the time of rapid technical advancements and rising global connectivity. As a result, they tend to value communication and teamworking, prefer the environments that encourage open communication alongside shared decision-making. Millennials basically get motivated by purpose-driven, meaningful and purpose-driven work that aligns with personal values. They also place a strong focus on continuous learning and expect ongoing career development scopes to support professional growth (Mccrindle, 2026). 
Generation Z
Millennials, who are known as Gen Y, were born from approximately 1997 onwards. They are widely considered to be the digital natives, and also have grown up with social media, smartphones and constant internet access. This has made them highly comfortable with the technologies and also quickly adapt to the new digital tools. Following this, the gen z is tending to value inclusion and diversity, expecting organisations to reflect modern social values. They also prefer innovations, flexibility and regular feedback to support their performance and development (Balon, 2025). 
[bookmark: _Toc233046578]Main characteristics of each generation and comparison
	Aspects 
	Generation X
	Millennials 
	Generation Z

	Work style and career approach 
	Generation X employees are basically known for their independence alongside strong working ethics. Having experienced organisational restructuring uncertainty, they often prefer the autonomy and take accountability to complete the tasks without extensive supervision. They also value proficiency and practical problem-solving (Trinet, 2026). 
	Millennials typically favour working environments where open communication and teamworking are encouraged. They are looking for opportunities for learning and development, which are often motivated by meaningful work and align with personal values. They prefer the coaching-style leadership rather than the traditional hierarchical management. 
	Gen Z workforces bring adaptability and flexibility to the workplace. They are innovative, entrepreneurial and comfortable working within fast-changing environments. Unlike previous generations, they often prefer career growth, opportunities and flexibility to develop proficient skills. 

	Learning and development preferences 
	They generally prefer the structured learning scopes and practical training that directly support them to drive job performance. Additionally, they also often value experience-based learning and professional expertise. 
	Millennials have a specific interest in continuous learning and development opportunities (Hertz et al., 2024). They prefer mentoring relationships, feedback and career progressions that support driving their personal and professional growth. 
	The gen Z prefers tech-driven methods, online purses, interactive digital platforms and also microlearning. They are habituated to analyse the insights quickly and often favour self-directed learning supported by digital resources (Girotra et al., 2023). 

	Leadership and workplace relationships
	Generation X recruits often respect their leaders who demonstrate fairness, competencies and expertise. They basically appreciate an independent degree and prefer managers who trust them to perform their duties properly. 
	Millennials prioritise their supportive leaders who constantly offer guidance, recognition and regular communication. They intend to prefer the participative leadership styles where employees are interested in contributing their ideas and collaboratively making decisions. 
	Gen Z expects transparent leadership and also frequent feedback, and values inclusion and authenticity. This generation always seeks an open scope to openly communicate with the managers. Additionally, they also seek those leaders who support innovation and foster inspiration for professional development. 
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	Factors
	Generation X
	Generation Y/Millennials 
	Generation Z

	Workplace values 
	Generation X values job stability, security and a healthy work-life balance. Additionally, having experienced economic uncertainty and organisational change also appreciate the reliable employment and scopes to implement their knowledge. They are generally loyal to the organisations that recognise their contributions (Jenei and Machova, 2024). 
	Millennials have a significant interest in the meaningful and proactive organisational purpose. They prefer employees whose values properly align with their own beliefs and also get attracted to workplaces that promote collaboration and personal development. The career progression and proactive opportunities for learning are also key preferences. 
	Diversity, inclusion, social responsibility and flexibility are mainly valued by Generation Z. They are always looking for workplaces where innovation and personal growth are encouraged, and also offer equal opportunities for all employees. This specific generation is attracted to businesses that embrace modern workplace culture to support employee well-being (Krajac and Samardzija, 2024). 

	Workplace expectations 
	Generation X expects transparent treatment, clear accountability, and trust from the higher management. They generally prefer autonomy and also respect leaders who allow them to complete tasks independently while recognising professional experience and competence (Baša et al., 2023). 
	Millennials, on the other hand, expect regular feedback, mentoring and opportunities for career advancements. They prefer supportive management styles which support them to participate in the decision-making process and offer ongoing professional development. 
	Gen Z expects flexibility within working arrangements and transparent leadership. They value continuous career growth, skill development, and intend to join a workplace that offers them opportunities to contribute new ideas (Waworuntu et al., 2022). 

	Communication style 
	Gen X basically prefers professional and direct communication through emails, meetings and also face-to-face discussions. They value the efficiency and clarity in workplace interactions and also have a significant interest in structured communication styles (Jenei and Machova, 2024). 
	Millennials prefer collaborative communication and open dialogue. They are also comfortable in terms of using both digital communication and traditional methods and appreciate regular interaction with managers. 
	Gen Z is highly comfortable using digital communication channels like messaging applications, video conferencing and social collaboration tools. They also expect quick access to the information and often prefer a fast and informal communication process that supports efficiency and flexibility at the same time. 

	Motivation 
	Autonomy, job security and the recognition of expertise are considered the prime motivators among the Gen X. Besides, having the opportunity to maintain a balanced personal and professional life is also valued by them. 
	Millennials are significantly motivated by meaningful work, career progression and learning opportunities. They are seeking challenging roles that contribute to both personal development and organisational success simultaneously. 
	They are often driven by motivation by opportunities for creativity, growth and the ability to make a positive impact within the workplace (Iosifescu and Popescu, 2022). 

	Attitude towards the workplace 
	Gen X adapted to the technology throughout their careers and also use the digital tools effectively while maintaining some preference for the traditional working process. 
	Millennials have experience regarding the growth of the digital age and are highly comfortable using technology for communication and collaboration (Benítez-Márquez et al., 2022). 
	Gen Z, conversely, has grown up within a fully digital environment and is considered the most technically advanced generation in the workplace. 
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[bookmark: _Toc233046580]Conclusion 
The report has examined the concept of the multigenerational workforce and explored the characteristics of Generation X, Millennials, and Generation Z. Each generation possesses unique experiences, strengths and expectations that influence workplace behaviour, communication and also technical use. Following this, Generation X is characterised by independence and stability as well as technological proficiency. Those differences may often create workplace issues, but they also create valuable scopes, learning and organisational growth. Understanding the generational diversity helps managers as well as employees to develop the communication, collaboration and employee involvement. Further, emotional intelligence plays the most significant role in helping firms to manage generational differences effectively by promoting understanding and empathy. By identifying and valuing contributions of each generation, businesses may create inclusive environments that support employee well-being and long-term success. 
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