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[bookmark: _Toc237179371]1.0-Introduction 
Emotional intelligence  has become one of the most significant competencies in contemporary organisations, in the workplaces become increasingly diverse, technology -driven, and collaborative employees and leaders are expecting to manage emotions effectively while maintaining productive relationship in the organisation , 
Emotion intelligence refers to the ability to recognise, regulate and influence emotions in human (Goleman, 1998). Unlike intelligence quotient cognitive ability, Emotional intelligence has focuses on emotional awareness and interpersonal skills that contribute to workplace success. 
The report suggests that emotional intelligence employees perform better, communicate effectively, manage workplace conflict constructively, and contribute to psychologically safe work environments  and organisations increasingly use Emotional intelligence in leadership development, recruitment  and employees training because emotional competencies influence organisational performance beyond technical expertise in the workplace and this report evaluate critically the application of emotional intelligence in the workplace by examining the major three models of emotional intelligence  such as Goleman’s Emotional intelligence Framework, Mayer and Salovey’s ability model, and Bar-On’s Emotional  Social Intelligence Model . Also, analysing how Emotional Intelligence enhances communication, conflict management, leadership, collaboration, decision making and employee well-being                    
[bookmark: _Toc237179372]1.2 Explain the Emotional Intelligence Model  of Daniel Goleman, Mayer and Salovery, Reuven Bar- Ons. 
[bookmark: _Toc237179373].
Daniel Goleman ( 1998)  introduces a mixed model focus on emotional competencies and that contribute to workplace success and identifies five key components, and these are Self-awareness, self-regulation, motivation, empathy and social skills. 
self-awareness is enabling employees to recognise  their own emotion triggers and understand  how emotions influence behaviours and  leaders with high self-awareness are likely to make balance decision because they understand their strengths and limitations.
Self-regulation helps to control emotional reactions  this contribute to a calmer workplace environment ,particularly during stressful situation so employees who regulate their emotions they are less likely to reacting impulsively during disagreements
 Motivation encourages maintaining commitment despite challenges, Emotional Intelligent employees demonstrate  resilience, optimism, persistence it improves productivity in  organisation performance in achieving goals 
Empathy allows to be understanding the feelings of other colleagues’ perspectives in same diverse workplace improves inclusion , reduces misunderstanding and strengthens teamwork.
 social skills support effective communication, collaboration, teamwork solving conflict and use this model in leadership development to improve workplace performance. Leaders with strong social skills inspire trust and encourage employee engagement  (Goleman, 1998)workplace Example You notice you’re feeling frustrated before a meeting, so you take a few minutes to calm down instead of entering the meeting irritated. 

[bookmark: _Toc237179374]1.4 Mayer and Salovey
This model was introducing in 1997 and explain that is ability model to views metal abilities, this model consists of four branches such as a perceiving emotion, using emotions to facilitate thinking, understanding,  and managing emotions  in this state involves recognising emotions through facial expressing  tone of voice, and body language. and people can accurately recognise emotions in themselves and other and use emotions to improve thinking and creatively positive emotions may encourage innovation, while caution associate with negative emotions may improve risk assessment  to support decision-making and understanding emotions enables employees to predict emotional reaction and appreciate why individuals behave differently in various situation and  how emotion change over time, and regulate emotions appropriately, and often regarded as the most scientifically based model to measures emotional intelligence as cognitive ability  and focus on skills that can learning and improving over the time. (Mayer and Salovey, 1997)
Workplace Example 
During a heated disagreement you remain calm, acknowledge the other persons feelings and guide the conversation towards a constructive solution 

[bookmark: _Toc237179375]1.5- Reuven Bar-On  (1997) 
Emotional-Social intelligence models this model combines emotional and social competencies  overall well-being  influence performance and identifies five main areas like interpersonal skills, include empathy, social responsibility and relationship management,  intrapersonal skills, adaptability, stress management , enable employees to remain calm under pressure, reducing workplace burnout and general mood, optimism and happiness , positive influence moral and employee engagement. And suggests that emotional intelligent individuals are capable, adaptable of building positive relationships, stress and maintaining optimism in situation challenging. ( Bar-On, 2006)
The three models refer to share the common goal and helping people understand and manage emotions effectively, Golemans model focuses on leadership and workplace competencies, Mayer and Salovey model emphasises emotional abilities, Bar-On’s model includes social skills, influence  emotional  this influence well-being and these model show that emotional intelligence improves communication, leadership, decision making, conflict management, teamwork, this are essential in moder organisation skill Workplace Example After making a mistake at workplace, you review it as learning opportunity rather than giving up.
[bookmark: _Toc237179376]1.6 Critical Evaluation 
The emotional intelligence offers significant organisation benefits, and continue debate definition and measurement
-Mayer & Salovey 1997) is a ability model p provides stronger scientific validity  to overlook important workplace behaviour know  and resilience 
Emotional intelligence perceiving, involves, understanding, managing and using emotions to support thinking to decision-making 
Importance in Today’s Workplace, emotional intelligence is important predictor of leadership effectiveness, communication quality, employee engagement, and workplace relationships, this is a technical skills enabling employees can performed effectively in increasingly collaborative  organisational environment 
· Goleman framework is highly practical  and leadership competencies and personality traits.
· -Bar-On is a mixed model  to understand how emotional and social Skills help you cope with life and maintain well-being.

[bookmark: _Toc237179377]1.7- How Employees can use Emotional Intelligence (EI) to Improve Performance.
Emotional Intelligence employees  manage  workplace  stress more effectively and reducing anxiety and burnout, and positive workplace relationship , increasing job satisfaction, motivation, and organisational commitment, contribute higher emotional intelligence , increased teamwork better,  higher employees engagement, reduced absenteeism, greater resilience during organisational change, investing in emotional intelligence training frequently report improvements in morale , communication, and productivity  in organisation, emotional intelligence alone cannot overcome poor organisational structures, excessive workloads so organisation should combine emotional intelligence development with supportive workplace policies. , helping make better decisions and improvement areas (Goleman, 1998). For example, an employee struggle with public speaking can seek training to improve their presentation skills. (Goleman,  1998). 
Self- regulation helps manage employees their emotions and under the pressure of remain to be calm and not reacting impulsively during disagreements, thinking before responding that reduce workplace conflict and leads to better decision-making, about poor service can respond professionally, resolve the issues.
Motivation is component  important who internally committed to achieving organisational goals and maintaining high performance and challenging. (Goleman, 1998). This is an aspect of determining both intrinsic and extrinsic motivational factors such as what pushes our motif and what pulls it back 
Example A sales employee who misses a week target may use the experience as motivation to improve their performance rather than becoming discouraged.
Emotional intelligence helps employee’s communication effectively, work collaboratively, manage stress, these skills improving individual performance and contribute positive and productive workplace environment. ( Mayer and Salovey, 1997).
[bookmark: _Toc237179378]1.8- Emotional Intelligence and communication
Effective communication is fundamental to organisational success because is enables employees  to express their thoughts and feelings clearly and understanding others and involves active listening to others ,empathy enable  individuals to appreciate different viewpoints, reducing  misunderstanding and promoting collaboration appropriate body language and respectful responded people  and effective communication builds trust, strengthens, improves teamwork and create a positive environment able to contribute. (Goleman, 1998; Mayer, Salovey and Caruso, 2004).
Example
During performance reviews emotional intelligent  manager  provides constructive feedback without discouraging employees so this approach motivation employee motivation and encourages continuously develop, a manager listens calmly, understands an employee’s concerns, responds respectfully, resolves the conflict, and builds trust within the team. ( George, 2000; Goleman, Boyatzis and Mckee, 2013).
[bookmark: _Toc237179379]1.9. Emotional Intelligence and Conflict Management.
Conflict Management is inevitable in organisation due to differing personalities, goals and perspectives and emotional intelligence helping employees manage disagreements constructively rather than emotionally and is  the ability to resolve disagreements calmly by understanding emotions, listening actively, communicating respectfully, and finding solutions, this benefit everyone. 
Employees with high Emotional Intelligence must  communicate effectively, resolve conflicts constructively, and foster teamwork, manage stress and relationship with colleagues and customers and adapting to change  contributes to improve organisational performance and employee well being . ( Goleman, 1998; Cherniss, 2010)
Example
Managers experiencing frustration after a difficult meeting may delay important decision until emotions have stabilised 
Two colleagues disagree about a project, they listen respectfully. Discuss their concerns calmly and agree on a solution that satisfies both. ( George, 2000).

[bookmark: _Toc237179380]1.10- Emotional Intelligence in leadership and Decision -making Leadership
Leadership  in emotional intelligence is the ability to inspire, support, guide others by managing emotions, and building trust, and making responsible decisions and emotional intelligent leaders demonstrate empathy by understanding employees needs and providing appropriate support and self-regulation enable leader to remain composed during organisation crises, fostering employee confident  and, also social skill s encourage collaboration, trust and employee engagement and create environment where employees feel valued regardless of age, gender, background. ( Goleman, 1998; Goleman, Boyatzis and Mckee, 2013).
Example
A team leader stays calm during a crisis, encourages then team, listens to concerns. And guides everyone towards achieving goals together. ( George, 2000).
[bookmark: _Toc237179381]1.11 Conclusion 
Emotional intelligence has become an essential workplace capability that improves communicate effectively, leadership,  resolve conflicts, and build positive relationships.
Goleman, Mayer and Salovey, and Bar-On each explain emotional intelligence differently, but all highlight its importance in personal and professional success. Developing emotional intelligence improves teamwork, leadership, decision-making and overall well-being . ( Goleman, 1998; Mayer, Salovey and Caruso, 2004).

[bookmark: _Toc237179382]2.0 Introduction 
Todays organisations employ people from different age groups, who creating what is known as a multigenerational workplace, because advances in healthcare, changing retirement patterns, and economic factors mean that generations often working together within the same organisation and this diversity brings a wide range of skills, experience, and perspectives, create challenges due to difference in communication styles, work values, expectation, and attitudes towards technology, and effective management of a multigenerational workforce is essential for improve collaboration, innovation, employees engagement and organisational performance and introduce three key generations currently found in many workplaces like Generation X, Generation Y, and Generation Z. Is compare their workplace values, expectations, communication styles, motivation, and attitudes towards technology and impotence of inclusive leadership. ( Twenge, 2017: Zemke, Raines and Filipczak, 2013 ).
[bookmark: _Toc237179383]2.1 Managing a multigenerational Workforce
Managing a multigenerational workforce this involves leading employees from different age groups who have diverse values, experience, communication styles and work preferences, today often organisations include Baby Boomers, Generation X, Millennials, Generation Y, Generation Z, and working together until achieve common goals and brings unique  strengths, skills and perspectives that can improve productivity and problem solving and innovation, has differences in expectations technology use motivation and communication this can create challenges and misunderstandings effective management requires leaders can promote respect, collaboration,  inclusion, equal opportunities for all the employees, adapting leadership style can recognising the strengths and weakness of each generation, and organisation create productive and  relationship work environments successfully managing multigenerational  teamwork, job satisfaction and organisational performance to meet the needs of changing demands of today workplace. ( Costanza and Finkelstein, 2015)
[bookmark: _Toc237179384]2.2 Generation X
Generation X , ( born approximately 1965-1980 ), the experienced significant economic changes , increasing workforce participation by women, and emergence of personal computers during their formative years, employees described as independent, adaptable, and self-reliant, and  having experienced economic uncertainty and organisational restructuring, and they like to tend to value job security while remaining flexible and resilient.
The generation X  workplace values, work-life balance, independence, and professional autonomy this indicates that they prefer managers who trust and complete tasks without excessive supervision and prioritise family commitments and personal wellbeing. They expect fair treatment, opportunities for professional development and recognise based on performance rather than seniority. And they like particularly  working arrangements because they like caring responsibilities .
Communication style generally  prefers direct, clear, and professional communication and they like use emails, telephone, conversations, and face to face  meetings depending on the situation. This generally are motivated by career stability, financial rewards, meaningful work, and opportunities to develop professionally  and achievement recognition.
Attitude towards technology they may not be digital native,  they comfortable using workplace technologies they adapted to successfully and generally comfortable using workplace technologies also balance digital tools with traditional communication methods. ( Twenge, 2017; Zemke, Raines and Filipczak, 2013)
[bookmark: _Toc237179385]2.3 Millennials ( Generation Y )
Generation Y  also known as Millennials where approximately born between 1981-1996
 They grew up during technological globalisation, and increased access to higher education and they represented of the largest groups organisations, and they have significantly influenced modern workplace culture. Workplace for Millennials value meaningful work, collaboration, diversity, and work-life balance, they are seeking employers whose values align within their own and prefer organisations committed to social responsibility, sustainability and inclusion. The expectation is that expect continuous learning opportunities, regular feedback, and career progression through continuous learning, they appreciate flexible working relationships arrangements, including hybrid and remote working options.
Communication style prefers collaborative communication using digital platforms like Microsoft teams, zoom, and instant messaging alongside face-to-face interaction. They like   communication from managers rather than annual performance  reviews. They motivation purpose, recognition, career development, and meaningful work this is major motivational factors, and they are more likely to remain committed to organisations that invest in employee’s wellbeing and professional growth.
The attitude towards Technology as natives digital are highly comfortable using technology in the workplace and quickly adapt to new software and digital communication tools and often expect organisations to using technology to improve productivity. 
[bookmark: _Toc237179386]2.4 Generation Z 
They are born between 1997-2012 this is the first  generation to grow up entirely in the digital age with smartphones, social media, and constant internet access, Generation Z  employees are increasingly entering the workforce and bringing new expectations regarding flexibility, diversity, and technological innovation. Workplace generation Z values diversity, inclusion, authenticity, metal health, and career flexibility, and they seek employers who demonstrate ethical leadership and provide opportunities to make a positive opportunity to make a positive social impact. They expect flexible working conditions, rapid career development, frequent coaching, and continues learning opportunities and they like  transparent leadership and inclusive workplace culture. This generation prefers quick, digital communication through messaging applications and collaborative online platforms  also many they value face to face communication  for mentoring and professional development. 
Generation Z is motivated by personal growth, work meaningful, career progression, innovation, and opportunities to develop new skills, they prioritise job satisfaction over long term organisational loyalty this generation never experienced a world without digital technology and they are highly confident using artificial intelligence, social media, cloud computing, and digital collaboration tools, they expect to provide modern technological resources that support flexible working. ( Twenge, 2017; Zemke, Raines and Filipczak, 2013). 
[bookmark: _Toc237179387]2.5 Challenges of a multigenerational workforce 
A multigenerational workforce provides organisations with several advantages and disadvantages and difference generations contribute diverse knowledge, creativity, perspectives, and problem solving approaches, in experienced Generation X employees often mentor younger colleagues, Millennials and Generation Z introduce technological innovations and new working practices, and create challenges, difference in communication preferences, expectations regarding feedback, leadership style, and attitudes towards technology , conflict not managed effectively. 
Leadership is essential, managers should encourage open communication, provide equal development opportunities, promote mutual respect and create psychologically safe environments with all generations feel valued. 
Training programmes, mentoring schemes and reverse mentoring, younger employees share digital expertise with older colleagues this can strengthen collaboration while reduce generational stereotypes. ( Costanza and Finkelstein, 2015; Lyons and Kuron, 2014). 
[bookmark: _Toc237179388]2.6 How Emotional intelligence and mindfulness help Managers
Emotional intelligence help managers lead teams more effectively by improving self-awareness emotional regulation, and decision-making, and is enable    managers to understand their own emotions and other, communicate clearly, resolve conflicts , and build positive workplace relationship and calm, focused reduce stress, preventing impulsive decision this skills enhance leadership effectiveness, and create psychologically safe work environment, manager can improve team performance, employee well-being, collaboration and organisation success. ( Shore et al., 2011; Edmondson, 1999). 
[bookmark: _Toc237179389] 2.7 Emotional intelligence , Mindfulness and Recruitment & employee retention.
This improves recruitment and employee retention by helping managers select candidates with strong interpersonal skills and emotional resilience. Also, create supportive, respectful workplaces where employees feel valued, reduce stress, increasing job satisfaction, improving engagement, encouraging talent employees

[bookmark: _Toc237179390]3.0 Conclusion
A multigenerational workforce has become a defining feature of modern organisations. Generation x, Millennials, Generation Z each contribute valuable strengths that enhance organisational performance when managed effectively and Generation X offers experience, independence, and resilience; Millennials contribute collaboration, innovation and purpose-driven thinking and Generation Z provides digital expertise, adaptability, and fresh perspectives. Despite differences in workplace values, communication styles, expectations and motivation, attitudes towards  technology, organisations can benefit from embracing generational diversity flexible management practices effective  communication , inclusive leadership, continuous learning opportunities enable employees from all generations to collaborate successfully, and understand the value generational differences are better positioned to improve employee engagement, innovation, and long-term organisational success.
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