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[bookmark: _Toc14340] Introduction 
Emotional Intelligence (EI) has become a vital quality in modern organisational contexts, where teamwork, interpersonal communication, adaptability, and professional resilience are core to workplace performance (Lehner, 2020). Contemporary workplaces are characterised by diverse work teams, rapid transitions, innovation pressure, remote work, and high relational pressure. These conditions imply that employees must not only carry out technical duties, but also deal with their emotions, with the emotions of other people, and react in a manner that does not break professional relations and helps to achieve organisational objectives. EI thus is a collection of abilities that affect the way individuals perceive, comprehend and regulate feelings in themselves and others (Chernis and Adler, 2023). 
This report critically analyses the application of the various components of emotional intelligence in work environments by employees and offers an evaluation of the existing theoretical models of EI that are prominent in explaining the various competencies of EI. It also discusses the way managers ought to consider the EI attributes in hiring employees of various generations, namely Generation X, Generation Y (Millennials) and Generation Z. With workplaces becoming increasingly multigenerational, insights into the differences in the expression of emotion, methods of communication as well as motivation members of different age groups is crucial to successful recruitment, retention and integration into a team (Chernis and Adler, 2023). The report ends by offering some recommendations to organisations that want to incorporate development and generational awareness in their human resource practices. 
 
[bookmark: _Toc14341]Emotional Intelligence Components and Workplace Application 
[bookmark: _Toc14342]Defining Emotional Intelligence in Organisational Contexts 
Emotional intelligence has become an important construct in the fields of organisational psychology, leadership studies and human resource development (Lehner, 2020). Despite the consensus among scholars that EI causes people to conceptualise and regulate emotions in themselves and others, there is still controversy on the conceptualisation and measurement of EI. Mayer and Salovey identified EI as the capacity to discern emotions correctly, apply emotions to facilitate thinking, comprehend emotional interactions and handle emotional reactions well (Mayer et al., 2001). This definition places EI as a cognitive skill with the focus on the way emotional data may be used to reinforce the reasoning, decision-making and social activities. Their model emphasises the fact that EI is not merely a personality trait, but a cognitive skill which can be learnt and enhanced (Serrat, 2017). 
However, Goleman proposed an alternative when he brought EI into the organisational discussion by regulating it as a set of larger emotional and social skills (Goleman, 2001). These are skills that determine leadership, interpersonal relationships, motivation and behaviour at the workplace. Whereas Mayer and Salovey stressed emotional processing, Goleman stressed behavioural expression (Mayer et al., 2001; Goleman, 2001). This difference is significant to organisations since, whereas the ability model is concerned with how people perceive emotions, the behavioural model is concerned with what individuals do with the perception of emotions in real-life interactions. Even though the conceptual differences between these models can be used to create ambiguity, both models have led to the acknowledgement of the role of EI in the performance of professions and the success of organisations (Serrat, 2017). 
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[bookmark: _Toc14344]Self-Awareness 
Self-awareness is the ability to know the emotional conditions, internal responses, behavioural patterns, abilities and weaknesses (Papoutsi et al., 2019). Self-awareness in a work situation allows an employee to exercise control over emotional urges until they become conflicts and/or mistakes due to stress. As an illustration, an employee who realises the propensity of turning defensive when getting feedback can pause consciously before responding and consider the purpose of the feedback and respond in a constructive manner. Reflective practice and emotional development are thus based on self-awareness. Little self-awareness among employees can cause misunderstandings in the workplace, take a comment that seems to be neutral as an insult or react to stress on the spur of the moment, resulting in interpersonal tension and diminished performance (Papoutsi et al., 2019). 
 
[bookmark: _Toc14345]Self-Regulation 
Self-regulation can be defined as the ability to control emotional reactions, especially when faced with difficult or emotionally sensitive circumstances (Papoutsi et al., 2019). The workplace is commonly characterised by the pressures in the form of work overload, customer contacts, change programmes or group conflict. When employees manage their emotions, they can remain professional and make rational judgments relying on a reasoned approach and not on their emotions (Arora, 2017).  
For example, when a healthcare provider is working with a distressed patient, they must stay calm and empathetic at the same time, taking care of procedural accuracy (Arora, 2017). The lack of self-control can lead to emotional “spillover” as frustration or stress can affect the tone of communication, the choice or behaviour of those deficient in self-control. Self-regulation is not all about stifling emotions but acknowledging them, processing them and acting them out in a balanced way that facilitates the objectives of the profession (Rahmad, 2022). 
 
[bookmark: _Toc14346]Empathy 
Emotional intelligence revolves around empathy when relationships are concerned (Rahmad, 2022). It entails deciphering the emotions, attitudes and non-verbal expressions of other individuals, and responding in a sensitive and understanding manner. Empathy can serve as a strength in teamwork, better relationships in the workplace and help foster psychologically safe workplaces where people feel respected and valued. Empathy, in leadership, helps the managers to detect any burnout, disengagement or conflict early so that they may support or intervene in time. An illustration of this is that a manager can observe that a colleague is shut off or overwhelmed and decide to give the person fewer responsibilities or even comfort them. On the other hand, a lack of empathy at work is associated with the breakdown of communication, low morale and turnover (Lopes, 2016). 
 	 
[bookmark: _Toc14347]Social Awareness and Relationship Management 
Social awareness stretches empathy to a wider perspective of group relations, organisational culture and social anticipations (Lopes, 2016). The next step in relationship management is using this awareness to gain trust, influence others, solve conflicts and encourage cooperative interactions. Staff members who possess strong relationship management capabilities could arbitrate conflict, inspire the staff, and establish a welcoming and unified environment at work. As an example, a leader can initiate open communication in a project team where tension exists, invite perspective-taking and make all the team members feel listened to. Relationship management can also help towards good organisational climates and facilitate good performance in teams, especially in emotionally complicated or diverse working environments (Dragas and Papoutsi, 2019). 
 
[bookmark: _Toc14348]Application of Emotional Intelligence in Workplace Scenarios 
EI plays a particular role in an organisational change, which, in many cases, can provoke a high level of emotions, including anxiety, uncertainty, or resistance (Dragas and Papoutsi, 2019). Emotionally intelligent leaders recognise these emotions, communicate effectively and emphatically and offer employees a chance to express themselves and be heard. This enhances trust within an organisation and minimises any opposition to change programs (Hendon et al., 2017). 
Emotional intelligence can be applied in a teamwork setting to improve teamwork through active listening, managing conflicts and respecting divergent opinions (Hendon et al., 2017). Workers with the capacity to understand emotional messages and accommodate their communicative manner are in a better position to develop fruitful working connections. This is especially useful with multi-cultural or distantly located teams, where communication norms can cause misunderstanding (Mamaril and Majdalani, 2017). 
Emotional intelligence has an impact on service quality in customer-facing jobs, including retail work, hospitality, health care or government work (Mamaril and Majdalani, 2017). Employees are expected to control their personal emotions in responding to frustrations or distress of customers, who are also expected to be sensitive to their needs. Employees with high EI can defuse heated communication, being professional and improving customer satisfaction (Bhavikatti et al., 2023). 
 
[bookmark: _Toc14349]Critical Evaluation of Major EI Models 
The Mayer-Salovey Ability Model offers a methodological and intellectual way of comprehending EI (Mayer et al., 2001). It is a strong one as it has a clear theoretical framework and focuses on emotional processing (Coronado-Maldonado and Benítez-Márquez, 2023). 
Nonetheless, critics hold that emotional reactions are subject to personality traits, social teaching and cultural standards, which makes it challenging to separate EI as a distinct cognitive competence. Furthermore, ability-based tests of EI might not effectively measure emotional behaviour in dynamic real-life situations (Shafik, 2024). 
The Mixed Model introduced by Goleman is a popular organisational practice since it converts EI into behaviours and developmental skills which can be observed (Goleman, 2001). It corresponds with the systems of leadership training and performance evaluation. Nonetheless, critics argue that the model is conceptually expansive and incorporates EI with personality elements (motivation, adaptability) that can diminish the precision in measurement. Nonetheless, it has a strong impact on professional development, especially in leadership programmes and teambuilding interventions (Shafik, 2024). 
Bar-On Emotional-Social Intelligence Model incorporates both emotional and social functionality and is focused on adaptability, stress management, and interpersonal effectiveness (Golar-Corbi et al., 2019). Although this enhances pertinence in the workplace, the model has been criticised for blurring emotional intelligence and overall well-being, which can undermine conceptual transparency (Boyatzis, 2018). 
Even though emotional intelligence plays a larger role in workplace performance, it is not the only source of success (Doan et al., 2020). The employees are also required to have technical competency, mental prowess, organisational understanding and moral discretion. Excess focus on EI can also result in emotional fatigue or emotional labour, whereby employees are expected to make themselves show socially expected emotions instead of real ones. Hence, EI must be incorporated into a professional development balance that appreciates the emotional and technical competencies (Udos et al., 2020). 
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Contemporary organisations consist of workers representing various generational groups with different backgrounds of historical events, socio-economic circumstances, technological trends and cultural norms (Machová et al., 2020). These factors create a unique favour toward the way of communication, work expectations and emotional expression. Although individual differences imply that no one-size-fits-all generalisations can be made, the consideration of the generational trends can assist in the recruitment that is both just and emotionally intelligent (Fedorova et al., 2023). 
Gen X, also known as the people, born between the mid-1960s and early 1980s, joined the labour market at a time when the economy was undergoing restructuring and when work flexibility was growing (Fedorova et al., 2023). Consequently, employment security, independence, and practical work methods are considered important to a great number of people in this category. They are frequently viewed as independent, less dependent upon frequent feedback and more accustomed to keeping their emotions to themselves at work. Their communication style is often characterised as straightforward, task-oriented and efficient, and this may be interpreted by younger generations as a lack of emotion (Cautioned et al., 2019). 
Millennials, or Generation Y, include those who were born in the early 1980s-mid-1990s amidst sudden technological advancements, globalisation and the redefinition of the job landscape (Cautioned et al., 2019). They are prone to meaningful work, personal development and supportive professional relationships. Collaboration, continuous feedback and emotional openness in the workplace are very important by millennials. They tend to be more emotive, see weakness as a source of strength and focus on the sense of belonging (Fedorova et al., 2024). 
Generation Z are individuals born since the mid-1990s and are the first generation to grow up in a digitally networked environment (Fedorova et al., 2024). Social media, virtual expression, and speedy exchange of information have a significant impact on their communication patterns. They can convey their emotions visually or digitally using symbolic signs and can perceive the emotional tone in a different way than older generations. Their workplaces are usually more inclined to diversity, inclusiveness and authenticity and demand their recognition. Nonetheless, because of the speed and informality of digital communication, the Generation Z employees might need guidance on how to navigate professional emotional boundaries sometimes, as well as how to decode subtle emotional cues in formal settings (Sudhakar et al., 2019). 
 
[bookmark: _Toc14351]Emotional Intelligence Characteristics Across Generations 
When considering relational competencies in the recruiting process, it is important to identify the way emotional intelligence can be described in every generational category (Sudhakar et al., 2019). The employee of Generation X can exhibit emotional intelligence by composing, maintaining self-control, and independence. Their emotional problem resolution methods usually include handling responses secretly to preserve their professionalism. This could be extremely useful in a high-stress occupation where one must be strong and make decisions calmly. Nevertheless, it can create miscommunication as well in case emotional needs or concerns are not spoken about (Mhakarya, 2025). 
Millennials tend to show emotional intelligence in the form of relational awareness, empathy and collaborative communication (Mhakarya, 2025). They can also be active in requesting feedback and appreciating managerial styles that involve emotional insights and empathy. They are likely to consider open communication to be an important part of trust, and they might be disconnected in an atmosphere where emotional expression is not encouraged. Although this can enhance teamwork, Millennials might also need skills on how to control emotional boundaries in circumstances where they are supposed to be emotionally neutral (Seawell, 2023). 
Gen Z, in turn, is more likely to combine emotional expression with technology, potentially resulting in fast and dynamic emotional expression but also causing problems decoding nuances in tone or meaning (Seawell, 2023). They can be excellent at working in cultures that promote creativity, discussion and flexibility, but may need more direct instructions as they move through formal organisational hierarchies or emotionally challenging professional relationships (Kraus, 2017). 
 
[bookmark: _Toc14352]EI-Based Recruitment Practices for Multigenerational Workforces 
Recruitment is one of the key activities that can be used to evaluate emotional competencies in the generational groups (Kraus, 2017). Nevertheless, the conventional interviewing format can be biased towards specific patterns of communication. As an example, Generation X applicants can give their answers in a rather brief and monosyllabic way, which might be interpreted as a deficiency of enthusiasm. On the other hand, Generation Z applicants might express emotional reflection more frankly, which might be misunderstood as over disclosure by organisations with a task orientation on professional distance (Cahyono, 2024). 
To enhance fairness, emotionally intelligent recruitment procedures must include structured behavioural interview questions which evaluate emotional reasoning as opposed to emotional performance (Cahyono, 2024). Requesting the candidates to talk about the moments in the past when they managed to resolve the conflict, helped a colleague, or had to adapt to emotional difficulties helps the candidates to think about emotional processes instead of the expressive style. The proposed style helps to evaluate real EI skills and not verbal confidence and expressiveness (Depicture et al., 2018). 
Situational judgment tests can also be used in assessing the reaction of the candidates to emotionally complicated workplace situations (Depicture et al., 2018). These tests offer standard emotional scenarios where the candidates are expected to make the most suitable behavioural choices. Situational judgment tests minimise the bias associated with generational differences in communication by concentrating on choice-making, instead of emotional expression (Coronado Maldonado and Benítez-Márquez, 2023). 
Moreover, relational skills, empathy and conflict management skills can be identified with the help of group-based assessment or collaborative problem-solving tasks (Magano et al., 2020). Nevertheless, assessors should not forget about the cultural and generational norms impacting communication behaviour. As an illustration, a Generation X candidate who is quiet voiced, then speaks up, might be emotionally mature and considerate of their decisions despite the fact that they speak less than their younger counterparts, who might be more inclined to vocalise ideas (Schuller and Schuller, 2018). 
 
[bookmark: _Toc14353]Supporting Generational Integration after Recruitment 
EI is pertinent to the recruitment process as well as the socialisation and integration of individuals into a team process (Schuller and Schuller, 2018). Millennials and Generation Z tend to prefer collaborative workplaces, guidance and frequent feedback. Generation X can appreciate independence and demarcations. The managers should hence develop the team cultures in which the emotional styles are recognised and bargained freely (Huang et al., 2019). 
Emotional learning may be facilitated in either way by the cross-generational mentoring programmes (Huang et al., 2019). As an example, the employees of Generation X can plan emotional control and professional restraint, and Millennials and Generation Z can plan empathy, inclusivity and expressive communication. This kind of mutual learning allows the development of organisational cultures that accommodate emotional diversity (Rahmad, 2025). 
Overall, the recruitment practices based on EI should strike a balance between being sensitive to generational differences and objective in the assessment of emotional competencies (Rahmad, 2025). Organisations can enhance the engagement of employees, teamwork and retention by embracing structured emotional evaluation methods, promoting cross-generational integration, encouraging inclusive communication methods and related strategies. The identification and appreciation of emotional intelligence intergenerationally ultimately leads to improved organisational integration and helps in ensuring long-term organisational performance (Magano et al., 2020). 
 
[bookmark: _Toc14354]Conclusion 
Emotional intelligence is important in employee interaction, communication, emotion and relationship regulation and relationship building process in the workplace. Getting to recognise one's own emotions and know how to handle them, the power to understand others’ emotions and react to theirs is the main key to teamwork, conflict resolution and leadership. Various theoretical models of EI provide useful approaches to the analysis of these competencies, but they all possess drawbacks associated with the lack of clarity in the concept or complexity in measurement. 
EI is especially applicable in contemporary workplaces where multigenerational teams are common in the recruitment and integration processes of organisations. Generation X, Millennials, and Generation Z introduce a new emotional communication style and motivational expectations, which implies that the recruitment procedures should be delicate, flexible and aimed at assessing the emotional competencies equitably. Organisations can create a better performance, relationship and well-being-enhancing environment through training, recruitment and leadership development by incorporating EI into these processes. 
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