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[bookmark: _Toc213259187]Introduction: 
The report on developing emotional intelligence skills for employees in the workplace evaluates the components of emotional intelligence. The concept of emotional intelligence refers to the capability to find, express, comprehend, operate and use emotions is recognised as emotional intelligence (Kotsou et al., 2019). Emotional intelligence has been seen as a significant influence on health, relationships, and work performance. The aim of this report is to determine the emotional intelligence skills or components for employees in the workplace, and also determining the unique characteristics of emotional intelligence from various generations X, Y, and Z. The structure of this report begins with the evaluation of components of emotional intelligence in the workplace for employees. (Goleman’s model of Emotional Intelligence), followed by identifying unique characteristics related to emotional intelligence that managers might need to consider in recruiting new employees from various generations, like as Generation X, Y, and Z. Ultimately, providing recommendations for emotional intelligence skills. 

[bookmark: _Toc213259188]Components of Emotional Intelligence: 
The concept of Emotional Intelligence was first formed by Salovey and Mayer as a capability-based concept similar to overall intellect (Bru-Luna et al., 2021). Emotional Intelligence states the capability to notice, dissolute, comprehend, and manage emotions (Bru-Luna et al., 2021). The concept of Emotional Intelligence is seen as a form of innate intelligence made up of various capacities that impact how individuals comprehend and manage their individual emotions and those of others (Bru-Luna et al., 2021). The emotion processing skills are: 1) perception, assessment and appearance of emotions, 2) emotional assistance of alleged, 3) comprehending and analysis of emotions, and 4) deep guideline of emotions.  
Employees leverage emotional intelligence (EI) components such as self-awareness, empathy, self-regulation, motivation, and social skills to enhance performance, able to manage conflict, partner successfully, and deal with stress. These skills enable improved communication, powerful connections, and more efficient work, although an absence of emotional intelligence can lead to bad decision-making and social resistance. Any company’s capability to develop an effective and sweet work atmosphere is important to its achievement in today’s rapid and globally linked world (Kargeti, 2023). Although technical specialists and certifications are positively significant in keeping a successful and efficient work atmosphere also needs emotional intelligence. 
Self-Awareness: The first component of emotional intelligence that might be used in the workplace by employees, starting with people’s understanding of their emotions. Self-awareness is the capability to comprehend one’s emotions and behavioural tendencies in certain conditions. Self-awareness is rooted in identifying the direct reason for emotion. It is up to an individual to show what is producing the emotion and handle the replies that feel most usual and approachable. Self-awareness is a serious component of emotional intelligence and, thus, to a leader’s efficiency (Filice and Weese, 2024). The person with high levels of self-awareness also feels better about their preferences. Individuals with sensitive self-awareness frequently tend to feel embarrassed and not aim at negative feelings. Individual that has self-awareness are usually honest, careful, and up-front. One of the core elements of emotional intelligence is self-awareness. Highly self-aware employees are sensitive to their feelings, capabilities, weaknesses, and social influence (Kargeti, 2023). They have improved self-control and resilience as they can successfully evaluate their individual behaviour and create suitable transformations. 
As they are aware of their individual demands and initiatives, individuals who are self-aware are improve equipped to deal with conflicts, conquer issues, and maintain an optimistic behaviour at the workplace. Employees must be self-aware enough to comprehend their individual motivations and objectives in order to align their activities to companies’ objectives, increase efficiency, and improve employee satisfaction. Self-awareness can be used when employees with high self-awareness comprehend their individual emotions, strengths, and weaknesses, which helps them to identify how their sense of affection towards their work and other colleagues at the workplace. This can lead to more realistic self-evaluation and an improved comprehension of their influence on others, protecting them from misattributing issues to external factors and rather than taking responsibility for their role. 
Empathy: This component is a significant component of emotional intelligence as it enables individuals to understand and empathise with the emotions of others. The capability to promote and mentor juniors at the workplace, as well as the capability to dynamically listen and be flexible, are several instances of how this skill shows itself (Kargeti, 2023). Managers might make a wide-ranging and cooperative organisational culture by promoting loyalty, trust and relationships through empathy. Moreover, managers with empathy are better capable of identifying and responding to the unique requirements and problems of their team members, which leads to increased employee pleasure, motivation, and retention within the company (Kargeti, 2023). Furthermore, employees are more motivated to support their best work when they feel respected and unstressed, which enhances team bonding and overall productivity. 
An important part of emotional intelligence is the capability to criticise the emotions of other individuals, frequently identified as empathy or comprehending another’s feelings and re-experiencing them. The capacity to empathise with others, to sense what they feel, to hold their opinion, and to work pleasantly with those of enthusiastically various experiences is generally unstated to be understanding (Singh et al., 2022). Employees establish empathy through comprehending and sharing the state of mind of others, which is essential for creating powerful connections and partnership teams. Empathy allows employees to consider other views, solve issues constructively, and help colleagues, promoting a more optimistic and comprehensive work atmosphere where individuals feel perceived and respected. To have empathy individual must be capable of identifying and sharing the emotions, needs and uncertainties of another individual (Singh et al., 2022).  
Self-Regulation: The capacity to control an individual’s emotions in a creative method, to have powerful values and to feel fulfilment in order to accomplish an individual’s objectives, and to be robust are all features of self-regulation (Singh et al., 2022). Self-regulation is the capability to lead an individual to change by being open to new concepts and data without disregarding what they know correctly, and keeping their trust (Safarlı, 2021). Employees leverage self-regulation to operate their emotions, keep calm under pressure, and evade unwary responses. This skill enables employees to deal with stress and come back stronger, to keep an optimistic behaviour, and make significant decisions even in challenging conditions, which is important for efficiency and problem-solving. 
Emotional self-regulation or feeling regulation is the capability to respond to the continuous demands of understanding with the scope of emotions in a way that is informally acceptable and adequately supple to prevent impulsive responses, as well as the capability to interrupt impulsive responses as required. It can also be referred to as internal and external processes responsible for assessing, monitoring, and transforming emotional reactions (Long et al., 2022).  The self-regulation of emotional intelligence belongs to the wider set of sentiment regulation development, which involves the regulation of individual feelings and as well as the regulation of other individuals’ emotions is the capacity to regulate feelings and perform with honesty and truthfulness in consistent and flexible methods (Long et al., 2022). The individual with good self-regulation will segment decisions on more realistic data than clear emotion, making an improved response to complex conditions. 
Motivation: This is the fourth component of emotional intelligence, which is motivation. The word motivation is derived from the word motive, which is stated as a requirement that needs satisfaction. These requirements can be needs or desires that are obtained from the impact of society, lifestyle, culture, and many other factors. Motivation is the aim for an individual’s activities, readiness and objectives. Motivation is an individual’s direction to behaviour, or what affects an individual to require to recurrence a behaviour, a group of services that lies behind the motives. A person’s motivation might be motivated by others or events that can be external motivation, or it might come from within the person, which can be internal motivation (Long et al., 2022). Motivation is determined to accomplish for the own good of accomplishment itself, and having optimism and flexibility in the face of setbacks. 
The motivation is the determination and desire to do roughly effectively and to be motivated enough to accomplish objectives. The individual has a personal determination to enhance and accomplish, assurance in their objectives, initiative, or willingness to perform on opportunities, along with positive and flexible thinking, can accomplish more in the working day and comprehend that achievement takes time. Individuals are determined not only to get it correct but also by the reality of maintenance (Darby, 2025). The employees who are emotionally intelligent are frequently more intrinsically inspired, driven by a wish to accomplish objectives and identify meaning in their work. Internal motivation can lead to greater levels of involvement, job satisfaction, and perseverance, which positively influence people’s performance and complete involvement in the company.  
Social Skills: This is the last component of emotional intelligence, which is social awareness/skills. The social skills are the conclusion of the other aspects of EI. Individuals tend to be very effective at dealing with relationships when they can comprehend and regulate their individual emotions and can empathise with the feelings of others. The capability to able emotions and deal with stress is another feature of EI that has been recognised as significant for achievement. The social awareness has become growingly significant to the achievement of management due to sympathetic leaders are more possibly to have a suitable degree of honesty about range and cultural variations. Social awareness plays a significant role in growing loyalty in employee connections (Fianko et al., 2020). 
The extent of social awareness and emotional intelligence refers to a keen state of awareness in managers' interaction capabilities is important to comprehending both the condition and the subordinate’s level of understanding. The social skills include powerful communication, building relationships, and resolving conflicts capabilities/skills. IT supports employees to work successfully in collaboration, inspire others, and create relationships with colleagues/social groups and clients. The robust social skills are important for team cohesion and project achievement, as employees can work from differences, create various views, and interact with concepts more successfully to accomplish general objectives. 


[bookmark: _Toc213259189]Unique Characteristics Relating to Emotional Intelligence: 
When recruiting new employees, employers should consider generational variations in how emotional intelligence (EI) is apparent and stated in the workplace. The strongest emotional intelligence manager training supports managers to recognise these patterns without falling into stereotyping. Rather than creating assumptions, emotionally intelligent managers leverage anxiety management methods to keep inquiring and open to people's variations within generational associates. There are different generations to recruit new employees with unique characteristics relating to emotional intelligence. The generations are: Generation X (born 1965-1980), Generation Y (Millennials, born 1981-1996), and Generation Z (born 1997-2012).
Generation X (born 1965-1980): 
Generation X tend to have various communication choices through those of younger generations. The people of Generation X are referred to as self-directed, sceptical and autonomous, born throughout the time of fast change (Mahmoud et al., 2021). The people of this generation are seeking work-life balance, not impressed by power and micromanagement. The Generation X employees usually value emotional independence and are happy with sovereignty, a typical managers look for in applicants that required to work independently. Generation X is also recognised as the post-boomer generation, raised in a period of significant variation, like as technological development and the increase of consumerism (Respol.com, 2024). This employee of this generation is famous for pragmatism and independence; individuals of this generation appreciate job stability and financial security. 
Emotional Self-Sufficiency: The self-sufficiency is referred to as the capability of people to accomplish a positive optimum level of operations in particular areas of life (Bihun et al., 2023). Emotional self-sufficiency distresses economic self-sufficiency and secures the efficiency of an individual’s labour activity. They frequently value a real-time management strategy and might be more secluded about their feelings, preferring to handle stress and problems on their individual. 
Pragmatic Problem-Solving: They tend to be pragmatic and practical, looking for well-organised solutions instead of extensive emotional discussions around a problem. Managers should seek applicants who aim for practical solutions and results. Pragmatism looks as the final arbiter of what is a problem as society, but this as a strategy is vulnerable to the prevailing principles in a society that might be set by the central government to the advantage of the dominant (Prasad, 2021). 
Scepticism of Authority: They might be sceptical of outdated orders and appreciate direct, brief feedback and open communication through managers they value. 
Generation Y (Millennials, born 1981–1996): 
Generation Y fluctuate significantly through previous generational associates in terms of their worldview’s attitudes in the direction of power and views on work. The people of Generation Y are frequently thought to identify it inspiring to have the chance for employee growth, fostering authenticity and transparency, aiming at work-life balance (Mahmoud et al., 2021). The Generation Y, also known as the Millennial generation or usually Millennial. Generation Y grew up with technology, so being linked and having tech knowledge is in their generation. Several Millennials form up by seeing as Baby Boomer parents working entire day and night doing stressful jobs, which can shape their individual perspectives on the workforce and the requirement for work-life balance (Gaidhani et al., 2019). Millennials are usually more vocal about their emotional requirements and looking for a high level of relationship and feedback from management. 
Emotional openness and need for feedback: They are frequently comfortable discussing feelings and value continuous, supportive feedback and mentorship, instead of just yearly reviews. 
Empathy and Inclusivity: They extremely appreciate empathy in leadership and thrive in partnership, wide-ranging atmospheres where varied views are heard. When recruiting employees, evaluate applicants’ social skills and capability to create positive connections. 
Purpose-driven motivation: They are inspired by tasks that have a transparent goal and align with their personal values. Employers should consider this at the time of discussing about roles and the company’s goals at the time of recruitment. 
Emotional regulation under pressure: Although they are emotionally open, studies show they might hold a higher capability for emotional regulation in high-stress conditions associated with Gen Z, a feature to inquire about at the time of interviews. 
Generation Z (born 1997–2012): 
Generation Z shows the newest generation of employees who are entering the workforce with larger numbers every year (Mahmoud et al., 2021). Their technology usage and awareness in supplementary working hours are almost equal to Generation Y at work. The employees of Generation Z comprehend the value of financial stability and identify the feeling of performing well at the workplace (Mahmoud et al., 2021). Generation Z are seen as extremely associated, living in a period of high-tech communication, technologically determined lifestyles and prolific leverage of social media. At the workplace, Generation Z chooses clarity, self-dependency, flexibility, and personal freedom are non-negotiable features of Generation Z work ethics and overlooking them can lead to frustration between aristocracies, less efficiency, low motivation, and an absence of employee engagement (Gaidhani et al., 2019).  
Prioritisation of mental health: They are the first-generation people who aim at mental wellness and might look for workplaces that provide robust support systems and advantages aimed at welfare. 
Need for psychological safety: They need a psychologically protective atmosphere to express issues, take initiative, and keep involved. Managers should show assurance in making a protective and respectful culture during the time of interview process. 
Authenticity and transparency: They appreciate authentic and clear leadership and are more possibly to trust leaders who are real and exposed. 
Emotional sensitivity and feedback: They can be extremely expressive and emotionally agreeable, but might still be growing emotional guideline skills. They prefer frequent, emotionally intelligent feedback that recognises both performance and emotional welfare.  
Digital-first but value in-person relationships: Although digital communities, they frequently desire face-to-face discussions for emotionally stimulating or difficult discussions, and value clear, honest communication. 
Positive future: They also appear to be less inclined toward voting and participating in their societies than earlier generations (Gaidhani et al., 2019). They are more genuine about their work expectancy and more optimistic about their future.  

[bookmark: _Toc213259190]Recommendations: 
Recommending the overall components of emotional intelligence in the workplace for employees to enhance relationships, handle stress, and reach out to change. The recommendations involve practising self-awareness to comprehend feelings, leveraging self-regulation to keep calm under pressure, and creating social skills for active listening and clear communication. Empathy enables employees to consider others’ views, leading to improved conflict resolution and partnerships. 
Self-awareness: This improves the power of awareness of individual causes and areas for development to manage responses more successfully. 
Self-regulation: This helps in staying adaptable and flexible, identifying positive features in challenges instead of resisting them (Managemagazine.com, 2025). 
Empathy: This helps in showing support for colleagues when they are struggling and a better sense of friendship between team members (Managemagazine.com, 2025). 
Social skills: These help in improving communication, collaborating successfully and building relations with colleagues through open communication and empathy. 



[bookmark: _Toc213259191]Conclusion: 
The report on developing emotional intelligence skills is summarised by the key findings of the report. The report of emotional intelligent skills has discussed the components of emotional intelligence in the workplace for employees by using the Goleman’s model of Emotional Intelligence, that highlights the five components for employees in the workplace of emotional intelligence which are self- awareness to comprehend feelings, self-regulation to keep calm under pressure, empathy that enables employees to consists other’s opinions which directing to superior conflict solution and collaboration, social skills to enhance communication, collaborate successfully, and create relationships, and motivation that referred as a requirement that needs satisfaction. Further, the report has discussed the unique characteristics of emotional intelligence in recruiting new employees through different generations, such as Generation X, Y, and Z. This highlights the generation-wise recruitment of new employees in the company, as well as employees’ behaviour, energy towards work at the workplace. Lastly, providing recommendations for emotional intelligence skills to enhance the components of emotional intelligence in the workplace. 
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