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Introduction 

Emotional Intelligence (EI) is an essential quality in a contemporary organization since it affects the effectiveness of leadership, the performance of the employees and their relationship in their workplace. It can be defined as the capability to identify, comprehend, handle, and affect individual feelings and emotions as well as those of others. EI is also beneficial in the context of collaboration, decision-making, and adaptability in multicultural and multigenerational teams in the diverse and dynamic workplaces. The Emotional Intelligence Model by Goleman comprises five central elements, namely, self-awareness, self-regulation, motivation, empathy, and social skills, which offers an effective model to be used in workplace settings. Moreover, mindfulness interventions like Mindfulness-Based Stress Reduction (MBSR) can increase emotional awareness and control and promote well-being and productivity. The present report critically assesses the role of emotional intelligence in the workplace and looks at generational differences that affect successful recruitment and management practices. 







Critical Evaluation of Emotional Intelligence in the Workplace 
Goleman’s Emotional Intelligence Model in Practice 
Emotional Intelligence (EI) model created by Goleman is used extensively in the workplace because of its straightforward emphasis on the behavioural abilities that affect performance and interpersonal relationships. This model identifies five major elements which include self-awareness, self-regulation, motivation, empathy and social skills. All these factors can be used to interpret how employees perceive and deal with emotions in the workplace (Riaz, 2024). 
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Figure 1: Goleman’s Emotional Intelligence Model
Self-Awareness: Self-awareness can be defined as the capability of being aware and conscious of personal feelings and influences on behaviour. Self-aware employees in the workplace are more introspective and able to control their reactions to difficult circumstances. As an example, when people know about their emotional triggers, they will less likely respond impulsively to a conflict situation, which leads to a less turbulent and collaborative workplace (Riaz, 2024). Nevertheless, self-understanding is not enough to enhance action. Employees can be aware of their feeling but might not be able to control them in an effective manner. This brings out one of the major constraints, whereby awareness does not necessarily translate into action. Self-awareness is not a useful skills set to be applied in the workplace unless it is properly trained and developed (Kikilia et al., 2022). 
Self-Regulation: Self-regulation is the ability to regulate emotional responses and address behaviour in various situations. This skill is especially valuable when working in high-stress situations, and the employees are required to stay cool and make sound decisions. High self-regulation can help avoid such negative habits as anger or frustration that may disrupt the team dynamics and productivity (Anand et al., 2023). Self-regulation is vital in the leadership positions since the emotional reactions of the leaders can either negatively or positively affect the morale of the team. But too much control of emotions can result in suppression, where people conceal their real emotions. This can make authenticity less authentic and create a challenge in creating trust and openness in teams because colleagues might consider such individuals to be not as authentic (Riaz, 2024). 
Motivation: Motivation according to the model by Goleman is the drive, goal commitment and resilience. High emotional intelligence employees tend to be self-motivated and show persistence, a factor that also helps them perform better and achieve success in an organization (Bazmi et al., 2025). Intrinsic motivation also helps to motivate people to be proactive and concentrated even in difficult situations. Although it is an important element, motivation is affected by internal and external factors. Employee motivation is highly influenced by organizational culture, leadership support and reward systems. Even the most driven people might lose interest in the environment where they are not appreciated or have no growth opportunities (Kuzior et al., 2023). This implies that emotional intelligence by itself will not be able to maintain motivation without the supportive organizational conditions.
Empathy: Empathy is the skill to experience and react to the feelings of others. It is a very essential aspect of various workplaces, as it facilitates inclusiveness, cooperation and management of conflicts. Empathic employees can build relationships and have a supportive work environment better (Devi et al., 2025). Nevertheless, empathy has its shortcomings as well. Too much empathy can be emotionally exhausting or biased especially where people put the emotions of others before making objective decisions. This may influence equity and effectiveness in the workplace (Anand et al., 2023). Consequently, empathy should be done in moderation with rational thinking to achieve good results. 
Social Skills: Social skills entail good communication, teamwork and relationship building.  Employees who possess high social skills may be good team players, impact others in a positive way, and handle conflicts in a constructive manner (Singh et al., 2022). Such skills are necessary to attain organizational objectives and to have a positive workplace. However, social abilities tend to be influenced by the personality, culture and past experiences. This implies that not everyone acquires such skills in a similar measure. Moreover, new challenges emerge with the growing use of digital communication at the workplace, as virtual communication can reduce the efficacy of traditional interpersonal skills.  
Overall, the model offered by Goleman offers a pragmatic way of comprehending emotional intelligence at the workplace. It emphasizes the main competencies that aid in communication, leadership, and teamwork. The model however is more of an individual capability but does not pay much attention to the external organizational forces like culture and management practices.  
Bar-On Model and Workplace Application  
Bar-On model offers a more comprehensive view of emotional intelligence by offering interpersonal skills, stress management, adaptability, and general mood as its competencies (Singh et al., 2022). This model focuses on emotional well-being since it is an important determinant of performance in the workplace. 
Higher stress levels and uncertainty are significant issues in contemporary workplaces, and it is important to manage stress in these settings. Employees who have a high level of stress management skills can be productive and prevent burnout (Anand et al., 2023). But the stress management is not a one-man-task. Factors in organizations, including workload, support 
systems and leadership practices, are all important. Even emotionally intelligent employees might not be able to cope without these supports. 
Another valuable element is adaptability as it will enable employees to react to change and uncertainty. The ability to be adaptable is crucial in keeping up with competitors in fast-changing industries (Kikilia et al., 2022). Adaptable employees can change their behaviour and thought process in response to new challenges. Nevertheless, in the case of constant change, it can cause fatigue and stress unless handled adequately, which implies that adaptability should have a stable organizational practice as its supporting factor. 
The Bar-On model also emphasizes on general mood, such as optimism and positive outlook.  Positive emotions help to enhance teamwork, innovativeness, and job satisfaction (Bazmi et al., 2025). Nevertheless, it might not be realistic to ask workers to have a positive mood at all the time, particularly under the demanding working conditions. This indicates the possibility that the model is over-simplistic in emotional experiences because it puts too much emphasis on positivity. 
Wiedmer Model and Generational Perspective. 
Wiedmer model adds a generational approach to emotional intelligence, implying that the competencies of emotion differ between generations (Seawell, 2023). This is especially applicable in the modern multigenerational workforce where different generations of employees have various values and styles of communication. 
Millennials and the generation Z are younger generations that are more open-minded and talk more about feelings and mental health. Conversely, more seasoned employees can be more emotionally controlled and professional, as there are more expectations at the workplace. These variations may affect teamwork, communication and conflict resolution. 
The Wiedmer model is helpful, though has its limitations. It can be simplistic in explaining the complex human behaviour by classifying people based on age. The factors that affect emotional intelligence are not only determined by the generational factors but also personality, culture, as well as individual experiences (Visser and Terblanche, 2025). As such, managers ought not to stereotype employees but rather concentrate on the differences.
Mindfulness and Emotional Intelligence (MBSR) 
Mindfulness practice, specifically, Mindfulness-Based Stress Reduction (MBSR) has been increasingly applied to improve emotional intelligence. Mindfulness is the act of taking cognizance of thoughts and feelings in the given moment without being judgmental. This enhances self-awareness and emotional control that are key elements of EI (Anand et al., 2023). 
When employees are mindful, they can deal with stress, be able to focus more as well as react in a thoughtful manner as opposed to impulsively. Studies demonstrate that mindfulness-oriented courses are potentially useful in enhancing emotional intelligence in industries like tourism and health care (Kikilia et al., 2022). These enhancements lead to improved communication, lowered conflict and increased job satisfaction. 
Nonetheless, mindfulness is no magic bullet. To be effective it needs to be regularly practised and supported by the organisation. Also, other workers might be opposed to mindfulness practices because of cultural or individual belief systems. This restricts its applicability in the workplace. 
Management by Walking Around (MBWA) and EI 
Management by Walking Around (MBWA) is one of the leadership styles that focus on face-to face contact between managers and employees. This strategy promotes emotional intelligence as it fosters communication, trust, and empathy (Cahyono, 2024). 
Informal interactions allow managers to learn more about the employees and their emotions, concerns and needs. This will enable better decision making and working relationships. Another culture fostered by MBWA is openness and accessibility. 
MBWA might however not work so well in remote or hybrid working whereby face-to-face interaction is restricted. Moreover, it may also be time-consuming to the managers especially in large organizations (Swartzendruber, 2026). This practice, therefore, must be accustomed to contemporary working environments. 
Altogether, emotional intelligence is one of the most important aspects of workplace performance, as it affects communication, leadership, and well-being of the employees. The Goleman and Bar On models offer useful ideas to learn about emotional competencies, and the techniques of mindfulness and MBWA can be used to develop them. EI is not, however, a panacea. It is effective 
based on the organizational culture, leadership support and individual differences. The use of EI may be restricted by over-reliance and failure to address structural concerns like workload and job design. 
Generational Differences and Recruitment Considerations 
Generation X 
The members of Generation X are normally independent, prefer work-life balance, and job security (Dehghan et al., 2026). They have also been exposed to economic instability and interpersonal change, which makes them appreciate stability and self-reliance. Such people tend to be flexible and have good problem-solving, thus are efficient in managing complicated issues at the workplace (Kuzior et al., 2023). 
In terms of emotional intelligence, Generation X is highly self-regulated and resilient. They can usually cope with stress and remain professional in stressful circumstances (Anand et al., 2023).  Their emotional stability enables them to make balanced decisions and make a positive contribution to the outcome of organizations. They might however be less vocal about their feelings than the younger generations, which can be the cause of communication gaps in the teams in some instances (Visser and Terblanche, 2025). 
Managers ought to understand that they prefer autonomy and do not micromanage since too much control will lead to decreased motivation and job satisfaction. They can be more engaged and productive through offering flexibility, recognizing their experience, and promoting open communication (Cahyono, 2024). 
Millennials (Generation Y) 
Millennials are known to be technologically savvy, ambitious, and seek meaningful work (Tolani et al., 2024; Vieira et al., 2024). They usually demand jobs that can fit their own values and give them growth and development chances. Compared to Generation X, Millennials are more open in expressing their emotions and value continuous feedback and recognition (Shannon, 2022). 
Millennials are likely to have high interpersonal skills in terms of collaboration and teamwork in terms of emotional intelligence. They are effective in the contemporary organizational environment due to their communication openness and flexibility to various environments (Singh 
et al., 2022). They will also have higher chances of self-development, which contributes to the improvement of emotional competencies (Anand et al., 2023). 
But Millennials might need continuous encouragement and interest to maintain output. They often expect regular feedback, career advancement opportunities, and supportive leadership (Shannon, 2022). In the absence of these aspects, they are likely to feel dissatisfied or unengaged. This indicates that they have a close relationship with the organizational support and leadership practices (El et al., 2026). 
Managers to whom Millennials relate well should take a supportive and coaching oriented leadership style. Their retention and motivation can be enhanced by ensuring that they have clear career pathways, recognition, and skill development opportunities. Also, a supportive and inclusive work environment is something that they expect (Bazmi et al., 2025). 
Generation Z 
Generation Z is the most recent group of workers and is described as the highly digital, adaptable, and socially aware (Dehghan et al., 2026). They appreciate diversity, inclusivity, and financial stability, and they tend to give preference to work environments that promote their well-being (Tolani et al., 2024). 
Emotionally speaking, Generation Z is more expressive and open about feelings and mental health than the past generations. This transparency helps to raise awareness of emotional well-being in organizations (El et al., 2026). Nevertheless, they can also have increased anxiety and stress caused by social and economic pressure. 
Even though generation Z employees are very flexible and technologically proficient, their use of digital communications can impair their face-to-face interpersonal abilities. This can influence relationship-building and conflict resolution in the conventional working environments (Visser and Terblanche, 2025). Consequently, they might need some extra help to learn to communicate and manage their emotions effectively. 
Managers must make accommodating conditions that uphold mental health, inclusiveness and flexibility. The Generation Z employees may be supported by offering mentorship, training, and development opportunities to build confidence and emotional resilience (Cahyono, 2024).
Multigenerational Workforce Challenges 
Probably the most prominent advantages of a multigenerational workforce are different perspectives, knowledge, as well as emotional competencies (Devi et al., 2025). Such differences can improve creativity, innovation and decision making in organizations. Nevertheless, they also pose issues concerning communication styles, expectations, and work values. 
As an example, the employees of the Generation X might be more willing to receive formal and structured communication, whereas the Millennials and Generation Z tend to be more content with informal and digital communication (Tolani et al., 2024). Such differences may cause misunderstandings and conflicts unless they are dealt with effectively. Moreover, the presence of different attitudes to authority, feedback, and work-life balance may become the source of tension within the team (Dehghan et al., 2026). 
Managers should acquire good emotional intelligence to counter such challenges. Being aware of the emotional needs and preferences of various generations helps leaders be able to change their communication and leadership strategies in accordance with it (Singh et al., 2022). Awareness of generational diversity can also be used to enhance collaboration and minimize conflict through training programs (Anand et al., 2023). 
Recruitment Strategies 
The best recruitment strategies should consider the generational differences to recruit and keep a diverse workforce. Organizations are advised to make their communications and job advertisements attractive to various generations. As an illustration, focusing on job security and stability can be a key to attracting Generation X, whereas the focus on flexibility, purpose, and career development can be more relevant to attract Millennials and Generation Z. 
Emotional intelligence needs to be assessed when recruiting as well. Situational tests and behavioural interviews can aid in determining whether the candidates can control emotions, develop effective communication skills, and cooperate with others (Singh et al., 2022). This provides the employees with a good preparation in order to tackle the challenges in the workplace.
Additionally, companies ought to foster values of inclusivity, lifelong learning, and career growth.  Training and development programs will also help increase employee skills and retention in the long term (Bazmi et al., 2025). 
All in all, appreciating and fitting into the differences of the generations will help organizations to develop great and diverse teams and realize sustainable success. By incorporating emotional intelligence into human resource practices in hiring and managing, organizations can establish inclusive workplaces that satisfy the needs of every employee (Vieira et al., 2024). 
Conclusion 
EI is a significant factor in achieving success at work by influencing individual communication, leadership, and teamwork. It helps employees to control their emotions as well as interpret and react to the emotions of others. This helps in enhancement of relationships, teamwork and decision-making in the various organizations. Existing theories of emotional intelligence offer systematic means of knowing and utilizing these skills in the workplace, and such practices as mindfulness also enhance emotional awareness and emotional resilience. Meanwhile, the generational diversity is also influential on the way emotional intelligence is conveyed and used in the workplace. Multi-generational employees have diverse expectations and communication, and emotional intelligence. Understanding these disparities enables managers to establish more accommodating places where everyone can productively contribute. With the integration of emotional intelligence and the knowledge of generational needs, organizations can improve their performance and the well-being of employees. 
Recommendations 
Development of emotional intelligence should be a priority of organizations that can be achieved by specific training programs that enhance self-awareness, communication and interpersonal skills. Mindfulness practices may also help the employees cope with stress and emotional balance, and their implementation should be incorporated. 
Flexible leadership practices that consider the generational differences and encourage inclusivity should be embraced by managers. The recruitment processes are also aimed at obtaining the candidates with a high level of emotional intelligence and orientation to organizational values.
Moreover, it is necessary to promote a culture of open communication and the constant learning process. Promoting feedback, teamwork, and career growth will contribute to the establishment of positive, flexible, and productive work environment.
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