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1. Introduction 
Emotional Intelligence (EI) has emerged as a crucial skill for employees and executives alike in the modern workplace, especially in a diverse and multi-generation workplace environment. Ability to recognize emotions, control behavior, and react accordingly to other people is the backbone of efficient leadership, teamwork, and the evaluation of employees. This paper uses the framework of Emotional Intelligence proposed by Daniel Goleman to critically evaluate the essential constructs of EI in the modern workplace and the differences in those constructs for the different generations of employees during the evaluation process. In combining the constructs of emotional intelligence with the characteristics of the different generations of employees, the discussion highlights the use of emotional intelligence by the manager to improve the evaluation of employees. The discussion recognizes the advantages and disadvantages of EI. It recognizes the fact that EI requires ethical management.

[bookmark: _Toc217003596] 2. Critical Evaluation of Emotional Intelligence Using Goleman’s Model 
[bookmark: _Toc217003597]2.1 Self-awareness
Self-awareness represents the basis of the EI model proposed by Goleman. The construct pertains to the individual’s ability to understand his/her emotions, moods, strengths, weaknesses, and emotional triggers (Goleman, 2020). Coming to the organizational context, self-awareness allows the individual to assess the impact that their emotional condition has on their behaviour and interactions. People who score high on self-awareness are known to receive feedback positively, have a correct impression of their potential, and are able to behave according to the values of the organizations they work for.

This is supported by the Bar-On Model, which has an intrapersonal part that comprises emotional self-awareness, self-regard, and emotional expressiveness (Singh, 2006). Both models agree on the importance of emotional awareness as the precursor for handling emotions effectively. Bar-On, however, further refines this by relating awareness to psychological well-being, as a lack of emotional awareness leads to an individual being more vulnerable to work-related stresses and breakdowns.

Mindfulness interventions, especially the Mindfulness-Based Stress Reduction (MBSR) program, improve awareness by teaching people to monitor their minds and emotions without engaging with them judgmentally. This allows workers to recognize the state they are in and the reasons for such occurrences, as stated by Karelaia and Reb (2014). This allows them to reflect on their actions before engaging with the situation; mindfulness helps workers become more aware of their inner affective states and reduces impulsive behaviors.
In practical aspects, people participating in mindfulness training show a better ability to identify emotions such as stress, frustration, and/or anxiety prior to these states becoming a problem associated with job performance or interpersonal issues at the workplace with fellow employees. A worker, for example, exhibiting frustration signals during a group talk would behave accordingly to avoid conflicts. 
However, while self-awareness is a vital part of emotional intelligence, it can also be challenging, especially in workplaces that strongly focus on performance and results. Employees may feel uncomfortable reflecting on their emotions if they fear judgement or negative consequences. In the absence of a psychologically supportive environment, individuals may be less willing to engage in honest self-exploration. This can weaken the accuracy of self-assessment and reduce the effectiveness of emotional intelligence development programmes.
Therefore, organisations must create a safe and supportive culture where employees feel encouraged to reflect on their emotions without fear. When combined with mindfulness practices, such environments allow self-awareness to develop fully and contribute positively to emotional intelligence and overall workplace wellbeing.

[bookmark: _Toc217003598]2.2 Self-Regulation
Self-regulation is the ability to control emotions, impulses, or destructive feelings in a constructive way. As cited in Goleman (2020), a person with high emotional intelligence is able to keep his cool in stressful situations, is flexible in situations involving change, and acts in a planned way instead of acting impulsively. In business, self-regulation helps in professionalism, morality, and managing conflict.
The Bar-On Model supports this element through its stress-management component. It encompasses impulse control and stress tolerance (Singh, 2006). Employees who possess excellent stress-management capabilities are likely to be able to deal effectively with the pressures of their work and the changes that occur within the organization.
MBSR has an important function in improving self-regulation by promoting the control of attention and emotional regulation. The practice of mindfulness introduces a pause between the reaction to the stimulus and the reaction itself, so that people are able to make appropriate responses instead of following the emotional urge (Karelaia and Reb, 2014). For instance, the worker will react positively to the criticism received in the workplace.
However, the argument between researchers and theorists suggests that there is a risk that emphasizing self-regulation in this context may have a negative effect on emotional regulation and overall mental health because of the suppression of emotions that may result.
[bookmark: _Toc217003599]2.3 Motivation
According to Goleman’s model, motivation entails the internal drive to achieve goals with enthusiasm, persistence, and hope without any external reward (Goleman, 2020). Employees with high EI tend to act in a resilient, committed, and purposeful manner; all these qualities are necessary in a dynamic workplace.
The Bar-On Model is relevant to this element with the help of the general mood factor that includes optimism and happiness (Singh, 2006). These positive experiences facilitate long-term motivation and improve problem-solving and creativity skills. Studies show there is a contribution from emotionally intelligent workers towards increased employee engagement and employee satisfaction, stemming from improved employee performance and retention (Johennesse and Pressley, 2023).
Mindfulness practices positively impact the motivation of employees by improving concentration and overcoming emotional exhaustion. Mindfulness enables people to disengage from the technological-related stress of modern society and helps them focus on important works. According to Pickert (2014), the presence of mindful employees positively influences the motivation of the employees within the organization because they are able to coordinate the organizational priorities effectively. 
Most importantly, intrinsic motivations cannot thrive within an unfavorable organizational environment. This can cause demotivation among high-EI employees if they experience injustice and inequality, constrained development, or an overcrowded workload.

[bookmark: _Toc217003600]2.4 Empathy
Empathy includes the ability to understand and appreciate another person’s feelings and needs. According to Goleman (2020), empathy is an integral part of leadership efforts in handling relationships and teamwork. Empathy helps in teamwork and handling a conflict in a multicultural workplace. 
The Bar-On Model integrates empathy through its interpersonal composite scale that includes empathy, social responsibility, and interpersonal relations (Singh, 2006). An intrinsic element of empathy is the ability to recognize the signs of stressed, disengaged, or conflicted individuals in the other party. 
The practice of mindfulness improves the ability to empathize by increasing awareness in the present moment. Furthermore, mindful persons tend to be more skilled at tuning in to the feelings of others; this improves their ethical awareness (Karelaia & Reb, 2014). This increased awareness can manifest as improved leadership behaviour in terms of compassion within the workplace.
However, a critical limitation of empathy is the risk of emotional over-involvement.  Excessive empathy could have the potential to act as an inhibitor to objective decision-making in performance and manager decision-making. There would, therefore, be a need to balance empathetic understanding and detachment.

[bookmark: _Toc217003601]2.5 Social Skills 
Social skills are the most visible part of emotional intelligence in the workplace.  These skills show to what extent a person can control and use their emotions when dealing with others. The skills described include those related to communication, teamwork, cooperation, influencing others positively, and dealing with conflicts calm and respectfully. Employees with good social skills, as suggested by Goleman (2020), are indeed capable of building good working relations, creating professional networks, and bringing changes to an organization. These skills are also important in jobs where teamwork is a matter of importance and where interpersonal interactions are frequent and are a day-to-day occurrence when dealing with clients or customers. These employees are active listeners, show levels of respect, and behave accordingly to situations. 
The social skills also show a greater willingness to resolve a conflict before it becomes a major one. In addition, leaders with this skill are also good at motivating others and at creating a pleasant working environment. The social skills are, therefore, very important because they lead to emotional intelligence, which can then be shown practically through such actions as teamwork, leadership, and customer satisfaction.
The Management by Walking Around (MBWA) technique is also closely related to this factor since it promotes the manager to be involved with the employees in an informal way in order to create an open communication channel. This dimension is supported by the Bar-On Model because of its concentrate on social relationships and social responsibility (Singh, 2006). Social skills are important because they lead to cohesion and a pleasant working environment. 
Significantly, the success of MBWA relies on emotional authenticity. Should workers perceive the activity as monitoring, instead of a supportive function, the trust level may decrease. Clearly, emotional authenticity in the pursuit of emotional intelligence contributes largely to effective behavior. 
In all five dimensions, a common thread is that emotional awareness has a key role to play. The framework proposed by Goleman is a good tool kit to understand how EI affects behavior and performance. The Bar On Model is a supplement to it, as it focuses on wellness and managing stress, and MBSR further enhances internal mechanisms that drive EI. 
On the other hand, EI must not be seen as a replacement for structural and organizational accountability. There could be a danger of hiding otherwise transparent problems of workload, inequality, and/or poor management when the spotlight is exclusively on individual EI.
[bookmark: _Toc217003602]3. Emotional Intelligence Across Generations in Recruitment
Identify unique characteristics relating to emotional intelligence that managers may need to consider when recruiting employees from different generations
Multigenerational workers have come to present a pressing concern for today’s organizations. Nowadays, organizations can have as many as five different generations among their workers, all brought up in different social, economic, and technological regimes. Emotional intelligence (EI) has a pivotal place in the domain of recruitment and people management. It has been pointed out that managers with awareness of intergenerational differences in emotional intelligence can make a significant difference in recruitment processes, reduce conflicts within the workplace, and boost the performance of organizations. This discussion examines key emotional intelligence characteristics of Traditionalists, Baby Boomers, Generation X, Millennials (Generation Y) and Generation Z, and explains how managers can apply this understanding during recruitment, supported by examples.
[bookmark: _Toc217003603]3.1 Traditionalists (Stability, hard work, post-war prosperity)
The Traditionalist generation, also considered the Silent Generation, was raised during or after World War II. This generation was raised under conditions of economic troubles and then economic recovery. For this reason, Traditionalists favour job stability, commitment, control, and respect (Clause, n.d.; Kane, n.d.). From an EI perspective, Traditionalist employees often have strong control of their emotions and resilience. Traditionalist employees may not feel the need to show their emotions inside the workplace and may feel that controlling their emotions demonstrates their professionalism.
When recruiting employees, managers must understand that Traditionalist employees might not promote themselves and feel no need to express their emotions and achievements. Their emotional intelligence is often expressed through dependability, calmness under pressure and respect for hierarchy rather than verbal emotional awareness. They should use behavioral interview techniques to interview the candidate and ask them behavioural questions that help the candidate demonstrate the ability to manage emotions, use good judgment, and be loyal instead of being asked to display an expression of emotions. For example, in searching for an advisory role, a Traditionalist may demonstrate emotional intelligence in their application to an advisory role, but these will not include adaptability or creativity. In an interview, the manager shall require behavioural questions that will allow the individual to demonstrate emotional regulation, ethical reasoning, and loyalty, but not emotional display.
[bookmark: _Toc217003604]3.2 Baby Boomers 1946-1964 (Wealth of knowledge, career-minded, responsible)
The Baby Boomer generation grew up in an era of economic prosperity and growth, which instilled a great work ethic, as well as a sense of responsibility, in them (Adcox, n.d.; Heathfield, n.d.; Loretto, n.d.). Looking at emotional intelligence, Baby Boomers are known to possess a high degree of interpersonal awareness, great communication abilities, and a teamwork mentality. They also crave recognition, which can often, emotionally, connect their workplace with identity.
When employing Baby Boomers, managers need to bear in mind that this generation has emotional intelligence that is sometimes related to experience-based empathy skills and relationship-building skills. Some Baby Boomers may be motivated by opportunities that involve teamwork, mentoring, and leadership roles. For instance, within a manger/supervisor role, a Baby Boomer can demonstrate emotional intelligence skills by mentoring subordinates while utilizing skills like constructive conflict resolution, which is achieved by communicating through face-to-face interactions rather than high-tech communications (Stevens, 2010).
[bookmark: _Toc217003605]3.3 Generation X 1965-1980 (Work–life balance, tech-savvy, independent thinkers)
The generation that belongs to the individuals born during this time formed the workforce during a time that was marked by economic shifts and rapid technological improvement. This has made this particular generation value flexibility and the blending of work and personal life (Grimes, 2011; Henseler, 2014). The autonomous, pragmatic, and flexible generation has the characteristics of being independent and practical and has its emotional intelligence displayed through its autonomous, flexible, and valuable problem-solving skills.
During the selection process, the managers need to understand that Generation X job applicants may value authenticity. The applicants may also question established authority and yet have the skills required to deal with stress. They can also question authority but have the skills to deal with stress. For instance, a Generation X project manager can have EI by maintaining a work-life balance, keeping work-related matters separate, and reducing the impact of stressful events on work. Interview formats flexible enough for transparency and problem-solving can also allow managers to assess their own EI fairly (Naseer, n.d.).
[bookmark: _Toc217003606]3.4 The Millennials/Generation Y are characterized as being tech-savvy, competitive, and data privacy-conscious 
Millennials entered the work environment with advanced technology and economic uncertainty, such as the Great Recession. This has led to the association of their EQ with feedback, teamwork, and technology use (Gibson, 2013; Horovitz, 2012). Millennials will be emotionally open, driven by purpose, and need frequent feedback and emotional support in the work environment.
On the understanding of Emotional Intelligence, there is evidence that Millennials tend to be highly socially aware and empathetic individuals. It has also been observed that the current generation might not have much emotional resilience when faced with criticism and uncertainty. Managers overseeing the Millennials might therefore practice highly effective communication with this particular group of employees. For instance, a Millennial employee working as a customer service representative may show his or her emotion intelligent characteristics like empathy, adaptability, or responsiveness. However, this individual may need emotional strength or guidance for sustained motivation. Value-based recruitment interviews can be helpful for a manager to understand Millennial emotion intelligence (Buhane & Kovary, 2003).
[bookmark: _Toc217003607]3.5 Generation Z (Pragmatic, savers and investors, prone to anxiety)
Generation Z (Pragmatic, savers and investors, prone to anxiety) Generation Z is the newest entrants into the work environment, brought up with immersion in technology, a world filled with uncertainty, and an unsteady economic environment. They are highly practical, frugal, and technology-savvy but, according to numerous research findings, are likely to feel anxious and stressed (Cross-Bystrum, 2010; Renfro, 2012; Wiedmer, 2015). The level of emotional intelligence of this generation ranges from a marked awareness of oneself and others to a relatively lower level of emotional resilience, due to which they remain perpetually connected to one another and to information. 
In recruiting Generation Z, emotional well-being, as a concern of the management, becomes a prerequisite for hiring candidates as Generation Z applicants can show concern for psychological safety and sound mental well-being. Generation Z interns would show emotional intelligence traits of transparency in communication related to sound mental well-being and emotional flexibility related to social interactions. To evaluate Emotional Intelligence, managers can ask about their preferences for stress management, adaptability, and communication. A conducive environment for hiring (Menzies, n.d.) is also essential. 
[bookmark: _Toc217003608]4. Conclusion
This paper will assess the concept of emotional intelligence (EI) and its relevance using the five-component model proposed by Goleman. The paper breaks down the competencies that lie embedded in the concept of EI and these include self-awareness, self-regulation, motivation, empathy, and social skills. The concept proposed by Goleman has proven to provide a very effective way of understanding the mechanisms that govern the concept of performance and impact. The theory proposed by the notable scholar Bar-On emphasizes the role of well-being and stress. 
The discussion also reveals that there is some degree of variability with regards to how each generation tends to display EI. Traditionalists are seen to display EI via their ability to regulate emotions and display loyalty. There are different interpersonal skills and mentoring tendencies for each generation. The results reveal the following generation-specific values: autonomy/time management for Generation X, empathy/time effectiveness for Millennials, and psychological safety/emotional regulation for Gen Z. These results thus highlight the need for differential recruitment and appraisal processes that effectively measure emotional intelligence in the specified generations.
On the whole, the strategic use of EQ may well bring desirable changes to the recruitment process. However, EI is no substitute for equality in organizational policies and practices, or for ethical organizational behaviour. It is important that EQ and equality are combined and used Collaboratively in the workplace. This will impact employee well-being as well as organizational success
[bookmark: _Toc217003609]5. Recommendations
Recommendations: Organizations should incorporate the consideration of emotional intelligence into recruitment and people management processes, an issue that is even more pertinent in view of multigenerational working environments. Training is required for managers in applying Goleman’s framework of emotional intelligence in evaluating self-awareness, empathy, and control over emotions of potential employees, regardless of their generation. This requires the use of behavioural and situational interviews in the recruitment processes, which will give prospective employees the opportunity to apply their emotional intelligence in a way that fits their communication style. It is also essential for managers to refrain from recruiting on the assumption that one generation will have more emotional intelligence over the other. A manager must avoid the belief that a particular generation has a greater level of EQ. They also must ensure a recruitment environment where candidates feel safe, especially the younger generations, who might feel more anxious.

[bookmark: _Toc217003610]6. References
Goleman, D. (2020) Emotional intelligence: Why it can matter more than IQ. 25th anniversary edn. London: Bloomsbury Publishing.
Singh, D. (2006) Emotional intelligence at work: A professional guide. 3rd edn. New Delhi; Thousand Oaks, CA: Response Books.
Karelaia, N. and Reb, J. (2014) ‘Improving decision making through mindfulness’. INSEAD.
Pickert, K. (2014) ‘The art of being mindful’, Time, (4), pp. 40–46.
Hughes, M. et al. (2009) Handbook for developing emotional and social intelligence. San Francisco: Pfeiffer.
Johennesse, L. and Pressley, G. (2023) ‘The influence of emotional intelligence in the workplace environment: A literature review’, Indonesian Journal of Business, Accounting and Management, 6(1), pp. 25–32.
Adcox, S. (n.d.) Baby boomers. About Parenting. Available at: http://grandparents.about.com/od/grandparentsglossary/g/Baby-Boomers-Who-Are-The-Baby-Boomers.htm (Accessed: 10 December 2025).
Buhane, A.K. and Kovary, G. (2003) The road to performance success: Understanding and managing the generational divide. Ngen Performance. Available at: http://www.ngenperformance.com/pdf/white/ManagingGenDivide.Overview.pdf (Accessed: 10 December 2025).
Clause, C. (n.d.) Traditionalist generation: Definition and characteristics. Study.com. Available at: http://study.com/academy/lesson/traditionalist-generation-definition-characteristics-quiz.html (Accessed: 10 December 2025).
Cross-Bystrum, A. (2010) ‘What you need to know about Generation Z’, iMedia Connection, 20 August. Available at: http://www.imediaconnection.com/content/27425.asp (Accessed: 10 December 2025).
Gibson, R. (2013) Definition of Generation Y. Generation Y. Available at: http://www.generationy.com/definition/ (Accessed: 10 December 2025).
Grimes, G. (2011) ‘How Generation X works’, HowStuffWorks. Available at: http://people.howstuffworks.com/culture-traditions/generation-gaps/generation-x.htm (Accessed: 10 December 2025).
Heathfield, S.M. (n.d.) Baby Boomers. About Money. Available at: http://humanresources.about.eom/od/glossaryb/g/boomers.htm (Accessed: 10 December 2025).
Horovitz, B. (2012) ‘After Gen X, Millennial, what should next generation be?’, USA Today, 4 May. Available at: http://usatoday30.usatoday.eom/money/advertising/story/2012-05-03/naming-the-next-generation/54737518/ (Accessed: 10 December 2025).
Menzies, D. (n.d.) Generation Z: The digital natives. Available at: http://davemenzies.com/digital-marketing-2/generation-z-digital-natives/ (Accessed: 10 December 2025).
Wiedmer, T. (2015) ‘Generations do differ: Best practices in leading Traditionalists, Boomers, and Generations X, Y, and Z’, Delta Kappa Gamma Bulletin, 82, pp. 51–58.



Page 2 of 2

image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




