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Abstract: 
This report examines the significance of emotional intelligence (EI) in the workplace, how employees may apply the aspects of EI to improve their performance and human relationships and when managers may apply EI in intergenerational recruitment. The former section offers a critical review of how the employees utilise the most valuable EI competencies of self-awareness, self-management, social awareness, and relationship management to surmount the challenges related to workplaces, improve teamwork, and make quality decisions. It focuses on how EI models can be used to promote flexibility, stress management, and effective communication.
The second section deals with the question of the generational differences in the emotional intelligence area, which is concerned with the Generation Z, Millennials, and Generation Y. It defines the unique EI traits of each cohort; resiliency and autonomy of Generation X, empathy and cooperation among Millennials, and genuineness and inclusiveness of Generation Z. Managerial implications of recruitment are also offered in the report and how the communication, assessment and feedback strategies must be modified to suit the emotional expectation of such a generation. In total, the findings suggest that introducing EI in work activity and recruiting of staff members facilitates teamwork, involvement, and performance in the organisation.
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[bookmark: _Toc212031120]1. Introduction 
Emotional intelligence (EI) is currently being recognised as a critical component of the appropriate workplace performance, team efficiency, and recruitment. It is the art of understanding, handling, and managing oneself and others as well. A multigenerational workforce offers a workforce that is different in terms of emotional aspects among the employees, depending on their experiences, exposure to technologies and even depending on their culture. Such generational differences can be known by the managers to employ individuals who align with the organisational values and the team dynamics, depending on their emotional competencies. The report will cover the difference in EI based on the generational groups of Generation Y, Generation Z, and Generation X and explain what managers can use the knowledge to ensure the recruitment process is more effective and to fit in the workplace.
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Figure 1: Significances of Emotional Intelligence in the workplace
(Source: Shevchuk, 2025)
[bookmark: _Toc212031121]2. Critical evaluation of how to use Emotional Intelligence Components by employees in the workplace.
Emotional Intelligence (EI) has become a major trait which influences how employees relate, work and lead within organisations. It is the ability of a person to be aware, understand and manage their own emotions and also those of other people in a certain way that will provide better communication, problem solving and working together. Unlike the classic form of intelligence that is concerned with logic and problem solving, EI appeals to the social and emotional facet that motivates behaviour and drives behaviour in the workplace (George et al., 2022). This was popularised by Daniel Goleman and his model developed in 1995 and comprised of five essentials which included self-awareness, self-regulation, motivation, empathy, and social skills. When competencies have been established, the employees become more dynamic, stronger, and effective within a team-based organisation (Riaz, 2024). However, EI has garnered considerable attention, yet it has also attracted some criticism regarding its measurement and conceptual clarity. The components of EI applied by the employees at the workplace have been critically evaluated according to the Ability Model (Mayer and Salovey, 1997), the Mixed Model (Goleman, 1995), and the Trait Model (Bar-On, 1997).
[bookmark: _Toc212031122]2.1 Theoretical Foundations of Emotional Intelligence.
The Ability Model was created in 1997, and it takes into account emotional intelligence as a composite of a mental capacity that involves the capacity to perceive, utilise, comprehend, and manage emotions (Bru-Luna, 2021). It implies that emotions can be processible and used in reasoning, problem-solving and communicating with other people. The better abilities of employees can enable them to understand the emotional signals of others at the workplace. In these circumstances, they have to act appropriately, resolve conflicts resolution, and have a good working relationship. As an example of this, a manager who sees anxiety in a team before the due date can employ proactive action in terms of work redistribution as well as support guaranteeing provisions, which will lead to enhanced morale and productivity.
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Figure 2: Ability Model of Emotional Intelligence 
(Source: Fiori and Maillefer, 2018)
The Mixed Model introduced by Goleman in 1995 is a blend of emotional competencies, besides the behavioural and motivational factors. It implies that EI contains emotional skills as well as individual characteristics that influence job performance. This model links EI with job performance such as leadership, motivation, and teamwork (Carroll, 2017). However, the Mixed Model has been criticised as a mixture of emotional ability and personality traits, hence it is not easy to measure. This notwithstanding, it is among the most prevalent models that have been implemented in business environments due to its high pragmatic nature.
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Figure 3: Mixed model of EI 
(Source: Yang and Duan, 2023)

Bar-On proposed a set of emotional and social skills that characterise how people view themselves and others; this proposal is known as the Trait Model, which was put forward in 1997, and it defines EI. It emphasises emotional stability, stress tolerance, and interpersonal relations. This model focuses on the necessity to overcome stress, be positive, and the relationships with other people at the workplace (Rajaeepour and Mohammadi, 2021). It is commonly used to ascertain emotional health and stability, particularly in employment that implies continuous communication and adaptability.
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Figure 4:  Trait Model Of EI
(Source: Yang and Duan, 2023)

[bookmark: _Toc212031123]2.2. Applications of Emotional Intelligence Components in the workplace.
Self-Awareness
Self-awareness concept refers to the ability of employees to understand and realise their feelings, capabilities, weaknesses, and values. It helps individuals to find out adequately the degree to which their feelings influence their actions and performance. Self-awareness assists employees to prevent unethical behaviour in the work environment, manage their stress, and make good decisions (Antonopoulou, 2024). In an indicative sense, the employee can take a quick break or receive positive comments as soon as they realise that employees are frustrated to avoid confrontation.
According to the Ability Model, accurate perceiving of one's own emotions is the first phase in emotional competence. An advanced level of self-awareness will assist employees in realising their emotional triggers and react to the challenges in a more effective manner (Vrontis et al., 2021). However, many workers tend to underrate their emotional intelligence in order to misunderstand or become defensive. The method of constant reflection, feedback and mindfulness is therefore required in the improvement of the real self-knowledge.
Self-Regulation
Self-regulation involves the positive power to control feelings in oneself and is capable of controlling impulsive responses. This competency has enabled workers possessing it to remain calm when faced with pressure, adapt to change and be able to deal with conflict on a timely basis (Antonopoulou, 2024). Professionalism and composure in a difficult situation, such as restructuring an organisation or customer complaints, are important in self-regulation in the workplace.
According to the Trait Model, emotional regulation is a variable of emotional stability and stress coping. Employees who can exercise emotional control and those who are genuine will have an upper hand in communicating and making decisions (Hung et al., 2022). However, excessive self-regulation may lead to repression of emotions, and one may appear to be indifferent or insincere. It is a game of being emotionally level-headed with empathy and calmness, without being less open and truthful.
Motivation
Motivation with reference to EI is the internal drive to go after the goals tirelessly with zeal. Goleman's model of motivation is one of the least suitable for succeeding in the workplace. Employees who are intrinsically motivated are also dedicated, take the initiative and are optimistic even in the most challenging circumstances (Ugoani, 2025). In this aspect, as an example of a sales professional who maintains the clients in a positive mood even when the client is continuously being rejected, that person will be a highly motivated person.
The alignment of personal and organisational goals is normally achieved by motivated employees, which leads to greater productivity and job satisfaction. This has, however, been controversial as it can also be influenced by other external factors such as rewards, culture, and leadership style and hence the inclusion in EI. Nevertheless, motivation has been a viable aspect to sustain the interest and strength of employees.
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Figure 5: Components of Emotional Intelligence 
(Source: Amponsah et al., 2024)

Empathy
Empathy is the ability to put yourself in the position of others, perceive or feel their emotions. It is a highly critical social skill, which helps in teamwork and trust in organisations. Empathetic employees have an opportunity to utilise the emotions of others, anticipate their needs, and assist them. As an example, a team leader can give flexibility or tips to boost morale and productivity when a group member is noticed to be pressured by the workload.
The Ability Model relates empathy with the ability to compute the emotional meanings and predict the emotional response of other humans. According to the model introduced by Goleman, empathy is the essential aspect of leadership as it enhances relationships and provides a supportive environment in the working conditions. However, empathy might lead to emotional draining or the inability to be objective, especially in caregiving or customer service. The element of balance between compassion and boundaries will help to retain compassion and self.
Social Skills
The external realisation of the rest of the EI elements is in the social skills. These are communication, teamwork, influence, conflict management, and relationship-building. The socially fit employees will be in a position to influence individuals to cooperate, negotiate, and handle interpersonal differences (Bethari, 2024). Such teamwork skills in collaborative organisations are important in maintaining trust and achieving shared goals.
One of the behavioural expressions of emotional intelligence in the model constructed by Goleman is that of social skills. Within the same theme, interpersonal relations and social responsibility are said to be another factor of emotional effectiveness within the Trait Model (Siahaan, 2021). It has been established that highly socially skilled employees affect the level of cohesion and consumer satisfaction within a team. Nevertheless, the organisational culture and chain of command also result in social competence. These types of skills are developed in an environment where open communication and respect are promoted and potentially suppressed in a stiff or competitive work environment.
[bookmark: _Toc212031124]2.3. Critical Evaluation and Limitations.
Although emotional intelligence is gaining significance as it is being given, it is not comprehensive. According to critics, EI has a very high level of overlap with other constructs, such as personality traits and social intelligence, and therefore, there is the question of whether it is different or not on a real-time basis (Anand et al., 2023). The measurements of EI are also problematic, as most of the tests involve self-reporting, which is prone to bias and unrealistic scores.
In reality, sometimes organisations lay too much emphasis on EI and underestimate the importance of technical skills or cognitive ability. Emotional intelligence should not replace professional competence. Moreover, the cultural differences influence the expression and perception of emotions; however, EI may vary among various global teams (Gamero et al., 2021). Finally, excessive emotional awareness that is not accompanied by boundaries can result in emotional burnout, especially in jobs that involve a high level of interpersonal demand. Despite these and other issues, EI remains a good model of explaining and improving working relationships and leadership.
[bookmark: _Toc212031125]3. Unique characteristics of hiring employees of different generations about Emotional Intelligence.
Talent management and recruitment consideration in a current multigenerational workforce is closely associated with emotional intelligence (EI). To attract, engage, and retain the right candidates, the managers should determine the difference in emotional traits between generations (Wolbert, 2022). It is because every historical, technological, and cultural factor of the successive generations, X, Y and Z, influenced the generation, which in turn caused their emotional responses, communication, and work expectations to be unique. Conversantness with such generational differences enables recruitment strategies that are emotionally intelligent, and which will advance organisational interests and employee needs.
[bookmark: _Toc212031126]3.1 Introduction to Generational Characteristics.
In the workplace, there are different emotional strengths and expectations with each generation. The Generation X are characterised as independent, strong, and pragmatic due to their belonging to one generation, the 1965-1980. They value stability and emotional control since they have been introduced to financial insecurity and the reorganisation of companies. Millennials or Generation Y are the new generation who were born in 1981-1996 when the world was extremely globalised and connected through the internet (Rothschadl, 2025). They like collaborative work, expressiveness, and the purpose of work. Generation Z, being the most technologically immersed one that encompasses all people born after 1997, is emotionally open, inclusive, and concerned with their mental health.
Managers should be aware of these emotional traits that are also manifested in how the applicants manage work in teams, leadership, and communication. Knowledge of generational EI attributes can help managers to modify the recruitment practices so that they become more favourable in the context of different emotional needs.

[bookmark: _Toc212031127]3.2 Emotional Intelligence Some Generational Characteristics.
Generation X
Gen X demonstrates emotional intelligence as they are self-aware, in control and autonomous. They are stable emotionally and responsible, logical, and reliable. They are resilient and adaptable to the changing conditions in the economy and the workplace, which is their strength in the level of EI (Kraus, 2017). The managers should be aware of the autonomy of the Gen X employees, recognise their experience and be honest when hiring the employees. They would prefer to have structured interviews, expectations, and competence recognition (Larsen, 2023). Measurement of self-motivation, stability, and pressure also helps in measuring their emotional fit in an organisation.
Generation Y (Millennials)
Millennials are emotional, empathetic, and interpersonal. They should be in supportive and teamwork cultures that value authenticity and purpose (Bhatia and Kumar, 2022). They can easily work in a team due to the fact that their emotional intelligence is informed by the considerations of empathy and interpersonal skills. The managers in the recruitment should focus on inclusive values, career development, and work-life balance. They are willing to accept an emotionally intelligent leadership that is frequent in feedback and encourages respect among them. Through evaluation of teamwork, adaptability, and sensitivity to feedback, employers can identify employees who are emotionally mature within the Millennial generation.
Generation Z
Generation Z is highly emotive and aware of genuineness. They focus on mental health, diversity, and emotional integrity in the workplace. They got accustomed to a highly digital artist and, therefore, will find it easy to communicate in virtual space, but will have to be helped in managing the emotional signs during face-to-face communication. Their ability to engage in EI is flexibility, harmonious work-life balance, sympathy, and innovation (Setiadi et al., 2024). During the recruitment process, the emotionally intelligent managers are required to be open-minded in communication, empathetic and use language that is non-discriminatory (Goodner, 2025). The focus on emotional well-being programmes and working flexibility will be an attractive point to Gen Z and will establish an emotional connection.
[bookmark: _Toc212031128]3.3 Comparative Emotional Intelligence Across Generations
Every generation, including the generations X, Y and Z, lead to an emotionally intelligent workplace but in varying ways. Generation X is self-controllable, adaptable, and values work-life balance and prefers accountability. Millennials are tech savvy, focused on meaningful work, like to be compassionate and work in teams, and Generation Z digital natives, highly focused on diversity, higher emotional awareness and focused on genuineness and inclusiveness (Banu and Rani, 2025). These differences can introduce various emotive dynamics in teams. 
Gen X is more apt to keep their emotions at bay to stay professional, whilst the Millennials enjoy sharing their emotions and insist on emotional confirmation (Exclamation, 2023). Generation Z is very sensitive to the emotional element and, thus, their expectation of the leader is to be open and attentive (Brown, 2025). Understanding such distinctions will enable managers to produce recruitment strategies that will assess EI skills that stand across generations.
To provide an example, a structured interview is more likely to measure the composure of Generation X, and the empathy and cooperation of Millennials can be measured with the help of a situational or behavioural test. Digital tests can be used to evaluate emotional reasoning or stress management issues in the case of Generation Z. In this instance, the I level would be more appropriately displayed. The characteristic of the generational differences in emotional temperament helps managers develop a balanced and emotionally intelligent workforce that is both appreciative of control and compassion.
[bookmark: _Toc212031129]3.4 Managers and Intergenerational Differences.
The intergenerational recruitment requires the managers to be emotionally flexible and aware. The most effective emotionally intelligent recruiters that appeal to Generation X applicants are those that emphasise trust, respect, and competence. They prefer being independent and not being manipulated. Millennials value empathy and feedback that is provided at all times, and managers are supposed to be active listeners and demonstrate their emotional openness during the interview. Gen Z requires being emotionally open, full of diversity, and genuine (Banu and Rani, 2025). They would wish recruiters to care about well-being and diversity in organisations.
Managers will need to alter their communication style in order to satisfy these expectations. Emotional intelligence at the time of hiring does not only imply the competency assessment, but also gaining knowledge about motivation, empathy, and flexibility (Nguyen et al., 2019). Managers are advised to undertake the tests which are grounded in EI, yet point to self-awareness, social competence, and resiliency. They must also promote the culture of inclusiveness, whereby disparity between various generations is not detested.
The emotional intelligence recruitment process will ensure all generations feel heard and respected. The loyalty, creativity, and overall performance of the organisations will be increased as a result of recruitment communication and engagement strategies made to appeal to the emotional preferences of each group (Machová et al., 2020). Lastly, the understanding of the generational variations in EI enables the managers to produce integrated teams that can perform well in a diverse workplace with different personalities and be emotionally aware.
[bookmark: _Toc212031130]4. Conclusion 
EI in management is needed for the employment of a multigenerational workforce. Through the integration of different emotional intelligence models, it has been clearly described how employees use emotional intelligence components to drive their efficiency. There are also unique characteristics relating to emotional intelligence which may be considered by managers while recruiting employees. Generation X is strong, self-reliant, and self-regulated. Millennials are emphatic, collaborative, and open, and Generation Z is genuine, welcoming, and emotional. Learning about these differences assists managers in changing their approaches to recruitment, improving communication, and establishing emotional compatibility between teams. By using EI during hiring, the managers could ensure that the recruits are technically fit but are also emotionally fit in the organisation. Lastly, the generational EI understanding will be used to establish increased engagement, retention, and an integrated and performing organisational culture.
[bookmark: _Toc212031131]5. Recommendations 
The initial action that managers can engage in the recruitment process in an attempt to enhance EI is to assess EI competencies that are relevant to a particular generation. In Generation X, resilience, independence, and flexibility should be given focus in the interview and scenario-based tests (Win and Assisted, 2025). With the Millennials, the empathy, teamwork, and responsiveness to feedback should be assessed, and the recruitment tasks should emphasise teamwork and purposeful work (DeMaria, 2022). In order to establish authenticity, inclusivity, and stress management abilities, it is necessary to introduce both digital and face-to-face tests to assess emotional adaptability to other generations, Generation Z (Generation Z).
The managers will also be expected to develop their EI and demonstrate empathy, skills in language and flexibility to suit different emotional needs. The recruitment processes will include schemes and a wide vocabulary, open communication regarding the organisational values, and opportunities for the recruits to express their emotional needs. The generation-based mentoring, feedback, and onboarding will increase the extent of engagement and performance. These plans will help organisations to establish emotionally intelligent, resilient, and collaborative teams that will be successful in spite of the generational differences.
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