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Introduction
For decades, emotional intelligence (EI) has been on the fringes of psychology, yet it is now essential for success in complex, linked situations.   Salovey and Mayer's (1990) early definition of EI was the ability to recognise and distinguish your own and others' feelings and utilise that information to influence your ideas.   Later work by Mayer, Caruso, and Salovey (1999) made EI an ability model with four connected parts: perceiving, using, comprehending, and controlling.   Daniel Goleman's hybrid model included self-awareness, self-control, motivation, empathy, and social skills to popularise EI among managers (World Journal of Advanced Research and Reviews, 2025).   These frameworks emphasise that emotional competency is a skill that can be taught, practiced, and improved (Mayer, Salovey, and Caruso, 1999).
  Companies realise emotionally intelligent staff and executives produce better teamwork and performance.   Leaders who are emotionally savvy "improve behaviours and results," according to leadership and team research.  EI helps teams too.   Studies on healthcare leadership suggest that emotional intelligence may explain up to 90% of the difference between stars and regular employees (PMCID: PMC7329378, 2020).    Focussing on the present without judgement is mindfulness.  Self-awareness, empathy, and reduced stress and anxiety boost emotional intelligence (EI).   A 2025 workplace mindfulness study indicated that practitioners were happier and less sensitive.
  This study examines how employees use EI skills at work and how generational differences affect them.   The first major section discusses the main EI models and their importance.  It then discusses self-awareness, self-regulation, social awareness/empathy, relationship management, and motivation, using examples from the workplace.   Mental strengths and shortcomings of Baby Boomers, Generation X, Millennials, and Generation Z are discussed in the second main part.  It discusses employing these groups and what managers should consider.   The study concludes with suggestions for making workplaces emotionally savvy and mindful for all generations.   Important aspects are supported by expert-reviewed and credible literature (World Journal of Advanced Research and Reviews, 2025).
Emotional intelligence concepts and models
Ability model of emotional intelligence
EI is a set of mental talents that allow people to analyse and enhance their feelings, according to the ability model.   Figure 1 shows its four branches:
 1.  Looking at faces, hearing voices, and feeling bodies helps you understand emotions (Harvard Business School, 2021).   Incorrect perception leads to incorrect emotional reasoning.
 2.  Emotions can help determine priorities, choose the proper solutions, and stay motivated (PMCID: PMC7329378, 2020).   Good moods can inspire new ideas, while low moods can make you notice the tiny things (PMCID: PMC7329378, 2020).
 3.  Understanding emotions includes seeing how they evolve over time, like annoyance becoming fury, and recognising complex combinations of feelings (IJSSR, 2024).   Words and emotions are covered in this branch (World Journal of Advanced Research and Reviews, 2025).
 Emotion management involves controlling your own and exploiting others' emotions to achieve your goals.   Slow down, wait for what you want, and listen to others (PMCID: PMC7329378, 2020).
 Figure 1 shows a radar chart of these four skills.   To be highly proficient, develop all your skills evenly (National Library of Medicine, 2025).  Strong perception without control can induce emotional overload, and strong management without perception might cause social misinterpretation (PMCID: PMC7329378, 2020).

 Different perspectives on emotional intelligence
 Mixed models consider skills, mental qualities, and social skills.   Goleman's five-part framework matters most:
 • Self-awareness is understanding how your feelings, skills, and shortcomings affect you.   Self-aware people are confident and seek criticism.
 Self-regulation—managing disruptive moods and impulses, transparency, and adaptation.   Self-regulated people work well under pressure and think before they act (Harvard Business School, 2021).
 • Motivation involves sticking with something hard because you're driven by your values and ambitions, not outside rewards (National Library of Medicine, 2025).
 • Empathy or social awareness is understanding and caring about others' feelings.   Open leadership and fair decision-making require empathy.
 • Social and relationship management, including persuasion, motivation, and conflict resolution (Brainz Magazine, 2024).
 Many employ Goleman's plan to improve their leadership.   Studies suggest that EI predicts leadership performance better than technical capabilities.  Even 90% of elite workers have high EI.   His paradigm emphasises feedback, coaching, and concentrated practice to enhance EI (Harvard Business School, 2021).
 Non-cognitive talents demonstrate how well people handle their environment in Baron's paradigm.   Intrapersonal abilities include self-respect and self-actualization.  Interpersonal skills include empathy and social duty.   Despite being about qualities, it reveals how crucial optimism and happiness are for mental health (Goleman, 2025).
 Mindfulness and emotional intelligence
 Mindfulness is focused on the present without judging what you see or hear.   Research shows mindfulness-based treatments reduce social anxiety, sadness, and stress better (Goleman, 2025).   Mindfulness produces a "pause" between stimuli and reaction, helping people observe their feelings without being overwhelmed (EI4Change, 2024).   This pause boosts self-awareness, emotional control, understanding, and social skills.   A 2025 study indicated that aware employees are happier and less emotionally distressed.  Being mindful helps negative emotions pass faster.   Because of this, mindfulness training can boost emotional intelligence in organisations (National Library of Medicine, 2025).
Applying emotional intelligence components in the workplace
Every day at work, EI may be improved.   This section examines how workers can use each aspect to improve performance, teamwork, and leadership (Harvard Business School, 2021).
  Knowing oneself
  Being self-aware implies recognising your sentiments and how they effect your behaviour.   Employees might become more self-aware by keeping emotion journals and noticing patterns.   Self-tracking helps you identify triggers and learn new terminology for small emotions like irritation vs (IJSSR, 2024). anger.
  • Requesting feedback from coworkers and managers on how your behaviour affects the team.   Researchers say leaders who ask for feedback are more self-aware and perform better (Kumar, 2025).
  •  Being mindful: brief breathing exercises, body scans, and meditation help professionals observe their emotions without reacting.   This understanding eventually becomes instinctive, allowing you to fix yourself (Coronado-Maldonado, 2023).
  Self-awareness helps people make better decisions by distinguishing logical from emotional reasoning.   It supports morality and prevents ego-driven decisions.   Self-awareness requires positive action.  You may worry or ruminate more if you can't manage your awareness (PMCID: PMC7329378, 2020).
  Controls itself.
  Self-regulation includes managing negative emotions and desires.   Keeping cool at work prevents hasty decisions and makes you look professional (Kumar, 2025).   Cognitive revision—changing your thoughts about a situation to modify your feelings—is one strategy.   Being less defensive involves viewing a criticism as an opportunity to improve rather than a personal attack.
  • Learning to delay anger reactions by counting to ten, taking deep breaths, or taking a brief stroll.   This break helps you think clearly and avoid impulsivity (EI4Change, 2024).
  • Setting limits—making sure everyone knows how much work they have and how to prioritise it to avoid stress and overwhelm (Verywell Mind, 2023).
  Self-control is hard.  Employees should set and measure goals like sending fewer angry emails (Coronado-Maldonado, 2023).   Self-regulation increases trust because people trust reliable leaders, according to many leadership studies (Harvard Business School, 2021).   Flexible work hours and psychological safety allow employees to discuss their feelings, helping them self-regulate (Bar-On, 1997).
  Reasons why
  Desire, curiosity, and other internal factors motivate in EI.   Intrinsically driven professionals exhibit endurance, perseverance, and constant progress (World Journal of Advanced Research and Reviews, 2025).   • To motivate employees, managers should link work to the company's mission.   Millennials and Generation Z want jobs that help them grow and create friends.
  • Set challenging but achievable goals.  Important goals motivate you with a good feedback loop.   Adrenaline from minor triumphs motivates you to keep going (World Journal of Advanced Research and Reviews, 2025).
  • Let workers select how they work to boost ownership and motivation.   Generation X values independence.
  Motivation may appear fixed, but job design and leadership can modify it.   Passionate and positive leaders inspire dedicated teams.   However, overmotivation can cause workaholism.  Healthy motivation is avoiding burnout and taking care of yourself (IJSSR, 2024).
  Understanding and caring for others
  Empathy involves understanding and sharing another's feelings.   Social awareness goes beyond people to understand organisations and power.   Careful employees: • Actively listen by paying attention, repeating, and asking questions to ensure comprehension (Coronado-Maldonado, 2023).   Active listening demonstrates respect and clarifies.
  • Body language, attitude, and tone of speech can reveal emotions.   A coworker's brief answers and slouching may indicate stress (Dilan Consulting, 2025).
  • Consider power dynamics.  Being conscious of authority inequalities prevents you from unintentionally neglecting lower-ranking coworkers' feelings (Bar-On, 1997).
  Empathy underpins inclusive spaces.   Research shows millennials and Generation Z value safety and inclusion (World Journal of Advanced Research and Reviews, 2025).   Customer service workers who understand consumers' feelings can personalise their responses and generate loyalty.   Empathic discomfort can make you bored of helping others (Brainz Magazine, 2024).   Meditation and self-care can balance empathy and strength (EI4Change, 2024).
  Social skills and relationship management
  Social skills include communicating, persuasion, networking, and controlling.   These talents help you lead, negotiate, and collaborate at work (Verywell Mind, 2023).   • Influence without power—using stories, facts, and emotions to persuade (Kumar, 2025).   This is crucial in matrix groupings where leaders rule by influence rather than rank (Harvard Business School, 2021).
  • Early dispute resolution, emphasising on interests rather than positions, and helping individuals find solutions that work for everyone.   High EI people stay calm and don't let others bother them (Verywell Mind, 2023).
  • Coaching and mentoring: emotionally intelligent individuals give positive feedback and assistance to peers.   This strengthens the team and fosters faith.
  Digital contact can hinder relationships.   Younger generations value texting and social media, which may make in-person interactions harder (EI4Change, 2024).   Employees should have collaborative spaces and team-building activities to improve their social skills (Selhub, 2025).
Generational differences in emotional intelligence and recruitment considerations
Generations were born around the same time and had comparable experiences that impacted their ideas and behaviours.   Baby Boomers, Generation X, Millennials, and Generation Z are common challenges for managers today (Selhub, 2025).   Each age has unique EI and hiring traits (World Journal of Advanced Research and Reviews, 2025).
  Baby Boomers grew up in a prosperous post-World War II era.  They respect loyalty, hard work, and organisation.   They may be competent at self-perception and decision-making but not socialising.   When hiring, managers should discuss firm stability, mentorship opportunities, and formal feedback for achievements (Dilan Consulting, 2025).   Boomers prefer in-person conversations, so virtual interviews should include video calls.   They work hard and can recover from failures, but they may not appreciate new tools or casual communication.
  The X  Generation X saw economic and technological developments.   Independent, flexible, and realistic, they embrace freedom and work-life balance.   They score average on most EI categories, but their focus may weaken their social abilities.   Stress flexible work schedules and project leadership while hiring (Bar-On, 1997).   Gen X candidates prefer clear standards, minimal red tape, and clear communication (Mayer, Salovey, and Caruso, 1999).   They typically assist older and younger coworkers get along since they can change.   Development programs should promote teamwork and harmony.
  Millennials (Gen Y)
  Millennials were raised on social media, capitalism, and constant parental supervision.   Studies reveal they collaborate well, include everyone, and express themselves.  Their social and empathic abilities are good.   However, being online and under pressure to get things right away may make it hard for them to regulate their impulses and manage themselves (Coronado-Maldonado, 2023).   Recruitment should emphasise work with a purpose, the company's values, and personal progress.   They perform best in safe coaching environments.   Millennials like social networking and employee feedback, but recruiters should also assess their resilience and time management (Harvard Business School, 2021).   Teaching kids mindfulness and stress management will help them grow.
  Gen Z has grown up with technology, having never lived without computers or social media.   Technology makes them worry, have problems controlling their urges, and stress, despite their care and responsibility.   They are impatient, appreciate working alone, and value new ideas.   When hiring, use Instagram and TikTok and highlight authenticity, variety, and mental health assistance (Kumar, 2025).   Gen Z workers want flexible schedules and firms to address climate change and equal rights (Dilan Consulting, 2025).   Interviewers must be ready to discuss well-being ideals and programs (Bar-On, 1997).   Screening should assess digital discussion and offline collaboration skills.
  Questions regarding hiring across generations
  Managers must balance fairness and discretion when employing diverse groups.    To grasp other perspectives, talk properly, and develop relationships, recruiters need emotional intelligence.   Important methods include:
  • Customising conversation styles—use email, phone, video chat, and social media and modify your voice.   Boomers appreciate formal calls and words, Gen X likes short emails, Millennials and Gen Z like multimedia and casual conversation (IJSSR, 2024).
  • Listening actively and understanding, letting applicants say what they expect, considering generational variations, and not mentioning age (Coronado-Maldonado, 2023).
  • Mentorship between generations—putting experienced workers with young ones increases EI across the board (Selhub, 2025).
  Behavioural chats and situational judgement assessments can assess self-awareness, empathy, and emotional regulation.   Ask applicants about a quarrel they resolved or a peer comment they made (Kumar, 2025).
  comparing generational strengths throughout EI
  Figure 2 presents a bar chart of literature-summarized relative strengths to indicate how generations vary across key EI components.   Scores suggest relative patterns since they are suggestive (Goleman, 2025).
 
  Because they work hard and follow through, Millennials have greater social skills and self-control than Baby Boomers (Figure 2).   Generation Z has empathy and social awareness but less self-control and stress (Harvard Business School, 2021).   Recruitment and management can target weaker areas with development initiatives when they recognise these patterns (World Journal of Advanced Research and Reviews, 2025).  They might teach Gen Z workers stress management and provide Boomers chances to understand and collaborate (EI4Change, 2024).
Recommendations and conclusion
The study shows that emotional intelligence is a dynamic collection of skills essential for personal and professional success.   The following tips can help all organisations employ EI and make workplaces more mindful:
  1. Instill mindfulness and emotional intelligence.  You might teach them how to recognise, reframe, and breathe consciously (Bar-On, 1997).   Mindfulness improves all four EI areas and reduces stress and mental illness.   Programs should include journaling, group feedback, and coaching.
  2. Promote psychological safety by letting people communicate about feelings, mistakes, and mental health.   Psychological safety helps millennials and Gen Z understand and trust others (Verywell Mind, 2023).   Leaders should demonstrate vulnerability by discussing their personal issues and emotional responses.
  3. Address diverse generations' requirements in communication and feedback   Official recognition suits Boomers.  Gen X prefers brief, autonomy-focused feedback.  Online constructive criticism works best for Millennials and Gen Z (Kumar, 2025).   Communicate in multiple ways to reach many individuals.
  4. Offer cross-generational training.  Put experienced and new hires together to learn and grow (Verywell Mind, 2023).   Mentors should learn emotional intelligence (EI) to coach without being directive.
  5. Use behavioural interviewing to assess candidates' emotional awareness, understanding, and control during the recruiting process.   Assessments shouldn't be generational and should reflect business principles (PMCID: PMC7329378, 2020).
  Finally, emotional intelligence is essential for interpersonal success in today's businesses.   EI encompasses self-awareness, self-control, motivation, empathy, social skills, and feeling management.  Skills and mixed models demonstrate this.   These talents help you make decisions, lead, collaborate, and feel better.   Mindfulness increases EI via increasing self-awareness and reducing stress (Goleman, 2025).   Generations differ in strengths and shortcomings.  Baby Boomers are skilled at controlling their emotions but may not understand others; Generation X values independence; Millennials like to collaborate but need help managing their time; and Generation Z is caring but easily agitated.   By identifying these distinctions and fostering EI and mindfulness in hiring, training, and workplace culture, firms can harness all groups' unique skills to create strong, inviting, and productive workplaces.
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