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INTRODUCTION 
Emotional Intelligence (EI) is a pivotal quality, which helps people to identify, comprehend, and control their own feelings and adequately react to the feelings of others. EI plays an important role in creating a culture of empathy and collaboration in the modern workplaces to enhance teamwork, effective leadership and conflict resolution (Dirican and Erdil, 2020). The three-dimensional nature of EI and its applicability in organisational performance is brought out by the framework presented by Daniel Goleman, including self-awareness, self-regulation, motivation, empathy, and social skills. With mounting complexity and diversity among businesses, emotionally intelligent employees would be better placed to handle change, create trust and maintain motivation. In addition, multi-generational workforces, such as Generations X, y, and z, introduce additional dimensions of emotional dynamics at the workplace (Chukwuka and Sondhi, 2024). The report is a critical assessment of how the elements of emotional intelligence are put into practise by employees at the workplace, and how the generational aspects affect emotional behaviour, providing important insights and suggestions on how to build on emotionally intelligent, inclusive management practises.

Figure 1 Daniel Goleman's Emotional Intelligence Theory
Source- (Uluç, 2023)
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[bookmark: _Toc213766985]Critical Evaluation of Emotional Intelligence in the Workplace
Emotional Intelligence (EI) refers to the ability to recognise, interpret, and regulate own emotions and be able to react appropriately to the moods of others. EI has become an important aspect in the contemporary workplaces in terms of improving communication, teamwork, and leadership effectiveness. Organisations are becoming more aware of the fact that only technical skills cannot guarantee productivity, emotional and social skills also play a significant role in keeping things under harmony and realising the common objectives (Dong et al., 2022). Having a high EI, employees can overcome pressures in the workplace and adapt to changes easier as well as develop constructive inter-personal relationships. High EI leaders instil trust, resolve conflicts positively, and ensure inclusive cultures that lead to cooperation. 

Emotional Intelligence Theoretical Frameworks
The conceptualisation of EI proposed by Mayer-Salovey-Caruso model portrays the concept as a framework of abilities which entails four main branches which are perceiving emotions, the use of emotions in facilitating thought, understanding emotions and managing emotions. It describes EI as a cognitive ability that enables people to reason about feelings and application of emotional data to determine behaviour. However, in the work environment, the model can be used to understand the ways employees perceive emotional signals when working together or making decisions (Craig, 2019). As an example, to perceive emotions correctly during meetings or feedback sessions allows communicating and solving problems better. Nevertheless, critics observe that the MSC model measurement tool, which is the MSCEIT test, is usually encountered with validity issues due to subjectivity and contextuality of emotional responses.
In contrast, Competency Model by Goleman concentrates on EI as a group of competencies that are acquired as behavioural skills. It has five components and they include self-awareness, self-regulating, motivation, empathy and social skills. Goleman incorporates personality and leadership behaviour unlike the cognitive approach provided by Mayer-Salovey and therefore his framework is more applicable within an organisational setting. Most of the EI training programmes are premised on his model because it is practical in terms of leadership development and employee engagement (Fianko, Jnr and Dzogbewu, 2020). However, it has been noted that the model is criticised by its quality and relying on self-assessment, which may bring bias in it. Combined, both systems give a complete picture, as Mayer-Salovey defines what EI is, and Goleman shows how EI is implemented in practise.

Implementation of EI Components in Workplace
Self-Awareness
Emotional intelligence is founded on self-awareness. Self-aware employees realise their strengths, weaknesses and triggers and thus they are able to react to situations in a thoughtful manner as opposed to being reactive. Reflective practises, feedback, and evaluation of responses to workplace stressors are among the commonly used activities in professional circles by self-aware people. As an example, a project manager who realises his/her stresses can employ relaxation or time management techniques of ensuring that he does not get frightened by a deadline that is very important. This gives rise to sincere communication and credible leadership (Abdullah et al., 2021). Nevertheless, being too self-centred can lead to over analysing or making no decision. Thus, self-awareness enhances self-confidence and moral judgement, but it needs to be balanced to prevent the feeling of being emotionally over controlling or unemotional.
 Self-Regulation
Self-regulation means the ability to control the impulses, to be adaptable, and to be accountable in altering situations. Self-regulated employees are mature to deal with conflicts and are also composed at the time of pressure. As an example, when organisations are being restructured, employees who are emotionally intelligent cope with the anxiety levels and imitate the composure, which affects the stability of the team. It is also important that self-regulation is especially important among leaders as it facilitates consistency and equity in decision-making. It also promotes ethical behaviour, avoiding responsive and emotive behaviours (Drigas, Papoutsi and Skianis, 2023). However, the dilemma emerges whereby emotional suppressions are observed to be confused with control thus resulting in disengagement or burnout. Hence, organisations need to develop psychological safety, which will enable the employees to release emotions in a positive manner without losing their professionalism.
Motivation
In the model, motivation is a personal drive of attaining something that is not always based on reward. Emotionally intelligent employees have been described as being optimistic, persistent and committed to organisational values. Applying to the sales executive, when he/she receives constant rejections by clients, he/she follows up on the new leads out of intrinsic motivation and determination, not because of an external force. This is motivating innovation and productivity (Celestin, 2020). Nevertheless, intrinsic motivation may decrease within hostile conditions, especially where there is no much recognition or the leadership is unable to provide goals in line with employee values. Thus, the motivation based on EI should be supported by the culture of appreciation, development opportunities and common vision.

Empathy

Empathy is the fact of being able to understand and empathise with the emotion of others. Empathy helps managers and employees to value different views in a diverse working environment, which minimises conflict and increases inclusion. An example is extravagant leaders adjust their communication approaches to fit the needs of each member of a team, considering cultural or generational differences (Schramme, 2024). The collaboration and loyalty is boosted by this emotional attachment. However, there should be a balance between empathy and objectivity, which is the possibility of emotional burnout, or the loss of professional boundaries due to excessive empathy. Consequently, proper empathy is a mixture of compassion and rationalisation, which provides emotional attachment and responsibility.
 Social Skills
Social skills involve skills used to establish and sustain working relationships, negotiating conflict, and motivation. Employees who are well socialised are active listeners, able to persuade, and problem solvers. As an example, the interpersonal competence of the team leaders is at an advanced stage, and it is easy to discuss the issues during meetings, and all voices were heard. This improves morale and innovativeness. Social skills however are quite reliant on organisational culture; open communication can be frozen in the stiff hierarchies and this means there is no opportunity to connect emotionally. Inclusion cultures which cherish dialogue, trust and shared leadership therefore promote thriving social competence.
Critical Discussion: Organisational Practise: Fusing EI. 
Incorporation of EI in the workplace practises redefine the effectiveness of leadership, satisfaction among the employees, and resilience in an organisation. Leaders with high levels of emotional intelligence are more inspirational because of their ability to empathise and show transparency, which leads to better team cohesion and reduced turnover. There is a growing trend with organisations to use the Emotional Competence Inventory (ECI) and the MSCEIT tests to measure and build EI skills amongst employees. The tools will contribute to leadership, conflict management, and succession planning. In addition, training programmes based on EI encourage inclusive cultures through respect, listening, and adaptability (Htun, Chakkaravarthy and Bhaumik, 2025).
Even though it has its advantages, the implementation of EI in organisations is not without difficulty. Objective measurement of EI is not easy with cultural differences and individual biases. Self-report assessment may also lead to distortion of results and resistance due to employees who may perceive EI as being subjective or irrelevant. Also, the process of EI development is long-term behavioural change that may not be consistent with the organisation short-term goals. However, organisations that incorporate EI in their leadership models declare greater involvement, psychological safety, and ethical behaviours. Notably, EI promotes diversity and inclusion programmes through better cross-cultural communication and decreased unconscious bias, which form a more integrated and empathetic workforce.
This section revealed that emotional intelligence can be a key aspect in improving personal and organisational performance. The two models by Goleman and Mayer-Salovey-Caruso offer both theoretical and practical approaches to the study of emotions as the means towards the regulation of behaviour and the development of positive relationships in the workplace. The five components of EI, which are self-awareness, self-regulation, motivation, empathy, and social skills, help employees to cope with stress, communicate, and develop trust (Sfetcu, 2023). Nonetheless, the introduction of EI frameworks should be supported by regular training, friendly culture, and leadership dedication. Altogether, EI is one of the most crucial indicators of organisational success and the basis of understanding the emotional behaviour dissimilarity between the generations, which will be covered in the next section.

[bookmark: _Toc213766986]Emotional Intelligence across Generations: Implications for Recruitment
Contemporary workplaces are made up of employees of various generations, i.e., mostly Generation x (1965-1980), Generation Y or Millennials (1981-1996), and Generation Z (1997-2012), who are subjected to the influence of various social, technological, and economic factors. Such generational groups have distinct emotional, motivational and communication characteristics which affect their style of interaction at workplace. Emotional Intelligence (EI) thus is a key facilitator of managers to recruit, manage and maintain workers whose behavioural and emotional competencies are aligned with the organisational objectives (Grieve, 2020). Being aware of the generational differences in EI, managers can develop recruitment strategies to evaluate emotional awareness, adaptability, and interpersonal sensitivity among employees of different age.
Generation X: Sensitive Maturity and Autonomy.
The so-called bridge generation, the employees of the generation Y, appreciate autonomy, stability, practicality in problem-solving. Being the witnesses of the fast change in technology and corporations, they acquired self-regulation and emotional stabilisation as the sign of EI. Such individuals are normally good in stress management at the workplace whereby they show a level of composure and accountability in a stressing situation. Their experience can usually be converted into high self-awareness and, therefore, they can assess personal strengths and weaknesses in an objective manner (Raišienė, Rapuano and Varkulevičiūtė, 2021).
In recruitment terms, managers ought to appreciate the fact that generation x applicants tend to express emotional intelligence by use of restrained communication and professional etiquette as opposed to the outburst of emotions. These qualities can be found by the usage of behavioural interview methods, including scenario-related questions that test emotional regulation or flexibility. Nevertheless, not all Gen X employees can be easily accommodated to the ongoing organisational change or they might want to receive feedback in a more organised form rather than ongoing digital communication. Recruiter must hence determine the level of comfort with contemporary collaborative technologies and appreciate their emotional stability and loyalty.
Managers face the difficulty of reconciliation of their desire to work independently and the teamwork demands of the contemporary working environments. The Emotionally intelligent recruitment practises that include encouraging transparent communication, respecting experience and considering work-life balance would be beneficial in attracting and retaining the generation x professionals who can offer mentoring and stability to multigenerational teams (Bulut and Maraba, 2021).

Generation Y (Millennials): Teamwork and Cause-led Driving Forces.
Generation Y or the Millennials are generally described as open, flexible and collaborative. Their emphasis is on empathy, social awareness and intrinsic motivation and this is quite in line with the elements of motivation and social skills incorporated by Goleman. The millennials are interested in the sense of their work and appreciate organisations that are focused on diversity, inclusion, and ethical conduct. Their emotional intelligence can be manifested mostly in their ability to connect, empathise and relate constructively with colleagues.
In hiring Millennials, managers should be interested in emotional connectivity and value alignment. During the recruitment interviews, one can investigate situations where a candidate has shown empathy, teamwork, or conflict resolution. As an illustration, emotional maturity and communication competence can be identified through questions about how they resolve conflicts or provide support to other team members under stress. Moreover, Millennials love working in organisations that appreciate emotional openness, consistent feedback, and management approaches based on coaching (Scheling and Richter, 2021).
Nevertheless, some possible weaknesses can be emotional sensitivity to criticism or the strong expectation of recognition. It is important therefore that emotionally intelligent managers strike the right balance between constructive feedback, encouragement and psychological safety. Developing recruitment processes that are emotionally supportive (including focusing on organisational purpose, mentoring, social impact, etc.) is a concept that resonates well with this generation. The focus of collaboration and inclusion among millennials also makes them the proven promoters of the culture of emotional intelligence in the workplace, assuming that the leaders are the role models of authenticity and respect.
Generation Z: Online Empathy and Adaptability.
Generation Z are the latest generation of employees. They are born in a completely digital world, are highly technological, entrepreneurial and global in their mindsets. Nevertheless, they too are facing some specific emotional issues, including social comparison, social exhaustion, and increased anxiety due to continuous connectivity. In Gen Z, emotional intelligence takes the form of digital empathy the skill of communicating with the proper degree of respect via online channels and self-control in dealing with online stressors (Sharma, Gupta and Verma, 2025). 
When recruiting, the managers have to understand that Generation Z job applicants are more emotional and prefer to communicate digitally without face-to-face communication. They have opportunities to innovate, be flexible and contribute to the society that fuels their sense of self-awareness and motivation. Managers can incorporate virtual teamwork, emotion reasoning tests, or role plays with online communication, to test their EI.
Although Gen Z workers are fast and flexible, and can accept change, they may not be able to endure emotions and show interpersonal assurance in the traditional work environment at first. Recruitment that is emotionally intelligent involves provision of psychological assurance, expectations and initial mentorship. Additionally, the managers are advised to measure resilience, and adaptability instead of digital competence. By introducing EI-specific recruitment instruments, including the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) or the situational judgement tests, it is possible to select the candidates who are well balanced in their emotional and cognitive abilities (Mayer et al., 2025).

Recruitment Practise Comparative Insights.
Knowledge on generational differences in EI assists managers to adapt recruitment approaches that are sensitive and sensitive to diversity as well as encouraging the generation of emotional synergy among the various age groups. Gen X: this is a generation that is emotionally stable and self-managed; Gen Y: this is a generation with empathy and teamwork skills; Gen Z: this is a generation that is adaptable and has an innovative mind (Bakalopulos, 2024). The emotionally intelligent manager combines the three strengths by creating inclusive, flexible and feedback based hiring processes.
For example:
· Gen X have self-regulation and adaptability as seen on behavioural-based interviews.
· Millennials have empathy and motivation which are reflected in values and teamwork ratings.
· Simulated activities involve digital tasks through the use of scenarios to test communication and resilience among Gen Z.
· Furthermore, recruiters with high levels of emotional intelligence understand that the difference between generational groups is not fixed but depends on the organisational culture, life stage, and especially on the personality of the individual. Therefore, EI-based recruitment is involved in determining the relevance of emotional competencies in a certain job instead of stereotyping generational characteristics.











[bookmark: _Toc213766987]CONCLUSION 
Emotional Intelligence (EI) has been made a critical success factor in contemporary organisations affecting the way people communicate, work with each other, and lead organisations. The critical analysis of EI in the workplace has shown that the five elements, self-awareness, self-regulation, motivation, empathy and social skills, are used by the employees to improve the decision-making, adaptability and interpersonal relationships. Compared to the model based on abilities as proposed by Mayer-Salovey-Caruso model and the model proposed by Goleman, the former is a model which explains the cognitive understanding of emotions whereas the latter offers a practical model of professional behaviour.
Also, it is worth exploring the differences between generations, where every generation, Gen X, Gen Y, and Gen Z member, has unique emotional characteristics that are shaped by society and technological factors. Generation X are emotionally balanced and disciplined, Millennials prioritise feelings and interest, whereas Generation Z is digitally flexible yet needs emotional stamina advice. These differences allow organisations to create inclusive and emotionally intelligent workplaces that promote experience, collaboration, and innovation.
[bookmark: _Toc213766988]RECOMMENDATIONS
· Include EI Testing in Hiring: Include emotional intelligence tests, including situational judgments test or behavioural interviews, to test the emotional intelligence flexibility and awareness in candidates in relation to the differences and gaps which took place in today’s generations.
· Providing training related to emotional intelligence: the organizations are recommended organise emotional intelligence training and workshops for their employees and the training and workshop sessions must focus on empathy, self-regulations and communications. This will help the organizations in increasing the level of cooperation between different age groups. 
· Implementative Leadership Strategies: Educate the managers to be aware of the emotional needs of the different generations; make sure that feedback and motivation are provided in a manner that appeals to the various generations.
· Use Technology to be engaged: Engage multi-generational work teams through digital tools and invite virtual empathy and emotional insight in the hybrid workplace.
In these strategies, organisations will be able to use emotional intelligence as a precursor of innovation, unity and long-term organisational performance. 
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