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Emotional Intelligence in the Workplace: Critical Evaluation and Generational Considerations
[bookmark: _Toc228396554]Introduction
The term Emotional Intelligence (EI) stands for the capacity of people to perceive, understand, control, and manipulate one's own emotions, and of other people (Salovey and Mayer, 1990). Different from cognitive intelligence (IQ), EI concentrates on emotional aspects of a person such as emotions recognition, motivation, empathy, and social skills (Goleman, 1995). One of the most widespread approaches to emotional intelligence was offered by Daniel Goleman (1995). The author suggests five major elements of emotional intelligence – self-awareness, self-regulation, motivation, empathy, and social skills.
In turn, Wiedmer's generational approach implies the idea that emotional intelligence might be influenced by values, means of communicating, and workplace culture among generations of workers. Since modern organizations are characterized by diversification and multigene rationality, emotional intelligence becomes critical for managerial and teamwork purposes, as well as for resolving conflicts that arise in workplaces. Modern employers recognize that emotional intelligence becomes crucial to succeed in a working place
[bookmark: _Toc228396555]Goleman’s Emotional Intelligence Model
According to Goleman, EI comprises five components namely self-awareness, self-regulation, motivation, empathy and social skills. These components may be evaluated as they relate to employee behaviour and performance.
[bookmark: _Toc228396556]Self-Awareness 
Self-awareness involves understanding one's emotions, strengths, weaknesses and triggers. Employees who are self-aware can identify instances when certain emotions affect their performance. For example, a self-aware employee knows when they are likely to react defensively to criticism and therefore, manages to stay calm during evaluations.
It helps individuals develop reflectively and continuously improve. The weakness of this component lies in the inability to manage identified behaviours on the part of employees. It is covered in the Bar-On model that incorporates emotional self-awareness, stress management and adaptability.
In recruitment, self-aware employees are more trainable.
[bookmark: _Toc228396557]Self-Regulation 
This dimension relates to emotional self-control. Emotionally intelligent employees do not react aggressively during conflicts but remain constructive. For example, when there is disagreement in the office, a person who regulates their emotions stays objective.
It plays a crucial role in high pressure industries such as health care and finance. The component has significant overlap with Mindfulness-Based Stress Reduction (MBSR) created by Jon Kabat-Zinn (Kabat-Zinn, 1994). MBSR helps employees to regulate their emotions through mindfulness practices. As a result, it leads to less stress at work, increased focus and sound decision making.
The downside of this concept is that some people may have too much self-regulation. Thus, if employees do not feel that their concerns are heard, it can lead to burnout and disengagement.
[bookmark: _Toc228396558]Motivation 
It is about drive, passion, perseverance and commitment regardless of external factors. People who are motivated demonstrate willingness to go the extra mile. They usually achieve good results since their attention is not distracted by external circumstances.
Sales representatives who regularly receive rejection need a lot of emotional endurance to work productively. Such motivation fits perfectly well into the expectancy theory. The latter states that motivation grows if efforts result in tangible rewards.
Still, motivation depends not only on emotional intelligence but also on compensation, leadership and workplace environment. Hence, the former can never substitute the latter.
[bookmark: _Toc228396559]Empathy 
This element relates to understanding another person's emotions and perspective. When working in teams, empathy increases collaboration, builds trust and inclusiveness. Empathic managers are better able to help their employees and meet their individual needs.
For example, a manager who shows empathy will recognize when an employee from the remote area feels stressed and offer them additional flexibility. It creates loyalty and improves employees' wellbeing. This is particularly true when working with people from diverse cultures.
Empathy can turn into emotional burnout if personal boundaries are neglected. People who are highly empathic tend to take others' negative emotions into themselves, thus weakening their emotional resilience.
[bookmark: _Toc228396560]Social Skills 
This competency includes effective interpersonal communication, persuading people and managing conflicts. Employees who possess it collaborate well, interact with peers and influence stakeholders. They fit perfectly well with MBWA.
The Management by Walking Around is a management style popularized by Hewlett-Packard. It is based on the principle of interacting informally with subordinates to communicate freely and establish trusting relationships. Emotionally intelligent leaders who apply this technique can notice problems in employees' moral earlier.
On the other hand, some very sociable people may lack professional knowledge or sincere attitude.
[bookmark: _Toc228396561]Wiedmer’s Perspective on EI
In his research, Wiedmer (2015) examined the impact of generational differences on communication, expectations, and emotions at work. This approach is relevant for understanding EI as it is influenced by socialization, age, and the work environment (Wiedmer, 2015).
While older people appreciate face-to-face courtesy and formalism, younger individuals rely on digital communication and instant feedback. EI professionals adjust their communication style to accommodate generational preferences. For instance, an emotionally intelligent manager who is empathic and socially skilled will communicate formally with older colleagues and collaboratively via digital media with younger people.
Thus, EI comprises not only individual management of emotions but also situational adaptability.
[bookmark: _Toc228396562]Bar-On’s Model Application
There are five broad categories as identified by Reuven Bar-On: intra-personal skills, interpersonal skills, adaptability, stress management, and general mood. These broaden the scope of Goleman’s theory to cover optimism and coping skills.
For organizations that experience frequent change, adaptability assumes much importance because employees with EI have no trouble adapting to new systems, telecommuting, or organizational changes during times of crises.
On the other hand, critics feel that some aspects of the Bar-On model are personality-related instead of intelligence.
[bookmark: _Toc228396563]Evaluation of EI in General
The benefits of EI for organisations include better collaboration, effective leadership, less conflict, and increased employee wellbeing. There are many studies that show that there is a positive correlation between EI and performance and job satisfaction (O’Boyle et al., 2011). However, opponents claim that it is hard to measure EI objectively, and it is quite similar to personality characteristics.
Besides, sometimes organisations tend to focus on EI while neglecting the structure of the workplace, including ineffective leadership, high levels of stress at work, and low remuneration. Employees can benefit from their EI skills in such circumstances, but it cannot serve as an excuse for an unhealthy environment.
Hence, EI should be implemented together with leadership, training, and proper management.
[bookmark: _Toc228396564]Unique Traits of EI That Managers Should Consider When Recruiting Different Generations
In today’s world, a workplace can have more than one generation at once. It means that managers should realize that emotional intelligence might manifest itself in different ways according to age.
[bookmark: _Toc228396565]Traditionalists (born before 1946)
These individuals have been influenced by war, economic hardship, and recovery. As a result, this group tends to represent values like loyalty, discipline, respect for authority, and the value of hard work. Some of these individuals may regard their jobs as responsibilities, which is why they might place great emphasis on reliability and professionalism.
In terms of emotional intelligence, this generation tends to be resilient and able to regulate its emotions. After experiencing times of uncertainty and change, some developed patience, emotional control, and determination. In the workplace, it is reflected by reliability and good interpersonal skills, especially toward hierarchies and formal communications. Thus, they might become trustworthy employees who always stay calm in stressful situations.
Managers searching for candidates in this pool should keep in mind that emotional intelligence might manifest itself in other ways as well. It is possible that some Traditionalists do not express their emotions openly or feel comfortable about promoting themselves. However, they might have significant emotional maturity and excellent judgment. Therefore, managers should not evaluate candidates' emotional intelligence by their ability to present themselves energetically. Instead, they should focus on behavioural interviews that assess their dependability and teamwork skills.
At the same time, Traditionalists might struggle with adapting to fast-paced technology-driven changes and flexible corporate structures. This challenge could be mitigated with the help of respectful education, age diversity, and valuing experience. Emotional intelligence could help managers establish empathic communication with older employees and leverage their benefits.

[bookmark: _Toc228396566]Baby boomers (1946-1964)
Being influenced by the era of economic development and career opportunities, Baby Boomers tend to be ambitious, career-oriented, and deeply committed to organisational goals. Additionally, many of them worked with the same employer for a long period of time and built a career identity. Finally, this cohort tends to be rich in experience.
In relation to emotional intelligence, Baby Boomers may be motivated, have strong interpersonal skills, and be very committed to their work. Having learned many things about working with people during all those years, they may have a lot of practical knowledge of working with others. For example, many Boomers became proficient in face-to-face communication. In addition, Baby Boomer managers may serve as mentors to young employees.
Managers should take these aspects into consideration when interviewing candidates from this cohort. The potential leaders from the Baby Boomer generation tend to be mature, patient, responsible, and disciplined. Therefore, assessing their emotional intelligence will be more effective in case managers focus on their mentorship capabilities and willingness to collaborate.
On the other hand, the Baby Boomers' tendency to be very hierarchical and unwilling to change may be a problem. Young employees may prefer flat structures, remote work, and instant feedback. Managers should take advantage of their empathy and social awareness to overcome this issue. One way to do this would be to engage Boomers in cross-generational mentoring.
When managed inclusively, Baby Boomers can bring significant contributions in terms of experience and stability.

[bookmark: _Toc228396567]Generation X (1965-1980)
Generation X experienced many changes in the economy, growing numbers of divorces, increased employment among women and emerging digital technologies. Hence, Generation X is characterized as being independent, practical and adaptable. Generation X individuals tend to value freedom and the ability to combine professional and private lives.
Generation X members might also exhibit high emotional intelligence and emotional regulation because of their experiences. Emotionally intelligent Generation X people might have high emotional resilience, self-reliance and realistic approach to solving problems. Many representatives of Generation X do not need excessive control and supervision and prefer to be trusted. The above traits of Generation X people might indicate emotional maturity, self-regulation and stress management ability.
When interviewing Generation X candidates, the recruiters should consider the fact that the generation does not like constant praise or attention. Moreover, Generation X individuals might expect the employer to be competent, fair and flexible. Emotionally intelligent interviewers should pay attention to Generation X interviewees' independence, ability to solve problems and willingness to learn something new. Generation X candidates do not necessarily display a high level of emotional expressiveness. Nevertheless, they can communicate professionally and logically.
At the same time, Generation X emphasis on balancing professional and private life can positively influence the organizational culture. For instance, people who have good work-life balance tend to experience less work-related stress, and it positively affects productivity in the long term. Companies that do not encourage work-life balance will fail to attract talented Generation X people as potential employees.
On the contrary, emotionally intelligent leaders will motivate Generation X employees to develop further. For Generation X, such things as the opportunity to work remotely, clear instructions and clear paths for development are motivating. It is important to note that many Generation X people hold middle-management positions. Generation X employees can easily bridge gaps between older workers and Millennials, as they are familiar with both analogue and digital workplaces.

[bookmark: _Toc228396568]Millennials/Generation Y (1981-1996)
Millennials became adults in the times of technological revolution, globalization and economic insecurity, for example, during the 2008 financial crisis. Thus, Millennials are said to be technologically savvy, cooperative and focused on having a meaning. Millennial candidates look for meaningful work, career development opportunities and feedback.
In terms of emotional intelligence, many Millennials can demonstrate high social awareness, adaptability and openness towards diversity. Born in highly interconnected countries, Millennials feel comfortable interacting with people from different cultural backgrounds. Many people from the generation tend to appreciate teamwork.
Emotionally intelligent recruiters should assess Millennials on their ability to collaborate, learn quickly and communicate professionally. In most cases, it will be easy to identify emotions in millennials, especially when they describe their achievements, plans for future development and values. Besides, many Millennials can exhibit great digital communication skills, which are crucial nowadays.
It is a common misconception that Millennials are too dependent on praise and promotion. Despite this stereotype, Millennials require fast development, and it is difficult to underestimate this requirement. Emotionally intelligent managers should not ignore demands for fast development opportunities.
At the same time, many Millennials are very concerned about privacy and ethical practices. They want to see the company's values and its commitment to sustainable practices. For that reason, it is important for managers to be empathic and authentic when recruiting or retaining Millennials. Otherwise, Millennials will become dissatisfied with the organization.
In conclusion, Millennials can bring innovation and cooperation to organizations when their needs are considered.

[bookmark: _Toc228396569]Generation Z (born after 1997)
People from Generation Z are the most recent addition to the labor market. Generation Z grew up experiencing rapid technological development, social media activity, economic insecurity and such world-changing events as the outbreak of the COVID-19 virus. Generation Z members are usually described as being pragmatic, entrepreneurial and cautious about money. Many Generation Z people focus on job stability and professional development.
From the viewpoint of emotional intelligence, Generation Z employees tend to have high adaptability and knowledge of mental health problems. Contrary to other generations, Generation Z members are open to speaking about their emotional problems, which is beneficial. Besides, many Generation Z employees might be highly inclusive.
Recruiters must remember that the representatives of Generation Z might have high digital collaboration skills and learning agility. Generation Z is known for its fast adaptation to new technologies. Such qualities can be beneficial for Generation Z in fast-paced environments.
On the other hand, studies claim that Generation Z employees can be more anxious and stressed. Some reasons include economic uncertainty and social comparison. In this case, recruiters must evaluate emotional resilience and coping mechanisms. To ensure positive results, it is necessary for the organization to demonstrate its emotional intelligence through empathy and coaching.
Besides, employees from Generation Z are more likely to require frequent feedback than people from previous generations. Consequently, managers will have to apply appropriate communication skills to motivate Generation Z employees.

[bookmark: _Toc228396570]EI Recruitment Recommendations for Different Generations
While every generation may exhibit typical features, conflicts in the modern workplace tend to emerge due to incorrect presumptions instead of accurate insights (Wiedmer, 2015). Thus, older employees may see younger employees as spoiled, whereas younger staff may perceive older employees as conservative. This situation requires using EI techniques to resolve these problems.
The manager's ability to demonstrate empathy will enable him/her to understand that every behaviour is determined by experience, not bad attitude. Therefore, a Baby Boomer who appreciates formal meetings can emphasize professionalism, while a Gen Z employee who prefers texting can stress efficiency. There is no right and wrong option here.
Self-awareness is another important element that helps managers understand their possible bias towards generations and preferences in communication. The leader who subconsciously favours employees of a similar age group can cause injustice and demotivation.
Social skills can be used by the leader to establish an open dialogue through mentoring, conflict resolution, and joint decision-making. Reverse mentoring programmes aimed at sharing technological experience of young employees and leadership qualities of older ones can facilitate mutual respect.
Self-regulation is important for maintaining composure and objectivity in tense situations. For example, generational conflicts caused by different attitudes towards flexibility, technology, or work ethics can turn into emotional confrontations, which require an objective and calm stance from the manager.
[bookmark: _Toc228396571]Recommendations on Recruiting Across Generations
Emotionally intelligent recruiting should avoid relying on stereotypes and instead focus on competencies of candidates. In this case, structured interviews, situational judgement tests, and behavioural questioning are helpful.
The following sample questions can be included in an interview:
· "Describe your experience managing conflicts among team members," 
· "How do you change your communication style depending on colleagues?" 
· "Tell me about the way you handled stressful situations," 
· "What are your approaches to receiving feedback?" 
Such questions allow assessing EI competencies regardless of age.
Finally, the leader needs to ensure that employer branding remains inclusive for all age groups: Traditions can matter for Generation X employees, while Millennials can appreciate development and meaningful work.

[bookmark: _Toc228396572]Conclusion
Emotional intelligence plays a crucial role in today work environment (Cherniss, 2010). Using frameworks by Goleman and Bar-On, EI may be defined as the ability to exercise self-awareness, self-control, empathy, motivation, and social skills. These traits will help improve collaboration, leadership skills, and flexibility. However, EI needs to be considered in conjunction with organizational culture and structure. Due to different values and experience, members of diverse generations may display EI in different ways. This means that managers need to adopt strategies for hiring and leading people of all generations.
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