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                                                 INTRODUCTION 
Emotional intelligence (EI) has since attracted attention for its ability to predict success across various fields, roles, and positions, as noted by numerous scholars. The term was first introduced by Peter Salovey and John D. Mayer, who defined it as the ability to manage one's own emotions as well as those of others, later popularised by psychologist Goleman’s 1995 EI competency framework, which includes self-awareness, self-management, social awareness, and social management (Chung et al, 2023, cited Salovey and Mayer,1990). Your capacity to understand yourself and others largely influences your ability to regulate your emotions and relationships. The link between emotional intelligence and success has been extensively examined by scholars from different perspectives. According to Salovey and Mayer, it is the subset of social intelligence that involves the ability to monitor one’s own and others’ feelings, to discriminate amongst them, and to use this information to guide one's thinking and actions (Stoewen, 2024, cited in Salovey and Meyer, 1990). EI competence enables one to manage one's emotional states, such as fear, anger, sadness, and joy, to one's own benefit and that of others. Goleman and Cherniss (2024) noted that being well connected with colleagues can lead to “organisational citizens” who go beyond their roles to assist others. 


















1. A Critical Evaluation of How an Employee in the Workplace May Use the EI Component Using Goleman’s Model.
The term was first introduced by Peter Salovey and John D. Mayer, who defined it as the ability to manage one's own emotions as well as those of others, later popularised by psychologist Goleman’s 1995 EI competency framework, which includes self-awareness, self-management, social awareness, and social management (Chung et al, 2023, cited Salovey and Mayer,1990). 
Goleman’s model was first introduced in 1994 and was based on the concept of emotional intelligence, as proposed by Peter Salovey and John Mayer in a 1990 article ( Chung, 2023). As a science reporter at the New York Times, Goleman was captivated by this new perspective on our emotions. This framework has become widely used to understand workplace behaviour. 
                                             
                                                 The Goleman Model
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This framework categorises EI into four primary domains, as illustrated in the diagram above.

· Self-Awareness ( 1st Domain).
Emotional intelligence, as outlined in Daniel Goleman’s framework shown above, emphasises self-awareness for optimal performance (Lawrence et al, 2018). According to Chung et al. (2023), self-awareness, the first domain, is the foundation of EI. Individuals with a high level of this component can understand who they are, how others see them, and how they fit into the world, including through emotional awareness, accurate self-assessment, and self-confidence. These three components are often presented as essential qualities for effective workplace performance, yet a critical analysis shows that their application is complex and can yield both positive and negative outcomes, depending on the context and intent.
Emotional awareness is the ability to recognise and understand one’s own emotions as they happen, engaging openly and receptively with all internal and external events (Svalgaard, 2018). In the workplace, this enables employees to identify feelings such as stress, frustration, or enthusiasm and see how these emotions influence their behaviour and decisions. Awareness can help prevent impulsive reactions, improve communication, and promote more thoughtful responses to challenges. However, emotional awareness is not always as precise as it appears. A person may misinterpret their emotions or fail to identify the real cause.
Accurate self-assessment depends on emotional awareness, which allows individuals to honestly evaluate their strengths and weaknesses. This encourages personal growth, as an employee who recognises their limitations is more likely to seek improvement and make better decisions regarding their role and responsibilities. It also promotes feedback and continuous learning. Despite these advantages, achieving precise self-assessment in practice is often difficult. Many individuals overestimate their abilities due to overconfidence, while others underestimate themselves because of low self-esteem.
Self-confidence is a person’s belief in their ability to complete tasks and overcome challenges effectively. In the workplace, self-confidence helps employees to take initiative, make decisions, and communicate ideas assertively. It is often linked to leadership potential and better performance. However, self-confidence is a two-way process; a lack of confidence can lead to hesitation, missed opportunities, and lower participation. On the other hand, too much confidence can lead to poor decision-making, risky behaviour, and resistance to feedback. In some organisational environments, confidence may be valued more than real competence, leading to individuals who appear confident being rewarded regardless of their actual skill. This raises concerns about fairness and effectiveness at work. 
These three components form a basis for effective self-awareness and professional behaviour. However, they do not always function together. For example, an employee might be emotionally aware but lack confidence, which limits their ability to act. Conversely, a highly confident individual might lack accurate self-assessment, leading to an overestimation of their abilities.

Self-management (2nd Domain)
The second domain, self-management, refers to the ability to control emotions, adapt to change, and maintain professionalism under pressure. It includes elements such as self-control, transparency, adaptability, achievement, initiative, and optimism. In the workplace, effective self-management enables employees to remain calm in stressful situations, meet deadlines, and respond constructively to challenges. This contributes to consistent performance (Miikka et al, 20217) and reduces conflict. However, the expectation of constant emotional control can lead to emotional suppression, where employees hide genuine feelings to appear professional. Over time, this can result in stress, burnout, and reduced authenticity. 
Self-control is one of the key components in the second domain; it is the capacity to stay calm under pressure, control emotional outbursts, and think before acting. Individuals with strong self-control can handle stress, adapt to change and maintain professionalism. According to Ray et al. (2024), good self-control confers many benefits, from career success to strong social relationships to longevity. An employee with self-control manages emotions by practising practical strategies such as pausing before reacting, identifying emotional triggers, reframing the situation, practising stress management, and building a habit of discipline. An employee receives negative feedback but remains calm, listens carefully, and responds constructively rather than reacting defensively. This demonstrates strong self-control.

Social Awareness ( 3rd Domain)
The third domain, social awareness, is the ability to accurately perceive and understand others' emotions and concerns (Obuh and Onuosa 2025). Social awareness primarily involves empathy, the ability to understand and respond to others' emotions. This domain is essential for effective teamwork, leadership, and customer relations. Employees who are socially aware can better manage interpersonal dynamics, anticipate colleagues' needs, and handle conflicts more effectively. However, social awareness is not always employed appropriately. Empathy can be selective or strategic, especially in a competitive environment where understanding others’ emotions might be used to influence or persuade them for personal or organisational gain. Additionally, roles that require a high level of empathy often demand significant effort, which can lead to fatigue and reduced well-being. Employees may also be required to consistently show empathy regardless of their own emotional state, adding extra pressure.
Relationship Management (4th Domain)
The fourth domain, relationship management, concerns the ability to build and maintain effective relationships. Comprehensively, according to Obuh and Onuosa (2025), relationship management involves influencing, motivating, and guiding individuals within the organisation to achieve collective goals.  It encompasses skills such as communication, teamwork, conflict resolution, and influence. Strong relationship management is linked to better collaboration, improved leadership, and enhanced organisational results. However, these skills can sometimes overlap with workplace politics and manipulation. An employee with good interpersonal skills may use them to pursue personal interests rather than support others objectively. Techniques like persuasion and networking, while useful, can sometimes blur the line between genuine collaboration and strategic self-promotion. Furthermore, the expectation to maintain a positive relationship at all times can discourage honest feedback and constructive conflict, which are vital for growth and innovation. 
These three domains illustrate how emotional intelligence operates not only at the individual level but also within social and organisational settings. Self-management involves individuals regulating their own behaviour; social awareness helps them understand others; and relationship management enables effective interaction. Ideally, these domains work together to foster a balanced and productive working environment. However, in real life, they are shaped by power dynamics, organisational culture, and individual intentions. Employees may use these skills to adapt and collaborate, but also to handle pressure, influence perceptions, or gain an advantage.

2. Unique recruitment characteristics managers need to be aware of for an effective work environment (with reference to the Generational Gap)
In today’s workplace, managers are increasingly expected to oversee a multigenerational workforce, including Baby Boomers, Generation X, Millennials, and Generation Z, who work concurrently. Each group brings different values, communication styles, and expectations; the challenge for organisations is to create an environment that caters to the needs of all employees, regardless of their generation. To foster an effective work environment, a manager must recruit individuals with qualities that encourage collaboration across generational differences. While certain attributes are widely regarded as essential, their true value becomes more apparent when seen through practical workplace examples and a critical perspective. 
· Adaptability is a crucial trait that employees must have to manage diverse work styles and expectations across different generations. According to Vicent, Holliman and Waldeck (2024), adaptability refers to an individual's ability to effectively control and adjust their thoughts, behaviours, and emotions in situations involving change, novelty, and uncertainty. The appropriate mental, behavioural, and emotional adjustments an individual makes to cope with change, challenges, or uncertainty (Nejad et al, 2021). For example, a younger employee, used to flexible, remote work, adapts to a senior colleague’s preference for structured meetings and scheduled updates. Conversely, an older employee learns to use collaborative tools, such as shared online platforms, to work effectively with younger team members. Importantly, adaptability is often expected more from younger employees than from the organisation, which should establish a system that balances traditional and modern approaches. 
· Emotional intelligence is a crucial factor for success in both personal and social life, particularly empathy, which is vital in the workplace. Empathy, according to Daribaev and Sagindikova (2025), is the ability to understand, feel, and share in others' emotional experiences. It fosters a positive psychological state, enhances interpersonal bonds, and supports social networks. Individuals with high empathy tend to build quick, effective interpersonal connections and feel more comfortable in their work environment; therefore, employees need to recognise generational differences in attitudes and behaviours. Example: A manager recognises that a Gen Z employee values frequent feedback, while a Baby Boomer may prefer less frequent, more formal reviews, and adjusts their approach accordingly. Critical view: An employee with higher emotional intelligence may bear a greater burden in maintaining harmony, which can lead to emotional fatigue.
· Communication skills that bridge the generational gap are vital for human interaction, serving as a powerful tool that spans boundaries, cultures, and eras. Communication involves sharing words, non-verbal cues, emotions, and understanding. Generational narratives often suggest that younger workers, especially Millennials and Gen Z, prefer digital communication channels, while older groups such as Gen X and Baby Boomers tend to favour face-to-face interaction (Jaqua and Dinkjian, 2025). Effective communication is essential for the success and productivity of any workplace. Kamal et al. (2023), cited Vaughan (2022), emphasise that organisations need ongoing interaction between management, workers, and clients. Successful communication ensures that information flows smoothly among all relevant parties, reducing misunderstandings, dissatisfaction, and trust loss. For example, a team member shares project updates via a messaging platform with both an older colleague and younger staff, ensuring everyone stays informed. Critical view: organisations may prioritise one communication style (often formal), which can limit inclusivity and undervalue newer methods. 
· Open-mindedness is the willingness to consider new ideas and different ways of working. Dorbiel et al. (2025) proposed that for a manager to sustain an open-minded employee, the focus should first be on induction through cognitive and/or motivational interventions, followed by consistent training. For instance, an employee is open to adopting new tools or methods suggested by colleagues from different generations. 
· Respect in a work environment entails valuing the experience and opinions of all employees. For instance, younger staff respect the expertise of senior colleagues, while older employees value fresh ideas from younger team members. 
· Technological competence refers to having the skills to use digital tools and systems effectively. Example: An employee confidently uses project management software, video conferencing tools, and shared digital platforms to collaborate with the team.
· Willingness to learn is the readiness to continuously develop new skills and knowledge. Example: An older employee learns new software, while a younger employee learns industry-specific knowledge from experienced colleagues
· Teamwork is the capacity to collaborate effectively with others to reach common goals. For instance, a team combines strengths, with younger employees providing creative ideas and older employees contributing experience-based insight to complete a project successfully.
· Collaboration is the ability to actively share ideas, support others, and work jointly to produce better results. Example: Employees from different generations work together on a project by sharing knowledge; older employees offer experience, while younger employees contribute digital skills, resulting in a more innovative solution.
· Flexibility is the ability to adjust to different expectations, schedules and work approaches. For instance, an employee works effectively with colleagues who prefer fixed working hours and others who prefer a flexible schedule, ensuring tasks are completed on time.
· Resilience is the ability to handle challenges and stay productive under pressure. An employee remains focused and continues performing well despite tight deadlines or changes in work demands. 
To create an effective working environment in a multigenerational workforce requires managers to recruit individuals with a balanced set of interpersonal, cognitive, and behavioural characteristics. Qualities such as adaptability, emotional intelligence, communication skills, open-mindedness, respect for others, technological competence, willingness to learn, teamwork, collaboration, flexibility, and resilience all play a crucial role in enabling employees to work productively across different generations.
These qualities enable individuals to bridge gaps in values, communication styles, and work expectations that naturally exist between generations. For example, adaptability and flexibility help employees adjust to different work preferences, while communication skills and emotional intelligence support understanding and reduce misunderstandings. Likewise, teamwork and collaboration ensure that diverse strengths, such as the experience of older employees and the innovation of younger employees, are effectively combined to achieve organisational goals. Managers should recognise that these qualities do not operate in isolation; they complement each other to create a workforce that is not only efficient but also inclusive and cohesive. An employee who is open-minded but lacks communication skills may struggle to express ideas, while someone who is confident but lacks collaboration may disrupt team dynamics. Therefore, managers must consider the holistic combination of these traits during recruitment rather than focusing on a single attribute.
Ultimately, recruiting individuals with these qualities helps organisations turn generational diversity into a strength rather than a challenge. It fosters a workplace culture where different perspectives are appreciated, knowledge is shared, and employees can collaborate effectively despite their differences. This results in improved performance, stronger relationships, and a more sustainable and productive working environment.
                                        
                               
                                  









                                               RECOMMENDATIONS
1. Managers should integrate emotional intelligence into recruitment processes (Sudarmi and Sunaryor, 2024). This can be achieved by using behavioural interview questions, situational judgement tests, or role-play scenarios to evaluate candidates’ self-awareness, self-control, empathy, and relationship management skills. For instance, asking a candidate how they managed conflict or pressure can indicate their emotional intelligence.
2. The organisation should develop a balance of technical and soft skills. While qualifications and experience remain important, equal focus should be on adaptability, communication, teamwork, and collaboration. This guarantees that employees cannot only perform their roles but also work well with others.
3. Managers should offer ongoing training and development in emotional intelligence and interpersonal skills. Workshops, coaching, and mentoring programmes can help employees enhance self-management, communication, and collaboration, resulting in improved overall performance.
4. It's important to promote inclusive recruitment practices that recognise generational diversity. Managers should avoid stereotypes and instead focus on individual capabilities, ensuring equal opportunity for candidates from different age groups and backgrounds.
5. Managers should lead by example, demonstrating emotional intelligence, adaptability, and respect in their own behaviour, which sets a standard for employees to follow and helps build a positive organisational culture.






                                                       

                                           
                                 

                                               
                                                    



                                                    Conclusion
Emotional intelligence competencies, as outlined in Goleman’s framework, and the key employment skills required for recruitment, play a vital role in creating an effective and sustainable workplace. Emotional intelligence, through domains such as self-awareness and relationship management, enables employees to understand and regulate their emotions, interact effectively with others, and build strong professional relationships. These competencies support better decision-making, reduce conflicts, and enhance teamwork, all of which are essential for individual and organisational performance.
At the same time, managers need to focus on recruiting employees with practical workplace skills such as adaptability, communication, teamwork, collaboration, technological competence, open-mindedness, respect for others, flexibility, and resilience. These qualities ensure that employees can operate effectively in diverse and dynamic work environments, especially in organisations with generational differences.
Ultimately. Managers who integrate both emotional intelligence and key employment skills into their recruitment and development processes are more likely to build a productive, inclusive, and high-performing workforce. This balanced approach allows organisations to effectively manage diversity, enhance collaboration, and achieve long-term success. 
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