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Introduction
Emotional Intelligence (EI) is the capacity to acknowledge, comprehend, and control feelings, both personal and those of other people (Kargeti, 2023). Emotional intelligence has become critical to success in the contemporary workplaces where workers are exposed to constant change, teamwork and stress. Studies indicate that employees who have high EI can perform better, create better relations and can easily adapt to challenges. Companies that promote emotional intelligence and compassion foster better and healthier workplaces. This report critically analyses the way employees apply emotional intelligence in the workplace through the analysis of key elements and models of EI. It also addresses the differences in EI characteristics across the various generations- Generation X, Generation Y and Generation Z and what managers need to take into account during recruitment. Lastly, recommendations are provided based on how organisations can enhance emotional intelligence at individual and organisational levels. The idea is to demonstrate that EI is important in the long-term organisational performance and in employee welfare.
The organisations are composed of employees from multiple generations such as Gen Y and Gen Z and millennials (Gabrielova and Buchko, 2021). Each of this generation brings forth certain emotional behaviour and professional characteristics which are Central to the recruitment process. In this report, the very characteristics of each of these generations will be outlined with a use of emotional intelligence models by Daniel Goleman. Self-awareness, motivation, empathy, self-regulation and social skills are some of the most important elements which will be encapsulated in this report. The manifestations of EI in various generations will be outlined while insurance alignment with organisational emotional culture and the individual capabilities.
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Critically evaluate how employees in the workplace may use emotional intelligence Components
The Knowledge of Emotional Intelligence and Its Models
Emotional intelligence (EI) has emerged as a concept as a result of several significant theoretical frameworks that describe the manner in which people perceive and react to emotions. The Ability model by Mayer and Salovey regards EI as a kind of intelligence which consists of four skills, that is, perceiving, using, understanding, and managing emotions (Mayer et al., 2024). The model is praised due to its scientific clarity and objectivity in measuring emotional reasoning. Nevertheless, critics have claimed that it is too limited because it does not comprehensively capture the influencing factors of personality and the environment on emotional behaviour at workplaces.
This is further enlarged in Daniel Goleman mixed model that lists five key constituents, namely, self-awareness, self-regulation, motivation, empathy, and social skills. This model relates emotional intelligence with leadership and performance outcomes and that is why it has become widely used in business research (Sfetcu, 2023). However, other researchers have stated that it is mixed together with traits and skills thus it cannot be easily measured. The model presented by Bar-On, in its turn, is oriented towards emotional and social skills, such as adaptability and stress management. It offers a general overview on EI as an element of personality and ability to cope but is too general and does not concentrate adequately on the behaviour at work. Irrespective of these variations, it has been agreed by all the models that emotional competence has a direct effect on decision-making, teamwork, and performance. The knowledge of these models can be used to explain how employees apply EI to handle work relations and attain organisational objectives.
Emotional Intelligence Components at the Workplace
The elements of emotional intelligence are manifested in the day-to-day behaviour at work. By understanding themselves, the employees will be able to understand how their moods and attitudes have an impact on their work. Self-awareness in an employee would help in determining emotional triggers and regulate behaviour prior to the effects of these emotions interfering with decisions. It is found out that higher self-aware employees are 32% more likely to excel in jobs that require receiving and giving feedback like sales and customer care (Moosavi and Juhari, 2025).
Self-regulation assists personnel in the management of emotion responses in stress. High self-regulating workers are not likely to get involved in conflict; rather, they are likely to remain calm during change in an organisation. As an illustration, 2023 studies discovered that those employees with high emotional regulation scores enjoyed 20% more job satisfaction and a quarter of the conflict-related work-related issues (Kargeti, 2023). Another element of EI is motivation that is associated with persistence and optimism. Motivated workers will strive even in stressful situations above expectations contributing to high productivity and reducing the level of absenteeism.
The concept of empathy is critical in management of relationships. It creates a stronger collaboration and trust between employees who can respond to the emotions of others. In a 2024 report on LinkedIn Workplace Learning, 64% of the employees said they liked empathetic leaders and that the team of such leaders had a score of 23% higher on engagement (LinkedIn Learning, 2024). The fifth component is social skills that assist employees in communicating effectively, conflict management, and team leaders. High social competence leaders encourage inclusion and open dialogue hence leading to low turnover and high innovation.
Research and Statistics on EI at Work.
The available information all around the world indicates that emotional intelligence is among the most effective forecasts of workplace success. Research cites that approximately 9 out of every 10 performers with high emotional intelligence perform well and EI has been found to be relevant to over half of total job performance in any industry (Sahoo et al., 2023). There is also more chance that high EI employees will get a good peer rating and get more customer satisfaction points. High EI leaders are effective in motivation, cooperation and productivity results by approximately 40% of their counterparts (Craemer, 2025).
Although these good outcomes are registered, the latest polls show that there is an emotional recession at workplaces. Emotional wellbeing and EI levels have been decreasing worldwide since 2021 and particularly among younger workers (Rehman, Huma and Nawaz, 2022). More than half of the generation Z employees indicated a low level of job satisfaction and an increase in burnout than their older counterparts. This decrease shows the increased significance of EI training and emotional support. Moreover, organisations that had adopted emotional intelligence development programmes recorded 20% growth in team work and employee involvement after six months (Grobelny, Radke and Paniotova-Maczka, 2021). The evidence supports the idea that EI is not a soft skill as it is measurable and is associated with business outcomes like performance, retention, and innovation.
Organisational Practice Strengths of Emotional Intelligence
Emotional intelligence aids a number of benefits that enhance the individual and organisational performance. High EI employees are also able to control their emotions resulting in decision making and less conflict in the workplace. Employee leaders who are emphatic and emotionally regulated lead to a culture of trust and cooperation. According to the Gallup data (2024), the teams managed by employees who possess EQ are 18% more productive and have a better score of 19% on employee wellbeing (McKenzie, 2025). EI increases flexibility as well; emotionally skilled employees accept change more easily and resume their working role more quickly.
The other significant power of EI is its role in inclusion and wellbeing at the workplace. EI employees create positive relationships and embrace diversity that boosts morale and retention. Social and emotional awareness helps to avoid misunderstanding and isolation in a hybrid environment where communication is focused on digital communication. On the whole, organisations which invest in EI establish a competitive edge by means of enhancing collaboration, innovation and employee satisfaction.
Difficulties and Disabilities of Emotional Intelligence application
Despite the obvious advantages that EI has, its effective implementation is a challenge. The first one is inconsistency in measurement. The models of EI apply varied frameworks and tests, thus resulting in differences in findings. As an example, there are those tests that measure emotion-based rationality and others that measure self-reported personality (Neong, Isa and Manaf, 2022). Such incongruity complicates the comparison of results and the establishment of universal standards.
The other weakness is that it is based on the premise that success solely depends on EI. Although it contributes to performance, there are other aspects, including technical competence, cognitive ability, and organisational culture, which affect performance. Research has indicated that emotional intelligence is an important contributor to performance differences but it does not substitute professional expertise and motivation. Additionally, over-emotional awareness in the absence of self-control leads to less objectivity and a decision-making process that is sluggish especially in high-stress positions (Bru-Luna et al., 2021).
The context of the culture is important as well. Emotional expression is a diverse cultural aspect where what may be seen as empathy in one culture may be seen as unsuitable in another. Thus, EI education that is created in Western situations is not always relevant to the rest of the world. Lastly, even though most firms conduct EI training programs, their effects in the long-term are not always clear. Without post training coaching, a lot of employees tend to fall back into the previous ways, thus reducing the worth of training investments.
Analysis of Emotional Intelligence Model Critiques
An objective evaluation reveals that each EI model does not comprehensively describe its complexity. The advantage of the Mayer and Salovey model is that it is scientific in its framework and can measure EI as an intelligence and not a personality trait. Critics however observe that it might not take into account real life aspects of work, like interpersonal communication. The model developed by Goleman is more relevant to the actual leadership and HR practice since it integrates emotional awareness and behavioural results (Chin, 2021). Nevertheless, it is prone to conceptual ambiguity by combining characteristics and abilities. The model by Bar-On is very detailed and is extensively applied in the wellbeing studies, yet its scale makes it more difficult to relate it to job performance indicators.
Recent research has established that organisations tend to combine elements of all three models in developing balanced EI models. As an illustration, the Mayer and Salovey model may be applied in the company to be assessed, Goleman model to components to develop a leader, and Bar-On model to dimensions to train a well. This mixed methodology proves that emotional intelligence is a cognitive skill and a behavioural skill that can vary depending on the situation.
Organisational Implications
The inclusion of emotional intelligence to a workplace strategy has to be carefully planned and committed by the leaders. Recruitment must evaluate EI with technical skills, through behavioural interviews, or situational judgement tests, which demonstrate how emotionally we respond to stress or work with others. Emotional awareness and communication can be reinforced by continuous training and coaching. Leaders need to demonstrate acting as role models through empathy, regulating personal emotions, and promoting psychological safety in the teams (Chin, 2021).
Nevertheless, organisations should not consider EI as a temporary solution. EI is developed in a consistent process of experience, feedback, and reflection. Successful EI initiatives incorporate skill-training and mentoring, rewards, and candor. Companies that have invested in emotional culture, in which respect, empathy, and teamwork are rewarded, other companies report high retention, innovativeness, and customer satisfaction (Craemer, 2025).
The management must quantify the impacts of EI training, engagement surveys, productivity indicators, and wellbeing data in order to maintain the results. Emotional intelligence is useful in the development of leaders and performance appraisal because it brings a stable and dynamic culture in the organisation. 
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General Characteristics of Generations.
The current generation has diverse generations in the workplace with the majority being Generation X, Generation Y (Millennials), and Generation Z. Every generation has been brought up on to the new economic, technical and social circumstances, and these determine the work attitudes and emotional pattern. The generation X are individuals between the mid-1960 and early 1980s who can be described as independent, pragmatic and loyal. Millennials can be defined as people born in the early 1980s and the mid-1990s and prefer to work in teams, flexibility, and purposeful work (Benítez-Márquez et al., 2022). Generation Z, or those who are born since the late 1990s are digital natives preferring innovation, diversity, and independence. The knowledge of how emotional intelligence is applied within each generation assists managers to recruit and support employees better.
Emotional Intelligence Generational Differences
A comparison of EI levels between generations indicates similarities and differences in their levels. Employees in the older generation like the generation X tend to be more emotionally stable and self-regulated because of their life and work experience. They are also likely to be calm in stress and conflict, and will exhibit a similar behaviour at work. The younger generations, including Millennials, and Generation Z, tend to be more sympathetic and willing to cooperate. Nevertheless, they will experience difficulties in stress management and emotional regulation, especially in stressful or unpredictable situations.
Research shows that the employees of Generation Z feel burnout and lack job satisfaction than older generations do. It means that they need to be more supported in the creation of resilience and emotional regulation, although they still appreciate emotional connection. On the other hand, millennials are highly motivated and seek feedback, which is closely related to the EI aspect of self-awareness. They like leaders who are emphatic and communicative. 
Managing Implications on Recruitment
The managers who are hiring multigenerational employees must be aware that emotional intelligence can manifest itself in various ways. Generation X applicants can be very self-contained and mature but less conversant with digital emotive communication (Leslie et al., 2021). Millennials can be highly team players and empathetic and yet demand frequent feedback and appreciation. Gen Z applicants are also proficient in online communication and flexibility, but they could need training in in-person empathy and emotional stability.
In the recruitment process, the organisations are urged to evaluate emotional intelligence using behaviour-based interviews, and situational exercises where the actual emotional reactions will be displayed. Indicatively, evaluating the manner in which the candidates respond to virtual teamwork or how they react to constructive criticism may be used to determine the level of EI applicable to each generation. Managers must not also be dependent on generational stereotypes. Although there are trends, emotional intelligence differs significantly in people. 
Incorporation of emotional intelligence models in multigenerational recruitment
For the purpose of effectively recruiting candidates from across the generations of the managers must be able to apply emotional Framework such as the Goleman EI model and Bar-On emotional quotient theory. Goleman modelling includes four important components such as self-awareness, self-management, social awareness and relationship management and each of these components guide recruitment evaluation (Leslie et al., 2021). The millennials demonstrate strong self-awareness through the use of collaboration and empathy. Generation X might be showing relatively higher self-management through the use of composer and resilience. On the other hand, generation Z candidates might be requiring guidance with relationship management and self-regulation due to their no workless experience. In the similar tone, the Bar-On EQ model includes general mode interpersonal skills and adaptability. This can also be helpful in the identification generation of tendencies. Generation X score hires in space management and are also adaptable to longer career exposure. Striking a short contrast with this, millennials excel in interpersonal relationships and have more empathy. Generation Z have high adaptability to advanced technology yet they have lower emotional control under stress (Karakuttikaran and Kolachina, 2024).
Personalizing recruitment strategy to generational EI characteristics and reducing biases
The recruitment process must also be flexible for attracting and assessing the candidates on the basis of various emotional profiles. For selecting the candidates from generation X, recruitment and communication must emphasize recognition of expected integrity and stability. For the millennium also the recruitment highlights the teamwork opportunities for learning and growth. On the other hand, generation Jet employers are focusing on diversity, technology integration and innovation. The interviewers can also design the emotional intelligence recruitment questions for exploring the ability of the candidates to adapt to changes, communicate and a pressure and healing with corn flakes. Reducing bias related to emotional intelligence is also important for acknowledging the fact that emotions might vary from one individual to the other based on generation and age group (Chung et al., 2023). A high level of emotional empathy in candidates from generation Y must be equivalent to a candidate of generation X who has better emotional regulation. The manager's mass also ensures that the assessment centres and interviews are always structured for understanding the behavioural patterns of the candidates of each generation.
Developing emotional intelligence for post recruitment purpose
Emotional intelligence as a recruitment criterion should also be a developmental priority (Alfarajat, 2025). The employees from various generations are on boarded and then the managers must be fostering emotional intelligence through dedicated training in empathy, communication and mindfulness. This is crucial for generation jets who are benefited from the resilience building workshops. For the millennials maintaining a program for balancing feedback dependency must be Incorporated. Incorporating cross generation maintenance is extremely helpful for enhancing mutual understanding within the workplace. It also allows the older employees to share emotional regulation skills. The anchor employees offer better adaptability and digital awareness than the millennials.
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· The recruitment is able to integrate the emotional intelligence framework within the selection process for the purpose of evaluating self-awareness and relationship management across various generations (Alfarajat, 2025). 
· It is recommended to conduct situational and oriented interviews which will be able to measure real time emotional responses. It will also help in reducing the reliance on conventional technical questions.
· Generation specific recruitment strategies must also be designed for promoting stability for generation X, purpose and collaboration for the millennials and flexibility and innovation for generation Z (Taibah and Ho, 2023).
· The implementation of EI training and development programmes for the understanding of emotional regulation and resilience for all generations is also highly recommended especially for the generation employees.
· The leaders must be encouraging cross generation mentoring which will help in allowing emotional strengths and knowledge to be shared within the employees of various cultures.
· The use of emotionally driven communication within the entire recruitment and onboarding process will ensure that candidates are feeling valued, respected and also aligned with the entire culture and missions of the organisation.
· Reviewing the recruitment and retention policies on a regular basis for ensuring fairness adaptability, changing generation needs and inclusion is also highly recommended (Ezeafulukwe et al., 2024). It will help in fulfilling the expectation in the workplace.
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Conclusion
Emotional intelligence plays a very important role in managing the inter-generational workforce especially within the recruitment and retention segment. For each of the generations such as X Y and Z there are distinctive emotional strengths and challenges which further influences the behaviour of the workplace. Through the alignment with organisational values and costing of harmonious and EI-based strategies had been embedded. The adaptation of an emotional intelligent practice reduces the conflict in varied generations and also enhances the overall communication, productivity and collaboration in the workplace.
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