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[bookmark: _Toc211715658]Introduction 
Emotional Intelligence (EI) has been defined as the ability to experience, understand and manage personal feelings and those of other people. EI is crucial at the workplace to create positive relationships, communication and leadership. Due to the increasing diversity of organisations NHS, Google, HSBC amongst others , there has been the need to understand how emotional intelligence applies to different generations in diverse uses in organisations to support organisational success (Gross and Munoz, 2020). With organisations moving towards more diversity, it is vital to know how the employees of various generations (Generation X, Y and Z) use emotional intelligence in recruiting and managing employees. This report critically analyses the use of EI components by employees belonging to these generational groups, and also the distinctive features that have to be looked at by managers during recruitment of such individuals. Lastly, it examines how emotional intelligence can be incorporated into the recruitment process to create a diverse and emotionally intelligent workplace.
[bookmark: _Toc211715659]Critical Evaluation of Emotional Intelligence Components in the Workplace 
Self-awareness has been regarded as the basic aspect of EI. It also entails the ability to identify and comprehend the emotions, including how the emotions influence behaviour and decision making. Self-awareness assists employees in the UK workplace to recognise when they are stressed, frustrated, and other negative emotions to manage them, instead of letting them affect their performance (Choi, 2021). As an example, self-aware leaders have the ability to gain awareness of their emotional conditions and can modify their attitude with respect to how they handle their teams and make objective decisions despite extreme stresses. Conversely, when deprived of self-awareness an employee in the customer service industry can only react on short notice leading to negative responses resulting in worsening relationships with their work associates, inadequacy in decision making, and the overall loss of control to handle their emotional state. They do not only increase customer satisfaction but also promote employee wellbeing, because it decreases chances of burnout (Tugade et al., 2021). Companies such as John Lewis have incorporated emotional intelligence training into their customer service modules, recognising that self-awareness is crucial for delivering exceptional customer experiences.
Self-regulation, a complementary component to self-awareness, refers to the ability to manage and control one’s emotional responses, especially in challenging situations. Employees with strong self-regulation can remain calm under pressure, avoid emotional outbursts, and think clearly, which is especially important in leadership roles (Ali and Naseem, 2022). For instance, in the UK’s financial sector, leaders often face high-pressure environments where they must make time-sensitive decisions. In these scenarios, self-regulation helps prevent hasty decisions driven by emotional impulses, leading to more rational and strategic thinking. In healthcare environments, where professionals frequently encounter stressful situations, self-regulation ensures that staff can provide high-quality care while managing their own emotional reactions to distressing situations (Ramachandran, 2021). For example, nurses working in intensive care units (ICUs) are trained to self-regulate when handling both patients and grieving families, ensuring that they remain composed and focused on delivering the best care possible. Without self-regulation, emotions such as stress, anxiety, or anger can undermine patient care and create a toxic work environment.
Motivation, the intrinsic drive to pursue goals with energy and persistence, is another key component of EI. Motivated employees are often more engaged and productive, as they derive satisfaction from pursuing their personal and professional goals. In UK organisations such as Google UK, motivation is a cornerstone of company culture, where employees are encouraged to pursue innovative projects and are recognised for their achievements. A motivated workforce is likely to go above and beyond, driving organisational success (Zhang and Li, 2022). Furthermore, motivation plays a crucial role in setting goals, achieving targets, and maintaining a positive attitude in the face of setbacks. For instance, in the sales sector, where employees face constant targets and performance metrics, motivation keeps workers driven even when faced with challenges like customer rejections (Boyatzis, Goleman and Rhee, 2020). Companies that prioritise motivation through recognition, incentives, and meaningful work are more likely to see higher levels of employee satisfaction and retention.
Empathy, the ability to understand and share the feelings of others, is essential in fostering strong workplace relationships and teamwork. In the UK workplace, where diversity and inclusion are increasingly prioritised, empathy allows employees to understand and appreciate different perspectives, leading to more inclusive and supportive work environments (Choi, 2021). Indicatively, in multinational corporations like HSBC UK, staff ought to be able to understand employees of other cultures to create cohesive teams. Empathetic employees can successfully negotiate challenging conversations, solve issues, and establish trust among teams in healthcare. Healthcare professionals should know how to sympathise with the patients, knowing their worries and addressing them with compassion. The health sector in UK has been focusing on training healthcare workers in empathy, as the healthcare system there has realised that an empathetic approach to patients improves patient satisfaction, as well as the morale of health workers. Also, the empathy builds positive work environment, which is the key to staff retention and psychological wellness.
Social skills involve the capacity to manage relationships, cooperate with others, and shape decision making, which is part of being successful in team-oriented settings. Cross-functional collaboration is quite common in the technology sector in the UK, which is why social skills are the only requirement to work with different teams, negotiate with stakeholders, and maintain a good level of communication (Cote, 2021). To illustrate, in the project management, social skills enable the manager to nurture teamwork, good relationship with clients and also inspire team. Employees who are socially skilled have been perceived to be robust leaders and initiators of group dynamics that are essential in the realisation of organisational objectives.
Table 1 below illustrates how the five key components of Emotional Intelligence (EI)  self-awareness, self-regulation, motivation, empathy, and social skills  are applied within UK workplaces. It also highlights their direct impact on employee performance and organisational effectiveness.

Table 1:Application of Emotional Intelligence Component in UK Workplaces
	EI Component
	
Example in a UK Workplace
	
Impact on Performance

	Self-awareness
	A manager at John Lewis recognises stress triggers and manages reactions effectively.
	Improves customer experience and reduces decision-making errors.

	Self-regulation
	An ICU nurse maintains composure in high-pressure situations.
	Ensures quality of care and minimises burnout.

	Motivation
	Google UK encourages innovative projects and recognises employee achievements.
	Increases engagement, creativity, and productivity.

	Empathy
	HSBC UK managers build strong multicultural teams through active listening and understanding.
	Fosters trust, inclusivity, and collaboration.

	Social skills
	Technology project teams communicate and negotiate effectively across departments.
	Enhances teamwork, cooperation, and goal achievement.
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The Goleman EI Model, which categorises emotional intelligence into five traits such as self-awareness, self-regulation, motivation, empathy, and social skills, is also enormously prevalent in the UK organisations, promoting leadership, collaboration, and the overall performance of employees (Goleman, 2021). An example can be given of Goleman model being adopted in Unilever UK where the managers are taught to identify their emotional trigger and control their reactions, such that their leadership up to tricky circumstances are calm and constructive. In this way, Unilever will enhance decision-making and establish a more team-oriented and emotionally intelligent workplace.
Moreover, the Mayer and Salovey EI Model that subdivides EI into perceiving emotions, facilitating thought, understanding emotions and managing emotions is applied in most organisations in the UK, especially in the public sector (Salovey and Mayer, 2020). To illustrate this, using this model during education, a teacher can learn the emotional needs of their student, which can be used to enhance the teaching performance and student participation through the cultivation of emotional awareness in employees and leaders (Cote, 2021).
The two models are useful in helping organisations enhance their performance in the workplace since organisations that have embraced EI in their culture and leadership development programmes are likely to gain motivations to have more workers take part in their jobs and experiences job satisfaction coupled with increased productivity (Frederiksen and Olsen ,2020).
[bookmark: _Toc211715661] Link Between EI and Workplace Performance
The association between EI and performance in the workplace is both supported in the literature and in practise. High EI employees do well in a team, leadership and service-oriented jobs because they are better placed to deal with people and working under pressure. Employees of the UK financial industry have better capabilities to manage customer relationships, especially in investment banking and wealth management where emotional intelligence is also vital to meet client expectations through building trust (Tugade et al., 2021).
The studies by the Chartered Institute of Personnel and Development (CIPD) have revealed that organisations that lay more emphasis on EI training reported increased employee satisfaction, as well as reduced rates of employee turnover. Indicatively, in PwC UK, leaders are conditioned on EI to enhance engagement of the employees leading to improvement in team performance and retention. Organisations also have an opportunity to enhance their customer service performance by creating an emotionally smart workforce; empathetic and socially skilled employees can serve the needs of customers and solve their problems more successfully (Zhang and Li, 2022).
[bookmark: _Toc211715662] Challenges in Applying EI in the Workplace
Even though EI has numerous benefits, several difficulties arise when it has to be implemented in the workplace. Among the main obstacles, one can note the absence of training in EI among some sectors, especially the manufacturing or logistics sector, which values technical skills more than emotional awareness in many cases (Salovey and Mayer, 2020). Also, there is cultural resistance to the open expression of emotions in some branches--law or finance--that may interfere with the development of EI. The staff in these industries might struggle to adopt empathy or social interaction skills because of the old-fashioned professional culture that does not favour emotional elaboration.
Moreover, the differences between the generations of emotional expression and management can generate conflict at work. Employees of Generation X, say Gen Me, might need to work on their feelings on their own, whereas Millennials might need more emotional expression (Boyatzis, Goleman and Rhee, 2020). The UK organisations need to overcome these barriers through detailed EI training programmes and promoting open dialogues on the topic of emotional wellbeing so that every employee, irrespective of their generations, feels safe.
[bookmark: _Toc211715663]  Emotional Intelligence and Generational Diversity in Recruitment 
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There are three major generations, including Generation X, Generation Y (Millennials), and Generation Z, who present distinct traits, work ethics, and emotional reactions to the UK workplace. It is important to understand these differences in order to be able to build a harmonious and productive workplace.
Generation X (1965-1980) is said to be independent, pragmatic, and self-reliant. Being brought up in economic slowdown and technological advancement, Gen X employees believe in work-life balance and tend to appreciate efficiency over collaboration procedures (Ali and Naseem, 2022). In the UK, Gen X employees prefer having a structured communication system and value efficiency over collaborative processes. They tend to be independent in their actions and not to be too emotional or open in their workplace and to hold back their feelings and concentrate on outcomes.
Generation Y (Millennials, born 1981-1996), in turn, has a high degree of social awareness, preference to flexibilities, and technology usage as a means of communication. They are more appreciative of organisational culture and purpose-driven organisations and usually, they attach value to personal growth and career advancement. Regarding emotional regulation, the Millennials tend to be more accepting of emotions on the job than Generation X, and they might appreciate empathy and supportive leadership (Mayer, Salovey, and Caruso, 2021). Millennials in the UK tend to be more accepting of diversity and inclusivity, and they prefer working in environments that involve feedback and recognition as part of their emotional involvement.
Generation Z (born 1997-2012) is the first generation who has grown up in a fully digital world in which technology plays a part in both their personal and professional life. They are used to fast interactions and expect flexibility and work-life integration (O’Rourke, 2020). Gen Z in the UK can be perceived as ambitious, innovative and entrepreneurial, yet emotionally conscious, aware of the significance of mental health and wellbeing. They are usually very flexible yet could also have problems controlling their emotions with work setups that require high concentration and lack of emotional support or work flexibility.
Such generational differences influence the style of communication, emotion control, and workplace relationships. When managers recruit across the generational lines, it is important that they understand these differences.
Figure 1 below illustrates the key Emotional Intelligence components across Generations X, Y (Millennials), and Z, highlighting the relative strengths and areas for development of each generation.

Figure 1:Generational Differences in Emotional Intelligence Competencies
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Emotional Intelligence (EI) is a large factor to fill the generation gap in the UK workplace. Different generations may be emotional and communicate with each other differently and thereby affect interactions among themselves as well as in the workplace.
High levels of self-regulation are a characteristic of Generation X. This generation tends to keep emotions in check and focus on results. However, while this self-regulation enables them to perform well in high-pressure environments, it can also lead to emotional suppression. Managers must recognise that Gen X employees might not always communicate their emotional needs, potentially causing frustration or burnout (Mayer, Salovey, and Caruso, 2021). In terms of leadership, they tend to appreciate autonomy and clear instructions over emotional support and may feel disengaged in environments that focus heavily on team-building exercises or emotional expression.
Millennials, in contrast, tend to embrace a more open and empathetic approach to emotional regulation. They are more likely to express their emotions at work, making them more susceptible to burnout in high-stress environments. Millennial employees in the UK value empathy from their leaders and are more likely to expect their managers to provide emotional support and career development (Boyatzis, Goleman and Rhee, 2020). This generation also thrives in work environments that emphasise collaboration, teamwork, and continuous feedback. Millennials are highly motivated by work that aligns with their personal values and social consciousness.
Generation Z is still developing its emotional regulation skills, but empathy is an area where this generation excels. Their emotional intelligence is usually marked by profound comprehension of mental health concerns and diversity with appreciation of an inclusive work setting where they seek to take their whole selves to work (O’Rourke, 2020). Nevertheless, their digital upbringing can also provoke difficulties in face-to-face communication, which requires managers to be more individual in emotional support and clarification during the interaction. This generation characteristic is why Gen z employees in the UK would attach more importance to organisations that care about mental health and emotional wellbeing.
Such variations in emotional expression and regulation imply that managers in the UK have to adjust their leadership styles to the distinct needs of successive generations. One-size-fits-all leadership and emotional support strategies will not be effective across generations.
[bookmark: _Toc211715666]Implications for Recruitment and Employee Development
To recruit employees according to their emotional intelligence, managers should be aware of the peculiarities of each generation. Gen Xs candidates tend to be self-reliant and independent, and their high self-regulation suits jobs with autonomy like high management or consulting (Frederiksen and Olsen ,2020.) In hiring Gen X, employers ought to evaluate their capacity to restrain their emotions and perform autonomously. To identify the appropriate candidates in such positions, structured interviews and psychometric tests that determine emotional control, and problem-solving capabilities will play a critical role.
To Millennials, empathy, teamwork and collaboration must be evaluated in the recruitment process since they perform better when the workplace allows open communication and feedback. The millennials are also attracted to those organisations which provide them with the experience of professional development and the similar organisations which are highly committed to the corporate social responsibility. As such, recruiters in the UK must emphasise company values and attitude towards employee welfare to appeal to this generation.
Generation Z should be recruited based on the presence of a high degree of empathy, socialising skills, and knowledge of diversity and inclusion. Gen Z job seekers insist on transparent, flexible, and innovative organisations in their work (Mayer, Salovey, and Caruso, 2021). Recruitment campaigns may be customised to highlight the mental health support, employer flexibility, and career advancements in the company.
Regarding employee development, UK managers should allow the continuous learning and emotional development. In the case of Generation X, leadership skills, decision-making, and a healthy work-life balance should be placed in the forefront of development programmes (Ramachandran, 2021). In the case of Millennials, development programmes should prioritise collaborative skills, mentorship, and career growth opportunities. Being highly engaged with mental health and the concepts of inclusivity at work, Generation Z needs development programmes that would combine mindfulness and emotional resilience training to support them in working in high-stress settings.
Managers should also be mindful of a possible workplace generational conflict especially in matters of differing emotive expression and communication styles. Recruitment and development programmes at the emotional intelligence level need to strive to create empathy and comprehension between and between generations so that no employee feels ignored or unloved. The culture of open communication of feelings and mental health will also be diverse and help to decrease potential conflicts and help to collaborate between generations.
[bookmark: _Toc211715667]Conclusion 
In conclusion, Emotional Intelligence (EI) plays a critical part in the workplace dynamics in UK where generational differences play a crucial part in workplace perception and application of EI. Gen X, Gen Y (Millennials), and Gen Z have different emotional traits and work, communication, and philosophy of leadership. Unlike the Generation X who value independence and control, the Millennials perform well where there are feedback and collaboration. Gen Z is emotionally attentive and requires flexible and mind supporting workplaces. Knowledge of these generation differences in emotional expression and control would assist a manager in designing recruitment strategies and management approaches to suit better. By identifying and cultivating EI across generations, organisations can enhance team performance, reinforced group staff satisfaction and ultimately achieve enhanced output and interest. Such mind-set will result in an inclusive and emotionally intelligent working environment that effectively benefits employees and organisations.
[bookmark: _Toc211715668]Recommendations 
First, the recruitment strategies must target EI competencies applicable to each generation. In the case of generation X, priorities need to be on self-control and self-reliance. Jobs where autonomy and limited supervision are essential, especially top-level or consulting-level work, are most appropriate (Frederiksen and Olsen ,2020). Recruitment efforts should also evaluate empathy, teamwork, and responsiveness to feedback, where the Millennials work better, fostering collaborative work, and personal advancement. To the Generation Z, emotional intelligence tests must be tailored to empathy, resilience and their capacity to succeed in flexible and inclusive cultures. By tailoring the recruitment process to such traits, a better fit will be guaranteed to the generation in the organisation.
Second, organisations need to invest in EI-specific development programmes. To Generation X, management training on increasing the emotional state in stressful moments will assist in creating managerial effectiveness (Ramachandran, 2021). For Millennials, offering mentorship and feedback-oriented development will foster emotional growth and professional advancement. For Generation Z, programmes focused on emotional resilience and mindfulness will enhance their ability to manage stress in dynamic work environments.
Finally, fostering an inclusive workplace culture that prioritises mental health support and open communication is crucial to ensure all generations feel emotionally supported and engaged (O’Rourke, 2020).











[bookmark: _Toc211715669]References 
Ali, R. and Naseem, A., 2022. Impact of Emotional Intelligence on Organizational Commitment in Millennials and Generation Z. Journal of Management Development, 41(3), pp. 32-47.
Boyatzis, R.E., Goleman, D. and Rhee, K., 2020. Clustering Competence in Emotional Intelligence: Insights from the Emotional Competence Inventory (ECI). Journal of Organizational Behavior, 41(3), pp. 276-295.
Choi, Y., 2021. Millennials vs. Gen Z: The Role of Emotional Intelligence in Work Performance. International Journal of Career Development, 29(4), pp. 513-527.
Côté, S., 2021. Emotional Intelligence in Organizations: Theoretical and Practical Perspectives. New York: Routledge.
Frederiksen, L. and Olsen, L., 2020. The Role of Emotional Intelligence in Leadership Effectiveness. International Journal of Leadership Studies, 15(1), pp. 54-68.
Goleman, D., 2020. Emotional Intelligence: Why It Can Matter More Than IQ. 2nd ed. London: Bloomsbury.
Goleman, D., 2021. The Power of Emotional Intelligence in Workplace Culture. Leadership & Organization Development Journal, 42(5), pp. 734-748.
Gross, J.J. and Muñoz, R.F., 2020. Emotion Regulation and Mental Health: The Influence of Emotional Intelligence on Wellbeing. Psychological Science, 31(7), pp. 101-113.
Mayer, J.D., Salovey, P. and Caruso, D.R., 2021. The Ability Model of Emotional Intelligence: Principles and Recent Advances. In: Handbook of Emotional Intelligence. pp. 195-221.
Miao, C., Humphrey, R.H. and Qian, S., 2021. A Meta-Analysis of Emotional Intelligence and Work Attitudes. Personality and Individual Differences, 181, pp. 1-9.
O’Rourke, M., 2020. Emotional Intelligence in the Age of Diversity: Bridging Generational Gaps in the Workplace. Journal of Human Resources Development, 39(2), pp. 167-183.
Ramachandran, V.S., 2021. The Brain’s Emotional Intelligence: Exploring the Role of Emotional Awareness in Cognitive and Social Functioning. Psychological Science, 32(6), pp. 875-889.
Salovey, P. and Mayer, J.D., 2020. Emotional Intelligence. Imprint Academic.
Tugade, M.M., Shiota, M.N. and Kirby, L., 2021. Positive Emotional Intelligence and the Management of Stress in the Workplace. Journal of Applied Psychology, 106(2), pp. 220-233.
Zhang, Y. and Li, Z., 2022. Generational Differences in the Workplace: How Emotional Intelligence Influences Job Satisfaction and Performance. Journal of Organizational Behavior and Research, 47(1), pp. 88-99.

EI Competencies Across Generations

Gen X	Self-awareness	Self-regulation	Motivation	Empathy	Social skills	8	9	7	6	7	Millennials	Self-awareness	Self-regulation	Motivation	Empathy	Social skills	7	7	8	9	8	Gen Z	Self-awareness	Self-regulation	Motivation	Empathy	Social skills	6	6	7	8	8	



2

image1.png
UWTSD

London




