Emotional Intelligence and Job Satisfaction in the Workplace: A comparative study between Millennials and Generation Z Nurse Practitioners

Abstract
In today's multigenerational workforce, Emotional Intelligence (EI) has emerged as a pivotal competency influencing collaboration, leadership, and overall organizational effectiveness. This paper explores how Millennials, and Generation Z, understand, apply and develop EI within professional environments. The aim of this study was to compare the levels of Emotional Quotient (EQ) and Job Satisfaction among Millennials (born 1981-1996) and Generation Z (born 1997-2012), as well as to investigate the correlation between these two psychological constructs within each generation. A quantitative, cross-sectional, and comparative research approach was utilized to collect data from 120 individuals, 60 from each age category. Standardized self-report measures like the Schutte Self-Report Emotional Intelligence Test (SSEIT) and the Job Satisfaction Survey (JSS) developed by Spector (1997) were used to assess EQ and job satisfaction, respectively. Independent Samples t-tests and Pearson correlation coefficients were computed. The results showed no statistically significant differences in EQ or Job Satisfaction between the two generations, implying similar emotional and job satisfaction profiles. However, there was a slight, statistically significant positive association between EQ and Job satisfaction among Millennials (r=.340, p=.016), while no significant relationship was detected for Generation Z (r=.081, p=.577). These data suggest that, while EQ and Job satisfaction levels are comparable across generations, the relationship between the two varies, with Millennials demonstrating a higher correlation between emotional intelligence and job satisfaction. The study extends to the developing subject of generational psychology and has practical implications for emotional intelligence development in education and the workplace. It also emphasizes the need for additional research into the social and psychological factors that may influence generational disparities in EQ and job satisfaction.
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While money and position/status are of great value, people who are highly successful in the workplace are usually motivated by something more than these. Today’s working environment has undergone major changes. The skills necessary to succeed in today’s world and workplace are different from those required in the previous generations. Today’s forward-looking organizations actively look for employees that are passionate about what they do and highly committed to their work. Every workplace consists of individuals with different strengths, personalities, and emotions which can greatly affect the way they work. People sometimes need to express their emotions. Emotions in the workplace play a large role in how an entire organization communicates within itself and with the rest of the world. Darwin posited that emotional expression is essential for survival. Dale Carnegie once said, “When dealing with people, remember you are not dealing with creatures of logic, but with creatures of emotion.” Emotions affect managerial decision, relationships, and job performance in the workplace. II. 
Emotional intelligence is the ability to perceive emotions, integrate emotions to facilitate thoughts, understand emotions and to regulate emotions to promote personal growth (Mayer & Salovey, 1995). Emotional intelligence correlates with and somehow predicts job satisfaction (JS) among workers in certain settings. For instance, Lee and Ok (2012) found a positive correlation between emotional intelligence and job satisfaction among hospitality workers. They maintain that the significance of emotional intelligence cannot be disputed in the lives of workers in relation to job satisfaction. Emotional intelligence helps one to understand and manage emotions, therefore, helping workers to take control of their work (Lee & Ok, 2012).
WHY EI IN WORKPLACE? 
Emotional Intelligence refers to a set of non-cognitive abilities that influence human ability to succeed in life and workplace. There are four main reasons the workplace would be an appropriate setting for evaluating and improving emotional intelligence competencies:
1. Emotional intelligence competencies are critical for success in most jobs. EI is linked to higher job satisfaction for those with high EI/EQ. 
2. Many adults enter the workforce without the competencies necessary to succeed or excel at their job.
 3. Employers already have the established means and motivation for providing emotional intelligence training. 
4. Most adults spend the majority of their waking hours at work.
JOB SATISFACTION refers to a positive affective response resulting from an evaluation of the total work situation. For example, Locke (1969) has defined the concept as the "pleasurable emotional state resulting from the appraisal of one's job as achieving or facilitating the achievement of one's job values.” This evaluation is generally considered to be a function of work-related rewards and values (Katzell, 1964; Vroom, 1964; Locke, 1969; Kalleberg, 1977; Mobley, Griffeth, Hand, and Megline, 1979; Mottaz, 1987). 
According to Cekmecelioglu, Gunsel, and Ulutas (2012): ‘Job satisfaction is the conceptualization of personalistic assessment of conditions existing on the job or outcomes resulting from having a job’ (p. 364). Given the crucial roles played by nurses in the delivery of quality healthcare, it is imperative to ensure their job satisfaction. Pillay (2009) argues that it is important to comprehend what motivates nurses and the level to which organization and other contextual variables satisfy them. Hospital staff have to deal, usually on daily basis, with events bound with emotions such as births, illnesses, accidents and deaths. However, nurses are expected to manage such stressful situations, alongside the professional obligation to perform most effectively (Trivellas, Gerogiannis, & Svarna, 2013). Thus, it is prudent that nurses possess some psychological and emotional qualities (including emotional intelligence) to be able to manage and cope with such stressful situations and also perform effectively, because ‘high responsibility on patients’ treatment is of utmost importance’ (Trivellas et al., 2013 p.702): negligence; ignorance and improper attitude on the part of the nurses might cost loss of lives.
The relationship between emotional intelligence has gained the attention of researchers as it is reported that emotional intelligence plays a pivotal role in predicting job satisfaction among employees (Ghoreishi et al., 2014). In a recent study to examine the impact of emotional intelligence at the workplace on job satisfaction and turnover intentions of nursing staff working in hospitals, Trivellas et al. (2013) found that emotional intelligence exerts a significant impact on both job satisfaction and turnover intentions. Anari (2012) observed a positive significant relationship between emotional intelligence and both job satisfaction and organizational commitment. In relation to emotional intelligence, the findings provided support for gender difference, with females reporting higher scores on emotional intelligence than their male counterpart. However, the study found no significant gender difference and age difference on job satisfaction and organizational commitment. Similarly, Emdady and Bagheri (2013) found a high positive correlation between emotional intelligence and job satisfaction among employees in Sama organization in Iran. However, no statistically significant gender difference on job satisfaction was reported among the respondents (Emdady & Bagheri, 2013). The evidence is that, generally, in low‐and middle‐income countries, nurses tend to report higher levels of job satisfaction compared with other primary healthcare providers in the public sector (see Kumar, Khan, Inder, & Sharma, 2013).
Problem Statement 
The study is focused on the comparison of the two generations i.e., Millennials and Generation Z. It aims to find out the Emotional Intelligence or Emotional Maturity (informally) and Job satisfaction of both generations. There has been a big debate online where both these generations are constantly being compared to each other in different aspects. This study aims to give a well-researched and tested answer to all those comparisons made online that might be just vague claims and false data, or false facts. This will give a proper ‘Psychological Fact’ that can be trusted. The study will help to check the generational advances and growth or decline, psychologically. This research will also help in many different settings, such as recruitment, where the person could be evaluated and checked to fit in the role required by the organization, as some job roles require emotionally intelligent individuals than those skilled in a specific skill. 
Rationale of Study
In recent years, there has been an increased interest in understanding how various generations deal with psychological and social issues, particularly in the face of rapid technical, economic, and cultural changes (Twenge, 2017). Millennials and Generation Z are two major demographic cohorts that affect future employment, educational institutions, and societal trends. According to research, these generations may differ greatly in emotional processing, interpersonal interaction, and self-perception as a result of their different formative settings and digital exposures (Hampton & Keys, 2021).
Emotional Quotient (EQ), defined as the ability to notice, comprehend, regulate, and successfully employ emotions, is increasingly acknowledged as a key predictor of workplace performance and personal well-being (Goleman, 1995; Mayer, Salovey, & Caruso, 2004). Modern hiring procedures frequently stress emotional intelligence and maturity as critical soft skills, impacting decisions about team roles, leadership potential, and flexibility (Cherniss, 2010). This study aims to provide significant insights that go beyond academic investigation by comparing Millennials' and Gen Z's EQ and Job satisfaction levels. The findings may help educators, mental health practitioners, corporate leaders, and policymakers build generation-appropriate interventions, training modules, and support networks. Understanding these psychological features across cohorts can result in emotionally intelligent organizations, resilient educational environments, and improved societal wellbeing. 
Objectives
1. To find out the difference on the level of EQ and Job satisfaction among Millennials and Generation Z. 
2. To measure the relationship between EQ and Job satisfaction among Millennials and Generation Z. 
Hypotheses
1. There will be a significant difference in the level of EQ among Millennials and Generation Z.
2. There will be a significant difference in the level of Job satisfaction among Millennials and Generation Z.
3. There will be a significant relationship between EQ and Job satisfaction among Millennials.
4. There will be a significant relationship between EQ and Job satisfaction among Generation Z. 
Research Design
This study uses a quantitative, comparative, cross-sectional approach to investigate and compare the Emotional Quotient (EQ) and self-esteem levels of Millennials (born 1981-1996) and Generation Z (born 1997-2012). A quantitative method allows for objective assessment and statistical analysis utilizing validated tools, such as the ‘Schutte Self-Report Emotional Intelligence Test (SSEIT)’ for emotional intelligence and the Job Satisfaction Survey (JSS) developed by Spector. Participants will be chosen using purposive and convenience sampling, and data will be collected using self-report questionnaires at a specific moment in time. Independent Samples t-tests will compare mean scores across generations, while Pearson correlation will look at the link between EQ and self-esteem within each group. This strategy provides efficiency, methodological rigor, and adds to the existing scientific literature on generational psychological differences.


Variables
This study aims to study the relationship between generational membership and psychological dimensions, notably Emotional Quotient (EQ) and Job satisfaction. The study takes into account both independent and dependent factors, as well as control variables that may impact the outcomes.
1. Independent Variable 
Generational Cohort The independent variable in this study is the generational cohort, which is a categorical variable divided into two groups:  Millennials: Individuals born between 1981 and 1996  Generation Z: Individuals born between 1997 and 2012 (Dimock, 2019) [14] This variable is not modified, but rather serves as the foundation for group comparisons to determine whether generational differences are connected with varied levels of EQ and self-esteem.
2. Dependent Variables 
Emotional Quotient (EQ) EQ is the study's first dependent variable. It is defined as a person's ability to recognize, analyze, manage, and use emotions in themselves and others.
Job Satisfaction is the second dependent variable. It is a  multidimensional  concept  that measures a worker’s positive emotions/ attitude towards their job (Locke, 1976)
Sample Design
In the present study, a total sample of 120 participants were taken. They were further divided into 60 Millennials and 60 Generation Z. They were in the age range of 17-40 years. 
Tools for Data Collection 
1. ‘Schutte Self-Report Emotional Intelligence Test’ ‘The Schutte Self-Report Emotional Intelligence Test (SSEIT) was used to’ assess emotional intelligence. Schutte et al. (1998) [37] developed this scale based on Salovey and Mayer's emotional intelligence concept. The scale has 33 items, each assessed on a 5-point Likert scale from 1 (strongly disagree) to 5 (strongly agree). The SSEIT evaluates important areas of emotional intelligence, such as the ability to notice, interpret, control, and express emotions in oneself and others. The overall EI score is computed by adding the replies, with higher scores indicating better emotional intelligence. This technique has been widely utilized in academic and applied research, with high internal consistency and construct validity.
2. The Job Satisfaction Survey (JSS) developed by Spector (1997) was used to measure the construct, job satisfaction. It contains 36 items measuring various facets of work. The JSS scale has an internal consistency of 0.91 for the total scale. A test–retest reliability of 0.71 was reported. The responses are rated on a 6‐point scale ranging from 1 = disagree very much to 6 = agree very much. The possible total scores on the scale ranges from 36 to 216 with the 36–108 range meaning dissatisfaction; 144–216 range meaning satisfaction; and between 108–144 depicting ambivalence.

Procedure 
Data was mainly collected online using Google Forms, allowing for easy and fast delivery to a diverse range of participants in various places. The link was sent across multiple digital platforms, including WhatsApp, email, and social media, to get a retail sample. Participants were first given an informed consent form that explained the study's purpose, confidentiality promise, and voluntary participation. Only those who consented completed the questionnaire, which was divided into three sections: demographic information (age, gender, and generation), the ‘Schutte Self-Report Emotional Intelligence Test (SSEIT)’, and the ‘Job Satisfaction Survey (JSS)’. Participants provided honest responses based on their present experiences, with data collected through Google Forms and uploaded to SPSS for analysis. Descriptive statistics were employed to summarize the results, and independent samples t-tests were utilized to compare Emotional Intelligence and Job satisfaction scores among Millennials and Generation Z.
Result 
Mean, SD, and t-score and p-value for EQ of Millennials and Gen Z
	Group
	N
	Mean
	SD
	t-score
	p

	Millennials(1981-1996)
	60
	124.51
	17.50
	0.283
	0.05

	GenZ(1997-2012)
	60
	123.30
	12.27
	
	


The results do not show much difference between the stats of both generations in Mean, Median, Standard Deviation, and Standard Error.
Mean, SD, and t-score and p-value for Job satisfaction of Millennials and Gen Z
	Group
	N
	Mean
	SD
	t-score
	p

	Millennials(1981-1996)
	60
	146.67
	21.02
	0.868
	0.05

	GenZ(1997-2012)
	60
	143.21
	18.02
	
	


The results do not show much difference between the stats of both generations in Mean, Median, Standard Deviation, and Standard Error.
Correlation between EQ and Job Satisfaction of Millennials
	Group
	N
	r
	p

	Millennials(1981-1996)
	60
	0.340
	0.016


There is a moderate, positive, and statistically significant correlation between Emotional Quotient (EQ) or Emotional Intelligence and Self-Esteem among Millennials. This means that as the EQ increases, the Self-Esteem increases as well.
Correlation between EQ and Job Satisfaction of Millennials
	Group
	N
	r
	p

	Gen Z (1997-2012)
	60
	0.081
	0.577


According to the results, there was a very weak, nonsignificant correlation between EQ and Self-Esteem. There is no meaningful relationship observed between the two variables.

Discussion 
The current study aimed to compare Emotional Quotient (EQ) and Job satisfaction among Millennials and Generation Z, as well as to investigate the correlation between EQ and Job satisfaction within each generation. Contrary to the initial hypothesis, there were no statistically significant variations in EQ and Job satisfaction levels between Millennials and Generation Z. Furthermore, while there was a slight, positive, and statistically significant association between EQ and Job satisfaction among Millennials, no such connection was discovered among Generation Z. The lack of a significant difference in EQ between the two generations (t (118) = 0.283, p=.05) indicates that emotional intelligence levels are rather stable across these age groups. This discovery is consistent with earlier research suggesting that core emotional processing abilities may be stable across generations (Mayer, Salovey, & Caruso, 2004). Similarly, the lack of a significant difference in Job satisfaction levels (t (118) = 0.868, p=.05) may reflect a broader societal convergence in job performance and workplace fulfilment traits among these cohorts, which could be influenced by shared cultural and educational experiences in the digital era.
Interestingly, a moderate positive connection was identified between EQ and job satisfaction in Millennials (r=.340, p=.061), indicating that people with higher emotional intelligence tend to have better job satisfaction. This reinforces previous research indicating that emotional control and interpersonal effectiveness-key components of EQ-are linked to good self-evaluations and psychological wellbeing (Schutte et al., 2001; Salovey & Mayer, 1990). However, the lack of a significant association among Generation Z (r=.81, p=.577) may indicate that younger people have different emotional and social development paths, presumably impacted by increasing digital exposure and fewer face-to-face encounters. Hypothesis 1 anticipated a large difference in Emotional Quotient (EQ) scores between Millennials and Generation Z. However, an Independent Samples t-test found no statistically significant difference in EQ ratings between the two groups, t (118) = 0.283, p=.05. Thus, Hypothesis 1 was not supported. Hypothesis 2 anticipated a large difference in self-esteem levels between Millennials and Generation Z. An Independent Samples t-test revealed no significant difference between the groups, t (118) = 0.868, p=.05. Therefore, Hypothesis 2 was also not supported. Hypothesis 3 anticipated a strong link between EQ and job satisfaction among Millennials. Pearson's correlation analysis revealed a moderately positive and statistically significant association between EQ and self-esteem in this group (r=.340, p=.016). Therefore, Hypothesis 3 was supported. Hypothesis 4 proposed a significant association between EQ and job satisfaction among Generation Z. The correlation analysis for this group produced a very weak, nonsignificant result (r=.081, p=.577). Consequently, Hypothesis 4 was not supported.
Discussion
The study aimed to compare Emotional Quotient (EQ) and job satisfaction among Millennials and Generation Z nurse practitioners, as well as to investigate the correlation between EQ and job satisfaction within each generation. Contrary to the initial hypothesis, there were no statistically significant variations in EQ and job satisfaction levels between Millennials and Generation Z. Furthermore, while there was a slight, positive, and statistically significant association between EQ and job satisfaction among Millennials, no such connection was discovered among Generation Z.
The first key finding that no significant generational difference was reported in scores on emotional intelligence in this study is consistent with previous evidence in the area (e.g. Anari, 2012; Emdady & Bagheri, 2013). Similarly, this evidence may be due to the professional socialization and training of nurses through which they acquire such professional values such as self‐esteem, ethical confidence and the value of empathizing with their patients (Butts & Rich, 2012; Iacobucci, Daly, Lindell, & Griffin, 2013; Seada & Fathi Sleem, 2012). Thus, nurses, irrespective of their generation, (at least, are ethically required to) place some premium on their professional nursing values (including those values related to emotion regulation, self‐esteem and emotional intelligence) in the context of nursing practice and thus are able to accurately appraise and express their emotions through the use of verbal and nonverbal competencies (Butts & Rich, 2012; Salovey & Mayer, 1990; Seada & Fathi Sleem, 2012). This possibly leads to the suppression of any potentially measurable generational difference in the professional nursing values (including emotional intelligence), they bring to bear in the performance of their duties as nurses.
The second observation that a significant positive correlation exists between emotional intelligence and job satisfaction in millennials lends support to previous evidence in the area (e.g. Cekmecelioglu et al., 2012; Emdady & Bagheri, 2013; Lee & Ok, 2012; Mousavi et al., 2012; Trivellas et al., 2013). Nurses are generally trained and socialized to interact with their patients in cooperative and supportive ways, regardless of how demanding, challenging or even traumatic the nurse–patient circumstances may be (Seada & Fathi Sleem, 2012; Talley, 2006). Nurses tend to exhibit self‐awareness, self‐management, social‐awareness and relationship management, which pair up to form the personal and social competencies which make one emotionally intelligent (Anari, 2012; Bradberry & Greaves, 2005). Thus, it can be argued that, for an effective and successful nursing, the nursing professional has to be able to perceive, understand, regulate and harness their emotions (Schutte, Malouff, Simunek, McKenley, & Hollander, 2002). In this vein, job satisfaction appears somewhat consequential to emotional intelligence. Therefore, a nurse who deploys an appreciable degree of emotional intelligence in the performances of his/her job is also likely to report higher levels of job satisfaction on the job.
Limitations 
The use of self-report measures may introduce social desirability bias or inaccuracies in self-assessment. The sample size was smaller to provide better results concerning the topic. A larger subject pool could be much more reliable for concluding the study. The responses were given through an online form (mostly) containing the questionnaires, which are used to collect data regarding the variable. If all the responses were taken through assessments done face-to face, then the results were much more accurate. The convenience and selective sampling procedures may restrict the data's generalizability to larger populations.
Future Approach 
1. Conduct longitudinal research to monitor changes in EQ and Job satisfaction over time within each generation. 
2. Use qualitative tools, such as interviews or open-ended surveys, to better understand personal experiences. 
3. Increase the sample size and demographic diversity to improve the generalizability of the findings. 
4. Compare generational differences among cultures to learn how cultural context influences EQ and job satisfaction.
5. Analyse mediating or moderating variables such as social media use, mental health, and academic pressure.
6. Conduct intervention-based studies to determine whether emotional intelligence training improves job satisfaction.
7. Investigate the effects of technology use and digital behavior on emotional development and self-concept, particularly in Generation Z.
 Conclusion 
The study was focused on comparing the Emotional Intelligence or Emotional Quotient (EQ) and job satisfaction among Millennials and Generation Z. The results showed no significant difference between the EQ and job satisfaction among Millennials and Generation Z. There is a moderately positive correlation between the EQ and job satisfaction among millennials but not the same for Generation Z is seen in the results.
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