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Abstract 

The research was conducted as part of a bachelor student thesis. My work is divided into two 

structural parts. The first is a kind of theoretical overview, in which I summarize the 

development of emotional intelligence based on the literature, examine the different types of 

intelligence, and present the differences between generations, focusing on Generation Z. While 

in the second part, I present the research I conducted with the help of full-time students of the 

Faculty of Economics of Gál Ferenc University. I conducted my research as part of 

undergraduate student work, with the Bar-ON emotional intelligence questionnaire. My aim is, 

on one hand, to illustrate the importance of emotional intelligence, to present the emotional 

intelligence of the student, and on the other hand, to examine the differences between genders 

and students in different majors. 
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Introduction 

Over the past few decades, the topic of emotional intelligence has had significant evolution. 

This research explains how Gen Z students at the Gál Ferenc University feel about their life, 

how they perceive reality, how they tolerate stress and how empathetic they are. Since this is 

the youngest generation (2025), I wanted to examine the factors that influence them in the labor 

market and in their private lives. 

I believe that the topic I have chosen is of interest to both employees and employers as this is 

one of the key factors that can help in effective work, it is important for both parties to 

understand each other. The goal of the research is to examine the differences between genders, 

ages and then the magnitude of the differences by profession with members of Gen Z. 

In terms of the structure of my thesis, it can be divided into two parts. In the first part, I 

conducted secondary research, meaning that the data I describe had already been collected for 

other research purposes. Through these, I present the types of intelligence, their descriptions, 

and explain the concept of emotional intelligence and its development. Furthermore, I present 

the differences between emotional and logical intelligence and define the concept of generation, 

then their grouping. After that, I present the specific characteristics of generation Z, and how 

young people belonging to this group imagine what work is like and what expectations they 

have when entering the labor market. 

In the second part of my research, I present and analyze my own research results. The 

quantitative research I conducted was completed in a primary manner, in which I examined the 

emotional intelligence level of full-time students of the Faculty of Economics of Gál Ferenc 

University using the Bar-On emotional intelligence questionnaire. 

 

1. Definition of emotional intelligence 

The first experiment, to measure individual differences in intelligence, was at the London 

World's Fair in 1884. At this event, people had the opportunity to have their vision, reaction 

time, hearing, and other intelligence-related tests measured.  

Emotional intelligence was first researched by academic psychology, later on it became popular 

among psychiatrists and other professionals. Today, the topic is covered in books and scientific 

journals. John Jack D. Mayer was the first to study emotional intelligence. He began studying 



how emotions and thinking interact in the 1970s. Then, in the early 1990s, the first scientific 

works on EQ were developed jointly at Yale University in America. (Mayer, 2001) 

“Emotional intelligence necessarily involves our ability to recognize and be aware of the 

influence of emotions on our memory, thinking, judgments, and interpersonal behaviors.” (John 

D. Mayer: Emotional Intelligence in Everyday Life, 2001, p. 99) 

 

 

1.1. Alexithymia 

We are all different, so we experience emotions in different ways. However, not all people are 

able to identify, process and regulate these emotions. Alexithymia is the phenomenon when an 

individual has difficulty properly identifying their own and others' emotions. The employee's 

self-confidence determines how the employee thinks and feels, and the degree of this and the 

severity of alexithymia are predictive of the frequency of mental illnesses. Numerous studies 

have shown that alexithymia is closely related to depression and burnout due to work. (Walker 

G, 2023) 

 

1.2. Bar-On 

Bar-On divided emotional intelligence into five parts. He begins with accurate perception, 

which he calls intrapersonal EQ. This is emotional awareness, self-assertion, independence, and 

self-knowledge. The second component is interpersonal EQ: manifested in empathy and social 

responsibility. Next is adaptive EQ; this examines problem solving and realism. This is 

followed by stress management EQ, which assesses stress tolerance and impulse control. The 

last element is general mood EQ, which is responsible for happiness and optimism. (Mayer, 

2001) 

 

1.3. Evaluation of EQ 

There are many tests available today to measure emotional intelligence. According to experts, 

a test must meet four criteria to give an ideal picture of our emotional intelligence. EQ 

measurement tools can be divided into two types: self-report and performance tests. While 

performance tests can be assessed objectively, as predefined criteria are available, 

questionnaires that are based on self-report are less objective. Popular performance tests include 

the Multifactor Emotional Intelligence Scale and the Mayer-Salovey-Caruso Emotional 

Intelligence Test, of which two versions have been developed (V.1.1. and V.2.0.). One of the 



most famous self-report tests is the Bar-On Emotional Quotient Questionnaire and the Schutte-

fle Self-Report Questionnaire. (Mayer, 2001) 

 

        1.4. Emotional Intelligence in the workplace 

 

Emotional intelligence has a huge impact on our success at work. This type of intelligence is 

responsible for 60% of our success. No matter how much emotional intelligence we have, we 

always have a chance to improve. Large companies, such as L’Oreal, have been able to save a 

lot of money by introducing emotional intelligence training. This is because it helps us focus 

our energy effectively, so we can achieve better results. The L’Oreal case highlights that 

emotional intelligence is not only important for the individual, but also for the team, a kind of 

strategic investment, thus helping the team (work) to develop in the long term and making 

motivation sustainable. (Bradberry & Greaves, 2005) 

The five components of emotional intelligence contribute to job performance in different ways. 

The general mood is closely related to expectations about the future, which can be reflected in 

how persistent the individual is in achieving their work-related goals; the degree of job 

satisfaction, and the psychological well-being they have. This component has a significant 

influence on organizational commitment and employee behavior at work. These can have both 

negative and positive outcomes, such as work-related anxiety, intention to quit, and loyalty. 

(Heitlerné Lehoczky, 2018) 

 

2.  Generations 

The definition of generation is a group of people born at roughly the same time, with similar 

childhood socialization, and thus sharing many of the same characteristics, habits, and values. 

Generational affiliation is not necessarily limited to the category indicated by our year of birth. 

Our experiences, current trends, and societal behavior can also color it. (Steigervald, 2023.) 

 

2.1 Gen Z 

 

Generation Z members were born between 1995 and 2009. This is the first generation that is 

significantly different from previous generations, which is why they grew up on similar or the 

same music, television films, series or food. Furthermore, compared to previous generations, 

this group has the fewest people. The members of this group were already born into the online, 



digitalized world. Generation Z members see digitalization tools not only as tools, but as part 

of their everyday lives. Therefore, it can be said that they also live in a virtual community, 

which spends most of their lives online. They also mostly maintain their relationships virtually, 

and sometimes even build them there. (Ruzsa, 2018) 

 

 

2.1.1 Gen Z in the workplace 

In the current labor market (2025), four generations work together, yet the consequences of 

generational differences are rarely taken into account in teamwork. Since this generation has a 

huge amount of information at its disposal thanks to the internet, they are more analytical in 

their decision-making than previous generations. Unlike Generation Y, they do not believe in 

joint success, but prefer to work independently. When members of Generation Z enter the labor 

market, they expect a flexible career path. Due to their young age, they want to experience 

different jobs, rather than settle for one job for the rest of their lives, like members of Generation 

X and baby boomers. This makes them much more optimistic and aware of their potential, so 

they can easily switch jobs between companies. (Magano, Silva, Figueiredo, Vitória & Dinis, 

2020) 

 

For Generation Z, the ideal workplace is one that is characterized by management expertise, 

diverse work tasks, and flexibility. Furthermore, collegial relationships are important to them, 

which make them feel that they are capable of developing and are recognized. They are attracted 

to a good atmosphere in the workplace. Recognition at work makes them willing to work harder 

to achieve their goals. Generation Z members are highly sensitive to the identity, development 

and learning opportunities provided by the company. (Dr. Fodor, Dr. Jäckel & Nagy, 2017) 

 

3. Research 

In my research, I wanted to examine the emotional intelligence of full-time students of the 

Faculty of Economics of Ferenc Gál University. All of the individuals participating in the 

research were born between 1995 and 2009, thus belonging to the Generation Z group. Since 

the gap between individuals belonging to the Generation Z group is 15 years, I wanted to 

examine the emotional intelligence level of students of different ages and majors. My research 

also aimed to assess gender differences using different scales of emotional intelligence. 



Since the members of this generation are the youngest generation (2025) currently present in 

the labor market or will be the youngest soon, I considered it important to examine their level 

of emotional intelligence using 15 scales, with which they work in the labor market and will 

work in the future. I believe that with this information, the members of Generation Z will 

understand themselves and others more easily, and they can also help the members of the older 

generation to understand the behavior of the members of Generation Z. Based on the 

information collected, it can also help in performing their work more effectively. I formulated 

five hypotheses regarding the questions of my research: 

 

 

H1: Women have a higher level of emotional intelligence than men. 

H2: The youngest students have the lowest level of emotional intelligence. 

H3: The interpersonal scales of students majoring in business and management are higher 

than those of students majoring in technical management. 

 

3.1. Research method 

The questionnaire I used was the Bar-On Emotional Intelligence Questionnaire, which 

consisted of 121 questions. The 121 questions belong to 5 main scales, which can be further 

divided into 15 subscales. In the first part, I asked demographic data, which were gender, major, 

and age. I wanted to determine the differences between genders, what gender differences can 

occur within the 5 areas of emotional intelligence. This was followed by mapping the 

differences by major, which is which majors are stronger in certain qualities, such as empathy 

or problem solving. I also wanted to measure whether there is a relationship between age and 

emotional intelligence levels in students belonging to the Generation Z group. 

 

      3.2 Evaluation and analysis of results 

A total of 119 students completed the questionnaire, all of whom belong to the Generation Z 

group and are active full-time students at the Faculty of Economics of Ferenc Gál University. 

In the fall semester of 2025, 178 students will officially continue their studies actively, which 

means a participation rate of 66.85 in completing the questionnaires.  

At the Faculty of Economics of Gál Ferenc University, students could choose from 3 majors: 

economics and management, finance and accounting, and technical management. The majority 

of respondents were students majoring in finance and accounting, or economics and 



management. There were 60 respondents studying economics and management, which made 

up the vast majority, 51%, of the respondents. This was followed by the distribution of students 

majoring in finance and accounting, which was 48, which meant 40%. Finally, there were only 

11 respondents majoring in technical management, thus making up 9% of the group. 

Of the women, 78 completed the questionnaire, while 41 men completed it. This shows that the 

vast majority of respondents (66%) were women.  

 

 

3.2. Hypotheses 

 

 

In my first hypothesis, I assumed that women have a higher level of emotional intelligence than 

men, because women are on average more empathetic than men due to evolution. The data 

obtained from my questionnaire research and the results of that research showed that women 

have a higher level of emotional intelligence than men, and even slightly lower. This showed a 

difference of 0.16 points in terms of values, which cannot be considered significant. Thus, this 

hypothesis of mine was not confirmed based on the results obtained.  

 

 

 

 

 



 

In the diagram below, I calculated the average of the components of emotional intelligence, 

thereby obtaining the total emotional intelligence values. The diagram I created shows that the 

emotional intelligence level of the oldest people participating in the research reached the highest 

score of 4.01 compared to the maximum of 5.00. Although it can be stated that the level of 

emotional intelligence is not directly proportional to the number of years. The lowest level of 

emotional intelligence was not obtained by 18-year-olds, but by 22-year-old students with a 

value of 3.32. The aforementioned 18-year-olds are the youngest members of the Generation Z 

group I examined, receiving a value of 3.6, as well as the 19-year-olds. This is followed by 20-

year-olds with a slightly higher score than the previous ones, with a value of 3.64. The lowest 

value was observed among 22-year-olds with a value of 3.32. There was another increase in the 

23-year-olds, who scored 3.76. The second highest score was for the 25-year-olds, who scored 

an average emotional intelligence level of 3.93 out of a maximum score of 5.00. No responses 

were received from the 26- and 27-year-olds. Thus, this hypothesis of mine was not confirmed 

based on the results obtained.  

 

 

 

 



 

 

In my last hypothesis, I assume that the interpersonal scales are higher for students 

majoring in business and management than for students majoring in technical management. 

My hypothesis does not hold up, as based on the results obtained, it can be said that in the case 

of students majoring in technical management, the interpersonal scale (empathy, social 

responsibility and interpersonal relationships) is the highest. My hypothesis stems from the fact 

that in the field of business and management, students are given more emphasis on leadership, 

communication and the development of presentation skills. In my opinion, the result obtained 

can be explained by the fact that in the case of students majoring in technical management, 

there are also - albeit not to a large extent - management-related subjects that help develop their 

interpersonal skills. 

 

Conclusions 

In the following concluding chapter, I would like to summarize my research findings, which 

can help us understand the emotional abilities of Generation Z and other generations, such as 

reality sensing, problem solving, and optimism. I believe that this information can help us to 

better manage conflict and thrive in the workplace. Since this generation has only recently 

entered the workforce, I assume that the previous generation currently has less information 

about how to best work with Generation Z employees and how to build teamwork. I believe 

that my research can help managers and HR professionals respond more empathetically to the 

work needs of the younger generation. 



My research also revealed that age is not directly proportional to emotional intelligence level, 

which also only confirmed that emotional intelligence can be developed. So we cannot conclude 

that an individual has an emotional intelligence level based on their age alone. 
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