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[bookmark: _Toc195732396]1. Introduction
The need for emotional intelligence in leadership and maintaining a working environment has grown in recent years. According to Singh et al. (2024), “Emotional intelligence (EI)” revolves around one’s capability to comprehend thoughts and emotions and track them in oneself and others. It was first coined by Salovey and Mayer back in 1990. In a workplace context, EI fosters relationships, actively helps in easing tensions, and aids in building collaborative spaces. In Saxena's (2025) evaluation, the workplace is a multi-faceted domain where diverse cultures coexist. EI plays an increasing role when there is a need for empathy and positive communication, especially with regard to attaining productivity and employee satisfaction. Unlike other skills an employee is trained in at work, emotional intelligence is essential for stress management, interactions with others, and for maintaining a conducive workplace environment.
This report focuses on Clarke’s case, who has recently been hired as a supervisor at FAYE Inc., a company with a multicultural workforce. A resident of Texas, Clarke's lack of workplace etiquette creates cultural problems in the office environment. His use of the term “my love” to address female colleagues has offended some employees in the UK. Moreover, his interaction with a visiting Chinese team by using English names and avoiding small talk demonstrates his ethnocentrism. Clarke’s actions have already demotivated staff, raising questions about his EI and his preferred style of leading.  
This report aims to analyse the impact and integration of emotional intelligence in a workplace setting, with particular attention to FAYE Inc.’s Clarke case. It intends to focus on two major EI models that could help him improve his relationships with subordinates and leadership skills. In addition, the report will analyse the impact of culture on emotional intelligence and provide some related conclusions for FAYE Inc. on how to develop emotional intelligence across the organization.
[bookmark: _Toc195732397] 2. Emotional Intelligence in the Workplace and FAYE Inc.
Emotional Intelligence- EI encompasses the ability to recognize, comprehend, and manage one’s own emotions and act appropriately to the feelings of other people (Elfenbein, and MacCann, 2017). It is composed of several important elements such as self-awareness, self-regulation, drive or motivation, empathy, and sociability. In the organizational context, EI influences positively the quality of relationships, conflict resolution, and cooperation and inclusion at work. EI leaders can encourage their teams better, cope with stress, react to evaluations constructively, and deal with different people and working cultures (Hill, and Mahmood, 2023). EI has become essential for effective leadership as well as organizational prosperity with the growing complexity and diversity of the modern workforce.
In Faye Inc., emotional intelligence is important to the company because of its international operations and multicultural workforce. Clarke’s appointment as a new supervisor has, perhaps unwittingly, highlighted an issue of EI gaps at the management level. Referring to female subordinates as “my love” while looking at them is certainly not Texan, but for Clarke it was no doubt acceptable. In the UK however, this is regarded as condescending and unprofessional. That displays a lack of social awareness or cultural sensitivity, both of which are fundamental underpinnings of EI. Also, it demonstrates far greater ignorance when he makes an effort to communicate with Chinese visitors by asking them to give themselves “English” names. In Chinese culture, names are deeply symbolic and associated with one's heritage so such a request could be seen as dismissive or ethnocentric as Wang, Na, and Tang (2024) argue.
Another challenge is in Clarke’s communication style, which has been characterized as inflexible, algorithmic, and devoid of small talk. It is no doubt that productivity is paramount, but disregarding social interactions is detrimental on more than one level as team spirit, trust, and collaboration are requisites for high-performing teams. In workplaces that prioritize emotional intelligence, social exchange is often a tool for conveying empathy, fostering rapport, or establishing a sense of safety. For that reason, Clarke’s resentment to such interactions paints him as emotionally detached to some, and inaccessible to others. This ultimately drives a growing sense of disengagement among employees who feel shunned or disrespected.
Lack of responsiveness to these social cues and their superficial emotional frameworks manifests in Clarke’s sinking morale among his subordinates. Losing emotional value or disregarding culture diminishes motivation and loyalty. Research further indicates that emotionally intelligent leaders foster higher employee satisfaction, workplace commitment, and team cohesion (Black et al., 2019). The absence of strategy on adapting behaviour and communication to meet team expectations reflects a lack of emotional self-awareness and empathy, two fundamental arms of effective leadership. These constructs also suggest an inability to regulate one’s own emotional response to outgroup feedback or divergent cultural expectations, which deepens the disconnect with the team. The lack of emotional intelligence at FAYE Inc. impacts more than relationships; it hurts organizational performance as well. Employees working under managers who lack emotional intelligence are exposed to heightened levels of conflict, communication breakdowns, and increased attrition rates. Inclusive global cooperation makes FAYE Inc. a culturally diverse organization, and emotionally unintelligent leaders can pose tremendous risks to the business. Everything that Clarke is struggling with demonstrates the need to incorporate emotional intelligence diagnostically beyond the individual level, towards multiple tiers of leadership development culture within the institution.
[bookmark: _Toc195732398]3. Two Emotional Intelligence Models
Models of Emotional intelligence (EI) provide a systematic way to assess and cultivate the emotional competencies of people, especially leaders. In Faye Inc.’s Clarke’s case, applying structured EI models helps explain his behavioural deficiencies and works as a basis for tailored interventions. Two of the most relevant models in this regard are Daniel Goleman’s Five Components of Emotional Intelligence and the Mayer-Salovey-Caruso Ability Model. Goleman’s model predominantly emphasizes on behavioural best practices of competent leaders, while the latter stresses on the underlying cognitive skills involved in emotion processing. Both are particularly applicable to that of Clarke's problems with developing adequate relationships in a diverse workplace.
[bookmark: _Toc195732399]Model 1: Goleman’s Five Components of EI
Daniel Goleman’s Five Components of Emotional Intelligence which emerged in the mid 90s have been influential in leadership studies. He considers self-awareness, self-regulation, motivation, empathy, and social skills as the fundamental constituents of emotional competence within a workplace (Pandey, 2024). Clarke seems to have the most difficulty with self-awareness and empathic concerns. His “my love” salutation to female employees, while conventional in his Texan circles, reveals an inability to construct sensitivity to how language used might be understood in different cultural contexts. That he was astonished by the backlash indicates a gap in emotional self-awareness. Leaders with high self-awareness would appreciate how their actions impact those around them, and are capable of behaving in attuned ways. Clarke’s lack of empathy and assumption that his team would not be uncomfortable in the situation demonstrates a gap in self-awareness and consideration. He seems to have an inability to anticipate or acknowledge the discomfort that many in his team would feel.
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Figure 1: Goleman’s Five Components Model (Bakola, and Drigas, 2020)
Clarke’s communication style – his disinclination to use small talk and propensity to ‘English’ names – reflects a great deal of self-regulation difficulties and inflexibility in social/relational contexts. Cavaness, Picchioni, and Fleshman (2020) posit that leaders must, at the very minimum, manage their emotions, suppress the urge to act on impulses, and blend into different social settings. In this case, Clarke’s inability to accept diverse cultural norms and respond constructively to feedback evidences low emotional control and flexibility. Empathy is also conspicuous by its absence with his treatment of the Chinese delegation. Asserting their English names reflects a concession made by Clarke for the purposes of convenience rather than acknowledging his guests’ cultural deference to their name’s sentimental relevance. In Goleman’s terms, empathy is characterized by versatility in understanding and appropriately responding to emotional stimuli. Clarke’s conduct suggests more than a deficiency in understanding; it is devoid of the basic elements needed to build psychological safety in the group.
As the last element of Goleman’s model, social skills refer to managing interactions and relationships. The filing gap that Clarke leaves regarding the informal aspect of interaction impedes on the development of teams. Polat et al. (2018) argue that informal, social interaction that has little or no work relevance goes a long way in developing trust and cooperation within a team. In this case, the type of leadership Clarke practices may create emotional gaps which accounts for the low level of morale within the team. He needs to work on such social aspects of his competencies in order to increase his interaction with his team members and therefore, build relationships with them that improve their workplace culture.
[bookmark: _Toc195732400]Model 2: Mayer-Salovey-Caruso Ability Model
Mayer, Salvoy and Caruso have developed an emotions intelligence model called the Ability Model; it describes emotional intelligence (EI) as the ability to process and comprehend emotions instead of behaviourally measuring it as Goleman. EI according to this model consists of four branches: perceiving emotions, using emotion to facilitate thought, understanding emotions and managing emotions (Mayer, Caruso, and Salovey, 2016). Clarke’s behaviour demonstrates considerable gaps in the first and third branches. The absence of recognition of emotional signals presenting, for example, discomfort and dissatisfaction from his subordinates indicates a low level of accurate emotion perception.
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Figure 2: Mayer-Salovey-Caruso Ability Model (Angwaomaodoko, 2024) 
The second part, which is what this paper focuses on, using emotions to facilitate thought, is concerned with integrating emotions in decision making and other cognitive activities (Bușu, 2020). To Clarke, emotions do not factor into leadership decisions because they take a back seat to efficiency and structure. The latter cognitive separation is detrimental as he is unable to anticipate the needs of the team or manage relationships proactively. High EI leaders will interact using emotions; Clarke's emotionally absent manner stimulates detachment and diminished confidence instead.
The understanding emotions branch incorporates analyzing trends, transitions, and causes of emotions. Clarke’s surprise about the feedback regarding his communication style and the feedback on cultural norms reveal a lack of an emotional comprehension. An absence of such understanding is a global concern in an organization like FAYE Inc. where leadership has to actively manage a culturally diverse workforce and appreciate diverse norms and expressions of emotions. Clarke’s peculiar responses to questions about his behaviours, including defensiveness, rather than assuming a candid, curious approach, showcases unemotional problem solving. Employing such reasoning as cathartic acceptance would enable constructive processing of feedback to streamline various aspects of leadership.
Both frameworks discuss the need for specific strategies to promote development in Clarke. Goleman’s model emphasizes the gaps in self-awareness, self-empathy, and interpersonal communication. In comparison, Mayer-Salovey-Caruso’s model focuses the need to perceive the emotions of others and self-regulation at the same time. Theories are applicable in practice by incorporating them in cross-cultural exchange programs, emotional regulation workshops, reflective and journaling sessions, and coaching sessions that focus on integration and change strategies.
[bookmark: _Toc195732401]4. Role of Culture in EI and Mindfulness
In a globalized and multicultural working environment, emotional intelligence (EI) needs to be complemented with cultural intelligence and mindfulness to manage intercultural relations effectively. The force and management of emotions is deeply rooted in the culture. For example, in FAYE Inc., Clarke’s lack of appreciation of emotion-culture interplay has led to low communication effectiveness and low employee morale among the staff. To develop practices of inclusive leadership requires understanding the relationship between culture, EI, and mindfulness.
[bookmark: _Toc195732402]Cross-Cultural Communication Challenges
Cross-cultural communication refers to the transfer of information between people of different cultures, as each person may treat verbal and non-verbal forms of communication in diverse ways. Clarke's communication efforts at FAYE Inc. have been problematic due to his insensitivity towards these differences. To illustrate, the phrase "my love" when directed towards female coworkers might be viewed as affectionate and polite in the Southern United States but in the UK, it is too familiar and is considered inappropriate in a work setting (Trompenaars and Hampden-Turner, 2012). His shock at the subsequent backlash demonstrates a lack of understanding regarding the role of cultural context in shaping one's emotional reactions.
In addition, Clarke's intention to request that his Chinese colleagues adopt English names for easier communication embodies a noteworthy cross-cultural faux pas. In Chinese society, names are tied deeply to family history. Simplifying them for someone else’s sake may be considered a loss of identity or a form of disrespect (Hofstede, 2001). Regardless of the intention, this action reveals a lack of appreciation towards the emotional significance of culture’s symbols something that a culturally intelligent leader would be more aware of.
[bookmark: _Toc195732403]Cultural Intelligence and Mindfulness in Leadership
Cultural intelligence (CQ) refers to an individual's skill in dealing with people from different cultures and working in multicultural environments. These require emotional intelligence, which is a form or alteration of CQ when it comes to working globally. Earley and Ang (2003) defined cultural intelligence as being comprised of cognitive, motivational, and behavioural dimensions. A leader with culturally intelligent leadership is aware of different cultural practices and values, is motivated to engage with them, and adjusts his or her practices and behaviours accordingly.
Mindfulness enhances the development of CQ and emotional intelligence. This requires being fully in the moment and attending to thoughts, feelings, and the environment without judgment (Lundh 2020). From the perspective of leadership being mindful puts into focus the need for self-regulation of one’s behaviour as well as empathy, which are dimensions’ emotional intelligence, and the extent to which a leader is aware of his or her actions in a culturally diverse setting. Fostering mindfulness, for Clarke, would mean being more responsive to cultural feedback and moderating how quickly he acts on his urges. As an instance, rather than dismissing concerns about the language he uses, mindfulness means he would want to stop and think about how his actions would result beyond the immediate impact.
In addition, leaders practicing mindfulness foster psychologically safe environments where employees think they have been listened to as well as valued. Mindfulness assists leaders with overcoming cultural divides by paying attention to the emotional cues of the diverse team members and changing actions in the moment, therefore enabling more inclusive workplace relationships (Ravikumar, and Muralidharan, 2025).
[bookmark: _Toc195732404]Comparison of US vs UK/Chinese Cultural Norms
Besides highlight American, British, and Chinese cultural differences, Clarke’s missteps at FAYE Inc. are quite revealing. For example, in much of the United States, and more so in southern states like Texas, verbal expressions of warmth and friendliness, such as the use of endearments, is considered appropriate and is even encouraged. On the other hand, British culture tends to place a premium on formality and emotional restraint in business contexts. In America, phrases or terms that may be regarded as casual or affectionate may actually be deemed unprofessional or condescending in the United Kingdom (Minkov, and Kaasa, 2021).  
The Chinese business culture shares these views and places high importance on harmony, respect, relationship making, and even honorifics through elaborate greeting rituals.55 The preference of being called by a person’s Chinese name is also about cultural dignity and group identity. Clarke suggesting English names to Chinese counterparts bypasses those cultural norms and reflects an individualistic, Western efficiency-oriented mindset. That approach creates distrust and damages the working relationship with the Chinese team who might see such suggestions as disobliging.
By neglecting to understand these cultural distinctions, Clarke, perhaps unwittingly, violates not only social dynamics but also the effectiveness of working together on projects. A leader with emotional and cultural intelligence would understand the importance of learning about cultural preferences and therefore put them to good use by interacting in ways that show respect for values and adjusting actions accordingly.
[bookmark: _Toc195732405]5. Recommendations for FAYE Inc.
In order to mitigate the emotional and cultural difficulties impacting FAYE Inc., it is critical that the company undertakes the work of cultivating emotional intelligence (EI) and mindfulness throughout all levels of the organization. Considering the diverse demographic composition of the company, and the increasing demands of caring leadership, FAYE Inc. needs to institutionalise the development of practices meant to enhance empathy, self-awareness, understanding others, and emotional control.
[bookmark: _Toc195732406]Implementing EI and Cultural Competency Training
Emotionally intelligent workplaces can be created through training interventions. FAYE Inc. should implement regular workshops and seminars that orient employees and leaders to the basics of EI. These sessions should include concepts like self-awareness, emotional control, empathy, and social interaction. For some clients like Clarke, tailored coaching can help address behavioural blind spots and enhance relationship skills. Research shows that focused EI training greatly improves leaders’ efficiency, teams’ integration, and employees’ satisfaction (Black et al., 2019).
At the same time, cultural competence training is needed to make all employees and managers sensitive to cultures, modes of communication, and values of different regions. This kind of training is important in addressing stereotypes and promoting respect for diversity and cultural misunderstandings. As Siripipatthanakul, Sitthipon, and Jaipong (2023) highlight, cultural intelligence is a prerequisite for success in contemporary globalized organizations. Provided to these staff members, these competencies would allow FAYE Inc. to mitigate risks associated with using insensitive practices while promoting inclusivity in the organizational environment.
[bookmark: _Toc195732407]Mindfulness and Inclusion Strategies
Mindfulness, along with other core practices, ought to be a central focus in the workplace. Professional development seminars can include, but are not limited to, group meditation, reflective journaling, and short-day breathing exercises (Decker et al., 2019). These activities have been proven to improve emotional self-regulation, decrease stress levels, and enhance empathy. A leader practicing mindfulness can listen without judgment, manage difficult conversations, and respond rather than react, providing a more thoughtful answer. 
FAYE Inc. can also advance inclusion by allowing multicultural teams to share their experiences, values, and cultures through lunch-and-learn sessions or designated cultural awareness days. This fosters an appreciation for different cultures and builds interdepartmental relationships and bridges gaps. Inclusion is not a single initiative; it is an ongoing effort that needs to be integrated into the organizational culture.
[bookmark: _Toc195732408]Fostering Psychological Safety
To fully leverage the benefits of emotional intelligence and mindfulness, creating a psychologically safe workplace is of utmost importance. Employees’ psychological safety concerns the extent to which employees believe that they can freely express themselves and share their ideas without the threat of embarrassment or retaliation (Edmondson, 2018). For instance, leaders like Clarke need to be trained in active listening, as well as how to embrace critique and demonstrate inclusivity. Managers need to, as a matter of routine, seek input, foster conversation, and respond non-punitively to error. These approaches strengthen trust, which fosters the development of emotional and cultural intelligence.
Establishing employee assistance programs, mentorship programs, and mechanisms encouraging anonymous reporting enables staff to voice concerns and seek assistance without fear. FAYE Inc. could also consider including emotional intelligence and inclusivity within the framework of performance evaluations and leadership assessments to ensure these aspects are valued and incentivized.
[bookmark: _Toc195732409]6. Conclusion
This report examined the importance of emotional intelligence and mindfulness for effective leadership in the diverse workplace scope. Focusing on the case of Clarke at FAYE Inc, the study found that deficits in self-awareness, empathy, and cultural awareness profoundly undermine employee engagement, communication, and inclusivity. The analysis of these behavioural issues through the application of two leading EI models that are Goleman’s Five Components and the Mayer-Salovey-Caruso Ability Model became illuminating because many of these issues were systemized by lack of development in the areas of emotional control and cultural empathy.  
In addition, the report analysed the impact of culture on the expression of emotions and relationships among people. Studying Americans, Brits, and Chinese norms and values revealed that effective leaders not only need high levels of emotional intelligence but also need to be very aware of cultural contexts. Although Clarke intended to lead a multicultural organization effectively, his leadership approach was far too rigid and lacked the necessary multicultural adaptability and atonement.
To tackle these issues, the incorporation of EI and cultural competence trainings, mindfulness exercises, and methods aimed at enhancing psychological safety were suggested. These measures can assist FAYE Inc. in developing an environment that appreciates diversity, fosters emotional intelligence, and encourages intra-organizational inclusivity. In the end, incorporating EI and mindfulness practices will allow FAYE Inc. to fortify its organizational culture, ensuring enduring success in an emotionally nuanced, globalized environment.
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+ Emotional Intelligence (EI) is the ability to understand, manage, and express emotions effectively while recognizing emotions in others (Lima,
Spahi, and Shala, 2022

1 worked for two years in a women's prison in Brazil (S3o Paulo). At the time, | was fini al work degree. It was something | enjoyed
doing, but at the same time, | felt very scared and insecure when | entered the prison. However, talking to the inmates helped me understand
them and learn a lttle about their stories. It was from there that | began to understand my anxiety problem, because | wanted to hear more
stories and try to understand what motivated them to be in that situation.
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1. COMMUNICATION 1. EMPATHIZE WITH OTHERS

El has improved my Communication skills by enabling me * | put myself in those women's shoes, trying to imagine what they were going

to understand and respond appropriately to others through, away from their children.

‘emotions.

2. LISTEN OTHERS

2. DECISION MAKING .
| I 'listened attentively to each of their stories and the reason why they were
| El allows me to consider both emotions and logic when arrested and how much they missed their families.

making decisions, resulting in more balanced and

inforfhed choices. 3. PROTECT YOURSELF FROM MANIPULATION

BB e, tigeaisé cespite eing® QUER 8 rrother andie Bliman belis

Managing stress and emations effectively contributes to they made mistakes and should pay for those mistakes. ‘

greater emotional stability and overall well-being
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1. ACKNOWLEDGE THE SITUATION
« Itrytofind out the true reason and motive for the situation you find yourself in, without judging or making any decision.
2. EMPATHIZE WITH OTHERS FEELINGS

+ | could understand when these women were not feeling well or when they were happy too. By the sadness or sparkle in their eyes
or by their body language.

3. FEEL CERTAIN AND CONFIDENCE

= Atfirst | was scared, because | had never been inside a prison before. Over time | became more certain and confident about what | wanted
and liked to do.

* This module helped me better understand and manage my emotional intelligence and control my anxiety. | hope to improve even more.





