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1. [bookmark: _Toc193287182]INTRODUCTION
Emotional intelligence (EI) stands as an essential factor for organisational success within today's fast-paced business environment. The current state of complex economic uncertainties combined with changing workforce dynamics and global expansion makes effective emotional management an absolute necessity for employees and leaders. In the workplace emotional intelligence combines self-awareness with self-regulation along with motivation and empathy and social skills which together bring substantial benefits to productivity teamwork and decision-making processes (Stein & Book, 2011).
The report investigates why emotional intelligence is becoming critical for modern organisations and outlines ways to develop emotionally intelligent employees. The discussion showcases how emotional intelligence improves business performance through enhanced leadership and communication by combining Daniel Goleman’s Emotional Intelligence Model with the Mayer-Salovey Four-Branch Model and competency-based leadership theories (Chopra & Kanji, 2010).
The report examines the practical methods for cultivating emotional intelligence skills in employees through training programs alongside leadership coaching and changes in organisational culture. The report highlights how emotionally intelligent leaders strengthen management communication through their superior abilities to manage conflicts and motivate teams while promoting organisational resilience during changes.
This report demonstrates the strategic advantages of prioritising emotional intelligence in business. Organisations that cultivate emotionally intelligent employees will benefit from higher engagement levels, reduced workplace stress, and the development of a more adaptable and innovative corporate culture. 
2. [bookmark: _Toc193287183]OVERVIEW OF THE CHOSEN ORGANISATION - Schneider Electric Global UK
The report examines Schneider Electric Global UK which operates as a leading multinational enterprise in the field of energy management and automation solutions. Schneider Electric employs more than 135,000 professionals worldwide to deliver sustainable energy solutions across various industries such as buildings and data centres. Through its innovative technologies the company drives digital transformation and sustainability by assisting businesses to optimise energy usage while reducing their carbon footprint (Schneider Electric, 2024).
[bookmark: _Toc193287184]2.1 Internal Organisational Environment
Schneider Electric Global UK operates in a highly competitive and dynamic industry which demands a strong internal organisational structure to support efficiency and innovation. The company operates with a decentralised management strategy to ensure global team agility and enhanced collaboration. The company's organisational culture emphasizes sustainability and digital transformation alongside diversity to create an inclusive workplace that encourages innovative thinking (Robert, et.al., 2020).
[bookmark: _Toc193287185]2.2 Current Challenges
Schneider Electric maintains strong capabilities but struggles with internal issues that affect employee performance and organisational effectiveness. The main challenge involves maintaining a unified corporate culture as employees operate from various global locations (Hofstede, 2001). Remote and hybrid work arrangements pose significant challenges to sustaining employee connection and shared organisational purpose (Gajendran & Harrison, 2007). Digital communication tools enable virtual collaboration, yet they also create challenges including miscommunication along with reduced informal interactions which threatens employee morale (Leonardi, Treem, & Jackson, 2010). The increasing expansion of Schneider Electric highlights the growing importance of leadership that understands and manages emotions. Leadership effectiveness in global organisations demands both technical expertise and strong interpersonal abilities such as self-awareness, empathy, and adaptability (Moon, 1999). Senior executives and managers must now lead diverse teams from a distance which makes emotional intelligence vital for building trust and resolving conflicts while keeping teams motivated (Goleman, Boyatzis, & McKee, 2013).
Schneider Electric has experienced both benefits and difficulties due to the transition toward remote and hybrid work models. Flexible working arrangements offer employees greater autonomy and improved work-life balance but also create concerns about collaboration effectiveness, productivity levels, and organisational cultural cohesion (Bloom et al., 2015). The company needs to implement innovative strategies that help employees manage stress while improving virtual communication and maintaining team unity (Bailey & Kurland, 2002). The changing nature of work has resulted in increased focus on employee well-being and mental health. The combination of heavy workloads with digital exhaustion and unclear work-life separation makes it difficult to protect the health balance of employees. Business leaders need to apply emotional intelligence training with mindfulness programs and leadership support to achieve enduring employee satisfaction and productivity (Sonnentag, 2012). Schneider Electric operates as a global leader in energy management and automation yet struggles with persistent competition in attracting top-level professionals. Organisations need to prioritise learning opportunities and career progression to keep skilled professionals and attract new hires. The company search for to build long-term employee retention through a fulfilling work environment achieved by integrating emotional intelligence into their leadership development and performance management strategies (Marsh, et.al., 2022).

[bookmark: _Toc193287186]2.3 Why Schneider Electric Global UK is a Suitable Case Study for Exploring Emotional Intelligence in the Workplace
Schneider Electric Global UK serves as an ideal case study for exploring emotional intelligence in the workplace due to several key factors that make the company’s organisational environment uniquely positioned to benefit from emotional intelligence (EI) strategies (Hofstede, 2001). The multinational company Schneider Electric faces difficulties with communication, collaboration, and leadership because of its wide-reaching global operations and multicultural workforce. The management of cultural diversity and establishment of trust with remote team members depends heavily on emotional intelligence to create strong professional connections (Goleman, 1998). To succeed in the competitive energy management and automation industry organisations must develop effective leadership and teamwork. Individuals who practice emotional intelligence benefit from improved adaptability and resilience while developing stronger emotional self-regulation through stress management and strategic decision-making capabilities. Using emotional intelligence as a priority will improve leadership abilities and team interactions which leads to better business results and higher innovation (Goleman, Boyatzis, & McKee, 2013).
The company acknowledges the essential role of soft skills such as emotional intelligence and mindfulness within the fast-evolving business environment. The organisation currently focuses on embedding EI into its corporate culture and including it in leadership development programs alongside employee engagement projects. The company's initiatives support their larger objectives of maintaining employee wellness while retaining talent and building a positive workplace culture (De Vos & Meganck, 2009).
3. [bookmark: _Toc193287187]KEY MODELS OF EMOTIONAL INTELLIGENCE
3.1 [bookmark: _Toc193287188]Goleman’s Emotional Intelligence Model

The Emotional Intelligence Model developed by Daniel Goleman stands as one of the leading frameworks that explain how emotions influence both personal growth and career advancement. According to Goleman emotional intelligence (EI) extends past the basic concepts of emotion understanding and management. Emotional intelligence requires leveraging emotional awareness to improve relationships with others as well as to reach personal and professional objectives (Goleman, 1995). The model consists of five main elements that help people develop emotional skills for different situations.
The first component called self-awareness requires individuals to identify their emotions and understand their impact on other people. Self-awareness acts as the basis of emotional intelligence because it allows people to understand their emotions and how these emotions impact their choices and interactions with others. A clear understanding of one’s strengths and weaknesses through self-awareness enables personal development while improving how one connects with others (Goleman & Seeman, 1998).
The second component focuses on self-regulation which requires people to control their emotions appropriately when faced with difficult or tense situations. This emotional intelligence skill enables individuals to keep their composure and think logically to maintain control of their responses instead of acting on impulse. Through self-regulation people develop flexibility and strength to deal better with life's changes and challenges while keeping their emotions under control (Goleman, 2006).
The third component of this framework involves the use of emotional mechanisms to achieve goals while sustaining strong dedication and enthusiasm. People with strong emotional intelligence maintain their focus on long-term goals through their persistent drive. Through their emotional awareness people maintain motivation which enables them to tackle challenges with purposeful drive resulting in both work and personal goal accomplishments (Goleman, 2006).
The fourth component of emotional intelligence called empathy requires people to recognise and share others' emotional experiences. Empathy means understanding others' emotions and reacting to them with suitable compassionate responses. Establishing trust and promoting collaboration while resolving conflicts successfully in personal and professional situations depends on this fundamental principle (Goleman & Seeman, 1998).
Social skills include the capacity to develop and sustain positive relationships while communicating effectively and directing social interactions toward constructive results. Effective teamwork and leadership as well as successful networking require strong social skills. Proficient social abilities help people to manage intricate social interactions while resolving arguments and positively affecting others which leads to productive relationships and teamwork across all environments (Goleman, 2006).
3.2 [bookmark: _Toc193287189]Mayer and Salovey’s Four-Branch Model

The Mayer and Salovey Four-Branch Model of Emotional Intelligence presents a systematic hierarchical framework for analysing emotional intelligence. The model divides emotional intelligence into four distinct branches that represent separate elements of emotional processing. Each branch supports the next and integrates cognitive skills with emotional capabilities to establish a full framework of emotional intelligence (Grunes, et. al., 2014).
In the Mayer and Salovey model emotional intelligence begins with the ability to perceive emotions. The primary branch of the model examines how individuals identify both their own emotions and those of others. This branch requires individuals to accurately detect emotional signals through facial expressions, body language, tone of voice and physiological responses. The skill to recognise emotions plays an essential role in understanding emotional impacts on thoughts and behaviours which helps people manage social interactions with better proficiency (Mayer, et. al., 2004).
This second branch employs emotions as tools to drive cognitive processes. This process uses emotional inputs to improve cognitive functions and assist in decision-making. Emotions serve as a resource that enables individuals to organise their tasks better while also offering solutions to problems and guiding them towards more knowledgeable decisions. When people understand how emotions influence their thinking patterns, they become better able to manage situations more consciously while adapting to new changes effectively (Grunes, et. al., 2014).
Understanding emotions as the third branch focuses on the comprehension of how emotions progress through different patterns and transitions and what causes them. The process includes tracking the development of emotions over time and establishing the reasons for emotional responses along with understanding the interplay between different emotions. Understanding emotions at a deeper level enables individuals to foresee emotional responses in themselves and others thereby improving emotional control and making decisions with greater care (Mayer, et. al., 2004).
Emotion management constitutes the ultimate branch of the model. The process requires individuals to control their emotions within themselves and during their interactions with others. People must manage their emotions by modifying responses to match their own goals and values as well as social norms. By managing their emotions people can navigate tough situations with composure and efficiency without letting their feelings obstruct their progress or harm relationships. This ability enables people to maintain composure when under stress while simultaneously creating positive relationships across all areas of life (Mayer, et. al., 2004).
[bookmark: _Toc193287190]3.3 The Relevance of Goleman’s Emotional Intelligence Model at Schneider Electric Global UK
The Emotional Intelligence Model created by Goleman provides significant benefits to Schneider Electric Global UK through its emphasis on emotional understanding and management while promoting emotional expression. Employees and leaders benefit from this model because it provides them with tools to manage interpersonal relationships and stress while boosting productivity in fast-paced business environments (Goleman & Seeman, 1998).
Self-awareness and decision-making abilities enable Schneider Electric employees to effectively manage complex scenarios in their global operations. Because Schneider Electric functions in a rapidly transforming competitive market the ability to self-regulate and adapt remains critical. When people maintain their composure during stressful situations, they gain the ability to make clear decisions which allows them to manage stress and adjust to new environments thereby maintaining business operations and fostering innovation (Goleman, 2006).
The achievement of goals combined with employee motivation function as fundamental elements for Schneider Electric's success because driven employees maintain their work passion to overcome obstacles and achieve both personal and corporate objectives which leads to business expansion. The success of Schneider Electric depends on leadership and empathy because these elements build trust while establishing a positive organisational culture and improve collaboration. Leaders who exhibit empathy successfully sustain team morale across global teams meanwhile strong social abilities such as effective communication and conflict resolution enable smooth collaboration across varying time zones and cultural boundaries.
Goleman's Emotional Intelligence Model holds significant applicability for Schneider Electric Global UK because of its intricate and ever-changing operational environment. Schneider Electric stands to gain competitive advantages globally by embedding emotional intelligence into its workplace culture to strengthen leadership and teamwork while boosting employee performance which helps maintain adaptability and resilience (Goleman, 1995).
4. [bookmark: _Toc193287191]THE IMPORTANCE OF DEVELOPING EMOTIONAL INTELLIGENCE IN THE WORKPLACE
Organisations need emotional intelligence (EI) to maintain stability and resilience to thrive during economic volatility due to market fluctuations, technological disruptions, and political uncertainty. Successfully navigating complex situations requires the ability to regulate emotions while staying flexible and making informed decisions through emotional awareness. Emotional intelligence (EI) assists leaders and staff members in handling stress while managing interpersonal conflicts and adapting to fast-paced business environment changes. In times of uncertainty high emotional intelligence enhances decision-making and critical thinking skills when facing pressure (Goleman, et.al., 2017). Organisations that practice emotional intelligence demonstrate greater agility in responding to changes because their employees can manage unpredictability and changing tasks more effectively. The development of emotional resilience through EI enables employees to perform well under difficult conditions which becomes essential for sustaining organisational stability and gaining competitive advantages (Cherniss, 2010).
[bookmark: _Toc193287192]4.1 The Relationship Between EI, Effective Management Communication, and Business Advantage
Emotional intelligence serves as a fundamental component of successful management communication. Leaders who demonstrate high emotional intelligence can both manage their own emotional responses and show empathy towards other people (Al Thawabieh, 2024). Emotional awareness improves leaders' skills in delivering clear messages while actively listening and connecting with employees at meaningful levels. Emotionally intelligent leaders establish work environments that thrive on trust, teamwork and transparency making these factors vital for successful communication (George, 2000).
Leaders who exhibit high emotional intelligence deliver messages filled with empathy during organisational changes or crises to reassure employees while addressing their concerns. This method communicates information to employees while simultaneously providing support to them which leads to enhanced morale and engagement. Emotional intelligence-powered communication enables employee alignment with organisational goals and vision which boosts business performance and builds a positive corporate culture (Bar-On, 2006).
[bookmark: _Toc193287193]4.2 Examples from Schneider Electric Global UK 
Schneider Electric Global UK stands out in the energy management and automation solutions sector by showing how emotional intelligence contributes to business achievement. To achieve innovation and sustainability goals employees must collaborate effectively in remote and hybrid work settings according to company standards. Teams require emotional intelligence to stay unified and dynamic while keeping motivation levels high across physical distances (Bar-On, 2006).
Schneider Electric’s leadership team uses emotional intelligence principles to achieve effective communication with their global workforce. The organisation used emotional intelligence techniques to manage employee worries related to work-life balance and mental health during remote work in the COVID-19 pandemic. Leaders showed empathy towards employees while providing flexible support for their remote work challenges. Transparent communication practices both preserved employee engagement and reduced stress levels while strengthening the company’s resilience throughout difficult times (Al Thawabieh, 2024). 
Through its leadership development programs emphasising emotional intelligence Schneider Electric prepares its leaders to effectively manage high-stakes situations and convey information efficiently. The company benefits from increased competitive advantage through its focus on emotional intelligence which enables leaders to inspire teams better and drive innovation while building robust client relationships thus ensuring Schneider Electric's sustained success in unpredictable markets (George, 2000).
5. [bookmark: _Toc193287194]APPLICATION OF EMOTIONAL INTELLIGENCE MODELS TO SCHNEIDER ELECTRIC GLOBAL UK
[bookmark: _Toc193287195]5.1 Current Emotional Intelligence Landscape at Schneider Electric Global UK
Schneider Electric Global UK which operates as a multinational company in energy management and automation solutions has encountered several obstacles concerning remote work execution, cultural diversity management and leadership efficiency. The company's progression through multiple business challenges reveals an ever-growing need for emotional intelligence development (Goleman, 1995). Emotional intelligence development becomes essential for sustaining strong communication and collaboration and keeping employees engaged when teams operate remotely across global locations. EI strategies which address cultural differences must enable leaders to inspire their teams while building a workforce that remains adaptable and resilient (Mayer, et. al., 2004).
[bookmark: _Toc193287196]5.2 Implementing Goleman’s Model at Schneider Electric Global UK
Schneider Electric finds Daniel Goleman’s emotional intelligence framework extremely applicable because of its worldwide operations and multicultural staff. The company implemented significant emotional intelligence (EI) development programs throughout its leadership and employee base to create a cohesive and adaptive workplace (Goleman, 1995).
Through leadership training Schneider Electric delivers customised coaching sessions for managerial staff and top executives. This training program investigates Goleman's components of self-awareness together with self-regulation. Leaders should learn to pinpoint their emotional triggers to understand the influence their reactions have on teamwork. Leaders who improve their self-awareness achieve better control over their emotions to stay calm during stressful situations and establish a supportive atmosphere for their teams. Through their behaviour leaders establish standards for emotional regulation and effective organisational communication (Goleman, 1995).
Schneider Electric runs empathy workshops to enable employees to apply empathy through practical real-world situations. The workshops employ role-playing activities which allow employees to experience their colleagues’ perspectives and develop a richer understanding of diversity. An internal project conducted recently required cross-cultural teamwork between employees from multiple global locations who worked collaboratively to learn about each other’s cultural differences. The training program develops employees' social skills while building trust and enhancing cross-time zone and cross-cultural collaboration which supports essential global company operations (Gunz, 1983).
Schneider Electric has launched emotional regulation programs which train employees to manage stress while controlling impulses and developing personal resilience. Employees join resilience-building workshops whenever the company experiences high-stress events such as product launches or financial year-end. Participants learn valuable methods through these programs to manage stress while keeping their attention on their long-term objectives and staying optimistic during difficult times. Schneider Electric establishes a strong employee base through these programs which enables them to manage stress effectively and deliver peak performance in both routine activities and critical situations (Bar-On, 2006).
Implementing Goleman’s EI model at Schneider Electric creates distinct opportunities for leadership development enhancement as well as team cohesion improvement which results in higher employee engagement levels. Schneider Electric implements EI frameworks in their leadership and employee development programs to create a workforce that masters communication and global collaboration while effectively managing challenges which translates into substantial business benefits (Cherniss, 2010).
6. [bookmark: _Toc193287197]CRITICAL EVALUATION OF GOLEMAN’S EMOTIONAL INTELLIGENCE MODEL
The Emotional Intelligence model developed by Daniel Goleman receives wide acclaim for its practical use in professional environments which is particularly evident in global companies such as Schneider Electric. Goleman’s model stands out because of its easy-to-understand framework. The model consists of five components which include self-awareness, self-regulation, motivation, empathy and social skills that remain simple and relatable for leaders and employees to implement in development programs (Goleman, 1995). The model gains significant effectiveness within corporate environments that rely on transparent and implementable frameworks (Cherniss, 2010). According to Goleman’s (1995) model emotional intelligence stands central to leadership development which matches Schneider Electric’s focus on creating leaders skilled in emotional intelligence to manage diverse teams and promote cross-cultural collaboration. However, the model has its limitations. The absence of empirical measurement methods in Goleman’s model hinders the ability to track progress and measure success in emotional intelligence components. The absence of standardised evaluation methods for EI leads to varying interpretations which creates difficulties for implementation especially within extensive organisations that encompass diverse groups.
[bookmark: _Toc193287198]6.2 Comparison with Other EI Models and Their Applicability
Goleman’s emotional intelligence model exhibits advantages and disadvantages when viewed alongside other frameworks like Mayer and Salovey’s Four-Branch Model. The model developed by Mayer and Salovey provides a rigorous scientific structure for analysing emotional processing. The model segments emotional intelligence into four specific branches which are perceiving emotions, using emotions to facilitate thought, understanding emotions and managing emotions to create a structured method for evaluating emotional intelligence (Mayer, et. al., 2004). The scientific foundation of this model proves highly valuable for academic research and provides greater insight into emotional effects on cognitive functions. Organisations face implementation difficulties because the model needs reliable assessment tools that often pose large-scale implementation challenges (Zeidner, et.al., 2012). Organisations such as Schneider Electric need direct connections between emotional intelligence models and business outcomes like productivity and employee engagement which Mayer and Salovey’s model does not provide. Bar-On’s model adopts a holistic perspective which covers extensive emotional and social competencies. The comprehensive nature of this model provides extensive insight into emotional intelligence but makes practical application difficult within corporate settings when essential workplace skills such as communication, leadership and team collaboration should be the main focus (Bar-On, 2006). Goleman’s model stands out as the most suitable choice for Schneider Electric because it targets leadership and people skills while maintaining strong corporate acceptance (Goleman, 1995).
7. [bookmark: _Toc193287199]RECOMMENDATIONS AND IMPLEMENTATION PLAN
To foster an emotionally intelligent workforce, Schneider Electric should implement targeted training programs for managers to develop self-awareness and empathy together with emotional regulation skills (Goleman, 1995). Leaders will gain the capability to control their emotions and their teams through this initiative which will enhance both communication and decision-making processes. The organisation plans to launch employee wellness programs which include mindfulness training and stress management to enhance staff emotional regulation and build resilience. Implementing cross-cultural EI training will improve the organization's global workforce capabilities through enhanced cultural empathy and understanding (Zeidner, et.al., 2012). 
Schneider Electric must insert EI assessments as a standard practice both in recruitment processes and in regular performance reviews. The company will gain the ability to identify top candidates who demonstrate strengths in empathy and effective communication along with conflict resolution capabilities. Organisations can create peer mentoring programs that focus on developing emotional intelligence. Organisations can use AI emotional intelligence analytics to monitor workplace EI and obtain objective data about emotional impacts on team performance (Druskat, et. al., 2013).
Building a high-EI workplace culture requires open communication and feedback systems that create an environment where employees can express emotions and share concerns without fear of judgment. Leaders who focus on emotional intelligence will guarantee that managers and leaders throughout the organisation demonstrate high emotional intelligence behaviours. By integrating EI principles into company policies and employee value propositions organisations show their dedication to emotional intelligence (Paredes-Saavedra, et. al., 2024).
Schneider Electric needs to measure emotional intelligence initiatives' success through employee engagement surveys evaluating workplace satisfaction changes, customer satisfaction metrics measuring the effects of emotional intelligence on client relationships and service delivery quality, and business performance analysis establishing connections between EI enhancements and financial results (Sembiring, et. al., 2020).
8. [bookmark: _Toc193287200]CONCLUSION 

Modern business landscapes demand strong emotional intelligence (EI) for success which proves particularly essential for multinational companies like Schneider Electric. Schneider Electric can develop a workforce that thrives through adversity by focusing emotional intelligence in its leadership development and employee recruitment and training initiatives (Zeidner, et.al., 2012). Implementing EI capabilities like self-awareness and emotional regulation into everyday operations will improve communication effectiveness and decision-making while also strengthening cross-cultural teamwork. Implementing EI programs will strengthen workplace connections and boost both employee involvement and performance results (Paredes-Saavedra, et. al., 2024).
The effectiveness of Schneider Electric's emotional intelligence practices needs continuous monitoring and assessment to enhance their high-EI cultural commitment. The integration of emotional intelligence growth with business goals related to customer connections and operational success will enable Schneider Electric to preserve its market superiority. Embedding emotional intelligence throughout the organization proves essential to long-term organizational success and sustainable growth while serving as a strategic advantage that enhances organisational resilience (Sembiring, et. al., 2020).
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skills by observing colleagues and leaders who demonstrate emotional
intelligence (Goleman & Boyatzis, 2017).

bonds and reaching personal along with
organizational success (Goleman & Boyatzis,
2017).

References

Goleman, D., & Boyatzis, R., 2017, Emotional intelligence has 12 elements. Which do you need to work on. Harvard business review, 84(2), 1-5.
Neubauer, A. C., & Freudenthaler, H. H., 2005, Models of emotional intelligence. Emotional intelligence: An international handbook, 2005, 31-50.
Salovey, P., & Mayer, J. D., 1990, Emotional intelligence. Imagination, cognition and personality, 9(3), 185-211.

e





image1.png




