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Introduction

This paper aims to explore the significance of emotional intelligence in the workplace change and specially in the FAYE Inc. particularly in today's unpredictable climate and enhancing organizational well-being. It will examine the obstacles to sound leadership and the importance of ethical practices. Recommendations will be provided to the FAYE Inc. and the board to ensure the that applying of a suitable emotional intelligence models capable of stabilizing and transforming Clarke situation into a modern leader for long-term success.
In our days to grow professionally individual should have a set of soft skills, such as EI, intercultural awareness, ability for coaching and et.  
Role of EI in the workplace and FAYE Inc. in particular.
Ability to understand, recognize, accept and control own emotions along with the emotions of other individuals call emotional intelligence (Goleman, 2017). EI plays a significant role in diverse organizational workplaces. For the companies who want to succeed and boost their performance EI is fundamental as it affects almost every aspect of work starting from leadership performance to social interactions. (Chemiss and Goleman, 2001) EI can be partitioned to a number of essential elements which support compassion, relationship administration and emotional control. Team leaders with level of EI have better relationship with their staff, identify emotional signals and effectively modify personal leadership approach to fit the internal atmosphere of the company. (Baksh Baloch et al., 2014)
[bookmark: _Hlk197031829]FAYE Inc. is a multinational company where work people from diverse cultural backgrounds EI should have a might positive impact. This misunderstanding had both organizational and interpersonal consequences, resulting in diminished workplace morale and potentially reduced productivity. Clarke's recognition of the issue and recollection of an emotional intelligence training session suggest an opportunity for enhancement. Through the application of emotional intelligence principles, Clarke can initiate the process of restoring trust, modify his communication strategies, and adopt a more broad atmosphere. It is crucial for FAYE Inc. to encourage the development of emotional intelligence within its workforce and leadership to sustain a workplace that is respectful, flexible, and culturally sensitive.
To help Clarke improvement two models of emotional intelligence will be explained and applied: Bar-ON and Mayer-Salovey-Caruso EI test (MSCEIT).
 Discussion of Bar-on emotional intelligence model.
As it was mentioned before FAYE Inc is company with employees with different backgrounds. Situation with Clarke shows how important and essential is EI for the company succeed. Therefore, learning the Diversity Management further helps Clarke in improving his interpersonal relationships and organizational coordination with his counterparts from different cultures through empathy. In 1997 Reuven Bar-On built EI model Bar-ON, which was expanded later in 2016 by Nafukho, Muyia, Farnia, Kacirek, and Lynham. This model will be applied in Clarke case, so we can see how to help him to progress. By Bar-On model: competences, skills, emotional capability and social interactions main components of EI. Bar-On model contains five major categories, in which we will see how Clarke situation can be improved:
[bookmark: _Hlk196562385]Intrapersonal skills – includes self-actualization, independence, self-regard, self-awareness and assertiveness. (Bar-On, 1997) Surprised by negative reaction of female workers called ‘my love’ Clarke appointed that he must increase his self -awareness and expression in workplace grounds. Clarke needs to consider in what way his actions and words fit (or don't fit) with his staff’s emotional and traditional norms. He could prevent inadvertently upsetting people by becoming more adept at identifying and controlling his own emotional reactions.
[bookmark: _Hlk196566987]Stress management – stress tolerance and impulse control – these are main aspects. As Clarce is annoyed by small talks and like to work to a tight schedule, the different style of his team can be frustrating for him. Enhancing Clarke’s ability to regulate stress would enable him to remain composed and adaptable while other people's communication methods diverge. Instead of strictly adhering with his own strategies, it would also enable Clarke to assist others in times of change.
Interpersonal skills – main components are social responsibility, empathy and interpersonal relationships. Firstly, Clarke did not understand how unusually female workers felt, and he lacked recognition that by asking Chinese team to use English names could be inappropriate to their culture norms. (Bar-On, 1997) Clarke should improve his interpersonal skills, and it will give him better connections with his staff. Attentive listening and paying attention to workers feeling would increase respect and confidence in the team. 
Adaptability – involves problem-solving, reality testing and flexibility. To change course, when necessary, company needs leaders with high level of adaptability. Clarke struggles to change from Texas norms to new company values shows that he must improve in this area. Clarke can adjust his management style according to situation by improving adaptability. It will help him to be more integrated in different cultural aspects within work.
General mood – is about optimism and happiness. Team morale affected by Clarke anxiety and noticeable signs of worrying which are affecting his mood at the end. Developing an extra upbeat mindset would enable him to deal with difficulties in a much more constructive manner, inspiring both Clarke and workers despite cultural miscommunications. 
Bar-On model shows that EI is not a simple technique to be nice. It is a complex of emotional and social skills which all leaders have to own. (Bar-On, 1997) Clarke as a leader can change his difficult experience by improving all main components. In addition, it could help him to became more complete manager at FAYE Inc. company.
Discussion of Mayer-Salovey-Caruso EI test (MSCEIT)
The case surrounding Clarke at FAYE Inc. emphasise the importance of EI, especially when he is managing a diverse workplace. The Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) model allows to investigate how he might become a more efficient and socially aware leader by cultivating particular emotional skills. (Mayer, Salovey, and Caruso, 2002). For the MSCEIT model EI is a complex of abilities instead than traits. According to the model EI is split into four major components:
Perceiving emotions - the capacity to recognise feelings in other people and in oneself, as well as in things, artwork, narratives, music, and other incentives. Clarke is lacking to perceive emotions as seen by his fail to identify distress when referring to employees as ‘my love’. By honing this ability, Clarke would be able to recognise more subliminal signs of discomfort or discontent among team members before disputes get out of hand. (Caruso and Salovey, 2004)
Understanding emotions - the capacity of comprehend emotional knowledge, realise how emotions blend and develop during connection changes, recognise the significance of such emotional significances. The disparities in cultural contemplations between Texas, the UK, and China appeared to startle Clarke. Emotions help Clarke understand personal and other people’s feelings; consequently, he is able to predict the latter’s behaviour. By developing his EI, Clarke could be able to predict how people from diverse social backgrounds will perceive welcomes, societal interactions, and professional connections.
Facilitating thought with emotions - the capacity to produce, utilise, and experience emotion as needed for the purpose of communicating emotions or using them in other intellectual practices. Given Clarke hard predilection for rigid scheduling, he might be neglecting staff emotional environment. Developing this skill could enable Clarke to make decisions based on emotional factors, like staff morale, instead than just narrow or scheduling requirements.
Managing emotions - the capability to be sensitive to emotions and feeling and control them both not only in oneself but in others in order to foster individual development and understanding. Looks clear from Clarke's outward concern that pressure affects him individually. Improving Clarke ability to control his emotions could enable him to remain composed, control his personal tension, and react to his staff worries in a constructive manner instead than becoming defending or inflexible.
The MSCEIT model makes it abundantly evident that EI is a set of useful skills which Clarke may cultivate with practice and introspection, rather than merely being a soft ability. By making progress in these four components, he could be able adjusting to other cultures, become much more sensitive to the emotions of his workers, and eventually become a successful supervisor at FAYE Inc.
Role of the culture in understanding EI and mindfulness of employees
It is becoming more and more important to get how culture affects EI and mindfulness in today's multicultural workplaces. According to Goleman and Lippincott (2017), emotional intelligence is more than simply the capacity to recognise emotions; it also includes the competence to effectively control them in both internally and other people. They state that EI is necessary for mindfulness to be truly efficient, especially in various work environments. Since culture has an insightful impact on how people communicate and control their emotions, cultural norms, values, and beliefs must be taken into account in any communication about EI and mindfulness. (Beard, 2014).
Hofstede in the 1980 advised theory about cultural proportions, which were included basis to understand these dimensions. According to his theory: long-term vs short-term, power distance, collectivism- individualism, masculinity- femininity are dimensions often influencing workplace atmosphere. For example, in China where collectivism is more valued, workers are not very open about their emotions and feeling, then in America, where employees are more open in showing their emotions. In organisations like FAYE Inc. where people are with different cultural values awareness as ability becomes essential. Expressing his greetings with words ‘my love’ in Texas probably no one is paying attention about, however in different countries and cultures they might be improper. In this case, approved emotional expressions are determined by national standards. According to Goleman and Lippincott (2017), tending culturally sensitive mindfulness demands emotional intelligence that is aware of these cultural differences. When mindfulness is detached from EI risk is that person becomes more self-concentrated instead of being social conscious. This is particularly risky in multicultural settings because collaboration and teamwork depend on being able to read others' emotional signals, which are frequently presented differently depending on the culture. For instance, in organisation, practising culture where distance between senior management and employees is high, workers could hide their disagreement. (Hofstede, 2001). If a manger does not information about this norm he can misunderstand quietness for agreement instead of distress.  To control emotions and feeling different cultures have diverse methods. (Hughes, Patterson and Terrell, 2009)
Emotions and feelings could be hidden in specific societies, while unrestricted emotional communication is welcomed in. It is crucial for Clarke to acknowledge that the Chinese colleagues prioritise to build connection over business, which is a characteristic of collectivist cultures. His fixing to follow the schedules to the letter and avoiding small talk would come out as impolite or worse. If he wants to gain trust and collaboration, he needs to modify approach with using EI and appreciating cultural differences. (Chaskalson, 2011) This consequently reduces conflicts and enhances overall relationships and interactions among employees within the organization. FAYE Inc. as a company with diverse culture cultivate a structural culture that values both EI and cultural understanding will help moderate miscommunications with Clarke. This will involve trainings for leaders in empathy, social skills, and cultural modesty in addition to emotional self-awareness and self-management. Nafukho et al. (2016) Therefore, culturally aware EI serves as the link between mindfulness and effective leadership. For instance, whilst in the one culture facial expression and conveying feelings is okay and encouraged other cultures may frown at that and prefer that one keeps his feelings to himself. This shows that cultural awareness is an important part of emotional intelligence since Clarke, as a manager and leader, failed to recognize the inappropriateness of certain cultural expressions in the workplace like referring to the female member of the workforce as ‘my love’ or insisting that Chinese employees change their names to their English equivalents. 
Finally, the necessity for adaptable leadership is highlighted by Hofstede's (2001) claim that job-related values are culturally tied. Leaders like Clarke shouldn't presume that actions were appropriate in Texas are accepted in other workplaces. EI and improving his awareness about different cultural norms will help him to became well liked and flexible manger in the future. In the end, how EI and mindfulness appear in the work is significantly influenced by culture. (Singh, 2006)
 Without EI and cultural awareness, mindfulness runs the probability of being harmful or ineffectual. If Clarke want to succeed in our day’s global workplaces, hi need to have a more comprehensive, culturally sensitive understanding of EI. This strategy improves organisational coordination and efficiency in addition to increasing individual management efficacy.
In conclusion, the disposition of culture in relation to emotional expressiveness and communication is paramount as a means of building up EI and promoting spread of workplace diversity. This is true because with increased mindfulness and self-awareness, Clarke can ensure that employees of the organization feel appreciated and understood and thus become more productive in their functions.
Benefits of EI for FAYE Inc. and mindfulness among her employees.
EI and mindfulness are critical traits for promoting teamwork, inclusivity and efficiency in present rapidly changing workplace. The situation involves Clarke, a recently hired supervisor at FAYE Inc, brings to attention a few difficulties occurring when communication types and cultural contrast are not handled with recognition and care. FAYE Inc. may avoid work miscommunications and foster a much more connected, courteous and productive staff by reaffirming its dedication to EI and mindfulness. (Goleman,2013).  One of the aspects of EI is self-awareness. The use of phrase ‘my love’ by Clarke toward female employees, while culturally acceptable in certain areas of the US, has caused discomfort among some staff in the UK. 
This situation underscores the necessity of recognizing that words and actions can be interpreted differently across diverse cultural contexts. By promoting reflection on language and behaviour among both leaders and employees, FAYE Inc. can cultivate an atmosphere where individual expression is in harmony with the organization’s values and cultural awareness.  Next important EI competency is empathy, which refers to the capacity to comprehend with emotions of others. Clarke’s astonishment at the unfavourable responses to his greeting approach highlights a possible deficiency in cultural empathy. Clarke’s intention to encourage Chinese team members to adopt English names, although aimed at facilitating communication, overlooks their cultural identity and preferences. One of EI competency – empathy leads to recognizing and honouring the traditions of calling by their own names and social life of the Chinese team. Usually, it includes the importance of being addressed by their given names and the necessity of establishing relationships before engaging in work-related discussions (Mayer, Salovey and Caruso, 2004). To advance empathy and improve cross-cultural understanding, FAYE Inc. has to introduce diversity and inclusion training that transcends mere policy. It will focus instead on practical scenarios that prompt employees to examine cultural subtleties and their own workplace biases.
FAYE Inc. could implement mindfulness workshops or sessions that promote skills such as active listening stress management and pausing practice before responding. Those abilities are particularly beneficial in manging teams (Goleman,2013). From organizational standpoint FAYE Inc. must integrate EI into its leadership development initiatives. Managers should receive training that encompasses not only task management but also people management through the framework of EI. Additionally, feedback system should be enhanced to allow employees to express concerns. This fosters a culture of ongoing learning and enhancement.
Below are some possible ideas how to boost more EI and culturally aware workplace:
Mentoring and coaching sessions – for supporting employees growth coaching training should be implemented on all level of the workplace. As it promotes improvement of interpersonal skills and reflective thinking. (Carter, Santomauro and Marino, 2011)
Programs for senior management team and regular employees – nowadays in global market companies need to prepare their staff with the help of programs containing EI improvement. 
Providing feedback – for managers in general, in our case Clarke by receiving feedback and communicate with his staff can help him to see consequences of his actions and behaviour. If feedback is constructive its helps to pass through challenges. As much as the previous remark, effective communication is crucial for building trust and increasing the level of employees’ emotional literacy. Additionally, it can increase empathy success in listening capacities as well as support positive interpersonal relations at the employees’ workplace.
And last it will enable him to learn how to navigate cultural differences in a better way that will enhance leaders’ performance and improve relationships between employees.
Conclusion
To sum up if FAYE inc. want to improve as company in global market EI is critical tool to maintaining a friendly, professional, and productive work environment.  Specially that company is interacting with individuals from diverse cultural backgrounds. As Clarke's leadership challenges indicate, developing EI and cultural competency skills is also critical to improving interpersonal communication style, conflict resolution, and organisational relationships. Ideas discussed in the report such us implementing mindfulness exercises, culturally sensitive leadership development and EI in the workplace sounds good in perspective. With them FAYE Inc. can improve its organisational cultural competency and leadership efficacy. This will boost staff morale, cultivate positive relationships with stakeholders, and eventually result in improved business performance.
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