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The case study mentions a company called FAYE inc. which is dealing with some issues and the employees have shared their concerns to the newly employed supervisor. There are few female employees who have complained that they do not like being addressed as “my love” in the workplace. The newly appointed manager has arrived from the USA, and he has not been notified regarding the ongoing issues which is affecting the employee morale significantly. Another issue that the company’s supervisor must manage includes a situation where the supervisor is having a hard time addressing the Chinese division members through their Chinese names which is preferred by them but is very difficult to communicate through. The supervisor hence decided to communicate with them by asking their English name rather than addressing them with their family-oriented name, but he is worried that it will create a worrisome situation where he could potentially hurt their feelings through unreasonable expectations, insensitive attitude, unreasonable expectations by poor change of management attributing to mishandling of emotional intelligence of individuals in the workplace. In this report, the role of emotional intelligence in case of workplace in context of FAYE Inc will be discussed through different models of emotional intelligence such as ability model of Mayor-Salovey and Goleman’s model will be used. The role of culture in case of understanding the emotional intelligence and mindfulness of the employees will be done too. Lastly, recommendations on how FAYE Inc could further benefit the emotional intelligence and mindfulness among their employees would also be given as a concluding remark from the report analysis.


[bookmark: _Toc192197535]The Role of EI in the Workplace

According to Mayer, emotional intelligence is the ability to monitor one’s own and others’ emotions, to discriminate among them, and to use the information to guide one’s thinking and actions. It is necessary for the emotional regulation (Zeidner, Matthews and Roberts, 2004). Individuals with emotional intelligence succeed communicating their goals, ideas and intentions and help making others feel suitable for occupational environment (Krone and Dougherty, 1999). It also helps with the social skills one needs for teamwork (Mayer, Salovey and Caruso, 2008). People with higher emotional intelligence adapt to designing projects infusing them with aesthetics and feelings. Leaders of the organisation who are high on emotional intelligence can help foster better organisational climate and human resource team which ultimately affects the relationship in the work setting and improves organisational commitment in turn (Prentice, 2019).

Emotional intelligence has the following role in the workplace:
1. Cultural sensitivity: Emotional intelligence helps with cultural competence as well as cultural awareness in the workplace. It sets out the precedence of abilities of individuals in case of making new connections between emotions they are aware of (Neong, 2023). While the supervisor’s intent to informally greet the employees from Chinese subsidiary may be normal in the USA, it is unreasonable in case of the content of the United Kingdom. Clarke also wanted to communicate with them by calling them by their family name will create issues where cultural sensitivity may be provoked. The informal addressing of the female employees is also the same. It shows the evidence of lack of cultural awareness which is a critical component that helps foster respect and humility in workplace (Karlsson, no date).
2. Managing individual emotion and self-regulation: self-regulation indicates managing emotions, and good self-regulation means effectively able to adapt to situations as they change (Ashkanasy and Daus, 2020).
3. Perceiving emotions: EI helps building the ability to perceive other’s emotions and effectively regulate and manage them. It also helps in facilitating the reasoning through emotions. Such emotions help manage the work environment and staff meetings (Chin, Anantharaman and Tong, 2011).
4. Building motivational tendencies: EI helps in building motivational tendencies and other key competency skills such as attribution, internal striving and need for achievement which includes integrity and trust (Zeidner, Matthews and Roberts, 2004).
5. EI helps in determining the potential of a person for learning practical job related competencies (Zeidner, Matthews and Roberts, 2004).

For FAYE inc, the role of EI for workplace is seen to be lacking which has led to ongoing issues in the international division. Emotional intelligence is immensely important in case of dealing issues while handling both local and international team. This is especially observable for Clarke. The choice of greeting the female colleagues with the term “my love” is inappropriate in formal settings. As it was affecting the morale of some employees, Clark could use emotional intelligence in order to refer himself for communicating the female colleagues with such terms that he used to use back in his previous organisation in Texas. The intention of Clarke to assign the Chinese employees from international division shows lack of cultural awareness and emotional intelligence as well. The name given by family is a part of personal identity and Clark should respect that and build relationships based on culture. Instead of giving priority to efficiency, Clark should engage with them through their given names and learn their names to address them whenever he needs to communicate with them.
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There are several models of emotional intelligence available. For enhancing Clark’s potential, the use of Mayer- Salovey’s ability model and Goleman’s mixed model will be described.

[bookmark: _Toc192197537]Mayor-Salovey’s Model:
The ability model of Mayor-Salovey is divided into 4 components which include the following (Mayer, Caruso and Salovey, 2016):
1. Perception, appraisal, and expression of emotion: Through this model Clark can regulate his emotional intelligence in the workplace. In case of perceiving emotions in himself and others, he needs to understand the impact of his words and communication measure around his colleagues and new workplace. In his previous workplace in Texas, it would not have been an issue but for his new workplace the term “my love” was deemed as inappropriate and female colleagues were uncomfortable being addressed with this term. Clark finding and assigning new names to the Chinese international business team member is also embarrassing. The cultural aspect is sensitive for people belonging from any different country. Clark was being too insensitive to understand that and have offended them. Through perceiving emotions, Clark could observe any non-verbal cues from his colleagues such as their emotional and expressions, body movement and understand if they are uncomfortable through any certain gesture or approach. He could also consult them for their experience and take feedback for his approach and ask how they prefer to be addressed instead of assigning names randomly.
2. Emotional facilitation through thinking: Clark could also facilitate emotions through thought processing. Clark focuses more only work efficiency rather than creating a safe work environment where the employees would feel comfortable in communicating and expressing their concerns. The leadership style assumed by Clark can significantly impact his relationship with the female employees and team from Chinese division as well. Clark needs to understand different cultures hold different expectations. He should show them respect by learning the pronunciation of their names and know them by heart rather than assigning new names which is very inappropriate. He could also incorporate informal meetings before the formal one as an ice breaking measure to improve their collaboration and effort as a team.
3. Understanding the emotions: Clark should understand the outcome of his actions and emotions. He should understand that his behaviour toward employees can significantly reduce morale of the employees and that any insensitive action of the senior management can hurt the emotions of other employees and it must be prohibited. Clark to consult experienced team member who has previously handled an international team and sought their suggestion in case of handing them or approaching them differently to know about any consequences. He must understand that different cultures have different expectations, and that effective communication measure could help the business to flourish and become more adaptable.
4. Managing emotions in individual self and others: Clark must regulate his emotions to foster a positive interaction and decision making in the workplace. Clark being worried shows that he understood that he negatively impacted the employee morale and that he needs to manage his emotions properly. But he must take actions to manage his emotions to response rather than just understanding his own emotions. He can be practicing self-regulation by being open-to-change and could apologise to the employees for his actions and take accountability. He can take train himself on cross cultural communication and adjust his attitude to be more culturally inclusive and introduce an open feedback culture where employees would feel comfortable to share their concerns comfortably.
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Goleman’s defines emotional intelligence as the “capacity to recognise one’s own feeling and those of others, for motivating oneself and for managing emotions well in ourselves and in our emotions. The model of Goleman focuses on abilities which are required for leadership performances as that of Clark’s (Sfetcu, 2023). The model was created and adapted predicting the outcomes and increasing effectiveness in organisational fields. The model is based upon several competencies which are considered to be characteristics for successful and brilliant employees. There are four essential dimensions and 20 competencies subdivided for this model. The essential dimensions include (Fernandez and Extremrea, 2006):
1. Self-awareness which comprises emotional self-awareness, self-confidence, and accurate self-assessment
2. Social awareness which comprises service orientation, empathy as well as organisational awareness
3. Self-management which consists of self-control
4. Relationship management which comprises developing others, influence, communication change catalyst, conflict management, teamwork, and collaboration as well as communication.

Goleman’s theory consists of both goodness of the competencies (ability) and (trait). The mixed model not only measures emotional intelligence but also focuses on adaptive functioning, coping skills, stress, functioning, motivation which are very less likely to be considered as intelligence or emotions (Kanesan and Fauzan, 2019).
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Figure: Goleman’s model of emotional intelligence (Kanesan and Fauzan, 2019).
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1. Self-awareness: It is the ability to understand and recognise the emotions of individuals and their impact in others. Clark was surprised to hear the complaints regarding his greeting style from female employees. He is unaware how his behaviour towards the female employees is concerning and he may not fully aware how his behaviour is being perceived as well. Clark could self-reflect on his own actions and rethink because his behaviour was culturally inappropriate for his new working environment. This way he can make necessary adjustments on his side and avoid unintentionally hurting emotions of other employees. He could also seek the suggestions from fellow employees on communication and their perception regarding workplace and communication. He can openly ask them if his approach makes them feel comfortable and at ease or perceived differently in a new cultural context. He could also make use of journaling to note his thoughts daily.
2. Self-regulation: Self-regulation is managing the behaviours and emotions in constructive ways which is particularly both challenging and stressful in different work environment context. Clark seems to struggle with his a strict and restricting approach which is creating unnecessary tension among employee who in turn have been expecting a flexible and personal connection. Clark should navigate cultural differences and misunderstandings to maintain his emotions and composure while communicating. Clark could also adapt to a more flexible and accepting communication style rather than being direct or use approaches which ends up offending the employees. He should try and create emotionally accepted atmosphere and amend his behaviour whenever needed to adjust according to the needs of the employees. He needs to show accountability of his actions and amend them with necessary steps.
3. Motivation: While Clark focuses mostly on increasing the workplace efficiency with strict schedules which clearly stems from his motivation to improve the new workplace, hemust acknowledge that there is a balance needed and he must understand the need of employee’s as well. Clark could take necessary steps to improve his communication with Chinese employees. He assumed that the Chinese employees would accept an English name without taking considerations of the cultural preferences shows his lack of cultural knowledge. He should learn more regarding Chinese culture and address them while being culturally sensitive.
4. Social awareness (empathy and social skills): As emotional intelligence influences both emotional judgement and regulation on both individuals and others near them, it also regulated empathetic behaviour too (Hopkins and R, 2018) . Clark’s approach lacks empathetic view regarding his colleagues. He only focuses on efficiency and engages less with the employees. Clark asking the team members regarding English name only shows lack of their values in his eyes. These employees as well as the female employee have certain expectations which are cultural and personal. Using empathy, Clark can understand the need using Chinese names and would help him prioritise their desire over his ease of communication. He could assume a more empathetic leadership style, and this would improve employee morale as well. He could also build interpersonal relationship with these employees to make them more comfortable. He can more socially approachable by the employees so that they can tell him regarding any inconvenience faced. This way the employee morale would be improved, and all the colleagues will feel respected and heard regarding different matters and opinions. He could also use conflict management and build teamwork within the team by regularly communicating with them. Any collaborative approach would also help reducing any misunderstanding among the employees.
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Mindfulness means being more aware and awake in every moment of your life. It includes intentionally paying attention to things and be more aware and engage in whatever happens around or within you. It also involves bring friendliness, acceptance and positive attitude regarding whatever experience rather than habitual pattern of criticism and judgement (Monash University, 2011). Manfulness means paying attention in particular way, on purpose, in present moment and non-judgementally. It is a way of being rather than a mere activity to perform (Naik, Harris and Forthun, 2013). Mindfulness increases one’s ability to create social relationships. Cordova and wachs found that, mindfulness increases people’s ability to communicate and identify emotional states with their partner as well as regulate their anger expressions and effects people’s ability to cope with relationship stress (Reb, Narayanan and Chaturvedi, 2014). There is a growing complexity and speed in the society for resilient and adaptability of organisations. The technical challenges may be solved by existing know-how techniques, but adaptive type situations demand individuals to be free their attention from any technical details and identify different components of an issue. And overcome mindlessness in way of decoding any new information in the present situation. Mindfulness is the way for raising he adaptability of individuals for freeing their attention (Vich, 2015). Practicing mindfulness helps with psychological destress burnout and secondary traumatic stress (Hilton et al., 2019). Mindfulness in workplace could be practiced as meditation and therapeutic intervention. Both offline and online courses have been proved to enhancing working ability of the individuals (Hyland, Andrew Lee and Mills, 2015). There has also been reports of decreased somatic health complaints when practiced mindfulness at work. Mental health are improved among the employee as it is beneficial for psychological, psychiatric, depression, stress and overall physical wellbeing (Glomb et al., 2011). Employee mindfulness and performance depends on the leader of an organisation. Leaders are required to be adaptive, transforming and cultivating. In case of being adaptive, employee mindfulness is a critical skill required by the individuals. The culture of an organisation plays a good role in achieving organisational goals. The strongest component in component in corporate settings are it’s norms and attitude which also linked with employee performance (Jasmine khanza, Aleena amina, Ajmal waheed, 2014) . Hence, employee mindfulness in workplace culture is immensely important.

On the other hand, emotional intelligence and innovative corporate culture impact the employee performance too. The emotional intelligence of the senior managers directly impacts the performance of the employees. If a manager possesses empathetic view, the problem within the organisation minimises. The manager would foster a more communicating and corporative environment with a spirit of teamwork. Emotional intelligence would improve employee’s ability to comply with company procedures, perform new tasks and improve ability to get in touch with other people (Altındağ and Kösedağı, 2015). Team emotional intelligence in a group can develop within group members through interactions which occur between groups while sharing necessary information that influences the team culture. According to Druskat and wolfff, the team emotional intelligence requires introduction of clear system of cultural values within the team members. It presumes that the team members acquire certain behaviour and display behaviour as they comprehend the emotions of team members and their own selves. The culture in which team functions creates ample influence on the group level emotional intelligence which affects the team outcomes. The improvement of team functions hence requires the emotional intelligence and expressive culture within the teams by instigating an expressive culture where all members would participate and build specific practice enabling them to be more emotionally mindful as an aggregate unit. Hence, the role of team culture plays a positive role for building team emotional intelligence (Jamshed and Majeed, 2019).
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FAYE Inc could further harness mindfulness among its employee by the following techniques at work:
1. Incorporating advanced technologies for easy operation
2. The leader could ask for meetings where challenging questions and problem-solving meetings could be held. This would give employees time to think and act regarding any approach
3. Including less formal approach before a formal one and incorporating breaks between meetings as a measure of icebreaking
4. Empower the team members to practice mindfulness techniques at work and at home such as yoga, online and offline training, spiritual growth opportunities etc.

FAYE Inc could improve the emotional intelligence in the company by following measures:
1. The leader can encourage active listening and empathic view of communication
2. The leader could also assume conflict resolution management based on emotional intelligence principles
3. Encourage any activities for creating psychological safety and help employees express their emotions without adaptability, collaboration, and judgement
4. Offer employees one to one feedback if necessary
5. Help employees build emotional intelligence-based skills
6. The leader could practice mindful leadership through training, coaching and guided meditation session and can seek advice from experienced team members in order to handle new workplace
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To conclude, FAYE Inc. needs to incorporate many aspects of emotional intelligence and mindful leadership in their organisation. This is especially true in case of their leader Clark. As a leader, he needs to understand the cultural sensitivity and communication measures preferred by his fellow employee. His perception and understanding of work culture that he acquired in previous workplace is unfit for FAYE Inc and it is lowering employee morale. Hence, He can opt for an empathetic and emotional intelligence-based view which would help foster a more culturally accepting workplace for both local and international employees. Through Mayer-Salovey model Clark could work on his emotional perception, functioning and managing as well as directing emotions towards other group members in the company. Through Goleman’s mixed theory, he can practice self-awareness, relationship management, self-regulation etc. These are all important for fostering positive work culture in the company. The company could also arrange for many manfulness techniques such as training, yoga sessions, cultural functions and events and organise events which would reduce de-sensitivity towards a different culture. The employees in turn would feel more positive and open regarding how they feel when they are being communicated.
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