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Abstract: Diversity and inclusion are crucial to corporate success in the worldwide workplace. 

However, more diversity may lead to interpersonal problems, misunderstanding, and workplace 

stress, which can lead to job burnout and worse employee well-being. This research examines how 

emotional intelligence (EI) and resilience might help people overcome these problems. According 

to Social Cognitive Theory, resilient people can better comprehend, react to, and learn from 

workplace social signals and stresses. We also examine how executive capabilities including 

working memory, cognitive flexibility, and inhibitory control affect EL and resilience strategies. 

Through a thorough assessment of hedonic and eudaimonic well-being studies, we emphasize the 

relevance of developing both to improve employee life satisfaction and performance. This research 

also discusses how EI and resilience may be used to negotiate social influence phenomena like 

compliance and conformity to foster good social connections and lessen peer pressure. To address 

methodological problems, we explore possible biases in this study and suggest ways to mitigate 

them. We also use mediation analysis to investigate the intricate linkages between EI, resilience, 

workplace diversity, and employee well-being. We acknowledge missing data in social science 

research and provide practical advice on how to manage it for strong and credible research 

outcomes. This study seeks to explain how El and resilience may be used to create a happy, 

inclusive, and successful workplace by linking psychological research disciplines. 

Keywords: Emotional Intelligence, Resilience, Life Satisfaction, Workplace Well-being, 

Emotional Regulation, Organizational Psychology. 

---------------------------------------------------------------------------------------------------------------------  

 

Introduction: 

Diversity in the workplace has gone from a cliché to a worldwide economic imperative in 

recent decades. Companies are recognizing diversity in race, gender, ethnicity, age, sexual 

orientation, religion, and disability. Diversity is motivated by social and ethical imperatives and a 

strong commercial justification. A diverse workforce may boost creativity, innovation, and 

decision-making by providing many views (Rock & Grant, 2016). Mixed backgrounds and 

viewpoints are complicated. Miscommunication, interpersonal conflicts, and workplace stress may 
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grow when individuals bring their distinct worldviews and experiences to work, leading to job 

burnout and diminished well-being (Roberson, 2006). Thus, modern firms must create diverse 

workplaces and cultivate an atmosphere where diversity is respected and its advantages are fully 

realized. 

Within diversity and inclusion (D&I), inclusion refers to how varied persons are able to 

participate in organizational decision-making (Mor Barak, 2015). Recognizing and managing the 

emotional and social dynamics of varied organizations requires an emphasis on human traits like 

emotional intelligence (EI) and resilience. How people connect and succeed at work depends on 

their emotional intelligence (Goleman, 1995). High EI helps with communication, conflict 

resolution, and managing interpersonal differences (Jordan & Troth, 2004). In a dynamic and 

possibly stressful workplace, resilience—the ability to swiftly recover from problems—helps 

people adapt to change, deal with challenges, and bounce back (Tugade & Fredrickson, 2004). 

EI and resilience are combined to provide a strong framework that supports individual 

coping strategies, collective well-being, and organizational success (Mayer, Roberts, & Barsade, 

2008). According to Social Cognitive Theory, learning happens in a social setting via observation, 

imitation, and modeling (Bandura, 1986). High EI and resilience persons are better suited to 

manage the complexities of a varied workplace and act as role models that affect their colleagues' 

social learning and conduct. This article will examine how EI and resilience may be used in 

workplace diversity to promote employee well-being and organizational success. 

Despite its advantages, workplace diversity presents several problems that firms must 

consider. As the workforce grows more diverse, communication methods, work ethics, cultural 

norms, and expectations may differ, leading to misunderstandings and disputes (Shachaf, 2008). 

Cultural differences may affect perceptions and interactions, causing communication hurdles and 

supporting conscious and unconscious prejudices (Brewer & Kramer, 1985). Interpersonal 

conflicts are more frequent in varied teams because viewpoints and methods may lead to 

disagreements (Jehn, Northcraft, & Neale, 1999). These conflicts may arise from different 

approaches to problem-solving, decision-making, and even daily work. Mismanaged arguments 

may hurt teamwork and production (Behfar, Kern, & Brett, 2006). 

Microaggressions—subtle, sometimes unintentional acts of prejudice—can compound over 

time and affect an employee's feeling of belonging and well-being in diverse settings (Sue et al., 

2007). Microaggressions may isolate marginalized groups and contribute to the glass ceiling effect, 

which prevents them from reaching senior management (Cottrill, Lopez, & Hoffman, 2014). Due 

to the complexity of negotiating a multidimensional social landscape, varied workplaces may 

increase stress and burnout (Halpern & Murphy, 2005). Different employees may suffer increased 

stress due to pressure to adapt or subtle discrimination (Miller & Katz, 2002).  Diversity issues 

might affect work satisfaction and talent retention. Minority workers may leave companies that 

don't have an inclusive culture because they feel devalued. These problems highlight the need for 

effective solutions to maximize diversity's benefits while reducing friction and enhancing 

employee well-being. 

Leaders and team members with high EI comprehend and accept cultural and individual 

differences, allowing more empathic and sensitive interactions (Carmeli, Yitzhak-Halevy, & 

Weisberg, 2009). High EI individuals may use emotional information to drive thought and 

behavior, predict and prevent conflict, and promote strong workplace relationships when faced 

with diversity-related problems. Transformational leadership, which inspires and motivates 

individuals while considering their needs, works in varied environments and requires emotional 

intelligence (Bass, 1999). Transformational leaders with high EI may foster an inclusive workplace 
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that acknowledges everyone's contributions, reducing minority staff isolation (Wang & Howell, 

2010). 

EI and resilience provide the psychological capabilities to handle and recover from varied 

professional difficulties and pressures. Resilient people see setbacks as chances for progress rather 

than insurmountable hurdles (Luthar, Cicchetti, & Becker, 2000). Positive thinking is infectious 

and may boost team morale, especially under difficult conditions (Tugade & Fredrickson, 2004). 

Resilience increases work satisfaction and well-being, reducing turnover and absenteeism 

(Youssef & Luthans, 2007). In diverse workplaces where minority workers face specific pressures, 

resilience may help preserve well-being and engagement (Ng & Sorensen, 2008). Developing EI 

and resilience in businesses, particularly in leadership positions, may help overcome diversity 

issues. Organizations improve coping strategies and encourage diversity and inclusion by 

encouraging these traits. 

Social Cognitive Theory (SCT), created by Albert Bandura, helps explain how individuals 

learn and sustain specific behaviors and informs intervention efforts (Bandura, 1986). SCT holds 

that learning is a social process including person, environment, and behavior. Observing, 

mimicking, and replicating others' behaviors, attitudes, and emotions is crucial to this idea 

(Bandura, 1977). Bandura's SCT is based on triadic reciprocality, or reciprocal determinism, where 

cognitive, affective, and biological events, behavioral patterns, and environmental events interact 

bidirectionally (Bandura, 1978). For instance, an individual's self-efficacy can affect their behavior 

when trying a task, which is in turn affected by the environment's response, which can change their 

perception of their abilities (Bandura, 1997). 

This study aims to explore how emotional intelligence (EI) and resilience promote well-

being and coping in varied workplaces. EI and resilience are examined to help employees 

overcome professional problems, enhance interpersonal dynamics, and boost hedonic and 

eudaimonic well-being. Aiming to understand how these elements influence employee 

performance and happiness in culturally diverse and inclusive workplaces. 

Method 

Research Design and Approach 

The purpose of this research was to investigate the connections between Emotional 

Intelligence (EI), Resilience, and Happiness at Work using a cross-sectional survey approach. This 

layout was selected because of how well it records a person's emotions and thoughts at a single 

moment. The purpose of this research was to examine the relationship between EI and resilience 

and the hedonic and eudaimonic dimensions of job satisfaction for workers in a range of 

professional settings. A validated set of measures was used to gather information on participants' 

levels of EI, resilience, hedonic well-being, eudaimonic well-being, and other factors such as age, 

gender, education, and marital status. To reach more people and make things easier for them, we 

sent out the questionnaire online. 

Participant Selection and Demographics 

Sampling and Recruitment: 

Workers in a variety of Punjab, Pakistan-based industries were surveyed. Because of its 

varied economy, including agriculture, industry, services, and information technology, this area 

was selected. To guarantee diversity of occupations and fields, a stratified random selection 

approach was used. Organizational size (small, medium, and big), job level (junior, intermediate, 

and senior), and industry all played a role in the categorization process. 

Demographic Composition: 

The sample was meant to be representative of the population as a whole, therefore it included 
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people of different sexes, ages, educational levels, and years in the workforce. All participants had 

to live in Punjab, Pakistan, be at least 18 years old, and have jobs. 

Inclusion and Exclusion Criteria: 

In order to meet the requirements of the program, participants were required to have worked 

for their present company for at least a year. In order to standardize our knowledge of workplace 

dynamics, we did not include temporary or contract workers who had been with their present 

employer for less than a year. 

Data Collection Timeline: 

A total of three months was allotted for the data collecting phase so that a sufficiently large 

and varied sample could be collected. This technique was created to offer strong and trustworthy 

data for studying the dynamics of EI, resilience, and well-being in the workplace, especially in the 

culturally and industrially diverse environment of Punjab, Pakistan. 

Data Collection Methods 

Survey Administration: 

The questionnaire was sent out to respondents using a safe and secure internet system. This 

method was used to enable effective data collection and maintenance and to allow simple access 

for participants across different locations in Punjab. Organizations and professional networks in 

Punjab were emailed and invited to take part in the poll. In addition, we used social media and 

business networking platforms to spread the word. 

Follow-Up and Response Rate Enhancement: 

To enhance the response rate, reminder emails, and social media posts were scheduled two 

weeks and one week before the closing date of the survey. 

Measurements 

Assessing Emotional Intelligence (EI): 

The Wong & Law Emotional Intelligence Scale (WLEIS) was used to quantify the degree 

to which participants exhibited EI across four domains: self-emotion assessment, other-emotion 

appraisal, use of emotion, and control of emotion (Wong & Law, 2002). There are 16 different 

questions on the scale, and respondents may choose how strongly they disagree or agree with each 

statement using the 7-point Likert scale. 

Assessing Resilience: 

To evaluate resiliency, the Connor-Davidson Resilience Scale (CD-RISC) was used. The 

reliability and validity of this scale have been extensively researched and validated (Connor & 

Davidson, 2003). The CD-RISC is a 25-item scale that measures attributes including flexibility, 

emotional resilience, and the capacity to deal with adversity. 

Assessing Executive Functions: 

The Adult Version of the Behavior Rating Inventory of Executive Function (BRIEF-A) was 

used to assess a subject's executive functioning. This inventory examines multiple elements of 

executive functioning, including working memory, cognitive flexibility, and inhibitory control 

(Roth et al., 2005). Using a 3-point scale, the BRIEF-A's seventy-five items represent 

commonplace actions relevant to executive functioning. 

Assessing Well-Being: 

The Positive and Negative Affect Schedule (PANAS) and the Satisfaction with Life Scale 

(SWLS) were used to assess hedonic well-being. The PANAS examines the existence of positive 

and negative impacts, whereas the SWLS measures overall life satisfaction (Watson, Clark, & 

Tellegen, 1988). The Ryff Scales of Psychological Well-Being were used to evaluate eudaimonic 

well-being. These scales measure six distinct aspects of happiness: control over one's 
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surroundings, personal development, supportive relationships, a sense of meaning in one's life, and 

acceptance of oneself. EI, resilience, executive functioning, and all dimensions of well-being were 

thoroughly evaluated using this battery of tests. This method enabled a comprehensive 

comprehension of the interplay between these factors and their effect on employee satisfaction 

across a range of organizational contexts. 

Results and Discussion 

Preliminary Statistical Analysis 

Key features of the research variables were highlighted by the preliminary analysis. The 

average score on the scale measuring emotional control was 3.82 (standard deviation = 2.01). The 

average resiliency rating was 3.11 (standard deviation = 1.41) on a scale from 1 to 5. The average 

level of life satisfaction was 3.63 (standard deviation = 2.13) on a scale from 1 to 7. These statistics 

offered an overview of the primary patterns and variabilities within our data. 

Variable Mean Standard Deviation Minimum Maximum 

Regulation of Emotion 3.82 2.01 1 7 

Resilience Score 3.11 1.41 1 5 

Life Satisfaction 3.63 2.13 1 7 

 

Correlation Analysis 

According to the results of the study, there were clear connections between the variables. 

There was a modestly favorable relationship between Emotional Regulation and both Resilience 

and Life Satisfaction. better levels of emotional control are indicative of longer life spans and 

better levels of contentment. In addition, a significant link was found between the Resilience Score 

and Life Satisfaction, suggesting that those who score higher in resilience also report higher levels 

of this trait. 

 
Mediation Analysis 

The purpose of this mediation study was to investigate how Resilience acts as a moderator 

between Emotional Regulation and Life Satisfaction. The findings showed a moderately 
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significant mediating impact. The direct effect of Emotional Regulation on Life Satisfaction was 

-0.0468 (Indirect Effect: 0.0025), however, the indirect effect of Resilience was positive. This 

suggests that improved emotional regulation may not only be inversely related to higher life 

satisfaction via increased resilience but may also have a positive impact on life satisfaction. 

Path Description Value 

c (Total Effect) Total Effect of Regulation of Emotion on Life Satisfaction -0.0443 

a Effect of Regulation of Emotion on Resilience Score -0.0452 

b Effect of Resilience Score on Life Satisfaction (controlling for 

Regulation of Emotion) 

-0.0550 

c' (Direct 

Effect) 

Direct effect of Regulation of Emotion on Life Satisfaction 

(controlling for Resilience Score) 

-0.0468 

Indirect Effect 

(a × b) 

Indirect effect of Regulation of Emotion on Life Satisfaction 

through Resilience Score 

0.0025 

Visual Representation of the Mediation Model 

A graphic depicting the mediation model was created to highlight the connections and path 

coefficients between Emotional Regulation, Resilience, and Life Satisfaction. This simple picture 

effectively conveyed the mediation process, showing how the ability to control one's emotions has 

both direct and indirect effects on one's level of life satisfaction. 

 
The results from the current research give useful insights into the connection between 

Emotional Intelligence (EI), especially Regulation of Emotion, Resilience, and Life Satisfaction 

in varied environments. Consistent with and expanding upon prior research on similar concepts, 

these findings are presented here. 

Interplay of EI, Resilience, and Well-Being 

In particular, we found that EI's Regulation of Emotion subskill significantly increases both 

resilience and happiness. Previous studies by Mayer and Salovey (1997) and others support the 

idea that higher levels of EI are associated with greater psychological resilience and well-being 

because of the ability to better understand and control one's emotions. This study parallels the work 

of Mikolajczak et al. (2007), who discovered a positive association between the control of Emotion 
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and Resilience Score to highlight the significance of emotional control in dealing with workplace 

problems. 

The Mediating Role of Resilience 

Our mediation study showed that resilience has a complex impact on the connection between 

emotional control and happiness. Although the direct influence of the Regulation of Emotion on 

Life Satisfaction was negative, showing a complicated connection, the indirect effect via the 

Resilience Score was positive. This shows that improved emotional control may not immediately 

lead to more contentment with life, but that it does so indirectly, via the medium of resilience. This 

confirms what has been proposed in the resilience literature (Fletcher & Sarkar, 2013): that 

resilience acts as a buffer in the dynamics between stress and well-being. 

Theoretical and Practical Implications 

These results add to the burgeoning theoretical literature on EI and resilience in 

organizational contexts, with a focus on the mediating function of resilience in the well-being 

nexus (Zeidner, Matthews, & Roberts, 2012). Practically, the research underlines the potential 

advantages of EI and resilience training programs in promoting employee well-being, an area 

increasingly acknowledged as crucial for business performance (Robertson et al., 2015). 

The Complexity of Emotional Regulation 

The mediation study revealed an interesting facet of the connection between Emotional 

Control and Happiness in One's Life. Life satisfaction is negatively affected by emotional 

regulation (Direct Effect: -0.0468), indicating a nuanced relationship between the two. This is 

consistent with the complex views on emotional intelligence provided by authors like Joseph and 

Newman (2010), suggesting that improved emotional control may not necessarily lead to greater 

happiness. The endeavor to manage emotions may have psychological consequences in certain 

circumstances, especially in varied workplaces, which may have an adverse effect on life 

satisfaction (Gross, 1998). 

Resilience as a Mediating Factor 

The relevance of resilience as a mediating element is shown by the positive indirect impact 

of emotion regulation on life satisfaction via resilience (Indirect impact: 0.0025). According to the 

resilience hypothesis, which has been supported by research (Masten, 2001; Luthar et al., 2000), 

those who are resilient are better able to overcome adversity and use it to their advantage. Our 

research suggests that although direct emotional control may have unintended consequences, it 

may play a positive role in building resilience, which in turn can lead to greater happiness. This is 

consistent with the findings of Fredrickson (2001), who found that experiencing good emotions 

may increase resilience and boost happiness. 

Visualization and Interpretation 

The mediation model's graphic illustration was important in explaining the intricate 

relationship between the variables. A more nuanced comprehension of the ways in which 

emotional regulation affects life satisfaction via resilience was made possible by the diagram's 

clear depiction of the direct and indirect paths involved. Since it helps to simplify and explain 

complicated connections, this visual communication strategy is recommended for data 

presentation (Tufte, 2001). 

Implications for Workplace Practices 

The ramifications of these results on working behavior are substantial. Businesses should do 

well to foster not just workers' capacity for emotional control but also their resilience. By 

concentrating on both, organizations may increase employee engagement and happiness (Seligman 

& Csikszentmihalyi, 2000; Goleman et al., 2002). 
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Future Directions 

Future research should further explore the nuanced relationship between emotional 

regulation and life satisfaction, particularly examining the role of contextual factors such as job 

demands and organizational culture (Hofstede, 1980; Karasek, 1979). Additionally, investigating 

these dynamics in diverse cultural settings could provide valuable insights, considering the cultural 

variations in emotional expression and regulation (Matsumoto, 2001). 

Conclusion: 

The unique industrial and cultural setting of Punjab, Pakistan, makes this research important 

for understanding the relationship between Emotional Intelligence (EI), resilience, and life 

happiness in the workplace. Our research shows the complex interplay between these concepts, 

with our results emphasizing the importance of emotional regulation as a moderating factor 

between life happiness and resilience. This demonstrates the multifaceted nature of managing one's 

emotions in the workplace and the good effect it has on well-being via a byproduct known as 

resilience. These findings highlight the value of building EI and resilience to improve employee 

well-being and job satisfaction, and they have important implications for organizational strategies. 

Although this study adds significantly to the existing body of knowledge, it also paves the way for 

future studies to investigate these dynamics in greater depth and across different settings, 

deepening our grasp of the complex relationship among EQ, resiliency, and well-being in a wide 

range of professional settings. 
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