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Why building an emotionally intelligent workforce should be a business priority in this current volatile economic environment and how employers can train and develop their existing staff to make them emotionally intelligent workforce?






[bookmark: _Toc155348401]Introduction
Emotional Intelligence is described as the ability of a person to understand their feelings and emotions along with those of others (MacCann et al., 2020). Unilever was founded around 100 years ago and is one of the largest companies for consumer goods. Unilever is known for its brand and its belief that superior quality performance is delivered when the work is done in the right manner (Unilever, 2023). The company operates in more than 190 countries over the world and about 3.4 billion people are using Unilever’s products daily. The turnover of Unilever in the year 2022 was € 60.1 billion where 59% is from the emerging markets. It was also seen in the year 2022, there were 14 brands whose turnover was higher than € 1 billion. In the FMCG brands, Unilever’s 14 brands come under the top 50 globally. Lastly, the company spends around €7.8 billion on marketing and brand advertisement (Unilever, 2023). In this report, the different models of emotional intelligence will be discussed and their implementation in Unilever will be discussed in detail.
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Goleman’s Emotional Intelligence
According to Goleman’s model, there are five components of Emotional Intelligence. 
The self-awareness component of this model is the ability of an individual to understand and recognise a person’s own emotions, thoughts, and feelings which can affect the person’s interactions with others. A person who has low self-awareness will not be able to regulate their behavior and sound decisions will not be formed (Goleman, 2021). When the person understands their weakness and strength, it becomes easy for them to remain motivated toward their goals, and creates a culture that is fair, sustainable, and inclusive. Moreover, self-awareness also gives a person the ability to listen to others and understand their viewpoints as well.
In this model, the self-regulation component of an individual involves an act of showing honesty, trustworthiness, integrity, and a sense of achievement. This component also includes the sense of optimism in which an individual is adaptable to change and is flexible to deal with different situations. It also helps the person seize and recognise the opportunities that arrive in their way while achieving their goals (Millacci, 2019). Self-regulation is also a stage in which an individual learns to reframe the stressful situation into situations that are just challenging and not stressful. This will help the person manage their emotions.
Motivation is the third component of Goleman’s Emotional Intelligence. In this component, the motivation is not related to promotion or money but is related to the sense of enjoyment. In this framework, five things drive an individual towards self-motivation. One should find a meaning and a purpose behind their work so that an individual can understand the importance of work and create a sense of motivation to complete the task (Karibeeran and Mohanty, 2019). The individual should also set goals for themselves so that they are aware of the things they are willing to achieve in life. An individual should also focus on their strength and use those strengths to achieve their goals. 
Empathy is the fourth component of this model. In this stage, a person feels empathetic towards others. If a person can understand other’s emotions and can relate with them then the person will be able to understand the situation from all perspectives and find a better solution to all the problems of work or life.
The last component of this model is social skills where an individual needs to build a good connection with others (Mikuš et al., 2022). This will not only help an individual become a good person but will also enhance his productivity and will remain loyal to others both in his personal and professional life.
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Figure 1: Goleman's emotional intelligence
(Source: Eric, 2023)

McClelland’s Theory
In McClelland’s theory, it has been stated that each individual is driven by any one of the needs. The needs include achievements, power, or affiliation (Acquah et al., 2021). It has been observed that there are different drivers present for the motivation of different individuals (Indeed, 2023). The model helps an individual achieve self-actualisation by dealing with the specific motivations of a person.
The need for achievement is a need that one achieves by completing any particular task that they have set for themselves, or the task set for them by others. It has been observed that motivated people seek projects that help them enhance their skills and must not be too complex to too simple for them to complete (De Andrade Baptista et al., 2021). An individual will not prefer doing those tasks that will not help them in recognising themselves whereas that task will also not be taken into consideration which is too complex and may lead to their failure.
The need for affiliations means that individuals are motivated by their connections with others. This increases the connection and interpersonal relationship of an individual with others. In this type of need, an individual does not prefer working alone but rather prefers to work in groups so that relationships among the team are developed well (Kirmani et al., 2019). Here, an individual avoids those situations in which they may experience a failing situation. Here, the emotional intelligence is low because the individual does not want to think critically and take risks in any situation.
The need for power is a state in which an individual is motivated by control and authority. Here the individuals are motivated by people who seek power and can demonstrate their leadership and make proper decisions (Siok, Simand Rahmat, 2023). Power-motivated people enjoy debates and competitions. These people do not avoid any situation that is related to risk-bearing. They are the ones who like to take risks and get rewards in exchange for their work.


Richard Boyatzis Framework of Emotional Intelligent
In this framework, there are four main parts which were developed by Richard Boyatzis and Daniel Goleman. These include self-awareness, Self-Management, Social Awareness, and Relationship Management (Smith, Van Oosten and Boyatzis, 2020).
Self-awareness is the ability of an individual that helps to understand their emotions as well as the effect of emotions on their performance. Self-management on the other hand, is the ability to control the impulsive nature of the person and maintain a cool mind in situations that are stressful or complex (Gola and Martin, 2020). This stage also includes ways in which the goals are set by an individual and ways to improve the standard for a higher level of excellence needs to be developed. It also includes ways with the help of which an individual tends to find out the positive side of other individuals, situations as well and events so that the goals are achieved rather than indulging in setbacks and obstacles. Lastly, in this stage, there is flexibility for an individual to handle the changes so that new ideas can be handled.
The social awareness state is a stage in which the person has a feeling toward others and understands their situation while taking an active interest in their emotions. Lastly, relationship management includes the ability of a person to have a positive impact on other individuals so that support is gained. It also includes learning for the long term by providing support, guidance, and feedback (Smith, Van Oosten and Boyatzis, 2020). Here, the individuals can guide others provide them with excellence in their work and bring out the best from them. 
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Figure 2: Richard Boyatzis Framework of Emotional Intelligent
(Source: Key Step Media, 2023)
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Emotional intelligence, or EI, is crucial in the workplace because it makes it easier for managers to communicate with one another and gives businesses a distinct advantage (Dirican and Erdil, 2020). To improve teamwork, leadership, and overall organisational success, the multinational consumer goods company Unilever recognises the significance of developing emotional intelligence among its employees.
At its core, emotional intelligence includes the capacity to comprehend, manage, and explore one's feelings, as well as the feelings of others (kanesan and Fauzan, 2019). Emotional intelligence is a key factor in success at Unilever, a dynamic and collaborative workplace where diverse teams work together globally. Employees who have a high EI are better able to deal with stress, collaborate with others, and deal with complicated interpersonal relationships. Unilever is aware that employees who possess a high level of emotional intelligence are more likely to have a positive and enduring work environment.
Emotional intelligence is a catalyst for fostering clear and impactful communication within Unilever, and effective management communication is a cornerstone of organisational success (Obiunu and Yalaju, 2020). Managers who have high emotional intelligence can relate to their team members, comprehend their worries, and communicate effectively. In addition to strengthening relationships, this approach to communication fosters a culture of open communication and transparency.
Emotional intelligence principles are in line with Unilever's commitment to sustainability and social responsibility. Emotional intelligence makes leaders more aware of how business decisions affect people and the environment (Di Fabio and Saklofske, 2019). Unilever can make ethical decisions that align with its commitment to sustainability, meet the needs of socially conscious customers, and build a positive brand image.
Additionally, emotional intelligence plays a crucial role in resolving workplace conflicts. Unilever, being a worldwide substance, works in a multicultural climate where the viewpoints of all people are different from each other (Khosravi, Rezvani and Ashkanasy, 2020). Emotionally intelligent leaders can master conflict resolution, fostering a climate of understanding and cooperation rather than division. This capacity to oversee conflicts emphatically adds to a harmonious workplace and supports Unilever's obligation to inclusion and diversity (Unilever, 2023).


Emotional intelligence is one of the most important aspects of effective management at Unilever in the field of leadership. Leaders who can motivate and inspire their groups, grasp the emotional pulse of the association, and settle on choices with sympathy add to a positive working environment culture (Nguyen et al., 2019). Unilever has a strategic advantage in the competitive talent market because of this positive culture, which attracts and retains top talent.
The emotional intelligence of Unilever's leaders and employees bolsters the company's commitment to corporate social responsibility (CSR). Unilever is able to design CSR initiatives that truly have a positive impact because it is able to empathise with the needs and concerns of a variety of stakeholders, including communities and employees (Forbes, 2021). In addition to meeting the needs of conscious consumers, this socially responsible strategy fosters brand trust and loyalty over time.
Thus, it can be concluded that the advancement of emotional intelligence is principal in the contemporary work environment, and Unilever perceives its groundbreaking effect on effective management communication and business advantage. The company's commitment to sustainability, innovation, and positive stakeholder relationships is in line with its focus on developing employees' emotional intelligence. Unilever's continued legacy of positive impact and business success is a testament not only to its exceptional products but also to its emotionally intelligent leaders and teams.

Critical Evaluation

According to Team (2019), emotional intelligence, as conceptualised by Daniel Goleman, has acquired unmistakable quality as a vital consideration in organisational success and leadership. Unilever, a worldwide consumer goods company, has embraced the standards of emotional intelligence in its hierarchical culture. The application of Goleman's emotional intelligence at Unilever is critically examined in this section, which examines whether or not it is appropriate for meeting the development requirements of employees. As cited by Xianjun (2022), Goleman's model of emotional intelligence involves five parts: empathy, self-control, motivation, self-awareness, and social skills are all important. These components are intended to improve relational connections, administration adequacy, and overall performance in the workplace.
Goleman's framework for emotional intelligence has been incorporated into Unilever's leadership development programs and organisational culture. The company is aware that effective leadership necessitates not only technical expertise but also the capacity to comprehend and control one's emotions. As per Unilever (2023), leaders and supervisors undergo training that a spotlight creating emotional intelligence competencies, encouraging a working environment climate that values emotional prosperity. On the other hand,   Unilever (2023) states urges employees to take part in self-reflection and evaluations to upgrade self-awareness. This enables individuals to better manage themselves by helping them identify their strengths and weaknesses. However, employees' levels of success with self-awareness programs may vary. A few people might oppose or battle with reflection, restricting the effect of such programs.
According to Unilever (2023), Unilever gives tools and assets to workers to foster emotional resilience and management of stress. People can effectively control their emotions in difficult situations because of these resources or tools. However, in high-pressure settings, the application of self-regulation principles might not be enough, which could affect performance and well-being. According to Chiedu, Choi, and Ashar (2022), Unilever adjusts individual objectives to the organisation's main goal, encouraging a feeling of direction. The intrinsic motivation and commitment to achieving both personal and organisational goals are boosted by this connection. However, the interpretation of motivational strategies into high performance which is sustained requires continuous support and variation to individual differences.
According to Unilever (2023), Unilever advances a culture of inclusivity and diversity, encouraging sympathy among representatives. Stronger interpersonal relationships and a more cooperative workplace result from this. However, implementing compassion on a broad scale might confront difficulties in a large, global association with different cultural backgrounds. As cited by Unilever (2023), Unilever underlines the significance of viable communication and cooperation. Employees' social skills are improved because of teamwork and a positive working environment. However, the adaptability of interactive abilities program drives to envelop the whole labour force might be testing, particularly in geologically scattered groups.
Unilever ought to embrace a more customised way to deal with emotional intelligence improvement, taking into account individual contrasts in learning styles, inclinations, and difficulties. To guarantee the drawn-out effect of the emotional intelligence drives, Unilever ought to give continuous support, training, and support for employees to incorporate these abilities into their everyday work. Emotional intelligence competencies can be linked to performance evaluations encouraging employees to actively participate in training programs and demonstrate these skills in their roles.
According to Hussainy (2020), David McClelland's theory of motivation places an emphasis on how human needs influence behaviour and performance. The hypothesis distinguishes three essential requirements - accomplishment, power, and affiliation - and sets that people show shifting levels of each.
As per De Andrade Baptista et al. (2021), McClelland's theory states that people who have a high need for achievement are motivated by the desire to excel, set challenging goals, and receive feedback on how well they do. This part of the theory might fit in well with Unilever's focus on innovation and continuous improvement. As cited by Unilever (2023), Unilever's emphasis on manageable strategic policies and product improvement could resonate with employees who have a significant requirement for accomplishment. However, the applicability of this part of the hypothesis might change across various roles inside Unilever. Employees working in research and development, for instance, might find the achievement requirement to be more pertinent than those working in administrative positions. Consequently, Unilever could tailor its development programs to take special care of the assorted accomplishment needs across different work capabilities.
According to Khan and Batool (2022), In McClelland's theory, the need for power is the desire to control and influence other people. In Unilever, workers with a powerful need might find potential opportunities for authority and dynamic jobs engaging. In light of this requirement, the organisational structure of the company and the programs for leadership development can be evaluated.
On the contrary, Unilever (2023) states that their obligation to manageability and corporate social responsibility could draw in people with a power need to focus on having a beneficial
outcome on society. However, if Unilever's culture of collaboration and teamwork does not align with power needs, conflicts may ensue. Consequently, the organisation needs to figure out some kind of harmony between providing opportunities for leadership and maintaining a cooperative work environment.
The affiliation need includes a craving for positive interpersonal relationships and a feeling of belonging. This aspect of McClelland's theory is in line with Unilever's emphasis on diversity and inclusion. As per Unilever (2023), the organisation's endeavours to establish a steady workplace and cultivate a feeling of community among employees might engage those with a high affiliation need.
However, Unilever ought to constantly evaluate how well its initiatives are meeting the affiliation requirements of its employees. This includes grasping the developing elements of the labour force and adjusting procedures to guarantee inclusivity and a feeling of belonging for all employees, independent of their diverse backgrounds.
However, as per Rosiana (2021), McClelland's theory has some flaws because it assumes that people can be divided into different needs. In reality, people are complex and may exhibit a combination of achievement, power, and social needs. Unilever should perceive and value the variety of individual inspirations inside its labour force. Based on individual assessments, personalised development plans ought to be implemented rather than a one-size-fits-all strategy.
According to Cote (2019), in the 1960s there was a development of McClelland's theory, which may not fully reflect the shifting nature of work in the twenty-first century. The ascent of remote work, gig economies, and the rising significance of emotional intelligence might require a more extensive viewpoint on employee motivation. To meet the changing requirements of its workforce, Unilever should add contemporary insights to McClelland's theory.
In light of McClelland's theory, Unilever ought to regularly evaluate the efficiency of its development programs. This includes requesting input from workers, directing reviews, and analysing performance metrics. Unilever can adapt its strategies to ensure that they remain relevant and influential by remaining attentive to the shifting requirements of its workforce.
As cited by Boyatzis et al. (2019), together with Daniel Goleman and others, Richard Boyatzis has made a significant contribution to the comprehension of and application of Emotional Intelligence in the workplace. Boyatzis' emotional intelligence system depends on the idea of emotional and social intelligence (ESI), accentuating the significance of mindfulness, self-guideline, inspiration, compassion, and interactive abilities.
According to Drigas and Papoutsi (2021), self-awareness is recognised as an essential component of emotional intelligence by Boyatzis' framework. Employees at Unilever can become more emotionally intelligent if they are encouraged to comprehend how their feelings affect their work. Employees can identify their strengths and areas for growth through self-awareness, thereby aligning their skills with the objectives of the organisation.
The capacity to deal with one's feelings is pivotal in a unique professional workplace like Unilever. Employees who are able to control their emotions are better able to deal with conflict and stress. This part of the framework is especially important in the fast-paced, competitive consumer goods industry because it helps employees keep their minds cool in difficult situations. As cited by Sitopu, Sitinjak and Marpaung (2021), performance is largely influenced by motivation. The framework developed by Boyatzis places an emphasis on the significance of aligning one's own and the goals of the company to foster a sense of purpose. Employee motivation can be increased in Unilever by connecting them to the company's mission and values, which in turn can increase productivity and job satisfaction.
Understanding and connecting with coworkers, customers, and consumers requires empathy. Unilever works in a worldwide setting with different partners, making compassion a significant expertise for successful correspondence and cooperation. According to Ali, Alshamsi and Jones (2021), Boyatzis' system can work with the improvement of sympathy, further developing connections inside and outside the association.
According to Görgens-Ekermans and Roux (2021), interactive abilities include powerful correspondence, compromise, and collaboration. As a multinational corporation, Unilever depends on its employees to be able to navigate a variety of cultural contexts. The Boyatzis framework fosters a collaborative and inclusive workplace by encouraging the development of social skills.
The framework developed by Boyatzis is in good agreement with Unilever's emphasis on corporate responsibility and sustainability. Employees can better align their values with the company's mission by encouraging self-awareness and motivation. The consumer goods industry, including Unilever, is dependent upon fast changes. Boyatzis' structure, with its emphasis on emotional intelligence, furnishes workers with the versatility expected to flourish in a unique business climate. As a global company, Unilever requires its employees to interact with a variety of cultures. As per Tee Liang Tan, Voon, and Ngui (2022), The Boyatzis framework is ideal for people who work in multicultural environments because of its emphasis on empathy and social skills.
As per Unilever (2023), its commitment to long-term sustainability coincides with its investment in emotional intelligence. Emotionally intelligent workers are more likely to make a positive contribution to the culture of the company, which will help them stay with the company and make it more resilient overall. However, while Boyatzis' structure is exhaustive, its fruitful execution might confront difficulties connected with protection from change, shifting degrees of responsibility, and the requirement for ongoing support and reinforcement

[bookmark: _Toc155348404]Recommendation
The COVID-19 pandemic has changed how businesses work, making it hard for them to quickly adapt to remote work and digital collaboration. For an organisation like Unilever, encouraging coordinated effort, connectedness, and supporting high emotional intelligence among its staff is vital to maintain its qualities and guarantee a sustained increase. 
· Unilever should implement specialised training programs to instil high emotional intelligence behaviours among employees (Bui, 2022). These projects can zero in on emotional intelligence, successful correspondence, and compromise. Studios, online courses, and e-learning modules can be intended to take care of different learning styles and inclinations. Working with outside experts in emotional intelligence can give new ideas and perspectives.
· Unilever should hold virtual town halls regularly to increase transparency and keep employees connected. Open Q&A sessions, updates from leadership, and awards for outstanding contributions might all be part of these gatherings. This approach guarantees that representatives are educated about the organisation's directions and feel a sense of contribution to its prosperity.
· To determine how well the workforce is performing, it is essential to implement a robust feedback system. Employee satisfaction and engagement levels can be valuable insights through frequent surveys, suggestion boxes, and one-on-one feedback sessions. Strategies for continuous improvement can be tailored with the help of this information.

[bookmark: _Toc155348405]Conclusion
Thus, it can be concluded that emotional intelligence is important for an individual to work effectively. If a person is aware of their emotions and can feel others' feelings, then it becomes easy for them to analyse the situation from different perspectives. In this report, the emotional intelligence model is discussed in detail and the company selected is Unilever. The three models are Goleman’s Emotional Intelligence, McClelland’s Theory, and Richard Boyatzis's Framework of Emotional Intelligence. These models are critically analysed and their implementation in Unilever is been discussed. This report also provides a reason why emotional intelligence is important in any company. A recommendation to the company has been provided so that the issues related to post and during COVID-19 can be resolved.
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