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Abstract
Apparently, in the recent past, public discourses revolving the phenomenon of emotional intelligence have escalated exponentially. Organizations have been keen to determine how this emotional intelligence can be utilized to enhance employee’s productivity as well as organizational effectiveness and performance. Contemporary organizations such as Tesco have been at the forefront to champion for strategic programs and interventions that can enable the workforce to develop generic skills such as emotional intelligence. This study showcased the three predominant emotional intelligence models that can be adopted by Tesco organization to facilitate the development of their employees as far as emotional intelligence is concerned. Firstly, the trait framework states that individuals have inborn emotional traits and emotional perceptions that determines how they respond to challenges at the workplace. Secondly, the mixed framework of emotional intelligence which encompasses self-awareness, social awareness, self-management and social skills. When a person acquires comprehension and information concerning these three frameworks of emotional intelligence, then they can go ahead to master emotional intelligence at their workplace.
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[bookmark: _Toc16286360]1.0 Introduction
Apparently, in the recent past, public discourses revolving the phenomenon of emotional intelligence have escalated exponentially. Organizations have been keen to determine how this emotional intelligence can be utilized to enhance employee’s productivity as well as organizational effectiveness and performance. Contemporary organizations such as Tesco have been at the forefront to champion for strategic programs and interventions that can enable the workforce to develop generic skills such as emotional intelligence. This is because over the years organizational psychologists and practitioners have substantiated that thriving in the work-setting takes more than book knowledge, experience or education. In brief, Emotional intelligence encompasses the ability to carry out a honest analysis concerning ones feelings and the capability to apply emotions, feelings as well as emotional knowledge and consolidating thought processes and expertise to accomplish tasks (Dhani & Sharma, 2016). This report will examine the role and essence of developing emotional intelligence in an organizational setting such as Tesco Corporation, this report will also explore the predominant models of emotional intelligence adopted for the previous five decades and how they can be employed to develop employees.
[bookmark: _Toc16286361]2.0 Tesco Company
[bookmark: _Toc16286362]2.1 Overview
[bookmark: _Hlk16080933]Tesco is considered as one of the United Kingdom’s multinational groceries and general merchandise retailer, headquartered in Hertfordshire, England. It is ranked as third biggest retailer globally when measured using gross revenues. It is deemed as the market leader of groceries within the vicinity of United Kingdom, Ireland, Thailand and Hungary where it is approximated to have a market share of 28.5%. This organization has established branches in seven nations across Europe and Asia. It is worth mentioning that this multinational was first established by Jack Cohen, as early as 1919, where initially they were just market stalls. However, the name Tesco was first coined in 1924. Subsequently, the first Tesco shop was launched as of 1931, particularly in Burnt Oak, Barnet. Since the 1960s, Tesco multinational has diversified into arenas such as electronics, furniture, clothing, books, toys, financial services, internet services as well as telecoms. In the 1990s, the company further expanded internationally, with operations in 11 nations across the globe (Tesco Online, 2019).
[bookmark: _Toc16286363]2.2 Organizational Structure
According to the intensive and comprehensive investigation conducted, it was ascertained that this Tesco employs Mintzbergs framework of organizational structure, this framework divides business into six essential domains. (1) Key-decision maker/Strategic apex, (2) Middle line/Central managers, (3) Operating core/Operating Processes, (4) Technical Systems, (5) Support staff, (6) Organizational culture. In this framework, decision-making is predominantly decentralized. In that light, adoption of such a framework makes this company a relatively entrepreneurial organization, this is because most of entrepreneurial organization adopts a decentralized where coordination is highly shaped by corporate culture. Such an ideology has immense implication on the moral and motivation of the staff (Tesco Online, 2019).
The company encourages different levels and departments to provide ideas such as emotional Intelligence which can boost the performance of the company. A decentralized model grants more learning chances and opportunities for all the employees of the company, this is because decisions are made from distinct departments. By contrast, a centralized model has most of the decisions made by the top-executives of the company such as the managing director and the CEO. In a decentralized institution, each department has a respective team or taskforce to support that specific department. For instance, purchasing and supply unit or human resource unit.
With respect to the organizations sales and support division, the structure of Tesco is highly similar to that of the technology industry, where every department has a senior manage who oversees the workflow of that department together with team leaders who administer operations. The workforce is highly made up of sales and marketing staffs, but also involves IT, human resource and technical assistance (Tesco Online, 2019). Delivering customer excellence from the first moment the client interacts with the organization is the principal focus of the company.
[bookmark: _Toc16286364]2.3 Organizational Corporate Culture
According to the Harvard Business review, it was made evident that this Tesco has for the longest time adopted an aggressive and direct corporate culture, where the workforce has to perform according to the established standards or get fired. As such, the employees are constantly challenged to learn more skills such as emotional intelligence, communication, leadership, teamwork, time management, conflict management and negotiation, in order to guarantee their productivity. Workforce motivation is highly linked to the fear of penalization by getting fired as well as the desire for recognition. The company equally encourages a culture of openness among the staff (Tesco Online, 2019).
[bookmark: _Toc16286365]2.4 Knowledge Management Model Adopted at Tesco
Rigorous scrutiny and examination about the organization substantiated that Tesco adopts Intangible Asset Monitor, as a knowledge management tool among the employees. This framework the intangible knowledge asses by applying a table that classifies the employees into three categories, that is, in terms of competence, internal structure and external structure. Each category is measures with four dimensions, most notably, growth, efficiency and stability of intangible asset. This model is implemented in the management information department together with making audit. The following table displays the elements of this model (Tesco Online, 2019).
.
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[bookmark: _Toc16286366]		2.5 Identifying Knowledge Assets
Knowledge assets in this study denotes knowledge concerning the organization, technologies, markets and products that a company owns or requires and which enables the organizations to run its business processes to add value and produce profits. In that respect, knowledge management does not only concern regulating managing knowledge assets but also managing the processes that relates to these assets. These processes involve, creating knowledge, preserving knowledge, disseminating knowledge as well as distributing knowledge. Moreover, knowledge asset management encompasses identification and analysis of available and required assets together with their related processes to fulfill organizational objectives and goals (Tesco Online, 2019). The following table displays the checklist that is employed when identifying knowledge assets and related processes at Tesco company:
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[bookmark: _Toc16286367]3.0 Understanding Emotional Intelligence
Emotional Intelligence was a phenomenon which was first coined by John Mayer and Peter Salovey. Among the first definitions can be traced back in the late 1980s, where researchers such as Salovey and Mayer (1989), coined emotional intelligence as the capability to monitor individuals’ emotions and feelings, to distinguish among them and in turn utilize the information obtained to guide one’s actions and thinking. Apparently, this definition constitutes three forms of ability, most notably, (1) the ability to express and evaluate one’s emotions. (2) Regulation and management of emotions, (3) Utilizing emotions during the decision-making processes. 
On the other hand, Goleman (1995), coined emotional intelligence as the ability to recognize individuals’ emotions and feelings as well as those in others, for the purpose of motivating oneself and others, while at the same time maintaining relationships. This phenomenon was later popularized by Daniel Goleman, when he published his book, titled Emotional Intelligence-Why it Matters more than IQ, where he asserted that Emotional Intelligence equally mattered as Intellectual Intelligence. He further argued that great business leaders ought to be pinpointed not only on the basis of their native intelligence or education, but also on the basis of emotional intelligence which in the setting of work place encompasses attributes such as self-control, self-awareness and the ability to communicate with others. 
By contrast, Oxford Advanced Learners dictionary articulates emotional intelligence as the capability to comprehend the way individuals feel and respond, in order to make sound judgements as well as solve problems. Bar-On (2010), articulated EQ as an array of non-cognitive competencies, skills and capabilities which affects an individual’s ability to cope with environmental pressures and demands. Rodgers and Andrew (2014), defined emotional intelligence as the capability to understand, perceive, apply and manage emotions to facilitate thinking.  Austin and Dickson (2015), contended that EQ denoted the ability to pinpoint, express emotions, assimilate emotions and in turn distinguish between negative and positive emotions in oneself as well as others.  Last but not least, Northouse (2016), articulated EQ as the capability to comprehend emotions and subsequently apply this knowledge to accomplish life’s tasks.
[bookmark: _Toc16286368]3.1 Emotional Intelligence Program Adopted by Tesco
After undertaking intensive and comprehensive investigation, it was evident that Tesco has an emotional intelligence program which aims at developing four social and emotional effectiveness skills, most notably, responsive awareness, valuing others, valuing self, courage, and authentic success. When employees are anticipated to boost their performance and productivity at the workplace, then it is indispensable that they should first understand social and emotional effectiveness.
1. Valuing Self- Tesco company propagates that valuing oneself is the basic step towards developing emotional intelligence. It is paramount for all people regardless of their background or status to value themselves. When a person values and respect themselves, as well as possess high self-esteem, only then will they be in a position to value other people around them, in the process of performing duties and tasks as well as learning distinct skills and abilities. The main attributes that an individual should possess in order to value themselves ranges from, high self-regard, optimism, flexibility, empathy and emotional self-awareness. When a person possesses positive thinking and at the same time, they have a constructive viewpoint about themselves, then they can be productive at their respective workplaces (Tesco Online, 2019).
2. Valuing others- Other individuals around the person with whom they establish terms and conditions as well as relationship may range from colleagues, family members, friends or supervisors. It is crucial to value such people because they play a pivotal part in an individual’s life. To value others, it is paramount that an individual should develop empathy, flexibility, emotional self-awareness, confidence, reality testing and social responsibility. When an individual value other, then it is significant to test circumstances and then cooperate with other people, since valuing others highly relies on circumstances and situation.
3. Responsive Awareness- Occurrences and situations that happen daily at the work place demands a person to respond or react in an appropriate way. When a person is not in apposition to respond appropriately to circumstances, consequently, our associations with others are affected negatively. In the scenario of responsive awareness, it is essential for the person to understand and perceive circumstance and in turn respond appropriately. The responses are highly based on circumstances, for example, if an employee comes to work late, the administration may deal with them in a negative manner, such as suspending them (Tesco Online, 2019). On the other hand, if an individual is hardworking and communicates effectively, consequently, they will earn recognition and admiration at their workplace. The main attributes that a person should possess ranges from assertiveness, impulse control, social responsibility and emotional self-awareness.

4. Courage- In order to thrive at the workplace, in terms of dealing with all sorts of challenges, problems and difficulties, it is essential for an individual to possess courage. As such, an individual should understand, perceive, facilitate and manage others. Undoubtedly, there are some people who are hard to manage within the organization, hence, courage is an indispensable attribute that a person ought to possess. An individual is expected to possess attributes such as assertiveness, stress tolerance, independence, optimism, self-actualization as well as impulse control. When a person works in collaboration and cooperation with others at the work place, such conducts enables an individual to develop enough courage to deal with challenges and problems that may emerge in the course of fulfilling tasks (Tesco Online, 2019).

[bookmark: _Toc16286369]3.3 Components of Emotional Intelligence
An American Psychologist known as Goleman, established a framework of five components that constitute emotional intelligence. These components can be articulated as follows:
a) Self-Awareness- This component encompasses pinpointing our weaknesses, strengths, dislikes and likes. Individuals who score high on Emotional intelligence can identify their emotions, and they do not lose control in any adverse circumstance. Significant studies have proven that individuals with high self-awareness can master their situations. In that respect, Self-awareness can be further sub-categorized into:
i. Emotional Awareness-Realizing individual’s emotions and their implications
ii. Accurate Self-Assessment- Knowing and understanding individual’s limits and strengths.
iii. Self-Confidence: Sureness and certainty regarding one’s capabilities and self-worth.

b) Self-regulation- This component revolves around monitoring and evaluating one’s emotions at every moment. By regulating one’s emotion an individual can ensure that their emotions do not become extreme or become unmanageable. In that light, self-regulation can be further be sub-categorized into:
I. Self-control-Managing and regulating disruptive impulses and emotions.
II. Trust-Worthiness- Maintaining high standards of integrity and honesty.
III. Conscientiousness- Taking charge and responsibility for individual performance.
IV. Adaptability-Flexibility in the process of handling change.
c) Self-Motivation-Refers to the ability to persist on individual goals until they are achieved regardless of the obstacles. Individuals who rank high in emotional intelligence are believed to be highly motivated when they are pursuing their objective and goals. This is because they are believed to have a high sense of optimism, sense of hope and self-efficacy. This component can be sub-classified into:
i. Achievement Drive-Striving to enhance or satisfy standards of excellence.
ii. Commitment: Aligning one’s goal with those of the organization.
iii. Initiative- Preparedness to respond to opportunities as they arise within the organization.
iv. Optimism- Persistence in the process of pursuing goals in spite of setbacks and obstacles.
d) Social-Awareness- denotes the capability to realize the needs, views, and emotions of other individuals and in turn respond to them respectively. Individuals who score high in social empathy can easily identify feelings and emotions in others. Social awareness encompasses elements such as:
i. Empathy- Sensing others emotions and viewpoints and in turn taking interest in their respective concerns
ii. Service orientations-Recognizing, expecting and satisfying customers’ needs and wants.
iii. Developing others: Pinpointing what other people need and modelling a strategy to help them expand their capabilities.
iv. Leveraging diversity: Cultivating and Seizing opportunities through distinct people.
v. Political awareness-Determining groups emotional intensity and power relationship.
e) Social Skills: Refers to the ability to deal with others in the work place setting. For instance, how an individual talks and associates to their co-workers. This aspect encompasses elements such as:
I. Communication-The ability to deliver explicit and convincing messages to other co-workers.
II. Leadership- Guiding and inspiring people and groups to achieve organizational goals.
III. Influence-Employing efficient tactics for persuading others.
IV. Conflict Management- Negotiating and resolving mis-understanding or disagreements among the co-workers.
V. Reinforcing Bonds- Nurturing and Cultivating fundamental relationships with others.
VI. Cooperation and Collaboration- Working together towards a common goal and vision.
VII. Team-Work- Establishing and inspiring group synergies in the pursuit of group collective goals.
VIII. Change Catalyst- Initiating, managing, and regulating change.


[bookmark: _Toc16286370]3.4 Relationship Between Emotional Intelligence Effective Management and Business Advantage
According to (Biswas & Rahman, 2017), in the contemporary workplace such as Tesco, which is characterized by four to five generations, diverse languages, religion, gender and multiple races and ethnicities, scenarios of misunderstanding and conflicts have a high probability of arising. The phenomenon of emotional intelligence at the work-setting carries substantial significance, regardless of the abilities, skills and qualifications. In the scenario of function, job duties, tasks, besides capabilities and skills, EQ plays a paramount role in terms of inspiring fulfilment and accomplishment. all Emotional intelligence enhances the skills necessary to comprehend the motivation and behaviours of other employees with diverse values and in turn find a common ground that can establish an effective and cohesive team to resolve organizational tasks and objectives. In that light, developing emotional intelligence, can assist individuals to become more successful and productive in their respective workplaces. As a result, effective employees enable the organization to have a competitive business advantage over other companies in the market.
Evidently, emotional intelligence has proven to be a strategic skill for both leaders, managers and the employees at Tesco in the process of resolving a myriad of challenges in the work-place.  This is because the corporate world is changing at a very alarming rate and organizations are constantly challenged to equip and sharpen their workforce with all sorts of skills necessary to adapt to the ambiguity, anxiety, stress and tension, that is associated with the rapid changes. As such, the most effective employees are not necessarily those that have high Intellectual Quotient, instead, those that consolidate intellectual brilliance with emotional intelligence. In that respect, EQ can help leaders and their workforce in such a tough environment. Particularly, at the highest positions in a company, EQ can provide leaders competitive business advantage. Bill and Womack (2015), contend that for employees to achieve high degree job satisfaction that generates high degree of effectiveness and efficiency, an individual is required to exhibit emotionally intelligent qualities. That is, they need the ability to pinpoint and comprehend their own feelings and those of their co-workers at their workplace, and in turn manage their emotions in such a way that it does not impact their productivity negatively.
Companies such as Tesco which have invested immensely on developing the emotional intelligence of their employees, have predominantly channelled their attention towards monitoring: (a) the manner in which employees conduct themselves, (b) the manner in which they communicate and interact with those around them, (c) the possession of abilities and skills, (d) how they are positioned to deliver an impactful performance, (e) How they deal with difficult and stressful situations at the workplace, (f) how they develop terms and conditions with other individuals at the workplace. (g) how they execute dispute settlement and conflict resolution procedures and other areas that demand emotional intelligence (Issah, 2018).
When employees have developed emotional intelligence, then when problems, impediments challenges, and hindrances tend to arise in the course of performing job duties and tasks. Employees are in a position to combat such bottlenecks effectively and in such a way that it does not negatively influence their performance and competence. As such, employees who desire to boos their performance by achieving personal and organizational goals, they should strive to develop emotional intelligence which in turn will in turn help them to develop good working relationship with their co-workers.
Highly established emotional intelligence among the employees helps them in pinpointing other co-workers’ behavioural traits and feelings. When employees realize the essence of EQ, they hold other individuals’ viewpoints in high regard, teamwork is encouraged, working in a team becomes relatively easier despite differences in values, beliefs, religion and ethnicity. Besides, working associations are rewarded and employee’s potential is constantly developed (Hughes, Thompson, & Terrel, 2010).

[bookmark: _Toc16286371]4.0 Frameworks of Emotional Intelligence
For the previous three decades a myriad of theories has emerged with an aim of trying to articulate and understand the traits, skills and capabilities linked with emotional intelligence. While a majority of individuals might debate that the objective of research is to pinpoint and come up with a singe model to be deemed as the correct model of emotional intelligence, having multiple models can supplement a complex phenomenon such as EQ. All models and theories and theories in the process of conceptualizing Emotional Intelligence are under the umbrella of three school of thoughts, most notably, ability approach, trait approach as well as the mixed approach. These models and school of thoughts were suggested by researchers such as Baron, Goleman, Salovey in conjunction with Mayer. Each and every model conveys emotional intelligence from one of two viewpoints, either as a culmination of pure intelligence comprising of mental ability only, or as a mixture of intelligence comprising of both personality attributes and mental ability. 
To date, ability model as pioneered by Salovey and Mayer, is the only ability framework which contends that Emotional Intelligence is constituted by cognitive ability only. By contrast, Reuven Baron established a framework with a myriad of personality aspects, underscoring the co-reliance of the capability dimension of emotional intelligence with personality attributes and their correlation to well-being. Conversely, Daniel Goleman suggested a mixed framework on the basis of performance by consolidating individual’s personality and abilities executing their corresponding implications in the work-setting.

[bookmark: _Toc16286372]4.1 Salovey-Mayer Ability Model
John Mayer and Peter Salovey were among the first researchers to define emotional intelligence in the 1990s, and have proceeded to undertake research on the essence of this phenomenon. Their model comprises five domains: (1) Identifying individual feelings and emotions, (2) Controlling individual emotions, (3) Individual motivation, (4) Pinpointing emotions of others, (5) Handling associations with others. Mayer and Salovey later redefined emotional intelligence and suggested four branches. Firstly, emotional perception which entails the ability to be aware of individual feelings and emotions and accurately expressing those emotions to others. Secondly, emotional assimilation, which comprises the ability to differentiate among the various emotions and pinpointing those emotions that are affecting the thought processes by channelling attention to essential information. This aspect also entails using emotions to execute cognitive activities, that is, employees are in a position to think through situations to identify solutions to problems. In the same way, emotional mood swings alter persons thinking cycle from optimistic and consequently to pessimistic, considering multiple viewpoints is key.
 Thirdly, emotional understanding, which encompasses the capability to comprehend complicated emotions and the ability to pinpoint transitions from one feeling to the other. For instance, transition from anger to depression. Fourthly, emotion management which refers to the capability to remain open to both unpleasant and pleasant emotions, as well as the capability to detach or reflectively connect from an emotion depending on the circumstance. The two researchers articulate the four branches hierarchically where the perceptions of feelings act as bottom or basic branch, emotional management as the top branch and the most complex branch.
[bookmark: _Toc16286373]4.2 Goleman Competency Model
Daniel Goleman first coined the phenomenon of emotional intelligence as of 1995, when he authored and published his best-selling book, Emotional Intelligence: Why it Matters than IQ.  Since then, this model has emerged to be one of the most accepted and widely adopted framework of emotional intelligence. He articulated emotional intelligence as the capabilities to motivate oneself, survive and thrive in the encounter of frustrations, to manage impulse, delay gratification, control one’s moods and preventing distress from influencing the ability to think. Goleman’s model established four domains of emotional intelligence. Firstly, self-awareness which refers to the capability to pinpoint individual emotions, and recognizing their implication by utilizing gut feeling to make decisions. Secondly, Self-management which denotes the capability to control individual impulses and emotions and in turn adapting to the changing situations. Thirdly, social awareness which comprises the ability to understand, sense and respond to others feelings and emotions while understanding social networks. Last but not least, relationship management which refers to the ability to influence, develop, and inspire others while controlling conflict. Goleman’s framework encompasses a range of emotional competencies within each domain of emotional intelligence, he asserted that emotional competencies are not in born, rather learned abilities that must be worked on constantly in order to attain outstanding performance and effectiveness.
[bookmark: _Toc16286374]4.3 Barons Model
Baron first coined Emotional Quotient in his doctoral dissertation as a contrast to intelligent Quotient. This framework of emotional intelligence can be perceived as a mixture of intelligence, also comprising of aspects of personality and cognitive ability, health and well-being. It associates the potential for success and performance and is deemed a process oriented instead of outcome oriented. In particular, he articulated emotional intelligence as an array of competencies, skills and an array of non-cognitive capabilities that affects ones to capability to flourish and coping with environmental pressures and demands. The definition provided entails a number of domains such as assertiveness, self-actualization, self-awareness, independence, problem-solving, social responsibility, flexibility, reality testing, optimism, impulse control, interpersonal relationship and stress tolerance. Inadequate emotional intelligence can imply ineffectiveness and the presence of emotional challenges. Baron argues that cognitive intelligence and emotional intelligence equally contributes to an individual’s general intelligence, which in turn determines possible success in an individual’s life.
[bookmark: _Toc16286375]4.4 The Trait Framework of Emotional Intelligence
This model is deemed as the most recent model of EQ, it was pioneered by Petrides and Colleagues. This framework counters the notion that emotional intelligence is based on ability. Instead, it contends that people have a section of their personalities, emotional traits and emotional self-perceptions. However, it is impossible to measure these traits scientifically, rather they are measure by individuals self-report. An individual is given an opportunity to describe accurately their own personal traits. This framework can be perceived in consolidation of a comprehensive assessment of individual’s personality.
[bookmark: _Toc16286376]4.5 Significance of EQ Models on Employees Performance
It goes without saying, that human beings are emotional beings who makes majority of their decisions on the basis of their emotional charge of the moment and not on the premise of rationalism. Organizational Psychologist have conveyed in diverse platforms that emotional decisions makes up the worst decisions in the workplace setting, since they involve less thought processes. In that light, the EQ models acts as a guide to an individual with regards to how they can be aware of harmful and identify unconstructive and disruptive emotions such as sadness, anger, frustrations, disappointments or stress and subsequent regulate and manage these emotions in such a way that they do not interfere with their job performance and effectiveness. For instance, Salovey and Mayer model provided a step by step procedure on how an individual can pinpoint disruptive emotions and consequently deal with them respectively and constructively.
In the process of trying to comprehend and cultivate emotional intelligence at the workplace, it is paramount that an individual should understand Goleman’s framework of emotional intelligence. The two fundamental dimensions of the model are social competence and personal competence. With regards to personal competence, self-awareness is a pivotal arena, that is, when a person is in a position to pinpoint their individual emotions and feelings as they occur. Self-management is deemed as fundamental, that is, when a person is in a position to control their behaviour and emotions in order to have positive outcomes. With regards to social competence, being socially aware implies that an individual can accurately pinpoint tendencies of others in the process of interacting with other co-workers. When a person is in a position to manage the associations with others in a constructive way, consequently, they can be productive and impactful in their respective organization. It is unarguable that social abilities and emotional capabilities, subsequently, leads to occupational and social success.
By adhering to the emotional intelligence model, organizations can evade the high cost inflicted by emergence of conflict among the employees.  This is because a significant number of conflicts are caused by uncontrolled emotions such as anger and rage. EQ models provides an individual with strategies of managing combating such negative emotions and preventing them from deteriorating, thus, taking charge of one’s emotions and life.
Emotional Intelligence models affords leaders, managers and employees with a checklist for determining areas in their personal and corporate world where they need to improve and work on, in order to enhance their productivity and performance. After identifying areas that demands improvement, the EQ models provides systematic procedure on how they can proceed ahead to work on those areas. In scenarios where something is unclear, an individual can seek clarification from the respective models that they are adopting. For instance, if an individual is struggling with anger management when they disagree with their colleagues, then a model such as Goleman model can guide them on how they can be aware of triggers of such emotions, and subsequently regulate and manage them in such a way that they do not worsen.
[bookmark: _Toc16286377]4.6 Measuring Emotional Intelligence
Distinct apparatus and instruments have been developed by distinct researchers aimed at measuring individuals’ level of emotional intelligence. Firstly, Goleman (1995), attempted to establish a test of Emotional Intelligence that comprised of 10 items. Participants were anticipated to respond to a specific hypothetical circumstance for every item stipulated. However, Goleman’s scale was later disregarded due to relatively low validity and reliability. Later on, An Emotional Quotient Inventory was established by Baron, which had 15-sub-scales, most notably: Self-regard, empathy, self-actualization, independence, assertiveness, self-awareness, interpersonal relationships, social responsibility, flexibility, reality testing, impulse control, optimism, happiness and problem solving. Bar-on instrument was later reinforced by Cooper (1998), who established an Emotional Quotient Map to measure Emotional intelligence, where the first indicator was assessing the present surrounding encompassing life satisfaction and life pressure.  Secondly, Emotional literacy which assesses and measure emotional self-awareness, expression as well as those of others. Thirdly, Assessing Emotional Quotient competencies which measures resilience, creativity, intentionality and interpersonal association. Fourthly, Emotional Quotient values, outlook, attitudes, intuition and compassion. Finally, the instrument assesses the quality of life, optimal performance and relationship quotient.
[bookmark: _Toc16286378]5.0 Conclusion
[bookmark: _Hlk16082126][bookmark: _Hlk16082203]In summation, the study above has articulated and demonstrated that Emotional Intelligence is a fundamental skill that every individual at Tesco should strive to develop, cultivate and master at their workplace. This is because it enables them to accomplish organizational tasks and participate in project teams effectively. EQ makes it possible for a person to pinpoint and understand individual emotions and those of colleagues, thus, enabling them to valuable in the organizational teams. To boost the capability of emotional intelligence, then an individual should hone four social and emotional effectiveness skills as propagated by Tesco, most notably, valuing others, valuing self, courage, and responsive awareness. This study has also showcased the three predominant emotional intelligence models that can be adopted by Tesco organization to facilitate the development of their employees as far as emotional intelligence is concerned. Firstly, the trait framework states that individuals have inborn emotional traits and emotional perceptions that determines how they respond to challenges at the workplace. Secondly, the mixed framework of emotional intelligence which encompasses self-awareness, social awareness, self-management and social skills. When a person acquires comprehension and information concerning these three frameworks of emotional intelligence, then they can go ahead to master emotional intelligence at their workplace. When an individual master’s emotional intelligence, then not only can they perform leadership functions, but they can also be at a position to effectively execute functions such as controlling, planning, directing, coordinating, organizing and staffing. Developing emotional intelligence equally proves to be beneficial to an organization in matters pertaining to disputes and conflict management, building trustworthiness, adaptability, and achieving organizational goals and objectives.
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