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LEADERSHIP TOPICS o
Three current leadership topics are explored using the EQ-i SUCCGSS Of Orga ﬂlzathﬂS
2.0 model. These optional ltopics can bg selected depending
on organizational leadership issues. We've researched evolving MARGARETA SJC")LUND, PHD.,

topics like conflict resolution and multi-generation workforces
to show the connection between El and the challenges your

clients are dealing with every day. CHIEF PSYCHOLOGIST AND FOUNDER,

KANDIDATA ASIA El in Action: Leadership

Brian is a successful

41-year-old executive newly hired to a
T consulting firm that works exclusively with

Brian’s EQ'l 20 reSUItS _ _ - _ the United States Department of Defence.
surprised him but due to the insights gained Most of Brian’s direct reports are about

from the EQ-i 2.0 assessment, he was able to use his El strength (Interpersonal Relationships 10 to 15 vears his senior with advanced
and Decision Making) to create a development plan along with his coach, that helped % U degrees. Brian’s insecurities about his

him reframe and better engage the El elements with which he most often struggled with- J age, lack of a post graduate degree and
Happiness and Self-Actualization. He decided to reach out and create a close professional inexperience with advanced research
relationship with a senior researcher who works for him to serve as a mentor, helping to build orojects have been a cause of great stress
the specific content knowledge that Brian may have lacked. The action plan Brian derived since he's started his new job. He's been
used his relative strengths while enhancing his lesser-engaged elements and moved him waiting for his colleagues to call his bluff
effectively and quickly from insight to action. 56Ut e & fin over s Fead Fe s e

this internal query has been playing on

a continuous loop within Brian’s head
hindering his ability to perform at his best.
Seeing the EQ-i 2.0 as an opportunity

to sharpen his self-awareness and
relationship building skills, Brian eagerly

engaged in the El process.

For more information contact eva@tpsg.in or visit Wwww.tpsg.in
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KEY FEATURES

In addition to features found in the Workplace Report (p. 15),
the Leadership Report also includes the following:

Name: Ms. Sample

I Executive Summary " o 10 1o 130

Total EI - I

Low Range Mid Range High Range

I Highest 3 Subscales

Compared to your other scores, these three subscales might be areas you could further leverage. The correspond
subscale pages may provide insight.

Problem Solving (125)

70 9 100 1:10 130 As a leader you are rarely seen allowing your emotions t
: H i cloud your objectivity. You make the required decisions
O Jour am an esp ne wrkdow movng. out st

subscale is not only above average but it also falls withi
leadership bar.

Emotional Expression (123)

You are likely very comfortable in expressing your em
and lead in a way that is authentic and inspirational. Fi
emotional expression ensures you are seen as human
connection to your work and those you lead. Your resul
this subscale is not only above average but it also falls
the leadership bar.

Assertiveness (123)
Your result suggests that you are a leader who shares y

—— Chalenged. Remain awars of b s o o
H T V T aggressive. Your result on this subscale is not only above
(OWRAGS Mid Range High Range average but it also falls within the leadership bar.

I Lowest 3 Subscales

Compared to your other scores, these three subscales might be areas you could develop. The corresponding subscale
pages will provide you with Strategies for Action.

Empathy(105)
55 S 65 o 5 Empathy is a skill that you regularly utiize in your leadership
; : : ! approach to build a culture of caring within your team.
em—— Developing empathy further will help you fully understand
another’s perspective. While your score is slightly above
g average, your result on this subscale falls below the leadership
bar.
Optimism(108) You generally see opportunities as possibilities and inspire
i your team towards stretch goals. Watch for a few instances
when you may be more negative than you'd like to be. While
e Jour snoe o lghtly above average, you resu on s

subscale falls below the leadership bar.

For you, interpersonal relationships are essential to your role

Interpersonal Relationships(111)
: as a leader. Coaching and bringing the best out of your team

_ are built on these strong relationships. Be careful not to let the
fear of damaging relationships bias your decisions. Your result
. s on this subscale is not only above average but it also falls
Low Range Mid Range High Range within the leadership bar.

Note: You have other subscales that have tied for the lowest three scores.
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EXECUTIVE SUMMARY PAGE

View your client’s 3 highest and 3 lowest scoring El subscales:

* |[dentify areas in which your client excels and helps fuel
organizational and personal performance.

» Flag skills in need of development in order to prioritize
strategies for growth.

WHEN TO USE THE EQ-i 2.0 LEADERSHIP REPORT?

Every company has experienced instances where

a leader within the organization shows strengths

in core competencies necessary for the role, but
may be exhibiting El blind spots of which peers are
taking notice. Or, a company finds an employee that
exhibits great work ethic and is an emerging star
amongst his/her peers, while showing comparable
traits to leaders within the organization. In both
scenarios, the Leadership Report can be used when
honing in on leadership development, executive

= 20°
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development and coaching, and developing high
potential leaders. The Leadership Report examines
results through four key dimensions: Authenticity,
Coaching, Insight, and Innovation. The report also
contains insights on the possible implications of
results, and which skills have the highest potential
of becoming leadership derailers. Strategies for
development will be provided with the aim to

attain true leadership potential, while being able to
compare results against top leaders as a benchmark.

LEADERSHIP REPORT

1 Leadership Potential S uize A

.vaching

A leader who coaches effectively is seen as a
mentor who supports employee growth. Employees
are nurtured towards achieving their highest levels
of performance.

Self-Actualization 114
Empathy 105
Reality Testing 114

Interpersonal Relat

Assertiveness 123

Emotional Self-Awareness 11
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Innovation

“novative leader focuses on taking risks,
- colleagues’ ingenuity and autonomous.
~wiedge is valued and challen~
~~nartunities
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LEADERSHIP POTENTIAL PAGE

This section provides you with a leadership lens through which
to view your client’s EQ-i 2.0 results. A leader who embodies
higher El through the 4 key dimensions of leadership is more
likely to increase work satisfaction, create trust, and foster
organizational commitment and loyalty.

« If the Leadership Potential page is turned on, graphical icons
will appear on every subscale page linking the subscale to the
four leadership competencies.

» Leadership derailer section examines how low scores for
specific El skills may hinder leadership success.
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e wissas | Imens i ici Coaching
] L Your ability to see most situations
i ;

jectively may lead you to make very black and white
i ing is right or it is wrong, there are no

5 shades of grey. This sets you up to be a trusted and respectec
\ leader with clear ethics; people will seek you out for your reali

appraisal of a situation. Coaching and performance
management conversations are likely to be securely grounc
mesmesennsnend, €VideNce, so be careful not to dismiss good intentions anr
‘forts when results aren’t meeting your expectations.
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LEADERSHIP BAR

A gold leadership bar appears on the Overview of Results
page, and above all bar graphs on every subscale page. This
bar represents the range of scores of the top leaders (those
who EQ-i 2.0 scores were in the top 50% of the leader sample).

» Using this bar, your client can compare his or her results on the
EQ-i 2.0 to those exceptional leaders who demonstrate high El.

* Focus development efforts in areas where your client
scored lower than other leaders, in order to improve
leadership capabilities.

LEADERSHIP REPORT

SPECIFIC APPLICATIONS
FOR THIS REPORT ARE:

LEADERSHIP DEVELOPMENT

EXECUTIVE DEVELOPMENT AND

COACHING

DEVELOPING HIGH POTENTIALS

SENIOR LEVEL SELECTION AND

SUCCESSION PLANNING
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