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“If you’re a leader and you want to mobilize your team, one of 
the fi rst things you can do…is listen to them. Empathy is a critical 
skill to begin with for leaders because by listening to people and 
understanding where they’re coming from, you’ll have a better handle 
on how to motivate those people and what’s important to them…
That’s the fi rst step in your ability to infl uence people, and infl uencing 

people is a critical skill for leaders.” DR. STEVEN STEIN, CEO MHS

Emotional Intelligence is proven to be a key indicator of 
human performance and development. People higher in 
EI communicate eff ectively, form strong relationships, and 
create powerful coping strategies. EI can be measured – 
more accessibly and less controversially than IQ – and unlike 
IQ, it can be substantially strengthened and developed.

WHY IS EI 

IMPORTANT?

Emotional Intelligence (EI) is a set of emotional and social skills 
that infl uence the way we perceive and express ourselves, develop 
and maintain social relationships, cope with challenges, and use 
emotional information in an eff ective and meaningful way.

WHAT IS EMOTIONAL 

INTELLIGENCE? 

An excerpt 
from “EI 

Minute with 
Dr. Steven 
Stein-How 
To Lead and 
Mobilize Your 
Team.” To 
watch more, 
go to YouTube® and search MHS Talent 
Assessment. YouTube is a registered 

trademark of Google Inc. 

•  A Total EI score with 5 composite scores 
measuring 5 distinct aspects of emotional and 
social functioning.

•  15 Subscales that hone in on EI skills critical to 
workplace success.

•  A Well-Being Indicator that measures 
your client’s level of happiness; resulting in 
additional development opportunities.

THE EQ-i 2.0® 

FEATURES

SELF-PERCEPTION

Self-Regard is respecting oneself while understanding and 
accepting one’s strengths and weaknesses. Self-Regard is often 
associated with feelings of inner strength and self-confi dence.

Self-Actualization is the willingness to persistently try to improve 
oneself and engage in the pursuit of personally relevant and 
meaningful objectives that lead to a rich and enjoyable life.     

Emotional Self-Awareness includes recognizing and 
understanding one’s own emotions. This includes the ability to 
diff erentiate between subtleties in one’s own emotions while 
understanding the cause of these emotions and the impact they 
have on one’s own thoughts and actions and those of others.

STRESS MANAGEMENT

Flexibility is adapting 
emotions, thoughts and 
behaviors to unfamiliar, 
unpredictable, and 
dynamic circumstances 
or ideas. 

Stress Tolerance involves 
coping with stressful or 
diffi  cult situations and 
believing that one can 
manage or infl uence 
situations in a positive 
manner.    

Optimism is an indicator 
of one’s positive attitude 
and outlook on life. 
It involves remaining 
hopeful and resilient, 
despite occasional 
setbacks.

DECISION MAKING

Problem Solving is the ability to fi nd 
solutions to problems in situations where 
emotions are involved. Problem solving 
includes the ability to understand how 
emotions impact decision making.  

Reality Testing is the capacity to remain 
objective by seeing things as they really 
are. This capacity involves recognizing 
when emotions or personal bias can 
cause one to be less objective. 

Impulse Control is the ability to resist or 
delay an impulse, drive or temptation to 
act and involves avoiding rash behaviors 
and decision making.

SELF-EXPRESSION

Emotional Expression is 
openly expressing one’s 
feelings verbally and non-
verbally.

Assertiveness involves 
communicating feelings, 
beliefs and thoughts 
openly, and defending 
personal rights and 
values in a socially 
acceptable, non-
off ensive, and 
non-destructive manner.

Independence is 
the ability to be self 
directed and free from 
emotional dependency 
on others. Decision-
making, planning, and 
daily tasks are completed 
autonomously.

INTERPERSONAL

Interpersonal Relationships refers to 
the skill of developing and maintaining 
mutually satisfying relationships that are 
characterized by trust and compassion.

Empathy is recognizing, understanding, 
and appreciating how other people feel. 
Empathy involves being able to articulate 
your understanding of another’s 
perspective and behaving in a way that 
respects others’ feelings.

Social Responsibility is willingly 
contributing to society, to one’s social 
groups, and generally to the welfare of 
others. Social Responsibility involves 
acting responsibly, having social 
consciousness, and showing concern for 
the greater community.
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RETURN ON INVESTMENT

RETURN ON INVESTMENT (ROI)

Emotional 
Intelligence (EI) 
has become a 
prolifi c topic within 
corporate leadership 
development. 
Original research and 
by the Human Capital 
Institute (HCI) and 
Multi-Health Systems 
(MHS) uses insights 
from organizational 
leaders surveyed 
in the spring of 
2013 to address 
the usefulness and 
application of EI as a 
factor in developing 

leaders, shaping organizational culture and ultimately 
impacting an organization’s fi nancial performance. 

Organizational development practices that utilize Emotional 
Intelligence result in measurable achievement, success in 
leadership development, and – ultimately- enhanced fi nancial 
performance. Strides in leadership development produce a 
high-performance culture that along with other best practices 
from diverse disciplines in an organization, positively impact 
fi nancial performance. 

Although only a minority of respondent organizations 
prioritize investment in leadership development over other 
training options, those companies that do are experiencing 
tangible ROI through positive fi nancial results. Organizations 
that spend a signifi cant portion – 31% or more – of 
their Training and Development budgets on leadership 
development are 12% more likely to report increased 
revenue than those that spend less. This suggests a positive 
relationship between investment in Leadership Development 
and fi nancial performance. Of those organizations that are 
high leadership development spenders, 45% report 5% or 
higher revenue growth rates over the prior year.

How does EI 
impact ROI?
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Looking at the largest gaps between individual contributors and 
managers, it is clear that many of the leadership skills identifi ed 
in this study as important require a degree of Emotional 
Intelligence at their core. The EQ-i 2.0 subscales are strongly 
related to leadership competencies that in turn correlate with 
productivity, decreased employee turnover, and increased 
effi  ciency. A leader who embodies leadership competencies, is 
more likely to increase work satisfaction, create trust, and foster 
organizational commitment and loyalty. 

The EQ-i 2.0 model uses four common leadership dimensions 
inherent to most models of leadership: Authenticity, Coaching, 
Insight, and Innovation (shown below). 

About this research: This research study is a collaborative 
eff ort between the Human Capital Institute (HCI) and Multi-
Health Systems (MHS). An online survey was conducted from 
April - May 2013 with 784 respondents representing more 
than 500 organizations worldwide.

SOME KEY RESEARCH INSIGHTS
Emotional Intelligence assessments are an inexpensive, 
simple and very eff ective way to impact leadership 
development. Sixty percent of those who use Emotional 
Intelligence assessments say they are eff ective or very 
eff ective. Equally effi  cient methods of development include 
executive coaching, job rotations, and global assignments.

Time and support are critical to implementing 
leadership development initiatives and yet, are lacking 
in organizations. Executives fail to support leadership 
development initiatives, and limited time also keeps it from 
becoming an organizational priority.

Incorporating Emotional Intelligence as part of leadership 
coaching supports higher performance. When organizations 
incorporate Emotional Intelligence in leadership coaching, 
they are 36% more likely to report eff ective EI performance. 
Want to see the full report? Request one at 
info.mhs.com/glstudy.

An authentic leader 
serves as a role model for 
moral and fair behavior. 
A transparent approach 
commands esteem 
and confi dence from 
employees.

A leader provides 
insight by sharing a 
purpose and hopeful 
vision for colleagues to 
follow. Employees are 
compelled and inspired 
to exceed goals.

An innovative leader 
focuses on taking risks, 

spurring colleagues’ 
ingenuity and autonomous 

thought. Knowledge is 
valued and challenges 
are viewed as learning 

opportunities.

A leader who coaches 
eff ectively is seen as a 
mentor who supports 

employee growth. 
Employees are nurtured 

towards achieving 
their highest levels of 

performance.

MHS’ EQ-i 2.0 LEADERSHIP MODEL

THE EQ-i 2.0® REPORTS

THE CLIENT REPORT

The Client Report provides an 
introduction to the EQ-i 2.0 model 
and a detailed, personalized 
interpretation for each of the 15 
subscales complete with strategies 
for action and a development plan.

THE COACH REPORT

The Coach Report helps you better 
understand how results were derived, 
allowing for better interpretation, and 
enabling valuable client feedback. 
You will be provided with follow up 
questions, item level responses, and a 
guide on how to conduct a debrief.

THE EQ-i 2.0® REPORTS

BOTH COACH 
AND CLIENT 
VERSIONS 
INCLUDED WITH 
EACH REPORT
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SELF-PERCEPTION

Self-Regard is respecting oneself while understanding and 

accepting one’s strengths and weaknesses. Self-Regard is often 

associated with feelings of inner strength and self-confidence.

Self-Actualization is the willingness to persistently try to 

improve oneself and engage in the pursuit of personally relevant 

and meaningful objectives that lead to a rich and enjoyable life.     

Emotional Self-Awareness includes recognizing and 

understanding one’s own emotions. This includes the ability to 

differentiate between subtleties in one’s own emotions while 

understanding the cause of these emotions and the impact they 

have on one’s own thoughts and actions and those of others. 

SELF-EXPRESSION

Emotional Expression  

is openly expressing  

one’s feelings verbally  

and non-verbally.

Assertiveness  

involves communicating 

feelings, beliefs and thoughts 

openly, and defending 

personal rights and values 

in a socially acceptable, 

non-offensive, and 

non-destructive manner.

Independence is the ability 

to be self directed and free 

from emotional dependency 

on others. Decision-making, 

planning, and daily tasks are 

completed autonomously. 
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Self-Awareness
Emotional

Self-Actualization

Self-Regard

SELF-PERCEPTION

STRESS MANAGEMENT

Flexibility is adapting 

emotions, thoughts and 

behaviors to unfamiliar, 

unpredictable, and dynamic 

circumstances or ideas. 

Stress Tolerance  

involves coping with  

stressful or difficult  

situations and believing  

that one can manage or 

influence situations in a  

positive manner.    

Optimism is an indicator  

of one’s positive attitude  

and outlook on life. It involves 

remaining hopeful and resilient, 

despite occasional setbacks.     

DECISION MAKING

Problem Solving is the ability to find 

solutions to problems in situations where 

emotions are involved. Problem solving 

includes the ability to understand  

how emotions impact decision making.  

Reality Testing is the capacity to 

remain objective by seeing things as 

they really are. This capacity involves 

recognizing when emotions or personal 

bias can cause one to be less objective. 

Impulse Control is the ability to resist 

or delay an impulse, drive or temptation 

to act and involves avoiding rash 

behaviors and decision making.

INTERPERSONAL

Interpersonal Relationships refers 

to the skill of developing and maintaining 

mutually satisfying relationships that are 

characterized by trust and compassion.

Empathy is recognizing, understanding, 

and appreciating how other people 

feel. Empathy involves being able to 

articulate your understanding of another’s 

perspective and behaving in a way that 

respects others’ feelings.

Social Responsibility is willingly 

contributing to society, to one’s social 

groups, and generally to the welfare of 

others. Social Responsibility involves 

acting responsibly, having social 

consciousness, and showing concern  

for the greater community.

EQ-i 2.0 Model of Emotional Intelligence

Name: Ms. Sample

4 1122041820112.0
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Self-Perception Composite

Self-Regard
Respecting oneself; Confidence

Self-Actualization
Pursuit of meaning; Self-improvement

Emotional Self-Awareness
Understanding own emotions

Self-Expression Composite

Emotional Expression
Constructive expression of emotions

Assertiveness
Communicating feelings, beliefs; Non-offensive

Independence
Self-directed; Free from emotional dependency

Stress Management Composite

Flexibility
Adapting emotions, thoughts and behaviors

Stress Tolerance
Coping with stressful situations

Optimism
Positive attitude and outlook on life

Interpersonal Composite

Interpersonal Relationships
Mutually satisfying relationships

Empathy
Understanding, appreciating how others feel

Social Responsibility
Social conciousness; Helpful

Decision Making Composite

Problem Solving
Find solutions when emotions are involved

Reality Testing
Objective; See things as they really are

Impulse Control
Resist or delay impulse to act

Overview   

Total EI

Name: Ms. Sample

5 1122041820112.0

70 90 100 110 130

Low Range Mid Range High Range

123

115

113

114

111

128

123

123

119

113

111

105

119

125

125

114

120

119

122

118

108

Low Range Mid Range High Range
70 90 100 110 130

70 90 100 110 130
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Conducting the Debrief

Preparing for the Debrief

Review the Report

   Review the Response Style Explained page and look into any flagged areas. 

   Review the Total EI score, Leadership Potential page and composite scores. Where does the client fall in relation to the norm 
group? Is the client’s score in the low, mid or high range?

   Review the individual subscales and patterns. Which particular combinations of subscales are striking to you?  
Which do you want to investigate at the item level? Which subscales would have the greatest impact on your client’s leadership?

   Review item scores for any particularly high or low scores.

   Examine the Balancing EI page. What stands out in this client’s results? Which subscales do you need to look at more 
closely? What might be some challenges associated with the results?

   Make notes on areas you are curious about.

   What is your overall impression? What will you want to keep in mind as you go through the debrief?

Coach’s	Guide	to	an	EQ-i	2.0	Debrief	Session

Phase Points to Keep in Mind Questions to Ask

   Explain how the feedback will be structured and 
how long it will take.

   Ask what the client wants to get out of the 
session.

   Remind the client of the confidentiality agreement 
and who “owns the data”.

   If appropriate, show the client a sample report 
so that they are prepared for what they will be 
seeing in their own report. This may help them 
understand what the results will indicate before 
they actually  
see them.

   Remind the client that this is a self-report and 
that it is a “snapshot in time”. It is a starting point 
for discussion, not the end of the investigation.

1. Build Rapport

The first step is to 
create a sense of 
ease and establish 
common goals 
between you and 
your client.

   Give definition of EI and recap details of the EQ-i 
2.0.

   As you can see, the bars represent how you 
responded to the items on each scale of the EQ-i 
2.0.

   The bars that are in the middle range show that 
compared to the norm group, you answered the 
items in a similar way.

   Bars to the left indicate decreased use of 
behaviors related to the scale.

   Bars to the right indicate increased use of 
behaviors related to the scale.

2. Validate Facts 

Next, establish 
the “truth” of EQ-i 
results in the eyes of 
your client.

   How are you feeling about this meeting?

   What was your experience in taking the 
assessment?

   Probing questions: were you alone, did you do 
it at the beginning of the day, end of the day; do 
you recall any items that you had difficulty with or 
that were not clear to you?

   Is there anything significant going on in your life 
that may have affected how you responded to 
the items?

   How did you find the items themselves? 
Anything you found odd or curious?

   Do you have any questions or comments 
before we go over your profile?

   What is your first impression of this profile?

   Does this profile look accurate to you?

   What surprises you?

   Where would you like to focus first?

   What questions do you have about your results?

   Can you give me an example of how you use 
that skill? 

   Would you say this is a real strength of yours?

   This suggests to me that ____. Is that true  
of you?

Name: Ms. Sample •Age:  55 •Gender: F
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Depending
on your needs, 
there are six 

report options 
geared toward a 
business-centric 

audience:

EQ-i 2.0 
WORKPLACE 

REPORT
A self-report used 

when assessing 
anyone within the 

workplace.

REPORT

WORKPLACE

Copyright © 2012 Multi-Health Systems Inc. All rights reserved. 

EQ-i 2.0 GROUP 
REPORT

A report used when an 
organization wishes to 

work on team-level 
strategies as it enables 

discussion around team-
level implications of EI.

EQ-i 2.0 
LEADERSHIP 

REPORT
A self-report 

used when 
assessing 

leaders within an 
organization.

WORKPLACE 
EQ 360 REPORT
A multi-rater report 
used to gain insight into 
an individual’s EQ 360 
results, with in-depth 
analysis specifi c to a 
workplace context.

LEADERSHIP 
EQ 360 REPORT
Adding to the features 
of the Workplace 
EQ 360 Report, this 
multi-rater report also 
helps you to view your 
client’s scores through 
a leadership lens.

EQ-i 2.0 HIGHER 
EDUCATION REPORT
A report that provides 
a framework for 
understanding a student’s 
Emotional Intelligence skills 
in order to foster academic 
and life success.

REPORT

HIGHER
EDUCATION

Copyright © 2012 Multi-Health Systems Inc. All rights reserved. 
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CONTACT US
For more information about the EQ-i 2.0® 
Full Suite of Reports, please call 1 800 456 3003
or email us at growyourbusiness@mhs.com 

TO DOWNLOAD SAMPLE REPORTS, PLEASE VISIT 
info.mhs.com/eqireports

FOLLOW US

The Emotional Intelligence Connection

@MHS_talent @eiconnection

How does IQ 
compare to EQ?

How does EI 
impact ROI?
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How is 
measured?

+353873655587
info@dragonflycoaching.ie

www.linkedin.com/in/orla-berkery-dragonfly

@OBerkery




