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Summary
The Emotions and Behaviours at Work assessment is a validated psychometric measure that provides
feedback on a person's Emotional Intelligence at work. It has been created to assist with the assessment and
development of personnel.

Who is the report written for?
The information contained in this report is STRICTLY PRIVATE & CONFIDENTIAL and is to be used solely
to develop Jane. The following report has been generated using a general population norm group and is
intended to summarise the results from the profiling completed on the 13.03.2020. The report is written in a
style that can be presented to Jane.

Content
The report is divided into the following sections:

Introduction to the Emotional Intelligence Profile
Guidance on the Interpretation of Feedback
Executive Summary
Feedback
Interview Questions
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Emotional Intelligence at Work
This report explores a person's Emotional Intelligence at work (Business Emotional Intelligence). Business
Emotional Intelligence explains peoples' capability to manage the critical emotions and underlying behavioural
traits that predict occupational performance.
The key to a person's Business Emotional Intelligence is their ability to use their intrapersonal and
interpersonal intelligence. Intrapersonal Intelligence is the ability that individuals have to manage themselves
through knowing and understanding their feelings, needs, wishes, wants and behaviour. Whereas,
Interpersonal Intelligence is the knowledge and ability that helps individuals to understand, engage, manage
and motivate other people. It includes being sensitive to others' emotions and psychological states and
choosing the appropriate response by reading the relationship, being empathetic and communicating clearly
to them.

The Emotions and Behaviours at Work Assessment
The profiling measures the emotional behavioural clusters (scales) that are the focus of Business Emotional
Intelligence as well as providing feedback on how self-aware we are of them.

These emotional behaviours describe the way we tend to approach and interpret situations and people and
this in turn impacts on the way that others see us. Many of these emotions and behaviours are predictive of
how successful we will be in different situations and, whilst we may react differently depending on the context,
our emotions and behaviours do tend to be quite consistent. However, they can change over time and this
report provides a snapshot of a person's emotions and behaviours today, but this could change in the future.

Page 3

Mobile Team Challenge Ltd

Guidance on the Interpretation of Feedback

·

The main purpose of completing the E.I. questionnaire and reading this report should be to
stimulate your thinking about how your emotions and behaviours can impact on your
working style.
As such, this report should not be treated as a definitive profile of your working style but as
a starting point from which to explore your Business Emotional Intelligence in more depth.

·
·
·
·
·
·
·

The report provides feedback under each emotional/behavioural scale. Your responses are
compared to those typically given by people at work to generate feedback that is relevant to
you.
In reviewing your results, you should read the definition of each emotional behavioural
cluster before going on to read how it relates to you.
Much of the content and the feedback may sound familiar to you but be prepared to see
some differences between how you view yourself and how the feedback from the report
describes you.
Consider the information in this report in conjunction with other information you have about
your strengths and development needs.
This report should be seen as a snapshot of your emotions and behaviours at the time you
completed the profile. Although Business Emotional Intelligence are relatively stable,
with the right coaching and training it is possible to develop certain aspects of your
emotions and behaviours at work.
Many people find it very useful to discuss their report with a certified E.I. Coach. A qualified
E.I. Coach will be able to consider your emotions and behaviours as described in this
report, and interpret the interactions between them and also other relevant factors, such as
your job, and provide advice on how to develop your potential.
You should see this report as the starting point for your development and use it to feed into
your own personal development plan.
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Executive Summary
This summary provides an overview of eight key emotional behavioural clusters that are the focus of the
Emotional Intelligence Profile. However, the feedback from each emotional behavioural cluster should be read
and considered to maximise the value of the report.

Feedback Overview
Jane will want to evaluate different options before taking responsibility and making a decision and is happy
taking a lead from others
Jane does not typically feel enthused and engaged by his work, working methodically rather than
passionately.
Jane does not feel the need to have a direct influence on people and is comfortable in roles that do not have
a high profile or where he does not have an impact on others.
Whilst valuing stability in his working environment and liking a degree of clarity in what is required of him,
Jane may still be comfortable with some uncertainty and can adapt to changing situations.
Recognising, and at times, being sensitive to others' feelings, needs and perspectives, Jane enjoys working
with others. He is likely to be quite approachable but will balance the needs of the task with his desire to help
and support colleagues.
Jane tends to be reliable, organised and consistent and to be concerned with meeting his commitments in a
way that is acceptable to those around him.
Jane is generally comfortable dealing with the day-to-day stresses of work and may be better than many in
coping with pressure and managing his emotions.
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Feedback Section
The feedback narrative in this section of the report is based on Jane Smith’s responses on the EMOTIONAL
INTELIGENCE PROFILING assessment. Each section starts with a definition of the area being assessed
followed by the emotional behavioural indicators and colour ratings. The colour ratings indicate the User's
need for these types of emotions and behaviours. In the 'Areas to Consider' sections the colour ratings
indicate how much emphasis and time you may want to spend on each question.

Decisiveness
Willingness to make decisions, the need for control and the level of comfort with decision making
responsibility.

Emotional Behavioural Indicator

Feedback
You have scored in the middle area of the Decisive Scale. People who score similarly to you feel more
comfortable having a lot of information and want to be able to take a balanced perspective on issues, but this
can sometimes mean they seem to procrastinate, postpone making decisions or do not give a clear lead on
an issue. You are likely to want to keep a range of options open, reacting to situations rather than dictating
them and whilst this may enhance your flexibility, it can prove frustrating for colleagues who would prefer a
more direct solution. You may feel less comfortable than some being in situations where your decisions may
be challenged and may at times want to avoid taking a decision that is controversial or radical.
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Areas to Consider
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Motivation
Level of energy, passion, drive and enthusiasm for work, being optimistic and positive, the need for
achievement and challenge.

Emotional Behavioural Indicator

Feedback
You have scored on the left-hand side of the Motivation Scale. Your score suggests you seem best suited to
roles that require you to work at a steady pace rather than those that need you to immerse yourself
passionately into your job. You may focus on the problems and obstacles and, whilst this may be helpful in
identifying matters that need to be dealt with, it can also lead you to appear quite negative. People who score
similarly to you tend to take a passive approach to work, dealing with things once they can no longer be
avoided rather than proactively seeking to develop and improve matters.
Although your score on Motivation suggests you may not be highly driven or enthused by your work, your
relative high score on the Conscientious scale suggests you are still likely to be very thorough and diligent.

Areas to Consider
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Influence
The drive to influence others and persuade them, to be heard and have an impact.

Emotional Behavioural Indicator

Feedback
You have scored on the left-hand side of the influence scale. Those who score on the left side enjoy roles
where they do not need to express their own ideas and opinions to influence or persuade others. Your need
for less impactful roles does not necessarily mean that you will seek junior roles, rather that you will be less
inclined to enjoy or pursue those aspects of the job that involve influencing others. Consequently, people who
score similarly to you are reluctant to stand their ground when their ideas are challenged, regardless of the
quality of their position or their enthusiasm for it. They tend to be keen to follow guidance and instruction that
is offered to them and may be respectful and amenable to authority.

Areas to Consider
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Adaptability
The desire for, and enjoyment of, variety in the workplace; the capacity to keep an open mind and be
flexible with different and creative approaches.

Emotional Behavioural Indicator

Feedback
Your responses to the EMOTIONAL INTELIGENCE PROFILING indicate that you score in the middle area of
the Adaptability scale and you value a proven approach to work but will be prepared to embrace change and
new ideas when you recognise their benefits. People who score like you are likely to get frustrated by sudden
and unexpected events that require you to change your plans and will not be fully comfortable in situations
where you are unable to predict what you will be doing. However, your responses suggest that you are
generally comfortable when tasked with developing new procedures and systems although you are likely to
be daunted by having to start in a completely new area without having any relevant experience to draw on.

Areas to Consider
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Empathy
The ability to recognise, be sensitive to and consider others' feelings, needs and perspectives. The
need to understand, to help and work with others.

Emotional Behavioural Indicator

Feedback
You have scored in the middle range of the Empathy scale and your score suggests an interest in people and
a capability to enjoy positive relationships with those around you, but you can balance this with the needs of
the role. People who score like you can be sensitive to others' feelings and emotions, being able to recognise
when they are uncomfortable or beginning to get upset, angry etc. They like to develop some relationships at
work and can develop a rapport with many of those they meet but are content to keep some of their
relationships on a purely professional footing. This suggests, you will generally prefer to avoid conflict, but will
be prepared to deal with it where necessary. Like most people, you may find this difficult and will usually put
effort into finding solutions and compromises to facilitate co-operative working relationships where possible.

Areas to Consider
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Conscientiousness
The need to plan and have structure, be diligent and meet deadlines; the level of comfort with
conforming and following the rules.
(The Emotional Behavioural indicator shows the overall score for Conscientiousness which
consists of the Structure and Rules subscales).

Emotional Behavioural Indicator

Feedback
Jane, your responses suggest you are likely to be most comfortable when you can plan out what you are
going to do, where and when you are going to do it. You may be less comfortable working with people who
prefer to act very spontaneously. You probably like to be clear about what the rules are and what is expected
of you and will try to work within this framework. Whilst you may be able to work outside the rules where
necessary, you are likely to find this quite uncomfortable.

Areas to Consider
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Stress Resilience
The capability to relax and deal with the day to day pressures of work; the level of comfort with
showing and managing emotions, e.g. can control/hide temper when provoked.
(The Emotional Behavioural indicator shows the overall score for Stress Resilience which consists
of the Resilience and Emotional Control subscales).

Emotional Behavioural Indicator

Feedback
Your Stress Resilience score suggests, like most people, you are affected by the day-to-day pressures of
work and may find yourself worrying about things more than you would wish. Your responses suggest you
have strategies for dealing with this whilst remaining vigilant in areas where worry is an appropriate response.
You are likely to control your emotions with some effectiveness and be able to hide what you feel from others
and manage the way you express them. This may help you to appear to be more objective at work, but some
might find your dispassionate approach unhelpful as they find it hard to know what you really think and feel.

Areas to Consider
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Self-Awareness
The Self Awareness scale gives an index of the extent to which your rating of yourself is likely to
correspond with the way that others would rate you on the EMOTIONAL INTELIGENCE PROFILING
scales. Those with high scores on the scale tend to have a better awareness of their own strengths
and development needs, whilst low scorers may find their profile is not what they expected.
It was developed by statistically identifying questions that tend to be good predictors of the difference
between how Users rated themselves and how others rated them. It is not therefore, based on a
specific theory as to why these ratings may differ. You should use it purely to consider whether the
User has been realistic and honest with themselves in the way they answered the questions.

Emotional Behavioural Indicator

Feedback
Jane, people like you who score in the middle area of the self-awareness scale have a reasonable idea of
how they come across to others and so are able to employ the skills and strategies that work best for them.
However, at times, you may not fully appreciate how you appear to people or how effective they think you are
being. Therefore, feedback from others and time spent reflecting on the way you behave will help you develop
your Emotional Intelligence at work and can only help improve your performance

Areas to Consider
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What would Visionary Style Look Like on an E.I. Profile?

What would Coaching Style Look Like on an E.I. Profile?

What would Affiliative Style Look Like on an E.I. Profile?

What would Democratic Style Look Like on an E.I. Profile?

What would Pace-Setting Style Look Like on an E.I. Profile?

What would Commanding Style Look Like on an E.I. Profile?
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The Emotionally Intelligent Leader: Six Leadership Styles
Daniel Goleman, Richard Boyatzis and Annie McKee, in Primal Leadership, describe six
styles of leading that have different effects on the emotions of the target followers.

Daniel Goleman, the author of the book on ‘Emotional Intelligence’, has identified six different leadership
styles, and he believes that good leaders will adopt one of these six styles to meet the needs of different
situations. A key point of Goleman’s argument is that good leaders must be emotionally intelligent or
sufficiently sensitive and interpersonally aware to know which styles to adopt for different situations.
Goleman identifies 4 styles which encourage team harmony and inclusion, and 2 other styles which can
potentially create dissonance and discord. The 4 styles encouraging team harmony are called visionary,
coaching, affiliative and democratic, and they are described as follows:

➢

Visionary - moves people towards shared dreams, creates a sense of direction, encourages
change

➢

Coaching - helps individuals improve their performance and align employee goals with those
of the organisation

➢

Affiliative - builds relationships and teams, and helps to deal with problem situations between
teams

➢

Democratic - helps to create buy-in or consensus by involving people and valuing their input

The other two leadership styles, pacesetting and commanding, are more directional, and focus more
on the setting down of expectations, and they are described as follows:
➢

Pacesetting - sets challenges that high performers can achieve, and this can leave less
competent people falling behind and obviously potentially uncomfortable and dissatisfied

➢

Commanding - gives direction when problems arise or calms things down in a crisis

Page 21

Mobile Team Challenge Ltd

The Visionary Leader
The Visionary Leader moves people towards a shared vision, telling them where to go but
not how to get there - thus motivating them to struggle forwards. They openly share
information, hence giving knowledge power to others.
They can fail when trying to motivate more experienced experts or
peers. This style is best when a new direction is needed.
Overall, it has a very strong impact on the climate.

Transformational

climate upwards

Self
confidence

Self
awareness

Empathy

Transparency

What would Visionary Style Look Like on an E.I. Profile?

Page 22

Mobile Team Challenge Ltd

The Coaching Leader
The Coaching Leader connects wants to organizational goals, holding long conversations
that reach beyond the workplace, helping people find strengths and weaknesses and tying
these to career aspirations and actions. They are good at delegating challenging
assignments, demonstrating faith that demands justification and which leads to high
levels of loyalty.
Done badly, this style looks like micromanaging.
It is best used when individuals need to build long-term
capabilities. It has a highly positive impact on the climate.

The Coaching Leader
If the leader is TOO
task focused

Creates rapport
Cultivates trust

It will fail when people
need excessive personal
direction

Keep people
motivated
Good at delegating tasks that
challenge their employee
which in turn motivates

Lacks self-motivation
Need excessive
feedback

Tolerance can be
short

Can be misunderstood as
micro management or
controlling

Empathy

Has the undertone of “I believe
in you” which drives the self
belief and self confidence

Self
awareness

Developing
others

What would Coaching Style Look Like on an E.I. Profile?
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The Affiliative Leader
The Affiliative Leader creates people connections and thus harmony within the
organization. It is a very collaborative style which focuses on emotional needs over work
needs.
When done badly, it avoids emotionally distressing situations such as negative feedback.
Done well, it is often used alongside visionary leadership.
It is best used for healing rifts and getting through stressful
situations. It has a positive impact on climate.

The Affiliative Leader
Value people
If over affiliative they can be the
last to hear bad news

Rely on emotional capital
when under pressure

Fear of conflict
Networking
Neglect to offer corrective
feedback for fear of hurting the
feeling

Team Identity
Relationship Builders

Work can take second
place to feeling

Increase morale, team
harmony

Developing others

Build harmony
Nurturing personal
relationships

Time frames can be lost

Build loyalty

Employee may perceive that
mediocrity is tolerated

Empathic

Create resonance

Conflict
management

Teamwork

Collaborative

What would Affiliative Style Look Like on an E.I. Profile?
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The Democratic Leader
The Democratic Leader acts to value inputs and commitment via participation,
listening to both the bad and the good news.
When done badly, it looks like lots of listening but very little effective action.
It is best used to gain buy-in or when simple inputs are needed (when you are
uncertain). It has a positive impact on climate.

The Emotionally Intelligent Leader
The Democratic Leader

Great listeners

Dithers in times of crisis

Team members as
opposed to top-down
leaders

Can need endless
meetings

Delays outcome

Collaboration

Inclusive

Influence

Teamwork

Empathy

What would Democratic Style Look Like on an E.I. Profile?
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The Pace-Setting Leader
The Pace-setting Leader builds challenge and exciting goals for people, expecting
excellence and often exemplifying it themselves. They identify poor performers and
demand more of them. If necessary, they will roll up their sleeves and rescue the
situation themselves.
They tend to be low on guidance, expecting people to know what to do. They get short
term results but over the long term this style can lead to exhaustion and decline.
Done badly, it lacks Emotional Intelligence, especially self-management. A classic
problem happens when the 'star techie' gets promoted.
It is best used for results from a motivated and competent team.
It often has a very negative effect on climate (because it is often poorly done).

The Emotionally Intelligent
Leader
The Pace-Setter Leader

Initiative

Achievers

Adaptability
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The Commanding Leader
The Commanding Leader soothes fears and gives clear directions by his or her powerful
stance, commanding and expecting full compliance (agreement is not needed). They need
emotional self-control for success and can seem cold and distant. This approach is best in
times of crisis when you need unquestioned rapid action and with problem employees who
do not respond to other methods.

What would Commanding Style Look Like on an E.I. Profile?
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How to Develop your Emotional Intelligence

The Emotionally Intelligent Leader
Practice a new skill
with others, it helps to
see others achieve

Look at
people who
already do it
Coach or
Mentor

Environment

The politics
in play

11. Arrange
support

1. Assess
the job

14. Evaluate
the program
A teacher can’t instruct
your brain circuitry to
carry old habits away and
implement new habits

Weakening the old habit
and implementing the
new one

Carefully

Pre-warned is
fore-warned

8. Prevent
relapse

It is a new suit, the old one
feels more comfortable so
sometimes we put it on by
default under pressure

Gap
analysis
Reality checks are the 1st
step but do not in
themselves enable
change in a group

2. Assess the
individual or
organisation

Tele Tubby
learning
Selfdirected
learning

Use EI
with the
feedback

3. Deliver
assessment
with care

It takes
time

9. Give
performance
back

And the
bottom up

10.
Practice

Reputation

The more often a behavioral
sequence repeats, the stronger
the underlying brain circuits
become

Can I start at
the top
down

How competences
are interwoven

12. Models
help

6. Make
change
selfdirected
manageable

Time
management is
not enough
Learn from relapses
what are the crucial
moments and insist
on vital behaviors

The
foundation

Visualise
rehearsal
Specifics

Tasks/
games

Eager
beavers

4. Gauge
readiness
Look at the
values & play
to them

The provocative
proposition
Develop
curiosity

Problem

What must
change

Self
evaluation

5.
Motivate

Have a menu
of leaning
plans

360
feedback

W11FM

Prisoners

Vacationers

Back to 1 to address &
motivate a readiness
to change

Bespoke to the
individual

Impulse

Independence
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