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Mark, you may be at a higher risk of derailment as you received 
a lower result in Stress Tolerance and a moderate result in 
Impulse Control. Lower scores on any of the four subscales are 
associated with adopting a more passive or avoidant leadership 
style. Your team may see you as being ineffective in certain 
situations and may not be fully satisfied under your leadership. 
You would benefit from strengthening any lower scoring 
subscales and be especially cognizant of any scores below 90.



Leaders with self-regard respect themselves and accept both personal strengths and limitations while remaining satisfied and self-
secure. Mark, your result suggests that without being overly confident, your sense of your strengths and weaknesses is slightly above 
average. On rare occasions, your uncertainty regarding your abilities may dissuade you from leveraging your talents. You may:

Yield a reasonable level of influence on group decisions. 
Think highly of yourself and your capabilities during most situations. 
Be more likely to surround yourself with others who help leverage your strengths and complement your shortcomings.

You fall within the leadership bar on Self-Regard.

Leadership Implications. The leadership implications of self-
regard extend further than many people realise. Your result 
suggests that you are reasonably driven to achieve 
organisational goals and, generally, show confidence that 
results will be achieved. You are more confident in your ability to 
inspire, motivate and innovate than leaders with low self-regard.
Be mindful to uphold your sense of self-worth in the face of 
naysayers.

Organisational Implications. Your feeling of your self-worth can 
be perceived as confidence and may command respect and trust 
from your colleagues, although you need to be wary of 
occasional doubts regarding your abilities. If you strengthen self-
regard, you usually rise to the level of your potential and apply 
this confidence in mentoring and coaching employees. 
Expectations set for yourself and your employees are met, which 
help fuel organisational achievement.

Image Adjustment. Make concerted efforts to fine-tune your 
sense of self-worth.

Belief in your capabilities as a leader helps fuel 
success. Belief is heavily influenced by actions. In a 
situation in which you do not feel 100% confident, 
such as presenting to a Board, act as if you are 
confident. Try using confident body language, posture, 
and tone of voice. By putting on a brave front, the end 
result is a more self-assured demeanour. 
By exemplifying courage and tenacity in the face of 
difficult decisions, your unflagging determination will 
raise standards for those you lead.

Comfort with Failure. Leaders are not infallible, and 
mistakes are inevitably encountered in day-to-day affairs. 
Mistakes shouldn t be used to de-value your sense of self-
worth.

Even the most soundly researched business deals 
may not succeed. Attitude is key, and perseverance 
will help to weather the outcome. Try to analyse your 
mistakes by identifying the source of the issue. 
Encourage your team to follow suit, as the source is 
not always personal weakness. 
Learn from your mistakes and move on to the next 
opportunity. Your self-regard will remain intact.



Self-actualisation is strongly related to overall work success and performance. It can be summed up in three words: pursuit of 
meaning. While this sounds quite philosophical, as a leader, it means finding purpose and enjoyment in your role and performing to 
your fullest potential. Mark, your result suggests that you operate with a slightly higher sense of accomplishment and resolve than 
most leaders, which spurs both you and the organisation to strive for greatness. Your result may mean that:

You operate with an energetic focus and involvement in your business objectives. 
You achieve the goals you establish for the organisation, although you may benefit even more by setting stretch goals that 
challenge yourself and others. 
For the most part, you believe you are fulfilling your potential. 
On rare occasions, you may not be making optimal use of your full skill-set.

While you scored slightly above average on Self-Actualisation, you could benefit from strengthening these skills and reaching the 
leadership bar.

Leadership Implications. You are likely leading people with a 
moderate sense of mastery and accomplishment. You usually 
motivate your employees to achieve their potential, and you ignite 
their ingenuity and resolve to achieve personal and professional 
goals. You may benefit from striving even harder to be the best 
you can be so that your work and personal life are as meaningful 
as possible. 

Organisational Implications. You are perceived as a person who 
is striving to learn, developing new skills and willing to grow in 
order to fully optimise your talents. If strengthened, this quest 
could permeate the entire organisation, as employees may 
emulate your approach. This drive for self-fulfillment may 
stimulate higher productivity and greater employee satisfaction. 
Continue to work on achieving the zenith of your potential so that 
employees may learn from this style.

One Small Step. Transcribing your objectives is a great 
strategy to solidify your action plan as you work toward 
greater self-actualisation.

By writing your action plan on paper or sharing it with 
a colleague, you solidify your goals. Choose one 
small strategy for making your life more enriching and 
share this with a colleague or place it in your 
calendar. Or, is there a way you can get your whole 
team involved in adding more meaning to the 
workday? Research clearly demonstrates that the 
likelihood of successful goal attainment increases by 
the mere fact of simply writing down your goals.

Capitalise on Strengths. You are already aware of your 
passions, though at times you may not realise it.

List tasks in which you excel (e.g., chairing meetings, 
producing comprehensive financial reports), and try to 
incorporate these activities throughout the workday. If 
you feel unsure of your areas of strength, pinpoint 
pursuits in which you receive many compliments, or 
ask your colleagues for feedback. These activities will 
reinvigorate your zeal for work and improve your 
productivity.



If you have a solid understanding of what brings about your emotions, it is much easier to regulate your behaviour and control the 
impact that your emotions have on others. Mark, your result indicates that fully understanding your emotions and their causes may be 
an area of challenge for you. It is likely that you:

May not recognise how your feelings or mood can alter your behaviour. 
Do not recognise the impact that emotions have on engaging the hearts and minds of employees. 
Have difficulty sensing and empathising with the emotions of your employees. 
May not be aware of how your emotions and your behaviour affect others.

You scored below the leadership bar on Emotional Self-Awareness and could benefit from strengthening skills in this area.

Leadership Implications. As a leader, you may struggle to use 
your gut reaction to choose the best course of action because 
your emotional gauge is not always accurate. It may be difficult 
for you to manage intangible or vague information, as you may 
not be able to rely on your emotional cues to guide the necessary 
decision. You may be seen as a leader who is not fully aware of 
his or her own strengths and weaknesses, nor the impact that 
your emotional responses have on those you lead. Navigating 
emotionally charged situations may elude you, which can prove 
challenging when conflict arises within the organisation.

Organisational Implications. Your level of emotional self-
awareness indicates that you may not recognise the impact of 
emotional outbursts on others, and you may miss important 
information because employees are hesitant to approach you as 
a leader. Constructive criticism you receive from employees may 
also be interpreted as a threat or as a sign of failure as you are 
not in tune with your emotional reactions. Organisational 
productivity may be unfavourably impacted by this lack of 
emotional self-awareness. Poor emotional self-awareness is a 
problem because what you don t recognise, you can t manage .

Time to Reflect. It is common to operate on autopilot as you 
navigate through numerous tasks over the course of the 
workday. Nevertheless, it is important to take time to assess 
employee reactions and engage in self-reflection.

An open door policy helps to encourage candid 
feedback, and to listen without reproach to comments 
and concerns. Soliciting advice from employees helps 
to pinpoint your areas of strength and those that need 
development. For example, perhaps you appear too 
elated when the situation demands a sedate poker
face to close a deal.

Body Language. A good method to improve your emotional 
self-awareness is to notice cues in others body language.

Sometimes employee reactions may only be 
perceptible via body language. Try to stay attuned to 
the facial expressions and mannerisms of your 
colleagues. If your colleagues are smiling and their 
facial expression is open and warm, you have an 
indicator that you are exuding joy and contentment.



Think of Emotional Expression as the action part of the emotional experience. Leaders who effectively express their emotions use 
words and physical expressions to convey their feelings in a way that is not hurtful to others. Mark, your result indicates you may have 
difficulty bringing emotions to the surface and sharing your true feelings and opinions with others. Consider the following, which may 
be characteristic of you:

You don t feel comfortable expressing certain emotions through words, facial expressions, or body language. 
You use a limited emotional vocabulary to describe your feelings (e.g., happy and sad, rather than elated and somber). 
You may assume your team knows how you feel, so you appear guarded, and do not always put your emotions on display.

You scored below the leadership bar on Emotional Expression and could benefit from strengthening skills in this area.

Leadership Implications. Expressing one s feelings verbally and 
nonverbally allows you to build authentic relationships. Your style 
of expression may make it hard to inspire your team, and your 
relationships will tend to be superficial or at arm s length. If you 
do not express your emotions, you are probably contributing to 
the creation of an environment where the team you are leading 
does not feel comfortable being open and honest with you. You 
may then miss crucial information. Though you may feel 
comfortable remaining in a poker-faced state, it is actually 
stressful for your team, especially when they need to share 
difficult or sensitive information with you.

Organisational Implications. Your result may mean that you are 
not fully contributing to a culture of open communication at your 
organisation. If a culture of open communication is not 
consistently nurtured, you will be unaware of the feelings and 
opinions of employees that may be crucial for your decision-
making processes. Furthermore, organisational and team goals 
may not be fully realised, as you tend to shy away from using 
strong emotions and captivating expressions to inspire your 
team to greater heights.

Connect your Emotions. Utilise Empathy and cultivate your 
relationships to ensure you adequately express your 
thoughts and emotions. Before the next meeting with your 
team:

Review the agenda on your own, and write down your 
thoughts on each item; don t assume your team 
already knows how you feel. 
Use emotional vocabulary (anxious, excited, worried, 
secure, confident) to describe the state of the task and 
how you feel about next steps. 
Select a few emotional comments to share at the 
meeting and hold yourself accountable to expressing 
them.
Continue making a similar list for every meeting and 
increase the number of emotional comments you 
share.

Centre Stage. As a leader your emotional expression is 
constantly centre stage, and therefore, it is critical that you 
have mastered both verbal and nonverbal cues.

Eye contact: this can help the other person see what 
you may be feeling. 
Facial expression: this is another way to show your 
feelings (e.g., raised eyebrows can mean concern or 
worry, a smile conveys a positive impression). 
Tone of voice: allow the other person to hear your 
emotions (e.g., a happy tone of voice, or a quieter, 
more concerned tone of voice).



Picture a line between the words passive and aggressive. At the middle point of this line lies assertiveness, a place where you work 
with your team by finding the right language at the right time to express your feelings and thoughts. Mark, your results indicate you 
operate at the assertiveness midpoint of this line almost all of the time, articulating your thoughts in a clear and confident way. The 
following characteristics may apply to you:

You are firm and direct when making decisions. 
You guide your team toward your goals by articulating your needs and protecting their resources. 
You view your rights and those of your team s as sacred.

You scored well above average on Assertiveness and fall within the leadership bar.

Leadership Implications. Your results suggest that you likely pull 
on strong emotions and convictions to state your position. This is 
a crucial skill to have when leading a team; it helps in gaining 
your team s buy-in and inspiring them towards innovative 
solutions. Further, a high level of assertiveness helps to gain the 
resources your team needs and proactively clear obstacles in the 
path of your team s success. While such situations require you to 
be an assertive leader, others may require you to be more 
flexible in your thinking. Becoming too rigid in defending your 
position may result in unproductive, stubborn, or aggressive 
behaviour.

Organisational Implications. Your results suggest that you are 
skilled at getting your point across in a clear and confident 
manner. This skill is likely to help you resolve conflict, leverage 
organisational resources, openly voice your opinion, and 
contribute to the success of your organisation. Leadership 
competencies are especially visible when you are assertive 
because you likely create a strong platform from which to 
showcase your talents, and those of your team. Watch that when 
you defend your position, you do not miss important information 
or feedback that may alter your perspective.

Knowing Where You Stand. In order to move towards a 
decision, and ensure your team works collaboratively, highly 
assertive leaders need to have a clear understanding of 
where they stand and the points on which you are willing to 
concede.

Note down the ideal outcomes you would like to see 
from your next meeting. 
Review the outcomes you identified and separate the 
core outcomes that are essential to progress. 
Then, identify the information you need to hear from 
others to concede on these points.

Knowing the core outcomes that are essential, and the 
idealistic outcomes on which you are willing to be flexible, will 
help you stay focused on the goal, and not become paralysed 
in rigid debate.

Crossing the Aggression Line. As a leader with a high level 
of Assertiveness, making decisions probably comes easily to 
you. This likely provides direction for your team to work 
towards project goals. Be mindful of your behaviour crossing 
the line into aggression. Ensure you spend the time truly 
listening to the input of others when making decisions. 
Maintaining a culture of open and respectful communication 
in this way can help immensely in inspiring others to reach 
new heights.



Mark, being independent means you are capable of feeling, thinking, and working on your own, a critical skill that all great leaders 
have in common. Your results show that this is a well-developed skill, as you are willing and capable of holding your own ideas and 
making necessary decisions required for your team on your own. You are unlikely to be swayed by popular opinion, which can help 
you maintain an established direction for your team. Consider the following interpretation of your results:

You are comfortable providing direction and working on your own. 
You can work without emotional dependency on others, and don t require their reassurance. 
You accept responsibility for your decisions, knowing that at times people will disagree with you.

You scored well above average on Independence and fall within the leadership bar.

Leadership Implications. Your level of Independence indicates 
that you rarely depend on others to make important decisions. 
Because you are self-directed, you can analyse a situation, 
formulate a response, and move into implementation mode 
without second-guessing your decisions. This skill is crucial for 
a leader, especially when difficult decisions need to be made 
and direction is limited. At the same time, be careful not to 
neglect the emotions and opinions of your team, which could 
possibly leave them feeling alienated, and eventually 
disengaged.

Organisational Implications. You tend to voice your thoughts and 
opinions, likely adding your own perspective to the discussion 
table and influencing the direction of your organisation. You are 
an active participant in generating ideas rather than a passive 
receiver. Keep a close eye on how often you go off in your own 
direction rather than building coalitions. Teams that strive for the 
same values and goals build strong organisations.

Stay Connected. While being emotionally independent is 
important for leading a team, being completely autonomous 
can hurt the amount of buy-in you receive from them. Here are 
four qualities that you do not display; if you do, it may be time 
to scale back your independence.

Ignorance: Are people feeling like I am ignoring facts 
in an effort to pursue my own agenda? 
Know it all: Do I think I know everything, and thus my 
team s advice is not needed? 
Detached: Am I hurting collaborative relationships and 
engagement by not including others? 
Closed door: While I have an open-door policy, is my 
behaviour distancing myself from my team?

Listening to Feedback. To ensure that you do not hurt any 
key relationships throughout the organisation, balance self-
directed thought with the ability to seek advice and feedback. 
You do not have to be a fan of an idea to entertain the thought 
process of others and explore different perspectives. Doing 
so can help gain the support of others and perhaps even 
generate new possibilities. 

Examine a few of your past decisions. What did your 
decision-making process look like? Who did you 
connect with to seek advice or a differing point of 
view? How well did you follow along the input that was 
given to you? 
Next time when you are seeking advice from your 
team, note down the different perspectives before 
presenting a counter-thought. Then reflect on those 
notes and think through the feedback and the 
possible impact on your decision.



Leadership cannot exist without strong relationships. Even if you have solid technical skills, your ability to form strong relationships in 
your team is also important, especially to help weather difficult times. Mark, your lower score indicates that you may struggle with 
gaining buy-in, coaching, instilling trust, and garnering the resources that you need to reach team and organisational goals. The 
stronger your interpersonal skills, the better you ll be able to engage your team to reach common goals. You may:

Genuinely like those you work with but have not focused on getting to know them on a deeper level (e.g., their talents and 
interests); knowing people only at a surface level holds you back from finding ways to motivate and inspire your team. 
Rely on your own devices to get the job done rather than asking for help or delegating appropriately.

You scored below the leadership bar on Interpersonal Relationships and could benefit from strengthening skills in this area.

Leadership Implications. Your result in Interpersonal 
Relationships indicates that your leadership approach is likely 
process-oriented and not focused on building strong 
relationships. Keep in touch and stay connected with your team 
members reality by coaching them to reach their fullest potential. 
A lack of rapport can keep your team from comfortably sharing 
valuable information and feedback that lead to better-informed
decision-making. Mutually satisfying relationships can help you 
motivate and inspire your team, and gain the commitment 
needed to follow through on strategies.

Organisational Implications. When relationships are not as 
strong as they can be, you may struggle to play on the 
organisational stage. Your impact may be nominal because 
without loyal and trusted colleagues, you don t have the network 
needed to gain resources for your team. Maintaining mutually 
beneficial relationships can have immeasurable returns, both in 
terms of providing you with a supportive network to buffer the 
negative effects of stress, as well as to promote a positive team 
and corporate culture.

It s an Open Concept. How approachable are you? Do you 
have an open door policy, but nobody walks into your office? 
Leaders can sometimes lose sight of how their behaviour 
can actually close their open door.

Determining whether you are approachable requires 
a thorough examination of your leadership 
behaviours. For example, do you actively listen, or 
check your smartphone when someone is talking? 
Are you a good sport about tolerating workplace 
annoyances? Do you actively participate in company 
events, groups and parties? 
Brainstorm at least five other indicators of an 
approachable leader, and if you need help, ask a 
coach or a trusted colleague for their input.

Recognition Goes a Long Way. Remember to express 
recognition on a regular basis. 

Through simple acknowledgments, reward people for 
achievements, meeting challenges, and upgrading 
their skills and knowledge. 
Do you know what kind of recognition your team 
prefers? Not everyone likes a reward given in front of 
their peers. 
Find opportunities to improve your interpersonal 
skills; walking around the office and engaging in team 
discussions can be a management practice to help 
you understand your colleagues. These opportunities 
can help expose you to the type of recognition people 
prefer.



As a leader, the ability to manage relationships is your medium for transforming your team and taking the organisation to new heights. 
Empathy, the ability to recognise, understand, and appreciate the way others feel, is a crucial component in building these strong 
interpersonal relationships. Mark, your result indicates that empathy might be difficult for you to display consistently, leading to 
instances where you don t take other perspectives into account. While you may prefer to remain slightly detached, this approach may 
be at the expense of showing that you care about people, leading to superficial relationships where it is difficult to coach or inspire. 
With a result such as yours, you may find:

When you make decisions, you are more focused on facts than on how your team may feel or react. 
It is difficult to secure buy-in because you are unlikely to pay attention to people s emotions. 
You misread others thoughts and emotions. 
It is difficult for you to articulate another perspective.

You scored below the leadership bar on Empathy and could benefit from strengthening skills in this area.

Leadership Implications. Since you may have difficulty 
understanding how others feel, or tend to emphasise facts over 
feelings, you are at risk of damaging otherwise effective working 
relationships within, and beyond, your team. As a result, when it 
comes to resolving conflict, managing change, or making tough 
decisions, you run the risk of leaving your team and other 
colleagues feeling alienated and undervalued. Developed skills 
in Empathy can be especially useful for connecting with your 
team when trying to inspire and coach them towards innovative 
solutions.

Organisational Implications. Working to increase your level of 
empathy will benefit both you and your organisation. Predicting 
others reactions and emotional states and showing respect for 
others feelings will help employees feel heard and understood, 
a core need for all human beings. Your current level of empathy 
sets you up for difficulties resolving conflict, gaining buy-in and 
commitment to achieve goals, managing large scale change and 
securing resources to support your team.

Active Listening. Active listening is about being able to 
repeat back, in your own words, what the speaker has said. 
Leaders who do this exude empathy and respect even if they 
do not agree with what the speaker is saying.

In your next team or one-on-one meeting, listen more 
than you speak, even if you don t quite agree with the 
conversation.
Record the amount of time you spent truly listening 
versus speaking or having an inner dialogue. Aim to 
shorten your speaking time at your next meeting. 
Remember that understanding and empathising with 
someone is different from agreeing.

Reveal a Story. Sometimes as leaders we forget how much 
time and energy has gone into a particular decision, so that 
when we share it, we forget to divulge how and why a 
decision was reached. 

Pick an upcoming change that will be communicated 
to your team. 
Write down at least five pieces of background 
information about this change (e.g., why it is 
necessary, when it was first conceived, who has been 
involved).
For each piece of information, connect an emotion, a 
concern or question that your team may have. 
Share this information in the form of a background 
story, and ask for your team s feedback on the 
change.



Social responsibility calls for leaders to act in a moral and responsible manner, promote the greater good, and be a strong voice in 
their teams, organisations, and communities. Mark, your result suggests that you may be seen as a socially responsible leader who 
finds ways to coach and inspire your team. Although you usually promote cooperation and the achievement of mutually satisfying 
goals, you could benefit from demonstrating this even more often. Based on your result, you:

Are socially conscious and are concerned with others well-being.
Identify with and see yourself as the champion for your team, taking responsibility and winning resources. 
Feel a sense of fulfillment from supporting your team and organisation.

You scored below the leadership bar on Social Responsibility and could benefit from strengthening skills in this area.

Leadership Implications. Your result suggests that you balance 
your focus between yourself and those in your 
organisation/community. You are likely seen as an ethical leader, 
who regularly places your team s goals ahead of your own 
personal agenda. That being said, under times of stress or 
competing pressures, you may not draw on social responsibility 
as much as you could, putting less effort into achieving goals for 
the greater good.

Organisational Implications. You tend to be regarded as a key 
contributor in achieving organisational and community goals, 
working with and not against others to get the job done. At the 
same time, you lead everyone to achieve common goals and 
make a difference in society (e.g., recycle, volunteer). You likely 
promote employee engagement, morale, mentoring, and other 
development practices that help build talent in the organisation, 
but it would benefit you to make these practices even more of a 
priority.

Start Coaching. Being a successful leader means 
consistently helping your team members improve. This 
increases overall team potential allowing you to guide your 
team to new heights and innovative outcomes. 

List your team members and the support that you 
currently provide for each of them. 
Then list how you can further help your team (e.g., 
increase your budget for further training, provide 
opportunity to incorporate a new method). 
What are some ways you could guide the team as a 
whole (e.g., team building activities)? Even if such 
activities take time and resources away from 
immediate activities, the net result will be improved 
collaboration and increased overall efficiency.

A Culture of Cooperation. A team that works in collaboration 
works like a well-oiled machine. What have you done recently 
to promote cooperation within your team?

Conducting meetings to update the team will help 
them understand each others needs and promote an 
environment of information sharing. 
Ask your team what other teams in your organisation 
may need from your team (e.g., warehouse team 
might need product information). 
Look for ways to incorporate community support 
activities into your team/organisation (e.g., working 
with a charitable organisation for your next team-
building event).



Solving problems is an everyday reality for leaders. However, leaders need more than just problem-solving skills, they need to work 
with problems where emotions are involved and recognise how these emotions impact their decisiveness. Mark, this is an area of 
emotional intelligence that you extensively use; you tackle problems head-on without being overwhelmed or distracted by your 
emotions. Your approach is likely uninterrupted and invokes a sense of steadfastness and confidence from those you lead. Your 
result indicates:

You see emotional information as playing a pivotal role but are not sidetracked by it. 
You work through the many steps of solving a problem without being emotionally distracted. 
You are likely to delve into tough or touchy problems, understanding the emotions at play. 

You scored well above average on Problem Solving and fall within the leadership bar.

Leadership Implications. For almost every problem, you show 
focus and a rational demeanour as you generate solutions. Your 
leadership approach allows you to reframe problems and 
approach situations in new ways, spurring the creativity of your 
team and allowing for process overhauls when required. 
However, be aware that you still want to appear emotionally 
invested in the decisions you make you just aren t allowing your 
emotions to derail you from making a decision.

Organisational Implications. Your method of viewing a problem 
from different perspectives, without being derailed by your 
emotions, helps you generate a wider range of solutions than 
most leaders. You are likely sought out for your rational problem-
solving approach, particularly when emotions are running high. 
Tackling problems head-on enables you to set the tone for 
responsiveness and efficiency throughout the organisation.

Seek Understanding First. If you find yourself quick to jump 
into problem-solving mode, you may start implementing 
solutions without fully surveying the situation.

Begin by explaining your interpretation of a problem to 
at least two people, one who is connected closely to 
the problem and the other who is a neutral third party. 
Don t ask for solutions; have them hear your summary 
of the situation and ask clarifying questions if needed. 
A question to which you do not know the answer is a 
sign that you need a greater understanding of the 
problem before you begin to solve it.

Set the Emotional Stage. As a leader, you need to manage 
the emotional landscape of your team. Others may not be as 
decisive as you; don t leave people behind as you forge 
ahead solving problems.

If your team needs to be innovative and consider 
unconventional approaches, try to evoke positive 
emotions within the group (e.g., recall a successful 
event, use humor, or hold a meeting outside of the 
office).
Alternatively, to ensure others can concentrate on the 
details or analyse the associated costs of a problem, 
try to generate a slightly less positive mood that can 
help you with the analytical phase of problem solving.



Reality Testing is a key contributor to how you make decisions as a leader, whether your approach is seen as grounded, objective and 
in touch with the work environment, or disconnected and biased. Mark, your result on this subscale suggests that you have the ability 
to remain objective, stay tuned in to what is happening around you and provide clear, realistic direction to your team. By keeping your 
personal biases at bay, you likely make trusted and sensible decisions that organisational members can buy into. Your result 
suggests:

You are very unlikely to misinterpret critical information or allow emotions to colour reality. 
Each person and situation is unique; you can tailor your approach accordingly. 
Your coaching and performance management discussions are likely unbiased and grounded in evidence.

You scored well above average on Reality Testing and fall within the leadership bar.

Leadership Implications. Your ability to see most situations 
objectively may lead you to make very black and white 
conclusions: something is right or it is wrong, there are no 
shades of grey. This sets you up to be a trusted and respected 
leader with clear ethics; people will seek you out for your realistic 
appraisal of a situation. Coaching and performance 
management conversations are likely to be securely grounded in 
evidence, so be careful not to dismiss good intentions and 
efforts when results aren t meeting your expectations. 

Organisational Implications. Because you frequently see 
situations as they really are (and not as you wish them to be), 
people likely turn to you for the hard facts, and you may be a key 
resource within the organisation to make tough decisions. 
Leaders like yourself who can accurately size up external events 
and solve problems based on this assessment tend to be 
capable of greater achievements. Watch that your objectivity 
doesn t get in the way of your creativity and willingness to set 
stretch goals.

Gut Checks. Emotions occur for a reason to provide us with 
information about an event. If you ignore them completely, you 
are missing out on crucial data that objective analysis cannot 
provide.

Try a few gut checks throughout your day. Reflect on 
how you felt about a conversation, resolving a 
performance issue, making a tough decision, etc. 
Gut checks are particularly important for large 
decisions or meetings where you usually allow 
objective data (e.g., the vote was 10 to 4 in favour of 
pulling the project) to take precedence over what your 
emotions tell you (e.g., Karen sure looked hurt when 
her project was cut). 
Leaders need to be particularly attuned to the 
emotional information present in their relationships; 
ignoring it will likely alienate individuals and form rifts 
that make it difficult to get work done.

Opening the Books. Keeping up-to-date data at your 
fingertips will ensure you have objective information ready to 
fuel strong decisions and goal-setting processes.

Provide yourself and your team with critical business 
unit or departmental data (e.g., profit and loss, sales, 
product development costs) to make intelligent 
decisions with your team. 
Information is seen as a form of power and can 
combat the tendency to colour reality with our own 
personal biases. Instill this power in your team. 
Validate theories and assumptions, and avoid targets 
that have no basis in hard data.



Impulse control is the ability to think before acting and to show restraint in the face of impulses and temptations to act. Mark, your 
result is indicative of a leader who may be slightly more impulsive than restrained, showing a slight tendency to jump to hasty 
conclusions and appear impatient in decision making. At times, you may respond in unpredictable ways to your emotions, rendering 
those you lead to distance themselves from you, particularly under times of stress. Your result may indicate:

That you have a moderate amount of control over your behaviour; however, this could be an area worth improving. 
That you need to be vigilant about appearing spontaneous or rash in your leadership approach. 
An act now, think later approach to solving some problems and decisions.

You scored below the leadership bar on Impulse Control and could benefit from strengthening skills in this area.

Leadership Implications. Leadership requires flexibility, but it is 
an astute focus and deliberate planning that result in corporate 
buy-in. You are likely respected for your ability to stay the course 
and think before you act. There is still room to improve your 
impulsivity, particularly in times of stress or extreme temptation. 
In which situations is it hard for you to resist your impulses to 
act?

Organisational Implications. Your capacity to think first rather 
than respond reflexively likely contributes to a visible planning 
process across the organisation. You prefer to weigh different 
options and proceed only after the pros and cons of each option 
have been evaluated. This approach allows employees to see 
how their efforts contribute to broader company strategies, and 
have faith that due diligence has been undertaken when 
strategies must change. Although you have good impulse control 
the majority of the time, there is room to improve by being 
consistently vigilant of when you are more impulsive than you 
wish to be.

Impulse Inventory. As a leader, your impulse control is 
always on stage for others to see; if there are moments when 
you appear frustrated or impatient, this will impact how your 
team views your composure.

Conduct an inventory of what makes you impatient or 
impulsive. Think of the last couple of weeks of work
what reactions or conversations did you have that you 
wish you could take back? 
Write a list of what triggered these more regrettable 
moments (e.g., stress, caught off guard, difficult 
personalities). Knowing specific triggers will help you 
plan to avoid them or practise your emotional 
response before they happen.

Admit Mistakes. Even with our best intentions, frustration or 
impatience can sometimes get the best of us. Leaders who 
show integrity by owning their behaviour and admitting to their 
mistakes recover from workplace slip-ups with less wear and 
tear than leaders who pretend the event never happened.

Particularly with your direct reports, openly admit to a 
moment of frustration and offer an apology. Don t
blame your behaviour on anyone else or anything 
outside of your control. 
Maintain a positive impression by talking about what 
you will do differently next time and ask for others
feedback on your plan.



Flexibility requires that you be able to modify your thoughts, emotions, and behaviours in response to change. Mark, you appear to be 
less willing to adapt to transformation in the organisation, which may convey a rigid and formal atmosphere and managerial style. You 
are likely to stick by your convictions even in the face of dissenting viewpoints, and although at times this steadfastness could be seen 
as a strength, it needs to be balanced with an openness to change. Your result suggests:

You do not tend to seek out new and engaging experiences. 
You may use a one size fits all leadership style, and miss the benefits of adjusting to the individual needs of those on your 
team.
You may become mired in an individualistic thought process and may not incorporate colleagues perspectives on key issues.

You scored below the leadership bar on Flexibility and could benefit from strengthening skills in this area.

Leadership Implications. Your propensity to be unyielding and 
sticking to tried and true methods of operations may appear 
conservative and outdated. An adaptable approach is particularly 
needed by leaders to help manage external factors, such as 
changing markets, competition, and rapid advances in 
technology. In addition, flexibility is required to deal with the most 
important resource in the organisation its people. You may not 
appear to be as open to different points of view, which can lead to 
decisions that do not incorporate varying perspectives.

Organisational Implications. Change is a permanent fixture in 
most organisations. If you struggle to embrace change, you may 
not be able to actively solve issues or problems that can 
spontaneously surface. You may abide by and follow standard 
protocol at the expense of system-wide upgrades that help to fuel 
growth and productivity. If your team is more open to change than 
you are, they may not voice their opinions or innovative thoughts, 
because their feedback on process improvements is rarely 
incorporated.

Examine Your Emotions. Your emotions may be contributing 
to your resistance to change.

The next time you encounter a novel situation, write 
down the emotions that you are experiencing. For 
instance, some common emotions may be fear, 
anxiety, nervousness and/or panic. By gauging your 
emotional barometer, you help to identify the reason 
for your reticence to embrace change. 
Try to pinpoint whether there is a valid and logical 
reason for experiencing these emotions. Recall the 
last time that you effectively dealt with change, and the 
sense of accomplishment and triumph that resulted.

Visualisation. Try to visualise the best-case scenario when 
dealing with change.

Similar to how athletes use guided imagery to train for 
an event, you can exercise your mental creativity and 
overcome your internal struggle with change. In great 
detail, visualise yourself embracing change and 
overcoming any potential roadblocks. 
This visualisation technique can be used in team 
meetings to brainstorm, and help you and those you 
lead to picture a desired goal and plan ahead for 
possible roadblocks.



Stress Tolerance is the ability to effectively cope with and respond to stress and mounting pressure. Mark, your result indicates that 
you may be unable to effectively lead under the demands and pressures of your role without letting your emotions colour your 
perspective. Your trepidation may hamper how you communicate a shared vision. Failure to remain composed under pressure can 
lead others to question your leadership capability. Some characteristics of your result are:

You may feel anxious and overwhelmed when faced with competing demands. 
Your ability to overcome obstacles may be compromised. 
You may fear being challenged and you may mitigate risk by taking the safe and secure route.

You scored below the leadership bar on Stress Tolerance and could benefit from strengthening skills in this area.

Leadership Implications. A lower ability to withstand stress may 
affect your ability to clearly think about viable solutions when 
under pressure. To your direct reports, you may appear daunted, 
as your arsenal of coping strategies may not properly address 
the demands of the situation. You may adopt a narrow focus 
regarding challenges, delegate key strategic decisions to others, 
or withdraw from a strong leadership position during stressful 
times.

Organisational Implications. You may experience some trouble 
dealing with crisis situations that arise in the organisation. As a 
result, issues (e.g., interpersonal conflict, downsizing, 
competitive threats) may not be promptly addressed, and may be 
left to worsen with time and inactivity. Organisational progress 
may be delayed and changes may take longer to implement. 
Risk-taking and an assertive stance may not be strategies that 
you readily use, likely due to emotions (e.g., fear, anxiety) getting 
the better of you.

Work-Life Balance. The separation of work from your 
personal life will aid in the creation of a buffer between work 
stressors and your home life. 

Ensure that you spend adequate time with your 
friends and loved ones. This will encourage a fresh 
outlook and perspective on the stressors at work. 
Hobbies (e.g., golf, reading books outside your field of 
expertise) will help you reframe your mindset and 
better equip you to deal with the pressures at work.

Delegate Tasks. Under situations of mounting pressure, 
share responsibility with colleagues to alleviate stress.

Focus on tasks in which you excel (e.g., delivering 
presentations, preparing reports) and allow your 
colleagues to tackle other assignments. 
Your colleagues will gain a larger repertoire of skills, 
and you will be able to channel your expertise into 
tasks that you enjoy and in which you excel.



Optimism, the ability to remain positive despite setbacks, is a crucial differentiator between successful leaders and others in the 
workplace. It permeates almost every application of EI, from helping you persevere, to motivating and inspiring colleagues. Mark, your 
result indicates that you are less optimistic than most, perhaps taking a less hopeful and less positive attitude toward the future. 
Some characteristics of your result are:

You may be less energetic when responding to challenges. 
You may not be perceived as charismatic by colleagues. 
You may be fearful about the future and afraid of failure, setting less challenging goals for your team. 
You may be inclined to think that a negative event (e.g., financial loss) is permanent and won t subside.

You scored below the leadership bar on Optimism and could benefit from strengthening skills in this area.

Leadership Implications. Your negative outlook on work and life 
influences the way that your employees perceive you. You often 
expect events to go awry and you can become mired in a state of 
helplessness. You may not seek a constructive resolution to 
solve challenges presented at work, and may view setbacks as 
prolonged and not easily solved. Your approach can make it 
difficult for you to inspire your team to strive towards reaching 
challenging goals.

Organisational Implications. Your pessimistic outlook may 
hinder your ability to impact progress in the organisation, and 
new ideas may not be proposed due to your tendency to play 
devil s advocate. You may not motivate colleagues to tackle new 

problems, or inspire them to propose solutions. Depending on 
your position in the organisation, it can be hard for your 
workplace or team to rebound after a setback (e.g., downsising 
or competitive threat), as you may be seen as less responsive to 
handle these challenges positively. Colleagues may not feel as 
engaged to accomplish stretch targets, if you as a leader don t
demonstrate a belief that anything is possible.

Visualise Success. Visualisation exercises help bolster 
positivity by encouraging you to envisage success in your 
work and personal life.

What does success look like to you? By picturing 
success in your mind (e.g., leading the organisation 
through a merger or acquisition), you shift your 
thought patterns. This change in mentality can affect 
your habits and actions, and can ultimately lead to 
higher levels of accomplishment. 
Practise daily visualisation by incorporating this 
mental practice into your schedule.

Enhance Relationships. The quality of your relationships can 
help promote a positive outlook on life.

Creating rapport with colleagues and providing 
positive feedback can foster a positive mindset that 
can permeate the organisation. Praising others for 
their accomplishments cultivates an optimistic and 
encouraging atmosphere. 
Establishing a mentorship relationship with a 
colleague (particularly one who is optimistic) can 
produce a quest for continual self-improvement,
which can foster positive emotions and development 
in this area.



Mark, your result in Happiness suggests that more often than not you feel satisfied with your life, and generally enjoy the 
company of others and the work you do. You may:

Have fun at both work and play while participating in activities you enjoy. 
Be seen by your team as likeable and pleasant to be around. 
Have to occasionally manage your discontentment with certain aspects of your life.

Of the subscales most typically tied to Happiness, you scored lower in Optimism and Interpersonal Relationships. Directing 
development efforts here could strengthen your level of Happiness.

Happiness is a by-product of believing in oneself and living 
according to your own values. Although you have good self-
regard, there are times when you may doubt yourself, 
creating feelings of unhappiness. Strengthening self-
regard may help to enhance life satisfaction and well-
being.

List past accomplishments to pinpoint the skills 
that you can leverage to achieve leadership 
success.
What are some actions (e.g., reading motivational 
books) that bolster your self-regard?

In the face of setback and disappointment, the ability to 
recover and claim a happy state is contingent on one's 
level of optimism. Because your Optimism is low, you are 
unlikely to adopt a positive outlook or view the good in your 
life as personal, permanent and justifiable.

How can you reframe situations to view your 
leadership role in a more positive light? 
Are you aware that your less positive outlook likely 
has an effect on your team? Try to ensure that you 
display a more positive perspective.

Well-developed relationships serve as a buffer from the 
negative effects of life s daily demands. Your lower result in 
Interpersonal Relationships suggests that you may not 
have a strong, supportive network that can help restore 
your happiness when you need it the most.

Do you have a mentor at work? You may wish to 
pinpoint one or more likely candidates. 
Do you try to gain feedback and advice from 
colleagues? Seek their input to improve your 
leadership skills.

Happiness comes from a willingness to learn and grow on 
a journey aligned with your values. Your result suggests a 
good level of self-actualisation, but further development in 
this area will help to promote feelings of achievement and 
overall happiness.

What responsibilities in your current leadership role 
allow you to feel self-actualised?
Can you identify ways to spend more time on those 
specific activities (e.g., by delegating other tasks to 
colleagues)?










