
1© 2014 High Performing Systems, Inc.

706-769-5836 • www.hpsys.com

Why use the EQ-i 2.0 as your preferred 
assessment for evaluating a person’s Emo-
tional Intelligence?

Th e simple answer is that we fi nd it to be 
easy to administer and interpret. While the 
EQ-i 2.0 is not the sole indicator of human 
performance and development potential, the 
results are extremely predictive of how the 
person actually behaves in terms of Emotional 
Intelligence. Th e fi ve Composite Scales and 
fi fteen Subscales provide us with the vital 
data we need to provide our clients valuable 
insight in leader development. 

Early in my career as a young Regional HR 
Manager with a large chemical company, I 
would have given anything to have a scien-
tifi cally-validated tool like the EQ-i 2.0 to 
assist me and other managers with our deci-
sion making processes regarding employee 
selection, succession planning, organizational 
development, executive coaching, as well as 
for team building. With the advent of global 
business relationships and increased cultural, 
race, and gender diversity in the workplace, all 
leaders need to garner a greater appreciation 
for the value of a tool like the EQ-i 2.0 as 
a means for improving communication and 
relationships.

Why Use the EQ-i 2.0 to Drive Leader and

Organizational Performance

Q & A: An Interview with Curt Cisrow, Senior Consultant, High Performing Systems, Inc.

urt Cisrow is a senior consultant at High 
Performing Systems, Inc., with more 

than 40 years of combined experience in 
manufacturing leadership, human resources 
management and consulting/training. His 
areas of expertise include organizational as-
sessment, leadership skills development and 
coaching, confl ict resolution, fair employ-
ment practices (managing diversity), high 
performance team building and process 
improvement.

Why is assessing and developing Emo-
tional Intelligence important to leader and 
organizational success?

A leader’s ability to manage emotions and 
interact successfully with colleagues at all 
levels across an organization is directly linked 
to that leader’s ability to achieve the high-
est performance potential. Th at is because 
Emotional Intelligence (EI) is a key driver of 
how people relate to each other—how they 
get along. If emotions are misinterpreted in 
a professional setting, emotionally charged 
encounters can escalate, leading to damaged 
relationships and/or poor decisions. Although 
we are addressing adding value using EI in 
the workplace, understanding and manag-
ing our emotions is also applicable in our 
personal lives.

We have found that leaders high in various 
combinations of EI competencies outperform 
leaders who are weak in those areas. When 
EI competencies are used in selection, for 
example, organizational performance and re-
tention rates increase signifi cantly. A system-
atic and committed approach is necessary to 
build emotionally competent organizations. 
A strategic cycle of assessment, learning, 
practice and feedback over time will enable 
organizational members to build competen-
cies that can help develop high-performing 
leaders for the organization.

C

Curt Cisrow
Senior Consultant, HPS, Inc.

“We have found 
that leaders high 
in various 
combinations of 
EI competencies 
outperform 
leaders who are 
weak in those 
areas.” 

Follow HPS, Inc. on 
Twitter

Link with Curt Cisrow 
on LinkedIn

V1 SEP 14

EMOTIONAL & SOCIAL FUNCTIONING

   
 P

E
R

F
O

R
M

A
N

C
E

   
   

   
   

   
   

   
   

   
   

   
   

    
    

 EMOTIONAL & SOCIAL FUNCTIONING                                            P
E

R
F

O
R

M
A

N
C

E

  W
ELL-BEING                                                                               

        
      

     
    

    
    

    
   

   

   
W

ELL
-B

EI
N

G

  W
EL

L-
BEIN

G  

   

             
        

                                 W

ELL-BEIN
G

 
 

 

M
AKING

DECISION

   
   

   
   

   
   

    
    

     
SELF-PERCEPTION      SELF-EXPRESSION

M
AN

AG
EM

EN

T

Im
pulse Control                  Social R

esponsi
bi

lit
y

Fl
ex

ib
ili

ty
   

   
   

    
    

     
      

   Self-Regard                    Em
otional E

xp
ressio

n

R
eality Testing                     

Empath

y

S
tr

es
s 

To
le

ra
nc

e 

    
    

   S
elf-Actualization              Assertiveness

Solving                Relatio
nshi

ps

O
pt

im
is

m
   

    
    

     
 Emotional             Independence

Problem          Interpers

ona
l

Self-Awareness

INTERPERSONAL

ST
RE

SS
Emotional

Intelligence

Figure 1
EQ-i 2.0 Model
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What are some obvious challenges to 
implementing EI concepts into today’s 
workplace?

HR and OD leaders in today’s workplace 
certainly face obstacles and resistance to 
the concepts of EI. Historically leaders have 
been rewarded for achieving results using 
any means necessary, and that rarely meant 
taking into account their own feelings or the 
feelings of others. Old paradigms die hard. 
Motivational factors also make EI more dif-
fi cult to embrace than cognitive learning. 
It often involves ways of thinking and act-
ing that are more central to an individual’s 
identity. Th e prospect of needing to develop 
greater emotional competence is not easy for 
us to take. Th us, it is more likely to generate 
resistance to change. 

As easy as EI is for those who have it natu-
rally, it is much harder for those who need to 
learn it. For example, others may think you 
are empathetic and aware or you aren’t. You 
either have good impulse control or you don’t. 
You manage your stress well and not create 
stressful situations for others or you don’t. But 
the reality is that by integrating EI strategies 
for enhancing strengths and containing weak 
areas, we can all perform better than we are 
currently doing. Many people fi nd it diffi  cult 
to grow on their own or be anything other 
than what they are naturally, which is why 
you must continually train and coach the 
people who need it most! I certainly think 
the use of tools like the EQ-i 2.0 and EQ 
360 to assist resistant leaders in recognizing 
their areas of opportunity to improve is a way 
to eliminate some of the challenges. Th is will 
foster individual as well as organizational 
acceptance and growth.

Do you think it is necessary for leaders to 
be experts at understanding and applying 
all of the concepts of the EQ-i 2.0 model 
in their organizations? 

Experts, no. However, I do believe “success-
ful” leaders must have a working knowledge 
of the EQ-i 2.0 Subscales. As a leader, being 
able to recognize the behaviors of someone 
either too high or too low in a particular Sub-
scale increases your ability to develop a better 
working relationship with that individual. 
Business is made up of human interactions 
and connections. Being savvy about how to 
connect, with self and others, is the key to 
being really successful on multiple levels.

When you invest in new equipment or tech-
nology to improve the effi  ciency and quality 
of your product for your customer, you see 
it as a wise capital investment. Along the 
same lines, making a commitment to assess 
and develop EI within an organization will 
deliver more successful interactions at all 
levels—both internally and externally. High 
Performing Systems uses the EQ-i 2.0 with 
our clients because we know it is a wise in-
vestment in their human capital and that it 
has proven itself time and again to improve 
performance within organizations. We also 
off er train-the-trainer EQ-i 2.0 certifi cation 
so that HR/OD professionals are able to 
administer the assessment themselves and 
provide feedback and development strategies 
with their own clients. Th e bottom line is 
that using the EQ-i 2.0 to assess and develop 
Emotional Intelligence will drive success in 
every aspect of an organization with respect 
to interacting with customers and building 
relationships.

Contact HPS to Learn More About Emotional Intelligence Assessments 

Visit HPS online at www.hpsys.com or call 800.535.8445.

EQ-i and EQ 360 are registered trademarks of Multi-Health Systems Inc. 

“While the 
EQ-i 2.0 is not 
the sole indicator 
of human perfor-
mance and 
development 
potential, the 
results are 
extremely predic-
tive of how the 
person actually 
behaves in terms 
of Emotional 
Intelligence.” 

Want to become certifi ed 
to administer EQ-i?
Click here to learn more.

http://www.hpsys.com/EI_EQ-i2.0EQ360_Certification.htm
http://www.hpsys.com/
http://www.hpsys.com/EI_Assessments.htm
http://www.hpsys.com/
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