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Chapter 1 Introduction  

The WPQei assesses a person’s emotional intelligence and also measures 

personality (the Big Five) and team role preferences (Belbin’s model).  This 

chapter gives a brief overview of the literature on emotion at work, the concept of 

emotional intelligence and the WPQei model of emotional intelligence and its 

applications.  

Emotion at Work  

Work is a place where experiences such as pleasure, sadness, jealousy, rage, guilt 

and love are displayed but researchers in work psychology have been slow to 

incorporate emotion into their analysis (Cassell, 1999).  Western management 

practices tend to emphasise rational, non-emotional activities such as strategic 

thinking and creative problem solving rather than messy feelings.  Fineman 

(1966) says good organisations are places where feelings are managed, designed 

out or removed.  Feelings are seen as irrelevant to work activity and terms like 

business-like and professional exclude emotion and imply that emotion gets in the 

way of effective performance.  Traditionally, there has been a decoupling between 

the emotional/non-rational world and the rational/technical world of the 

organisation.  

Emotion is, however, a fundamental aspect of much of what people do at work.  

As Briner (1999) points out, the expression of emotion is of utmost importance to 

service organisations and most occupations make some demands for emotional 

expression.  Hochschild (1983), for example, describes how trainee flight 

attendants are instructed in one particular emotional display - that is, “really 

smiling”.  Briner (1999) illustrates how company mission/value statements often 

attempt to specify what emotions their employees should feel (Table 1). 

Organisations place demands on employees to display and or experience 

particular emotions and pay for and reward employees for doing this. 
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Table 1.  Display and feeling rules in company mission statements  

 
Examples from Briner (1999) 

An environment that rewards achievement, enthusiasm and team spirit - DHL Worldwide Express 

We will be helpful, courteous…to each other - Federal Express 

We must treat each other with trust and respect - Ford UK 

Enjoy your work, and always brighten your working atmosphere - Ford UK 

Contribute as part of an energetic and enthusiastic team - Safeway Stores 

Those who work for it are proud of it and feel responsible for its success - WH Smith 

Creating an environment of professionalism, integrity and fun - Sun Life 

We think and act with a sense of urgency - IBM 

  

The assumption behind the company mission statements illustrated in Table 1 is 

that positive emotion produces beneficial outcomes and negative emotion hinders 

performance.  Daniels (1999) provides some empirical evidence.  He looked at 

how anxiety and depression affected strategic decision making.  He found that 

highly anxious individuals tended to look at the more threatening aspects of a 

situation.  Anxiety increased the chances of perceiving negative information.  

More anxious managers were more likely to look for threats rather than 

opportunities.  By contrast, enthusiasm was linked to more optimistic projections 

and creative responses.  Daniels reports that positive emotion may lead managers 

to initiate radical and speedy change.   

Emotional contagion is the process through which one person’s emotions can 

affect the feelings of others.  Everyone knows how infectious excitement can be 

and how it can promote efforts to achieve.  Similarly, negative emotions such as 

anxiety and depression can have the opposite impact on performance.  Ostell et al 

(1999) looked at how to manage negative/damaging emotional reactions.  The 

task is to learn how not to generate dysfunctional emotional reactions in oneself 

and others.  Ostell et al offered the following principles for managing emotions.  
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A. Deal with emotional reaction before attempting to resolve the problem. 

B. Avoid behaviour that heightens emotional reactions. 

C. Employ behaviours likely to dissipate adverse emotional reactions. 

D. Recognise differences between emotions. 

E. Attempt to resolve underlying problems. 

F. Learn to accept reality. 

Emotional Intelligence  

The term “emotional intelligence” was coined by Mayer and Salovey (1989) and 

popularised by Goleman (1995).  Mayer and Salovey initially defined emotional 

intelligence as “the ability to monitor one’s own and other’s feelings and 

emotions, to discriminate among them, and to use this information to guide one’s 

thinking and action.”  This definition talks mostly about perceiving and regulating 

emotion.  More recently, Mayer and Salovey have given more emphasis to 

thinking about feelings.  Their updated definition (Mayer and Salovey, 1997) is as 

follows:  

emotional intelligence involves the ability to perceive accurately, 

appraise, and express emotion;  

the ability to access and/or generate feelings when they facilitate 

thought;  

the ability to understand emotion and emotional knowledge;  

and the ability to regulate emotions to promote emotional and 

intellectual growth.  

Writing about leadership, Goleman (1998) claims that “IQ and technical skills are 

important, but emotional intelligence is the sine qua non of leadership.”  Goleman 

(1998) offers a five factor framework of emotional intelligence at work (Table 2). 



WPQei User’s Guide  

8

Table 2.  Goleman’s Five Components of Emotional Intelligence at Work  

Component Definition Hallmarks 

 
Self-Awareness 

 
The ability to recognise and 
understand your moods, emotions, and 
drives, as well as their effect on others 

 
Self-confidence 

 

Realistic self-assessment 

 

Self-deprecating sense of humour 

    

Self-Regulation The ability to control or redirect 
disruptive impulses and moods 

 

The propensity to suspend judgement,  
to think before acting 

Trustworthiness and integrity 

 

Comfort with ambiguity 

 

Openness to Change 

    

Motivation 

  

A passion to work for reasons that go 
beyond money or status 

 

A propensity to pursue goals with 
energy and persistence 

Strong drive to achieve 

 

Optimism, even in face of failure 

 

Organisational commitment 

    

Empathy The ability to understand the 
emotional makeup of other people 

 

Skill in treating people according to 
their emotional reactions 

Expertise in building and retaining 
talent 

 

Cross-cultural sensitivity 

 

Service to clients and customers 

    

Social Skill Proficiency in managing relationships 
and building networks 

 

An ability to find common ground and 
build rapport 

Effectiveness in leading change 

 

Persuasiveness 

 

Expertise in building and leading 
teams 
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Work Profile Questionnaire – emotional intelligence version (WPQei)  

The WPQei was designed to measure the personal qualities and competencies that 

employees need to develop to manage emotion at work - that is, those identified 

by researchers such as Mayer and Salovey, Goleman and Ostell at al.  The WPQei 

is based on a conceptual model of emotional intelligence that has 7 components.   

A. Innovation. Understanding your creative style coupled with the ability to 

generate creative responses to business problems yourself and through 

others. 

B. Self-Awareness. Understanding your strengths and weaknesses coupled 

with drive to improve your capability. 

C. Intuition. Using instinct, hunches and feelings along with facts and 

information to guide decisions. 

D. Emotions. Recognising and understanding your feelings and emotions 

and managing their impact on other people. 

E. Motivation. Achievement striving, energy, initiative and persistence.  

F. Empathy. Taking an interest in people and listening to their views, 

problems and concerns.   

G. Social Skills. Building relationships with people and communicating 

effectively with them. 

Table 3 identifies some key personal competencies for each of the seven 

components.  
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Table 3.  The WPQei Concept Model of Emotional Intelligence at Work  

Component Definition Competencies 

  
Innovation 

 
Understanding your creative style 
coupled with the ability to generate 
creative responses to business 
problems yourself and through 
others 

  
Generating ideas yourself and with 
others 
Solving problems 
Taking considered risks 

   

Self awareness Understanding your strengths and 
weaknesses coupled with drive to 
improve your capability 

Understanding your strengths and 
weaknesses 
Actively seeking feedback on 
performance 
Taking action to improve capability 

    

Intuition 

  

Using instinct, hunches and feelings 
along with facts and information to 
guide decisions 

Using instinct and feelings along 
with information and facts in 
decision making 
Learning to develop a sixth sense 

   

Emotions Recognising and understanding your 
feelings and emotions 

Recognising and understanding your 
feelings and emotions  
Managing the impact of emotions on 
others 

   

Motivation Achievement striving, energy, 
initiative and persistence 

 

Getting things done 
Striving for quality, service and 
excellence 
Setting personal challenges 

   

Empathy Taking an interest in people and 
listening to their views, problems 
and concerns 

 

Making time for people 
Listening to their views and 
concerns 
Being sensitive to people’s 
backgrounds, values and cultures 
Helping people to overcome 
problems and obstacles 

   

Social Skills Building relationships with people 
and communicating 

Building relationships and networks 
Oral communication 
Working as part of a team 
Handling social situations 
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Applications  

The WPQei has been designed for use with staff in managerial, professional, 

service and clerical occupations.  It can be used in the following situations.  

Selection. The WPQei assesses emotional intelligence, personality and 

team roles and can be used for selection where job analysis suggests that 

one or more of these are relevant to job performance.  The WPQei profile 

is an interview aid that provides information to the interviewer on areas 

such as intuition, self-awareness, motivation, empathy etc.  The WPQei 

profile and report can be used to provide feedback to the candidate and 

provides a framework for discussion.  The WPQei should not, however, be 

used alone as a screening device.   

Assessment and development. The WPQei, like ability tests and 

personality assessment instruments, can be used as a source of information 

about the candidate at an assessment centre.  The WPQei should be used 

where job analysis has shown that the dimensions it measures are relevant 

to the job.  Again, it should be used along with other assessment methods 

to assess the candidate’s competencies.  

Training and development. The WPQei profile provides a person with 

information on their style at work.  The profile and report provides a 

framework for assessing the candidate's emotional intelligence and 

discussing possible areas for development or how a change of style might 

produce improved performance.  The validity of the profile can be checked 

by asking line managers, colleagues and subordinates whether they agree 

with the candidate’s own perception.  

Leadership. Writers such as Goleman claim that it is emotional 

intelligence rather than technical skills that determines success in 
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leadership positions.  In leadership skills training, the WPQei provides 

trainees with individual feedback that can be related to input on the 

concept of emotional intelligence and the competencies associated with it.   

Team building. Sharing information on WPQei profiles will help team 

members understand their preferred styles and how they can work together 

as a team. Belbin team types can also be derived from the WPQei report 

writer.  

Counselling. Counselling often focuses on problems in performance, 

handling stress or career planning.  As with the other applications 

mentioned above, the WPQei profile and report provides a framework for 

discussion and exploration. 
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Chapter 2 Scale Descriptions  

This chapter provides a summary of the WPQei scales and then describes each of 
the seven WPQei scales in more detail covering the meaning of high scores at 
either end of the scale.   

Table 4.  Summary of WPQei Scale Descriptions  

Low Score Scale High Score 

 

Adaptive style, produces ideas for 
incremental changes, sticks to rules, 
reduces risks 

 

Innovation 

 

Innovative style, produces original 
ideas, challenges status quo, bends 
rules, takes risks 

   

Unaware or false view of abilities, 
competencies and personal 
qualities, fails to see weaknesses 

Self-Awareness Aware of abilities, competencies 
and personal qualities, knows 
strengths and weaknesses, no blind 
spots 

   

Does not know how to read or use 
emotional knowledge and 
information when deciding what to 
do 

Intuition Uses instincts, hunches and feelings 
together with facts and information 
when deciding what to do 

   

Does not recognise or understand 
own emotional responses, cannot 
control or moderate impact of 
emotions on others 

Emotions Recognises and manages own 
emotional responses to people and 
situations, moderates impact of 
emotions on others 

   

Lacks career commitment and 
drive, content to let things happen, 
liable to make mistakes and errors 

Motivation Gets things done, strives for 
excellence and quality, sets 
personal challenges, tries to 
improve self and realise potential 

   

Tends to be rather self-absorbed, 
not basically interested in other 
people’s views, needs and 
problems. Poor listener 

Empathy Sensitive to other people’s views, 
needs, concerns and problems, 
makes time for people and listens to 
them 

   

Works better on own, lacks social 
skills, avoids and feels awkward in 
social situations 

Social Skills Skilled at communication, works 
well with other people, comes 
across positively to others, handles 
social situations well 
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Table 5.  Innovation  

Low Scorers High Scorers 

 

Have an adaptive style of problem solving. 

 

Have an innovative style of problem solving. 

  

Sample item 

I have done things by the book. 

 

Sample item 

I have invented new ways of doing things. 

 

Personal Qualities 

Low scorers tend to be implementers of other 

people’s ideas rather than originators of change. 

They tend to produce ideas for incremental 

change rather than novel ideas about how to do 

things differently.  They rarely challenge the 

system.  They stick to rules and reduce risks.  

Low scorers are more resistant to new ideas and 

approaches but generally go along with imposed 

change. 

   

Personal Qualities 

High scorers tend to produce numerous novel 

ideas that often tend to be ideas about how to do 

things differently.  They challenge the status quo 

and are prepared to bend the rules and take risks 

to overcome obstacles to change.  They are 

radical thinkers who may be perceived as 

disruptive and abrasive.  High scorers are 

generally open to new ideas and approaches but 

probably resist imposed change. 
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Table 6.  Self-Awareness  

Low Scorers High Scorers 

 

Are less aware of their strengths and weaknesses. 

 

Understand their strengths and weaknesses. 

 

Sample item 

I have hesitated to ask for feedback. 

 

Sample item 

I have examined my strengths and weaknesses. 

 

Personal Qualities 

Low scorers find it hard to admit to personal 

weaknesses and tend to reject criticism.  They 

lack self awareness and don’t actively seek 

feedback. They are blind to problem areas and are 

slower to learn from experience. 

   

Personal Qualities 

High scorers try to understand what they are good 

at and the areas where they need to improve.  

They ask for feedback and try to learn from 

experience.   They are aware of their limits and 

know to work with people whose strengths they 

lack.  
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 Table 7.  Intuition  

Low Scorers High Scorers 

 

Do not have ability to use feelings and emotions 

to help thinking and decision making. 

  

Have ability to use instincts and feelings to help 

thinking and make decisions. 

Sample item 

I have been afraid of trusting my instincts. 

Sample item 

I have looked for evidence to support my 

hunches. 

 

Personal Qualities 

Low scorers do not know how to read or use 

emotional knowledge and information when 

deciding what to do.  Low scorers rely more on 

just facts and analysis when making decisions. 

They often miss what is happening around them. 

  

Personal Qualities 

High scorers tend to use hunches, instinct and 

feelings along with facts and information when 

making decisions.  They trust their instincts and 

feelings.  They keep in touch with how people are 

feeling and what is going on around them. 
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Table 8.  Emotions  

Low Scorers High Scorers 

 

Feel little control over their emotions. 

 

Recognise and manage their emotional responses 

to people and situations. 

  

Sample item 

I have got irritated easily. 

 

Sample item 

I have taken setbacks in my stride. 

 

Personal Qualities 

Low scorers are less aware of their mood states 

and how these can affect their behaviour.  They 

get irritated more easily and may lose self-control 

under stress.  They have more difficulty relaxing 

and unwinding. 

   

Personal Qualities 

High scorers recognise their mood states and 

know how their emotions can affect their 

behaviour.  They generally stay composed under 

pressure and do not take out their frustrations on 

others.  They know how to relax and unwind.  
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Table 9.  Motivation  

Low Scorers High Scorers 

 

Lack drive and commitment to career success. 

 

Have drive, need to achieve and have 

commitment to quality and excellence. 

  

Sample item 

I have done just enough work to get by. 

 

Sample item 

I have set challenging goals for myself. 

 

Personal Qualities 

Low scorers do what they are required to but lack 

the drive and commitment to get on.  They are 

often more interested in social/family life than 

career achievement.  They are less interested in 

quality and detail. 

   

Personal Qualities 

High scorers get completely involved in their 

work, embrace the organisation’s goals, seize 

opportunities and are obsessed about getting 

results.  They persist in the face of setbacks and 

are prepared to go the extra mile.  High scorers 

take a close interest in quality and detail and get 

upset by errors and mistakes. 
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Table 10.  Empathy  

Low Scorers High Scorers 

 

Tend to act on their own and ignore other 

people’s views and concerns. 

 

Have a genuine interest in people and listen to 

their views and concerns. 

  

Sample item 

I have been unable to find the time to listen. 

 

Sample item 

I have let people know that I was available to help 

out. 

  

Personal Qualities 

Low scorers are self-reliant and independent. 

They tend to take decisions on their own and 

ignore other people’s ideas and opinions.  They 

tend to be rather self-absorbed and find it hard to 

really listen to what other people have to say. 

   

Personal Qualities 

High scorers have a democratic/participative 

style.  They take a close interest in those they 

work with and their customers.  They make time 

for people and listen to their views and concerns. 

They understand that you have to involve people 

to get their commitment. 
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Table 11.  Social Skills  

Low Scorers High Scorers 

 

Feel awkward in social situations and lack 

communication skills. 

 

Are skilled at building relationships and 

communicating with people. 

 

Sample item 

I have avoided drawing attention to myself. 

 

Sample item 

I have spent a good deal of time building 

relationships. 

 

Personal Qualities 

Low scorers work better on their own.  They are 

less skilled at communication and often keep their 

views and opinions to themselves.  They stay in 

the background on social occasions.  They do not 

make natural leaders. 

   

Personal Qualities 

High scorers spend time on developing 

relationships with people.  They are skilled at 

communicating and pulling people together.  

They work well in groups/teams and enjoy social 

situations and having fun.  They have natural 

leadership qualities. 
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Chapter 3 Administering the Questionnaire  

This chapter describes how to administer, score/profile the WPQei and provide 

feedback to candidates.  

Administration  

Candidates have a right to be treated fairly, confidentially, sensitively and 

competently.  The International Test Commission has produced guidelines on 

standards and competencies.  The WPQei can be administered using the a “paper 

and pencil” option or on a personal computer. Whatever method is used, you 

should brief candidates in advance about the purpose of completing the 

questionnaire.  The key points to make are as follows.  

The WPQei provides information about certain aspects of your work 
style that are thought to be relevant to performance.  The results from 
the questionnaire are one source of information or input into the 
selection/development process.  

Try to answer the questions in terms of how you behave at work or 
approach work situations as it is your behaviour at work that we are 
interested in.  

Try to work quickly through the questionnaire answering as honestly as 
you can. There is no time limit.  

When you have completed the questionnaire, check that you have 
answered all the questions.  

We shall provide the following feedback on your work profile.  

Hand Scoring  

The WPQei is a two part questionnaire.  The question and answer sheet is double 

sided and double skinned.  The profile chart is supplied as an A3 folded booklet 

which not only holds the profile chart, but gives a brief description of each of the 

factors.  
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Once you have completed all 84 questions, separate the questionnaire at the top 

right hand corner.  This will reveal a colour coded chart.  In order to calculate 

your Raw Score, you need first to add the numbers in row one, being sure to add 

the figure in the left hand colour coded box, to the figure in the right hand colour 

coded box.  Complete this task for all the rows, placing the total in the 

corresponding colour coded box, in the centre panel.  When you have completed 

this, add down each column, adding all the numbers in the same colour coded box 

and place that number in the Raw Score Total boxes at the bottom of the page.    

Once this has been completed, you can plot the raw scores onto the profile chart 

on the A3 folded booklet.  You will need to transfer the Raw Score Total figure 

for each scale from the answer sheet onto the profile chart using the conversion 

chart.  For example, the total Raw Score for Innovation, (the pink box at the 

bottom of column 1) is 31, check the conversion table on the left of the A3 

booklet.  You will find that a Raw Score of 31 on Innovation, equals a Sten of 6.  

Simply place a X on the profile chart on the right hand side of the page, in row 1, 

under the number 6.  

Continue to transfer the numbers until you have a completed Profile Chart.  
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Feedback  

It is good practice to provide feedback to candidates on their questionnaire results, 

ideally face-to-face.  Feedback will help a)increase the candidate’s motivation to 

complete the questionnaire and own the results, b) control distortion and c) create 

an atmosphere of openness and trust.  Feedback can take several forms depending 

on the assessment situation. Wherever possible, it is recommended that a feedback 

interview is offered and conducted in a non-directive counselling style.  One 

option is to talk through the candidate’s results using the profile chart.  A second 

option is to use the report writer to provide a candidate report that you can give 

the candidate before the interview, discuss during the interview and allow the 

candidate to take away.  In many feedback situations, you may be feeding back 

results from a range of exercises and tests which will limit the time you can 

devote to the results from one selection or development instrument.  In other 

volume recruitment situations, time and costs may rule out face-to-face feedback.  

When you feedback the results, you should make the following introductory 

points about the questionnaire. 

Explain why the WPQei was completed and how the results are going 

to be used. 

Remind the candidate that the WPQei is a self-report questionnaire. 

The results depend on how candidly the candidate has completed the 

questionnaire. 

The WPQei measures certain aspects of a person’s personality and 

work style that have been called “emotional intelligence”. 

The WPQei actually measures 7 dimensions - Innovation, self-

awareness, managing emotion, intuition, motivation, empathy and 

social skills. 

The actual scores are the result of a comparing the candidate’s scores 

with those of a norm group based on a mixed sample of employees 

from a range of occupations.  
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Chapter 4 The Report Writer  

This chapter describes the reports produced by the WPQei expert system and 

explains the main design features of the report writer.  

Expert System  

The expert system will provide a report in a fraction of the time it takes a human 

expert.  It is designed to provide a framework report that you can use as it is or 

edit or add to using a word processor.   

Structure of Report  

The report has 4 sections.  

A. Introduction.  This section describes what the WPQei measures 

and the contents of the report. 

B. Profile Summary.  This section gives the candidate’s overall 

WPQei score and, in order of strength, their score on each of the 

seven scales.  The profile chart is printed here. 

C. Scale Descriptions.  This section describes what each of the 

WPQei scales measure and reports the candidate’s scores drawing 

out possible implications for work performance.  The narrative is 

based on a model of the links between personality and job 

performance developed by Raymark, Schmit and Guion (1997). 

D. Belbin Team Roles.  This section describes, in order of strength, 

the candidate’s preferred team roles based on Belbin’s eight team 

types.  Table 12 shows how the WPQei measures team roles.  
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Table 12.  Characteristics of Belbin Team Types 

 
Innovation 

Self-

Awareness Intuition Emotions Motivation Empathy Social Skills 

Co-ordinator  

      

Shaper   

     

Plant 

       

Monitor  

      

R Investigator   

     

Completer    

    

Team Worker    

    

Implementer    
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Chapter 5 Development  

This chapter describes the development of the WPQei model of emotional 

intelligence and the questionnaire and early information about reliability.  

WPQei Conceptual Model  

The WPQei was developed using a conceptual approach to questionnaire 

development.  The model was based on a review and analysis of the relatively 

recent literature on emotion at work with a bias towards Goleman’s writing on 

emotional intelligence.  The model developed in the following way.  

A review and analysis of the literature on emotion at work was carried 

out. 

Possible items for a questionnaire were developed, by recording during 

the literature search descriptions of personality traits and personal 

competencies considered to be relevant to emotional intelligence.  This 

generated over 400 descriptive behavioural statements (Table 13).  

Table 13.  Examples of descriptive behavioural statements 

Behavioural Statements 

Use hunches 

Make decisions intuitively 

Let my emotions guide 

Have learned to trust my sixth sense 

Take time to reflect and introspect 

Only do what feels right 

Have a sense of humour about myself 

Aware of my limits 

Am afraid of seeming inept 
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These statements were transcribed onto cards and expert raters were 

asked to sort them into broad categories of their choice. 

The results of the literature review and the card sorting exercise 

suggested that the Big Five personality factors formed a major part of 

emotional intelligence.  Four out of Goleman’s five components of 

emotional intelligence at work correspond to four of the Big Five. 

The seven scales that make up the WPQei emerged from the card 

sorting exercise and the author’s developing conceptual model of the 

critical components of emotional intelligence.  In brief, these can be 

viewed as the Big Five personality factors plus Self-Awareness and 

Intuition (Figure 1).  

Figure 1.  WPQei Model of Emotional Intelligence        

Questionnaire Design  

The behavioural statements extracted from the literature review were used to 

generate possible items for questionnaire scales.  The objective was to produce 

positive and negative items which:  

had obvious links to emotional intelligence dimensions; 

were related to work; 

used plain English; 

were short; 

written in the active.  

Big Five Personality Factors  

Creativity 
Emotions 

Motivation 
Empathy 

Social Skills 

Emotional Competencies  

Self-Awareness 
Intuition   
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These items were put together with the author’s existing battery of items tapping 

the Big Five personality factors.  The final WPQei scales have the following 

design features:  

each scale has twelve items that are designed to capture the richness 

and breadth of the component; 

each scale has about 6-8 core items that represent a homogeneous 

statistical cluster identified by factor analysis; 

each scale is designed to accepted standards for internal consistency 

reliability - that is, in the range 0.6 - 0.8. 
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Reliability  

Internal consistency is the most commonly used measure of the reliability of tests 

and questionnaires.  Internal consistency indicates how far the items in a scale 

measure the same dimension or trait. Cronbach’s Coefficient Alpha measures the 

average intercorrelation of items, and is the accepted measure of internal 

consistency reliability. High values indicate that a scale is made up of a 

homogeneous cluster of items.  Table 14 provides estimates for the WPQei. The 

WPQei has good scale reliability: all the scales are in the 0.6 – 0.8 benchmark 

range for psychometric scales and the median scale reliability is 0.78. The 

reliability for the instrument as a whole is 0.95.  

Table 14.  Internal consistency reliabilities for WPQei scales (n = 1,164)  

Scale Alpha Mean SD 

    

Innovation 0.79 28.6 7.35 

Self-Awareness 0.67 30.76 6.13 

Intuition 0.73 31.68 6.4 

Emotions 0.69 28.09 6.63 

Motivation 0.78 31.70 7.47 

Empathy 0.78 34.75 6.62 

Social Skills 0.80 27.55 8.31 
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Validity  

The process of validating a new questionnaire involves accumulating evidence to 

provide a scientific basis for the use of the instrument and how scores from it are 

interpreted. A test score is valid to the extent that the test measures what it 

purports to measure and it correlates with some other criterion – for example, 

work style and behaviour. In occupational settings, we use self-assessment 

questionnaires to help make selection and development decisions so we want 

evidence that test scores correlate with measures of job performance. This section 

describes the validity of the WPQei questionnaire. This covers scale 

intercorrelations, the results of factor analysis of the questionnaire, correlations 

with marker variables and the relationship with self-reported job performance.   

Table 15 gives the intercorrelations for the WPQei scales. The correlations range 

from 0.40 to 0.67 and reveal a moderate degree of overlap between the scales. The 

highest correlations are between Emotions and Self-Awareness (0.67); the lowest 

correlations are between Innovation and Empathy (0.40).   

Table 15. Intercorrelations of WPQei Scales (n =1,164 )  

Scale 

In
no

va
ti

on
 

Se
lf

-A
w

ar
en

es
s 

In
tu

it
io

n 

E
m

ot
io

ns
 

M
ot

iv
at

io
n

 

E
m

pa
th

y 

So
ci

al
 S

ki
lls

         

Innovation 1.00

       

Self-Awareness

 

0.55

 

1.00

      

Intuition 0.51

 

0.63

 

1.00    
Emotions 0.52

 

0.67

 

0.53 1.00   
Motivation 0.53

 

0.64

 

0.50 0.61 1.00

  

Empathy 0.40

 

0.58

 

0.55 0.49 0.46 1.00 
Social Skills 0.62

 

0.60

 

0.49 0.53 0.57 0.57 1.00

   

Correlations are significant at the 0.01 level (2-tailed).  
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Table 16. Factor loadings for principal components extraction with promax 
rotation for men and women on WPQei positively keyed items* (n=1,164)  

Item F1 F2 F3 F4 F5 F6 F7 

I have generated new ideas  0.73

             

I have invented new ways of doing things 0.71

             

I have shown a flair for working on innovative projects 0.71

             

I have generated novel ideas about how to do things differently 0.70

             

I have sensed how other people felt   0.73

           

I have helped out based on understanding other people’s needs 
and feelings    0.72

           

I have understood people's needs and concerns   0.70

           

I have gone out of my way to help people   0.64

           

I have set challenging goals for myself     0.74

         

I have had a high drive to meet my objectives and standards      0.73

         

I have got things done     0.69

         

I have demanded a very high standard     0.67

         

I have been extrovert and outgoing       0.63

       

I have developed close friendships among work associates       0.62

       

I have spent a good deal of time building relationships       0.58

       

I have built rapport and kept others in the loop        0.57

       

I have dealt with difficult situations calmly         0.79

     

I have wanted to be left alone          0.78

     

I have managed my impulsive feelings and distressing emotions 
well          0.74

     

I have thought clearly and stay focused under pressure         0.57

     

I have relied on whether a decision felt right           0.64

   

I have recognized how my feelings affected my performance            0.58

   

I have trusted my sixth sense           0.52

   

I have made quick decisions intuitively           0.46

   

I have taken time to reflect and introspect             0.66
I have worked with someone else whose strength I lacked         -0.33

   

0.54
I have tried to be receptive to honest, direct messages             0.49
I have taken setbacks in my stride         0.35

   

0.47
* Only the top 4 loadings are shown for each scale  

The outcomes of the statistical technique called Factor Analysis tell us about the 

underlying mathematical structure of the questionnaire. Principal components 

extraction with promax rotation was performed on a sample of over eleven 

hundred respondents through SPSS separately for positively keyed items and 

negatively keyed items - the best rotations of seven factors were achieved when 

the positively keyed and negatively keyed items were analysed separately. Table 

16 shows an extract of the factor analysis with positively keyed items, and 

indicates that the WPQei does measure seven separate dimensions of behaviour.




