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Abstract The Wong and Law Emotional Intelligence Scale, WLEIS, is one of the most widely
used instruments for measuring emotional intelligence in the world. This scale was designed
for the work context and evaluates the assessment and expression of a person’s emotions, the
assessment and recognition of emotions in others, the regulation of a person’s emotions, and
the use of emotion to aid performance. However, in the Chilean context, there have been no
studies on the validity of WLEIS for senior management within firms. The present study seeks
to obtain evidence of validity based on WLEIS’ internal structure using a sample of 100 Chilean
managers. This is an instrumental type study. An exploratory and confirmatory factor analysis
corroborated the dimensions of WLEIS, which presented adequate levels of reliability. The av-
erage scores in the factors were then compared according to age, sex, and level of educational.
The implications of these findings are discussed in the last section.

© 2019 Fundacion Universitaria Konrad Lorenz. This is an open access article under the CC BY-NC-
ND license (http://creativecommons.org/licenses/bync-nd/4.0/).

Validacioén de la Escala de Inteligencia Emocional de Wong y Law en gerentes chilenos

Resumen La Escala de Inteligencia Emocional de Wong y Law, WLEIS, es uno de los instrumen-
tos para la medicion de la inteligencia emocional mas utilizados en el mundo. Esta escala fue
disefiada para el contexto laboral y evalua la valoracion y expresion de las emociones propias,
valoracion y reconocimiento de las emociones en otros, regulacion de las propias emociones
y el uso de las emociones para facilitar el desempefno. No obstante, en el contexto chileno
no existen estudios sobre la validacion del WLEIS en altos mandos gerenciales dentro de las
empresas. El presente estudio busca obtener evidencias de validez basada en la estructura
interna del WLEIS en una muestra de 100 gerentes chilenos. El estudio es de tipo instrumental.
A través de un analisis factorial exploratorio y confirmatorio, se corroboraron las dimensiones
de WLEIS, que presentaron niveles adecuados de fiabilidad. Luego, se compararon los puntajes

* Autor para correspondencia.

Correo electronico: jc.acostap@up.edu.pe; julioc.acosta@uexternado.edu.co

http://dx.doi.org/10.14349/sumapsi.2019.v26.n2.7
0120-0534/© 2019 Fundacion Universitaria Konrad Lorenz. Este es un articulo Open Access bajo la licencia CC BY-NC-ND (http://creative-

commons.org/licenses/by-nc-nd/4.0/).



Validation of the Wong and Law Emotional Intelligence Scale for Chilean managers 111

promedios en los factores segun edad, género y nivel educativo. Las implicaciones de estos
hallazgos son discutidas sobre la literatura existente en el campo.

© 2019 Fundacion Universitaria Konrad Lorenz. Este es un articulo Open Access bajo la licencia
CC BY-NC-ND (http://creativecommons.org/licenses/bync-nd/4.0/).

Bar-On (1997) mentions that emotional intelligence (El)
has been proposed as an important and potential con-
struct for human resource management. Likewise, Anand
and UdayaSuritan (2010) note that El empowers managers
with the ability to sense what others need and want, which
allows them to develop strategies to meet those needs
and desires. El has been linked to individuals’ personal and
professional performance. Dabke (2016) claimed that vari-
ous facets and components of El contribute to success and
productivity in the workplace. Bar-On (1997) states that El
helps employees to succeed in their jobs when they face
demands and pressures.

According to Salovey and Mayer (1990), the term El is
defined as a subset of social intelligence that involves the
ability to monitor one’s own and others’ feelings, distin-
guish and classify them, and then use this information to
guide our emotions, thoughts, and actions. In this sense,
El helps to understand and value our own emotions; this
helps us when using our emotions to solve our problems and
regulate our behaviour.

Mayer and Salovey (1997) later redefined El as the abili-
ty to accurately perceive, appraise, and express emotions;
the ability to access and/or generate feelings when they
facilitate thought; the ability to understand emotions and
emotional knowledge; and the ability to regulate emotions
to promote emotional and intellectual growth.

Some authors (Abdullah, Omar, & Panatik, 2015; Acos-
ta-Prado & Zarate, 2017; Cooper & Sawaf, 1997; Goleman,
1996; Mayer & Salovey, 1993, 1997; Salovey & Mayer, 1990)
reinforce the definition of El as a degree of ability to per-
ceive, to interpret one’s own benefit using others’ emo-
tions, and as the ability to understand and manage one’s
own emotions. This involves only 20% of the factors that
determine success; the remaining 80% corresponds to the
factors that are related to what is called EI (Goleman, 1996).

As part of efforts made to agree on the definition of
El, Schulte, Ree, and Carretta, (2004) mention that the
inclusion of variables that are not capabilities to be able
to construct El may have affected their scientific rigor as
a different construct. Davies, Stankov, and Roberts (1998)
described El as an elusive concept and also state that the
measures related to El are the same used in studies of
personality. Acosta-Prado, Zarate, and Pautt (2015) point
out that, based on these relationships and having made
several exploratory factor analyses, the El construct was
weak. Mayer, Salovey, and Caruso (2000) defined El as an
ability to process emotional information accurately and effi-
ciently, including the ability to perceive, assimilate, under-
stand, and regulate emotions. The current study uses this
definition as an operational definition of El.

Recent studies show El as a variable that determines em-
ployee’s performance. Dabke (2016) mentions that it has
been claimed that different facets and dimensions of El have
contributed to success and productivity in the workplace.
Other authors state that there is a relationship between El

and job performance (Acosta-Prado & Zarate, 2017; Jordan,
Ashkanasy, Hartel, & Hooper, 2002; Law, Wong, & Song,
2004), and others imply that there is a relationship between
El and individual and group development (Livingstone, Nad-
jiwon-Foster, & Smithers 2002).

According to Ashforth and Humphrey (1995), studies on
business management suggest that there has been a relative
neglect of the role played by emotions in everyday business
life as this is more often attributed to a human relations
perspective. The emotional can certainly alter the rational
aspect of the organization. Argyris (1985) called it the great
paradox of business conduct as the rational functions of a
task and can be affected by emotional barriers: a manager
can directly affect a company’s emotional climate. More-
over, Hogan and Kaiser (2005) mention that recent research
shows 65% to 75% of employees believe the worst aspect of
their job is their immediate boss. This fact is more related
to the undesirable qualities of managers (their personality
defects) rather than the lack of desirable qualities.

Leslie and Van Velsor’s study (1996) identify some unsuc-
cessful managers’ emotions: coldness, arrogance, and poor
interpersonal skills. The authors mention that these emo-
tions betray the trust of others and mean that these managers
find it difficult to work with others. Similarly, Butler and
Chinowsky’s study (2006) identifies that the weaknesses of
El are linked to interpersonal skills including lacking empa-
thy, weak relationships, and poor social responsibility.

Several authors have studied the relationship between
El and managers. The studies say that El helps managers
to make decisions (Schwartz, 1990), articulate a vision,
provide encouragement to employees, and create employee
initiative (Gardner & Stough, 2002). Also, El influences man-
agers’ behaviour through the characteristics of the tasks
performed, the performance level, and the feedback pro-
cesses (Fisher & Ashkanasy, 2000; Goonan & Stoltz, 2004),
which will result in lowering employee’s stress and, at the
same time, increasing their job satisfaction, willingness to
change, and health.

Despite the previously-mentioned studies, some man-
agers still believe they can make employees carry out
activities regardless of their emotional characteristics
(Ashkanasy & Rush, 2004). According to Smollan and Parry
(2011), employees take note of how managers respond to
their emotions; thus, a manager who does a good job makes
it more likely that employees will share their own emotions.
Managers can make employees copy the expression of their
emotions (Sanchez-Burks & Huy, 2009), which takes place
through mirror neurons (Rizzolatti & Craighero, 2004) that
replicate managers’ emotions (Goleman & Boyatzis, 2008).
Fullan (2001) mentions that the responsibility of future gen-
erations of managers will be El, successful social relations,
and managing change.

Cartwright and Pappas (2008) state that The American
Society for Training and Development claims that approxi-
mately 80% of companies are trying to identify employees’
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El to improve customer service (Cavelzani, Lee, Locatelli,
Monti, & Villamira, 2003), to increase sales, and to ensure
that their managers do well internationally.

The instrument used in this research is the Emotional
Intelligence Scale developed by Wong and Law (2002). It
has been validated by different authors including Aslan and
Erkus (2008), who conclude that this instrument could be
used in leadership, management, and organizational
behaviour. Based on the above, there is a consensus that
El is the ability individuals have to manage emotions, and it
is composed of four factors or variables that explain man-
agers’ performance (Acosta-Prado, Zarate & Pautt, 2015;
Goleman, 1996; Law, Wong, & Song, 2004; Mayer, Salovey,
& Caruso, 2000; Salovey & Mayer, 1990; Wong, Wong, &
Law, 2007).

Self-Emotion Appraisal. Understanding and valuing of
one’s own-emotions. Each person’s ability to understand
their deepest emotions and express them naturally.

Other’s Emotion Appraisal. Understanding and valuing
emotions in others. Individuals abilities to perceive and un-
derstand the emotions of people around them.

Use of Emotion. People’s capacity to use their own emo-
tions to route them towards constructive activities and per-
sonal performance.

Regulation of Emotion. People’s ability to regulate their
emotions, which empowers them to recover more quickly
from mood swings and anxiety.

Throughout the world, psychometric studies have been
carried out on the WEIS using different samples. Results
have found that, by-in-large, the instrument is made up of
the four originally-proposed dimensions (Carvalho, Guer-
rero, Chambel, & Gonzalez-Rico, 2016; El Ghoudani, Puli-
do-Martos, & Lopez-Zafra, 2018; Fukuda, Saklofske, Tama-
oka, & Lim, 2012; lliceto & Fino, 2017; Nguyen, Nham, &
Takahashi, 2019; Pacheco, Rey, & Sanchez-Alvarez, 2019);
however, studies are scarce for Latin American (Merino
Soto, Lunahuana-Rosales, & Pradhan, 2016). Additionally,
there is a lack of knowledge regarding the psychometric
properties of WLEIS with samples that involve workers in
general and managers specifically. Therefore, the present
study obtains evidence of validity based on the internal
structure of the WLEIS for a group of Chilean managers. It
also compares the WLEIS dimension scores according to the
managers’ sex, age, and level of education.

Method

Design

According to Ato, Lopez, and Benavente (2013) this is an
instrumental study due to the validity and revision of the
psychometric properties of the Wong and Law Emotional
Intelligence Scale (WLEIS).

Participants

The sample consisted of 100 Chilean managers, who were
chosen due to certain characteristics such as being in charge

of at least one subordinate and, working in a company in a
different sector in Chile. Participants were selected through
non-probability and convenience sampling. The Chilean
managers chosen had similar demographic characteristics
such as their age (8 between 21 and 25; 49 between 26 and
35; 35 between 36 and 45; and, 8 between 46 and 60), their
sex (48 women, 52 men), and their education level (1 had
secondary education; 19 did not finish university; 57 had uni-
versity degrees; and, 23 had postgraduate degrees).

Instrument

The Wong and Law Emotional Intelligence Scale - WLEIS
(Wong & Law, 2002). This scale is a self-report measure
composed of four dimensions and 16 items: four items for
each dimension. WLEIS use an ordinal response format
(7-point Likert), and participants answered agree or dis-
agree with the affirmation presented in each item from 1
(strongly disagree) to 7 (strongly agree). The four subscales
or factors are (1) Self-emotion appraisal (SEA); (2) Other’s
emotion appraisal (OEA); (3) Use of emotion (UOE); and, (4)
Regulation of emotion (ROE).

Procedure

Management data were obtained from secondary sourc-
es including business directories available on the internet,
databases from chambers of commerce, and Chilean publi-
cations during the 2017-2018 period. Managers completed
the questionnaire in-person. All responses were anonymous
and confidential. The information collected was tabulated
in a database using a Microsoft Office Excel spreadsheet. Fi-
nally, the suitability of the database was corroborated, and
no incomplete information was detected (missing values or
values out of the possible range). Throughout this study, we
followed the APA standards and ethical values required in
research with human beings and also respected the funda-
mental principles of the Declaration of Helsinki including its
recent updates and regulations.

Data Analysis

The analysis was executed using the R Statistics soft-
ware, version 3.6.1 (R Core Team, 2019) supported by the
base packages, tidyverse (Wickham, 2017), psych (Revelle,
2018), pacman (Rinker & Kurkiewicz, 2017), and lavaan
(Rosseel, 2012). The analysis consisted of three phases.
First, we collected validity evidence based on the internal
structure of the scale using the Exploratory Factor Analysis,
EFA, and Confirmatory Factor Analysis, CFA (Aliaga, 2018;
American Educational Research Association, American Psy-
chological Association, & National Council on Measurement
in Education, 2014).

In the EFA, the adequacy of the polychoric correlation
matrix was analysed using the Kaiser-Meyer-Olkin or KMO
index (Kaiser, 1974) and Bartlett’s Sphericity Test (Bartlett,
1950). The Unweighted Least Squares (ULS) method was
used to estimate the factor structure. To determinate the
number of factors, we used the Kaiser-Gutman rule (eigen-
values greater than 1), the scree test (Cattell, 1966), and
parallel analysis (Horn, 1965). Moreover, Oblimin oblique ro-
tation was used because the factors are highly interrelated.
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CFA was used through the Weighted Least Squares
Means and Variance adjusted (WLSMV) estimation meth-
od with robust standard errors and a SS (Scaling-Shifted)
scaled statistical test. In order to assess the fit of the
model, we considered several indexes: the ratio between
adjusted chi-square and degrees of freedom (SSy2/df), less-
than-two was seen as an adequate value; Comparative Fit
Index (CFl), superior to .95 was considered as good (Keith,
2019); Tucker-Lewis Index (TLI), above .95 indicated a good
fit (Keith, 2019; Schumacker & Lomax, 2016); Root Mean
Square Error of Approximation (RMSEA), with values be-
low .06 being indicative of a good fit model (Hu & Bentler,
1999); Standardized Root Mean Square Residual (SRMR),
values lees than .08 suggest a good fit model (Hu & Bentler,
1999; Keith, 2019).

During the second stage, the internal consistency reli-
ability was estimated using the alpha coefficient (Cronbach,
1951; Guttman, 1945; Hoyt, 1941). To interpret reliability,
we used the levels proposed by George and Mallery (2013):
Unacceptable (o < .50), poor (.50 < a< .60), questionable
(.60 < a< .70), acceptable (.70 < a< .80), good (.80 < a< .90),
and excellent (a> .90).

Finally, we compared the mean scores in the four WLEIS
factors through using the participants’ sex, age groups, and
educational level. For sex, Welch’s t-test was used, and it
was more robust when the homogeneity of variance was not
met. Cohen’s d was used as a measure of the effect of size.
Regarding the comparisons according to age groups and ed-
ucational level, we used an analysis of variance (ANOVA)
and the square omega coefficient (w?) as an estimator of
the effect size.

Results

For the EFA, the index of sampling adequacy was mid-
dling (KMO = .76). The Bartlett’s Sphericity Test showed that
the correlation matrix was adequate for the factor analysis,
Xx2(120) = 583.67, p < .001. Horn’s parallel analysis and the
Kaiser-Gutman rule suggests four factors, and the scree test
indicates extracting one factor. An EFA (four factors) was ex-
ecuted for which all items have factor loadings greater than
.30, except item (UOE_1). The structure found was similar to
that reported by Wong & Law (2002); however, there were
differences in the items SEA_4 and UOW_1 (Table 1).

In terms of the CFA, the first model was designed based
on Wong & Law’s (2002) theoretical formulation, four fac-
tors with four items each, Self-emotion appraisal (SEA_1 to
SEA_4), Other’s emotion appraisal (OEA_1 to OEA_4), Use
of emotional (USE_1 to USE_4), and Regulation of emotion
(ROE_1 to ROE_4). Model 2 was constructed based on model
1, for which the correlation between the errors from items
SEA_1 and SEA_2 was added. Model 3 was built based on
model 2 and the correlation between the errors from items
OEA_3 and OEA_4 was added. This model showed the best
fit indices (Table 2). Additionally, Figure 1 presents the stan-
dardized coefficients for Model 3 and their standard errors.

Reliability was measured using the alpha coefficient (),
and a value greater than .60 was considered as an accept-
able level (Nunnally & Bernstein, 1994) during the first stag-
es of a research. In this study, the data collected for the
measured variables showed poor (UOE = .59), questionable
(SEA = .68; OEA = .66) and good (ROE = .82) internal con-
sistency reliability according to George and Mallery (2013).

Regarding the differences in emotional intelligence fac-
tors according to participants’ sex, statistically significant
differences were found in Other’s emotion appraisal (OEA)
and Use of emotion (UOE). Both cases had a small effect
size and were favourable for women (Table 3).

Regarding the differences in emotional intelligence fac-
tors according to the age groups of the participants, no sta-
tistically significant differences were found. This meant the
effect size was null for all cases (Table 4).

Regarding the differences in the emotional intelligence
factors according to participants’ level of educational, no
statistically significant differences were found (Table 5).
However, the effect size was small for Regulation of emo-
tion (ROE), Other’s emotion appraisal (OEA), and Use of
emotion (UOE), which indicated small differences among
participants. Those who had postgraduate studies obtained
the highest mean scores in the three factors mentioned.
It is important to mention that; we did not work with the
“secondary education” category because only one case was
obtained.

Discussion

The main objective of this study was to obtain evidence
of validity based on the WLEIS’ internal structure for a
group of Chilean managers as well as to compare the scores
for the WLEIS dimensions according to the managers’ sex,
age, and educational level. Among the key findings, we
found that even though the dimensions of El (Regulation of
emotion; Other’s emotion appraisal; Self-emotion appraisal;
and Use of emotion), identified in Chilean managers were
developed as a joint process that favour managers’ efficient
management, self-emotion appraisal has a greater influence
on the other dimensions for Chilean managers. El gives
Chilean managers a greater understanding of the business
contexts and interpersonal relationships with collaborators.

The results of CFA provided evidence that the WLEIS
shares the four-factor structure found in the original version
(Wong & Law, 2002). Additionally, the factors correspond-
ing to the WLEIS dimensions were strongly related to each
other, providing support to the proposed model that WLEIS
factors are interrelated and measure different components
of the same construct. In sum, the WLEIS is a reliable and
valid instrument to be used in leadership, management,
and organizational behaviour contexts to assess El.

For the comparisons of demographic variables, statisti-
cally significant differences were found in Other’s emotion
appraisal (OEA) and Use of emotion (UOE) that considered
sex. With respect to age groups and educational level, no
statistically significant differences were found. However,
effect size was small for Regulation of emotion (ROE), Oth-
er’s emotion appraisal (OEA), and Use of emotion (UOE)
when considering educational level.

The main implications of the study are theoretical and
practical. Theoretically, a conceptual framework was found
relating to El and Chilean managers that has hardly been dis-
cussed in the literature, and this has guided and supported
the objective of this research. On a practical level, contri-
butions help company managers, especially those who work
in dynamic environments, to understand how the influence
of El dimensions (Regulation of emotion; Other’s emotion
appraisal; Self-emotion appraisal; and Use of emotion) that
were identified in Chilean managers can be developed as
a joint process that favour the efficient management of
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Table 1 Factor Loadings from Exploratory Factor Analysis: Communalities, Eigenvalues, and Percentages of Variance for the WLEIS
Items (N = 100)

Factor loading

Item ROE OEA SEA UOE Communality

SEA_1 -.05 -.01 93 -.03 .79
SEA_2 19 .01 .52 16 .50
SEA_3 19 A3 .46 .02 44
SEA_4 .16 .30 .00 .26 .31
OEA_1 16 .57 -.04 -12 .39
OEA_2 -.06 .75 .04 .01 .55
OEA_3 -.01 .43 .01 21 .30
OEA_4 .07 .31 .02 .22 .24
UOE_1 .00 .29 .10 .27 .27
UOE_2 .25 .07 .00 .38 .30
UOE_3 12 15 .22 .45 .50
UOE_4 -.05 .01 .02 72 .52
ROE_1 .57 .07 .05 .22 .54
ROE_2 .55 .01 .05 22 .46
ROE_3 .79 -.03 -.02 -.07 .57
ROE_4 .59 A7 .09 -18 .52
Eigenvalue 2.18 1.79 1.68 1.55

% of variance 13.62 11.21 10.50 9.67

Factor correlations

OEA —

ROE .58 —

SEA 42 .49 —

UOE .23 .36 .39 —

Note. Boldface indicates the highest factor loadings. ROE = Regulation of emotion; OEA = Other’s emotion appraisal; SEA = Self-emo-
tion appraisal; UOE = Use of emotion.

Table 2 Goodness-of-Fit Indicators of the Models for the WLEIS (N = 100)

Model SSy2 df SSy2/df [Té*gg% SRMR CFI TLI

Model 1 117.55 98 1.20 .045 .086 930 914
[.001 - .072]

Model 2 110.71 97 1.14 .038 .081 951 939
[.001 - .068]

Model 3 105.21 96 1.10 .031 .077 967 959

[.001 - .064]




Validation of the Wong and Law Emotional Intelligence Scale for Chilean managers

115

Figure 1. Standardized coefficients for Model 3 and their standard errors. Latent constructs are shown in ellipses and observed

variables are shown in rectangles.

Table 3 Group differences on emotional intelligence factors according to sex

Man Woman
(n =52) (n = 48)

Variable M DE M DE t p d
SEA 23.21 2.55 23.54 3.19 0.57 .57 0.11
OEA 22.21 3.49 23.46 2.24 2.14 .04 0.42
UOE 23.96 2.62 24.98 2.20 2.1 .04 0.42
ROE 22.29 3.26 22.71 2.97 0.67 .50 0.13

Note. SEA = Self-emotion appraisal; OEA = Other’s emotion appraisal; UOE = Use of emotion; ROE = Regulation of emotion.
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Table 4 Group differences on emotional intelligence factors according to age groups

Variable Ss MS F p w?
SEA 16.27 5.42 0.65 .58 .00
OEA 2.92 0.97 0.10 .96 .00
UOE 0.51 0.17 0.03 .99 .00
ROE 30.11 10.04 1.03 .38 .00

Table 5 Group differences regarding emotional intelligence factors according to educational level

Note. SEA = Self-emotion appraisal; OEA = Other’s emotion appraisal; UOE = Use of emotion; ROE = Regulation of emotion.

Variable

SS

MS

F

2

p )
SEA 26.21 13.10 1.60 .21 .01
OEA 52.55 26.27 2.99 .06 .04
UOE 26.24 13.12 2.21 A2 .02
ROE 5.50 2.75 0.28 .76 .00

Note. SEA = Self-emotion appraisal; OEA = Other’s emotion appraisal; UOE = Use of emotion; ROE = Regulation of emotion.

both understanding labour and relationships between team
members.

The psychometric properties of the measuring instru-
ments belong to the scores rather than the tests them-
selves. Additional studies in sectors other than those we
looked at in this paper are required to find out the oper-
ation of the measurement scale. In addition, this study
collected evidence regarding validity, however, the valida-
tion process involves collecting a greater amount of evi-
dence. In this sense, evidence based on the content of the
test, the relationship with other variables, and internal
processes or consequences are necessary to demonstrate
how solid the WLEIS is. Also, differences were found ac-
cording to sex. It is, therefore, important to analyse the
invariance of the measurement between men and women,
as previous studies have done (Li, Saklofske, Bowden, Yan,
& Fung, 2012; Libbrecht, Beuckelaer, Lievens, & Rockstuhl,
2014). Future studies could focus on these analyses to pro-
vide greater support to what we found.

Finally, the study shows a double contribution from the
results obtained. First, it opens the social scientific debate
on the theoretical-practical analysis of the implications of
El for managers. Secondly, it serves as a guide to generate
new lines of research that allow us to gain a greater
perspective of the conditions or variables that favour
the development of emotional competences in this type
of sample.
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