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Workplace Personality Inventory
Evidence of Reliability and Validity

Participant Description

Unless otherwise noted, the results of the WPI analyses presented in this report are
based on a group of 687 participants from a variety of occupations and organizational
levels, who took the WPI between November 1, 2006 and December 15, 2006. Table 1
shows the distribution of the sample across specific occupations, and Table 2 shows the

distribution of the sample across specific organizational levels.

Table 1 Percentage of Participants by Occupation (N = 687)

Percentage of

Occupation Total Sample
Customer Service Representative 16.2
Project Manager 9.9
Manufacturing and Operations Occupations 9.0
Information Technology Occupations 6.4
Sales Representative/Non-Retail 6.1
Administrative Assistant 6.0
Researcher 4.7
Human Resources Occupations 3.1
Consultant 2.8
Teaching Occupations 2.8
Accountant 1.9
Financial Analyst 1.2
Other 29.9
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Table 2 Percentage of Participants by Organizational Level (N = 687)

Percentage of

Organizational Level Total Sample
Professionals/Individual Contributors 31.3
Managers 14.4
Customer Service/Retail Sales 13.7
Executives and Directors 12.5
Administrative/Clerical 9.8
First-line Supervisors 5.2
Other 13.1

Of the participants reporting gender, 251 (36.6%) were males and 434 (63.4%) were
females. Out of the participants who provided information regarding their highest
educational qualifications, 185 (27.5%) reported having a master’s degree or higher
qualification, 48 (7.1%) reported having done some post-graduate work, 182 (27.0%)
reported having a bachelor’s degree, 170 (25.3%) reported having some college, 86
(12.8%) reported having a high school diploma or GED, and 2 (0.3%) reported having
some high school. Participants reported race/ethnic group information as follows: 457
(66.7%) White (non-Hispanic), 42 (6.1%) Black/African American, 159 (23.2%)
Hispanic/Latino(a), 10 (1.5%) Asian/Pacific Islander, 3 (0.4%) Native American, and 14
(2.0%) Other. Of the participants reporting age, 289 (42.6%) were below 40 years of age
and 390 (57.4%) were 40 years of age and above.
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Evidence of Reliability

The reliability of an assessment tool refers to the consistency of scores obtained under
the theoretical concept of the repeated testing of the same individual on the same test
under identical conditions (including no changes to the individual). Because in practice
this can never be done, various estimates of reliability can be obtained. The reliability of
a test is expressed as a correlation coefficient that can range from .00 to 1.00. A
perfectly reliable test would have a reliability coefficient of 1.00, and a completely

unreliable test would have a reliability coefficient of .00.

A commonly used indicator of the reliability of a test is coefficient alpha (Cronbach,
1970). Coefficient alpha yields a reliability estimate of internal consistency by examining
the homogeneity of the questions within a test. The median coefficient alpha for the WPI
scales was .76. As shown in Table 3, 16 of the 17 WPI scales had alphas higher than
.70. One scale, Analytical Thinking, had an alpha less than .70, at least partially
attributable to the shortness of the scale (8 items) and the relatively broad range of
content it covers (e.g., inquisitiveness, analyticity, systematicity, open-mindedness, etc.).
These reliability coefficients demonstrate that overall, the reliability of the WPI is very
good when interpreted in light of the relative shortness of the scales (8 to 12 items

each).

Evidence of Validity

Validity refers to the degree to which specific data, research, or theory support the
interpretation of test scores entailed by proposed uses of tests (American Educational
Research Association [AERA], American Psychological Association [APA], & National
Council on Measurement in Education [NCME], 1999). Validity is a unitary concept. It is
the extent to which all the accumulated evidence supports the intended interpretation of
test scores for the proposed purpose (AERA, et al.). “Validity is high if a test gives the
information the decision maker needs” (Cronbach, 1970). Several sources of validity

evidence are discussed next in relationship to the WPI.
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Table 3 Alpha Reliability Coefficients for WPI Scales (N = 687)

Scale Number of Items Alpha
Achievement/Effort 11 0.70
Adaptability/Flexibility 10 0.79
Analytical Thinking 8 0.60
Attention to Detail 10 0.79
Concern for Others 11 0.75
Cooperation 12 0.73
Dependability 9 0.72
Independence 9 0.74
Initiative 10 0.77
Innovation 10 0.81
Integrity/Dutifulness 9 0.71
Leadership Orientation 10 0.80
Persistence 9 0.76
Self-Control 9 0.75
Social Orientation 10 0.78
Stress Tolerance 10 0.76
Unlikely Virtues 10 0.76

Evidence Based on Test Content

In an employment setting, evidence based on test content should be established by
demonstrating that the jobs for which the test will be used require the characteristics that
the test assesses. A main advantage of the WPI is that it directly assesses work styles
required in many jobs and occupations in the U.S. economy (Borman, Kubisiak, &
Schneider, 1999). In addition, the Occupational Information Network (O*NET®) website
(http://online.onetcenter.org) provides detailed information on the work styles (as well as
knowledge, skills, abilities, etc.) necessary for successful performance in hundreds of
occupations. The WPI How-To Guide, which can be accessed on Pearson’s website,
contains information on using the O*NET database to determine the most relevant WPI

attributes for a particular job.
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Evidence of Convergent Validity

Convergent evidence is obtained when scores on a test relate to scores on other tests or
variables that purport to measure similar traits or constructs (American Educational
Research Association, American Psychological Association, & National Council on
Measurement in Education, 1999). Tables 4 through 6 present correlations from studies
showing that WPI scores relate to scores on theoretically related scales from the
Occupational Personality Questionnaire (Saville & Holdsworth, 1990) and the Hogan

Personality Inventory (Hogan & Hogan, 1992) in an expected manner.

The Occupational Personality Questionnaire (OPQ) is a 260-item questionnaire that
assesses 32 dimensions. The OPQ and WPI were administered to 79 individuals from
various occupations and organizational levels, with the largest proportion from
Operations occupations (27.8%) and the Individual Contributor/Professional
organizational level (26.6%). Table 4 shows the OPQ dimensions that correlated highest
with each of the 17 WPI scales. As shown, 11 of the 17 WPI scales correlated .6 or
better with a similar OPQ dimension, and 16 of the 17 WPI scales correlated .5 or better
with a similar OPQ dimension. Attention to Detail was the one WPI scale that correlated
less than .5 with a similar OPQ scale (r = .39 with OPQ Detail Conscious).

Table 4 Correlations of WPl and OPQ Scales (n = 74)

WPI Scale OPQ Scale Correlation

Achievement/Effort

Achieving .62**
Evaluative .58**
Innovative .53
Conceptual 51
Adaptability
Variety Seeking .68**
Innovative 53
Conventional -.53**
Vigorous 52**
Achieving 50**
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WPI Scale OPQ Scale Correlation
Analytical Thinking

Evaluative .56**

Innovative .56™
Attention to Detail

Detail Conscious .39
Concern for Others

Caring .56**

Affiliative 54**
Cooperation

Caring 54>+
Dependability

Conscientious .52**
Independence

Variety Seeking 63**

Conventional -.61**

Innovative .50**
Initiative

Variety Seeking .67**

Achieving .66**

Innovative 61**

Vigorous 59**

Conventional -.54**

Outgoing 51
Innovation

Innovative .80**

Conventional -.60**

Conceptual 57

Variety-Seeking B57**

Achieving 52**
Integrity/Dutifulness

Rule Following 75
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WPI Scale OPQ Scale Correlation

Leadership Orientation

OQutspoken .65**

Controlling .62**

Worrying -.60**

Persuasive .54

Innovative 51

Socially Confident .50**
Persistence

Conscientious .56™*

Innovative 52**
Self-Control

Tough Minded .62**

Social Desirability .54**
Social Orientation

Outgoing 75"

Affiliative T4

Socially Confident .64**
Stress Tolerance

Tough Minded .70**

Relaxed .58**

Worrying -.56**

Socially Confident .50**
Unlikely Virtues

Social Desirability .70**

Note. All correlations shown are uncorrected. **p <.01.

The Hogan Personality Inventory (HPI) is a 206-item measure of normal personality that
contains seven primary scales and 41 sub-scales or Homogenous ltem Composites
(HICs). The HPI and WPI were administered to 92 individuals from various occupations
and organizational levels, with the largest proportion from project manager/coordinator
occupations (17.4%) and the director organizational level (32.6%). Table 5 shows the
HPI dimensions that correlated highest with each of the 17 WPI scales. All relationships
shown in Table 5 are consistent with interpretation of the WPI scales and the dimensions

measured by the HPI.
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Table 5 Correlations of WPl and HPI Scales (n = 99)

WPI Scale HPI Scale Correlation
Achievement/Effort

Leadership 41
Adaptability

Ambition 43

Leadership 42%*

Sales Potential 42%
Analytical Thinking

Intellectance 40**
Attention to Detail

Mastery .32%*
Concern for Others

Service Orientation 57+

Empathy .55**

Likeability A48

Virtuous A4+
Cooperation

Service Orientation .56™*

Empathy A49**

Virtuous 48"

Likeability 42
Dependability

Mastery A3
Independence

Leadership .55**

Ambition 52**
Initiative

Leadership A46**

Ambition 43"
Innovation

Generates Ideas .60**

Experience Seeking 46**

Sales Potential A4+

Intellectance A42%*

Not Spontaneous -.40**
Integrity/Dutifulness

Prudence A42%*
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WPI Scale HPI Scale Correlation
Leadership Orientation
Ambition .60**
Leadership .56**
Sales Potential .52**
No Social Anxiety .50**
Sociability 43
Competitive 40**
Persistence
Mastery .32**
Even-tempered .32
Self-Control
Even-tempered 61**
Adjustment .58**
Impression Management 52**
Service Orientation 51+
Prudence 49*
Virtuous A49**
Empathy AT
Stress Tolerance 46"
Not Anxious A3
Moralist A1
Exhibitionistic - 41
Social Orientation
Sales Potential 74
Sociability .69**
Likes People .60**
Likes Parties 57
No Social Anxiety 55**
Likes Crowds 52
Entertaining .50**
Ambition A45**
Likeability 45
Exhibitionistic A1
Experience Seeking 40**
Trusting A1
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WPI Scale HPI Scale Correlation

Stress Tolerance

Not Anxious .60**
Stress Tolerance 57
Adjustment .56**
Calmness 45**
Empathy A40**
Service Orientation 40**
Unlikely Virtues
Moralist A49**
Service Orientation 48"
Virtuous 48"

Note. All correlations shown are uncorrected. **p < .01.

Because the WPI scales are designed to be somewhat narrower than HPI primary scale
scores (but generally broader than the HPI HICs), we also examined prediction of HPI
primary scale scores using a multiple correlation approach. WPI scales had multiple
correlations of .7 or better with 5 of the 7 the primary HPI scales, and .6 or better with 6
of the 7 primary HPI scales. HPI School Success was the one primary scale that had a

multiple correlation of less than .5 with the WPI (R = .51).

Table 6 Multiple Correlations of WPl and HPI Primary Scales (n = 99)

HPI Primary Scale WPI Multiple Correlation
Adjustment .70**
Ambition q2*
Sociability 75
Likeability 72**
Prudence 73"
Intellectance .65**
School Success 51

Note. All correlations shown are uncorrected. **p < .01.

We also evaluated the relationship between the WPI Unlikely Virtues scale and the
13-item short form (Reynolds, 1982) of the Marlowe-Crowne Social Desirability scale
(Crowne & Marlowe, 1960). The WPI Unlikely Virtues scale was designed to identify

individuals who present an overly favorable image of themselves in responding to
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questions. Similarly, the Marlowe-Crowne Social Desirability scale was designed to
identify the extent to which individuals respond to questions in a socially approved
manner (Crowne & Marlowe, 1960). Scores on the two scales correlated .67, indicating

a high degree of relationship between them.

Evidence Based on Test-Criterion Relationships

Criterion-related validity evidence addresses the inference that individuals who score
better on tests will be successful on some criterion of interest. Criterion-related validity
evidence indicates the statistical relationship (e.g., for a given sample of job applicants
or incumbents) between scores on the test and one or more criteria, or between scores
on the test and independently obtained measures of subsequent job performance. By
collecting test scores and criterion scores (e.g., job performance ratings, grades in a
training course, supervisor ratings), one can determine how much confidence may be
placed in using test scores to predict job success. Typically, correlations between
criterion measures and scores on the test serve as indexes of criterion-related validity

evidence.

A project conducted by Pearson (2007) provides evidence for the criterion-related
validity of the WPI. In the study, we examined the relationship between WPI scores and
on-the-job performance of incumbents in various occupations. Job performance was
defined as supervisory ratings on behaviors and metrics determined through research to
be important to many jobs in the U.S. Aspects of job performance rated included work
style behaviors (for 16 work styles), behaviors reflecting intellectual capacity (e.g., ability
to learn quickly), absenteeism, tardiness, overall performance, overall potential, and
overall rank relative to employees in a similar role. Relationships between WPI scores
and job performance were analyzed for a group of directors and managers combined,
managers, customer service representatives, and project managers. Table 7 shows a

summary of key findings by group.

Overall, the results clearly show that WPI scales are related to on-the-job performance
of incumbents. As shown, at least one WPI scale correlated .21 or higher with overall
performance, overall potential, overall ranking, and/or tardiness in each of the four
groups. Scales that correlate .21 and higher with job performance are generally “likely to

be useful” based on U.S. Department of Labor guidelines (1999).
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Appendixes A through E present additional correlations between WPI scales and job

performance ratings.

Table 7 Correlations of WPI Scales With Job Performance Ratings

Job Performance

Group WPI Scale Indicator Validity Coefficient
Directors and Managers (n = 93) Innovation Overall Performance .23
Concern for Others Overall Performance .22%
Concern for Others Overall Potential 21
Analytical Thinking Overall Ranking Relative -.21*
to Peers
Managers (n = 57) Persistence Overall Performance .34**
Self-Control Overall Performance 297
Leadership Orientation Overall Performance .24
Analytical Thinking Overall Potential .32
Analytical Thinking Overall Ranking Relative -.36™*
to Peers
Customer Service Representatives (n = 74) Dependability Tardiness -.38**
Project Managers (n = 47) Self-Control Overall Performance 27
Concern for Others Overall Performance .22
Self-Control Overall Potential .30
Adaptability/Flexibility Overall Potential .23
Innovation Overall Potential .23
Dependability Tardiness -.29*

Note. For tardiness and overall rank, lower rating scores indicated better performance (i.e., less tardiness and higher rank). All
correlations shown are uncorrected. *p < .05; **p <.01.

Evidence Based on Group Differences

Tables 8 and 9 show evidence of the WPI's validity based on group differences within

the work styles comprising the WPI. These differences were consistent with job

requirements and expectations of incumbent characteristics for the groups tested. For

example, sales representative was the highest scoring occupational group on Social

Orientation, customer service representative was the highest scoring on Concern for

Others, and Information Technology (IT) Occupations was the highest scoring on

Analytical Thinking. In contrast, sales representative was the lowest scoring
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occupational group on Attention to Detail, IT Occupations the lowest scoring on Concern

for Others, and Researchers the lowest scoring on Social Orientation.

Table 8 Highest and Lowest Scoring Occupations by WPI Scale

Scale Highest Scoring Occupation Lowest Scoring Occupation d P
Achievement/Effort Researcher Administrative Assistant 068 0050
Adaptability/Flexibility , , Customer Service 053 0059
Sales Representative (non-retail) Representative
Analytical Thinking Information Technology 0.85 0001
Occupations Operations Occupations
Attention to Detail Sales Representative (non- 0.78 0007
Administrative Assistant retail)
Concern for Others Customer Service Information Technology 083 <0001
Representative Occupations
Cooperation Customer Service 0.82 <0001
Representative Project Managers/ Coordinators
Dependability Customer Service Sales Representative (non- 069 o002
Representative retail)
Independence Customer Service 0.92 " <0001
Sales Representative (non-retail) Representative
Initiative Customer Service 0.77 <0001
Sales Representative (non-retail) Representative
Innovation Researcher Operations Occupations 0.68  0.0037
Integrity/Dutifulness Customer Service 095 <0001
Representative Project Managers/ Coordinators
Leadership ) ) 0-80 0010
Orientation Sales Representative (non-retail) Researcher
Persistence Customer Service Sales Representative (non- 033 0693
Representative retail)
Self-Control Sales Representative (non- 043 0539
Administrative Assistant retail)
Social Orientation Sales Representative (non-retail) Researcher 099 <0001
Sales Representative (non-retail) Researcher 0.51 .0319

Stress Tolerance

Note. Occupations analyzed included Administrative Assistant (n = 41), Customer Service Representative (n = 111),

Information Technology Occupations (n = 44), Operations Occupations (n = 44), Project Managers/Coordinators (n = 68),
Researchers (n = 32), and Sales Representatives (n = 42).
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Table 9 Highest and Lowest Scoring Organizational Levels by WPI Scale

Highest Scoring

Lowest Scoring

Scale Organizational Level Organizational Level d p
Achievement/Effort Directors Administrative/ Clerical 1.02  <.0001
Adaptability/Flexibility _ Customer Service/ Retail 0.68 0.0011
Executives Sales
Analytical Thinking Executives Administrative/ Clerical 1.06  <.0001
Attention to Detail Administrative/ Clerical Executives 1.29 <.0001
Concern for Others Customer Service/ Retail Sales Directors 1.08 <.0001
Cooperation Customer Service/ Retail Sales Executives 0.91  <.0001
Dependability Customer Service/ Retail Sales Executives 1.11  <.0001
Independence ‘ Customer Service/ Retail 1.89  <.0001
Executives Sales
Initiative Customer Service/ Retail 117 <.0001
Directors Sales
Innovation Directors Administrative/ Clerical 0.81  <.0001
Integrity/Dutifulness Customer Service/ Retail Sales Executives 1.23 <.0001
Leadership Orientation Executives Administrative/ Clerical 1.59  <.0001
Persistence Customer Service/ Retail Sales Executives 035 1179
Self-Control Directors Managers 0.30 .0810
Social Orientation Directors Administrative/ Clerical 0.66 .0004
Stress Tolerance Executives Administrative/ Clerical 0.75 .0007

Note. Organizational levels analyzed included Executives (n = 31), Directors (n = 56), Managers (n = 101),
Professionals/Individual Contributors (n = 217), First-line Supervisors (n = 40), Administrative/Clerical (n = 67), and

Customer Service/Retail Sales (n = 95).
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Evidence Based on Internal Structure

The pattern of correlations among the WPI scales was generally consistent with
theoretical expectations, providing additional evidence that the scales assess the work
styles intended. For example, as shown in Table 10, Stress Tolerance correlated .55
with Adaptability/Flexibility and .53 with Self-Control. Achievement/Effort correlated .46
with Persistence, Dependability correlated .47 with Attention to Detail, and Innovation

correlated .44 with Analytical Thinking.

The WPI scales also appear to be fairly independent. For example, Analytical Thinking
and Achievement/Effort showed no significant relationship to Concern for Others, and
although Innovation and Analytical Thinking were related (r = .44), they were not so
highly correlated as to suspect whether the two work styles were measuring the same
construct. Two correlations that did exceed expected values were between Initiative and
Adaptability (r = .67), and between Concern for Others and Cooperation (r = .69).
Continued study of these variables is necessary to ensure that they are measuring

independent constructs.
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Table 10 WPI Scale Intercorrelations (N = 687)

1 2 3 4 5 6 7 8 9 10 1 12 13 14 15 16 17
1. Achievement/Effort 1.00
2. Adaptability/Flexibilit 43 1.00
y
3. Analytical Thinking 38 S0 100
4. Attention to Detail 200 - 05 08 1.00
5. Concern for Others 01 A2 01 A2 100
. 12 .21 .07 22 69 1.00
6. Cooperation
7. Dependability .31 .20 .03 A7 22 .30 1.00
22 .36 26 -31 -13 -15 -.13 1.00
8. Independence
_— .58 .67 .34 A1 .06 .18 .29 35 1.00
9. Initiative

.39 .49 44 -.06 .07 A2 -.02 41 47 1.00
.09 .05 -.05 .35 .30 43 46 -.35 14 -.10  1.00
44 49 30 -.08 -.18 -.10 A2 .36 .53 37 -.07  1.00

10. Innovation
11. Integrity/Dutifulness

12. Leadership
Orientation
46 43 21 .40 .20 .32 .60 .04 .55 .25 .39 29 1.00

14 .28 15 A2 .32 .39 41 -.01 .25 .08 42 .09 43 1.00

.29 41 A1 -.09 .24 27 .07 A1 .38 .26 .08 48 .20 15 1.00

.22 .55 24 -.07 .08 A3 .21 .24 42 24 16 44 .37 .53 .31 1.00

.04 23 -.04 .28 .30 .32 45 - .21 18 -.04 .55 11 42 .53 .16 33 1.00

13. Persistence

14. Self-Control

15. Social Orientation
16. Stress Tolerance
17. Unlikely Virtues

Note. All correlations shown are uncorrected. Correlations greater than or equal in magnitude to .08 are p < .05; correlations greater than or equal in magnitude to .10 are p <.01.
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Faking and the WPI

It is well known that applicants sometimes attempt to present an overly favorable image
of themselves on personality tests. For example, a meta-analysis of 51 studies found
that the means of applicant samples on personality tests tend to be from 0.48 to 0.65
standard deviations above the means of incumbent samples (Viswesvaran & Ones,
1999).

A study was conducted to estimate the extent to which applicants will inflate their scores
on the WPI in an attempt to make a favorable impression. The WPI was administered to
a sample group of 53 employed adults who were asked to respond to the items in an
honest and forthright manner (“honest” condition). Afterward, the same sample was
instructed to respond to the same set of items as if they were in a job selection situation,
seeking a position they very much wanted to acquire (“applicant” condition). Table 11
presents the means and standard deviations of each experimental administration, as
well as the mean differences, t-scores, significance, and effect size of the differences

between administrations.

Overall, scores on the majority of WPI scales increased significantly as expected.
However, the amount of change was generally less than changes reported in similar
studies on other personality inventories, with standardized mean score differences

(i.e., d values) between .06 and .44 (median = .29).

Table 11 also shows correlations of WPI scores across the honest and applicant
conditions. Across conditions, scores on 15 of the 17 scales correlated between
moderate and high (i.e., between .51 and .73), suggesting general consistency in the
rank order of people’s scores on the scales. However, the correlations were not so high
as to suggest a “one-to-one” relationship of scores. It appears that a few people were
able to misrepresent their scores and make themselves appear more desirable than

potentially better-qualified candidates.
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Using the Unlikely Virtues Scale

These results imply that while distortion may be less of a problem for the WPI than for
other personality inventories, it is likely to occur to some extent. Therefore, we
recommend that the WPI Unlikely Virtues (UV) scale be used to evaluate the
forthrightness of the test taker during the assessment session and whether the
assessment results are meaningful. The WPI UV scale accumulates responses to a set
of ten self-effacing items and compares the individual’s response patterns with those of
the base sample. High percentile scores represent a higher probability of self-

misrepresentation.

When scores are excessively high (i.e., higher than 90% of the standardization sample),
the test user is advised to disregard WPI results and use other forms of analysis to come
to their decisions concerning the test taker (see WPI User’s Guide). In no case should
the scores be used to make any decision besides the usability of WPI scores. Good
candidates sometimes represent themselves to be more virtuous than they truly are and
are nonetheless worthy candidates for an employer’s selection or development

initiatives. Unlikely Virtues scores simply define the usability of their WPI results.

Support for the Unlikely Virtues Scale as a Predictor of
Faking

We calculated the extent to which each person inflated their score on each WPI scale
between the honest and applicant conditions. Using the formula (WPI applicant condition
score — WPI honest condition score), larger differences were assumed to indicate more
score inflation and smaller differences less score inflation across conditions. Table 12
shows the correlation between Unlikely Virtues scores in the applicant condition with the
amount of score inflation on each scale. UV applicant condition was used because it
best represents the UV score obtained in a selection situation. As shown, UV predicted
score inflation for 14 of 17 WPI scales, supporting its usefulness as a predictor of score

misrepresentation.
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Table 11 WPI Score Differences Between Honest and Applicant Conditions (n = 53)

“Honest” “Honest” “‘Applicant”  “Applicant” Mean t p d r
Mean SD Mean SD Difference
Achievement/Effort 324 3.5 33.5 38 109 2.84 0.00638 0.30 7
Adaptability/Flexibility 27.9 3.7 28.7 38 0.77 1.95 0.12620 0.21 54
Analytical Thinking 220 2.0 23.0 24 0.98 3.32 0.00166 0.44 .54
Attention to Detail 2792 3.0 28.0 3.1 0.79 214 0.03726 0.26 .61
Concern for Others 302 3.2 30.3 3.4 0.19 0.51 0.61449 0.06 .66
. 2.2 36.1 3.2 0.92 2.40 0.01999 0.34 52**
Cooperation 35.2
Dependability 265 26 27.7 29 1.17 3.31 0.00173 0.43 57
29 24.4 3.1 0.75 2.30 0.02574 0.25 .68**
Independence 23.6
I 3.4 29.8 3.9 1.19 2.68 0.00996 0.33 61**
Initiative 28.6
. 28 24.8 2.8 0.49 1.46 0.15037 0.17 .62**
Innovation 24.3
Integrity/Dutifulness 27 1 3.1 28.0 3.1 0.91 214 0.03687 0.29 .51
Leadership Orientation 254 3.3 26.0 3.5 0.60 1.42 0.16258 0.18 .59
. 26 26.7 2.8 0.50 1.21 0.23295 0.19 .39*
Persistence 26.2
Self-Control 240 3.4 24.8 3.6 0.77 213 0.03784 0.22 .73
Social Orientation 240 3.0 25.1 3.5 1.1 2.59 0.01244 0.34 .54
Stress Tolerance 255 3.2 27.0 3.8 1.54 2.63 0.01141 0.44 27
Unlikely Virtues 226 2.8 23.9 4.6 1.33 2.65 0.01061 0.35 .61

Note. All correlations shown are uncorrected. *p < .05; **p <.01.
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Table 12 Correlation of Unlikely Virtues With Score
Inflation Across “Honest” and “Applicant”
Conditions (n = 53)

Correlation with

Score Inflation Measure Unlikely Virtues
Achievement/Effort Difference 33"
Adaptability/Flexibility Difference 46
Analytical Thinking Difference 45
Attention to Detail Difference 19
Concern for Others Difference 27
Cooperation Difference 35"
Dependability Difference A5
Independence Difference .08
Initiative Difference 50™
Innovation Difference 35
Integrity/Dutifulness Difference 28"
Leadership Orientation Difference A1
Persistence Difference 55"
Self-Control Difference A1
Social Orientation Difference 627"
Stress Tolerance Difference 4™
Unlikely Virtues Difference 79"

Note. All correlations shown are uncorrected. Score inflation was calculated as (WPI applicant condition score — WPI
honest condition score). For the Unlikely Virtues measure, applicant condition scores were used. *p < .05; **p < .01.
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Appendix A Overall Group (n = 400): Correlations of WPI Scales With
Supervisors’ Ratings

WPI Scale Supervisor Rating Validity Coefficient

Concern for Others

Concern for Others .24**
Cooperation

Intellectual Capacity =21
Independence

Innovation .30**

Analytical Thinking 29**

Achievement Orientation 25"

Intellectual Capacity .25%*

Leadership Orientation .25%

Independence .24
Initiative

Initiative .24

Leadership Orientation .24**

Achievement/Effort 22%*
Leadership Orientation

Leadership Orientation 27
Self-Control

Self-Control 27**

Stress Tolerance 22**

Note. All correlations shown are uncorrected. Only correlations greater than or equal in magnitude to .21 are shown.
All correlations shown in Appendix A are **p <.01.
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Appendix B Directors and Managers (n = 93): Correlations of WPI Scales With

Supervisors’ Ratings

WPI Scale

Supervisor Rating

Validity Coefficient

Achievement/Effort

Analytical Thinking

Concern for Others

Cooperation

Independence

Initiative

Innovation

Intellectual Capacity

Intellectual Capacity

Overall Ranking Relative
to Peers

Self-Control
Cooperation
Concern for Others
Social Orientation
Overall Performance

Overall Potential

Dependability
Independence

Attention to Detail

Intellectual Capacity
Analytical Thinking
Adaptability
Innovation

Leadership

Intellectual Capacity

Intellectual Capacity
Leadership Orientation
Analytical Thinking
Innovation

Adaptability

Overall Performance
Cooperation
Self-Control

Persistence

22

22*

24*
-.21*

.32*
.29
.28
.26*
.22*
217

-.23*
-.22%
-.21*

.30
27
.25*
23%
22"

.22%

.30
.30
.29
.26*
24*
.23*
.22%
.22*
21"

Copyright © 2007 by NCS Pearson, Inc. All rights reserved.




WPI Scale

Supervisor Rating

Validity Coefficient

Integrity/Dutifulness

Leadership Orientation

Self-Control

Stress Tolerance

Innovation

Innovation

Intellectual Capacity
Adaptability
Leadership Orientation
Independence
Analytical Thinking
Achievement/Effort

Persistence

Self-Control
Cooperation

Concern for Others

Tardiness

Intellectual Capacity

-.24*

35"
.34**
.32
.30**
.28**
27
25"
.25%

.22*
.22*
21

-.21*
21%

Note. All correlations shown are uncorrected. Only correlations greater than or equal in magnitude to .21 are shown.
For tardiness and overall rank, lower rating scores indicated better performance (i.e., less tardiness and higher rank).

*p <.05; *p <.01
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Appendix C Managers (n = 57): Correlations of WPI Scales With

Supervisors’ Ratings

WPI Scale Supervisor Rating Validity Coefficient
Achievement/Effort
Intellectual Capacity 32"
Leadership Orientation .29*
Analytical Thinking .28*
Achievement/Effort 27
Persistence .26
Innovation .25
Adaptability 22
Initiative .22
Overall Performance 21
Overall Potential .21
Adaptability
Adaptability .30*
Leadership Orientation .26
Analytical Thinking .24
Persistence 24
Tardiness 24
Absenteeism 22
Intellectual Capacity 22
Analytical Thinking
Overall Ranking Relative -.36**
to Peers
Overall Potential .32*
Innovation .30*
Leadership Orientation .29*
Achievement/Effort .26
Overall Performance .25
Persistence .24
Initiative .23
Analytical Thinking .22
Adaptability .21
Intellectual Capacity .21
Attention to Detail
Attention to Detail .22
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WPI Scale

Supervisor Rating

Validity Coefficient

Concern for Others

Dependability

Independence

Initiative

Innovation

Cooperation
Concern for Others
Social Orientation
Self-Control

Overall Performance

Overall Potential

Integrity/Dutiful

Leadership Orientation
Adaptability

Analytical Thinking
Innovation

Tardiness

Intellectual Capacity

Analytical Thinking
Intellectual Capacity
Persistence
Leadership Orientation
Achievement/Effort
Adaptability

Innovation

Overall Potential

Overall Ranking Relative
to Peers

Tardiness

Overall Performance

Leadership Orientation
Analytical Thinking
Innovation

Intellectual Capacity
Initiative
Achievement/Effort
Persistence

Adaptability
25

42

.38

37
.26
.25
.22

.25

.29%
27"
.25
.24
.24
22

37
35"
.34
.33*
317
31
31
.25
-.24

.24
.22

45
.32*
.30*
.30*
27
.26
.26
.23
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WPI Scale

Supervisor Rating

Validity Coefficient

Integrity/Dutifulness

Leadership Orientation

Persistence

Cooperation
Overall Performance

Independence

Social Orientation
Cooperation
Concern for Others
Initiative

Leadership

Overall Performance

Persistence

Innovation
Adaptability
Intellectual Capacity
Leadership
Analytical Thinking
Independence
Persistence
Achievement/Effort
Overall Performance

Overall Ranking Relative
to Peers

Dependability
Attention to Detail
Initiative

Overall Potential

Leadership
Achievement/Effort
Overall Performance
Persistence
Analytical Thinking
Intellectual Capacity
Adaptability
Initiative

Overall Potential

Innovation
26

.22
.22
.21

43"
31
.28*
24
.22
.22
.21

45"
42
40
.38**
.34**
.34**
.33*
.29%
24
-.23

.22
.21
.21
.21

.35
.34
.34
.32*
31
29*
.26
.26
.26
.25
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WPI Scale Supervisor Rating Validity Coefficient

Social Orientation 22
Overall Ranking Relative -.21
to Peers
Self-Control
Achievement/Effort .36™
Cooperation .36**
Persistence .36™*
Analytical Thinking .35%*
Intellectual Capacity .34**
Integrity/Dutifulness .29*
Overall Performance .29*
Concern for Others .28*
Social Orientation .28*
Independence 27
Initiative 27"
Overall Potential .26
Self-Control .26
Dependability .24
Adaptability .23
Leadership Orientation .23
Social Orientation
Tardiness .26
Stress Tolerance
Intellectual Capacity 27
Adaptability .26
Persistence 24
Analytical Thinking .23
Self-Control 22
Achievement/Effort .21
Leadership Orientation .21
Unlikely Virtues
Persistence .21

Note. All correlations shown are uncorrected. Only correlations greater than or equal in magnitude to .21 are shown.
For tardiness and overall rank, lower rating scores indicated better performance (i.e., less tardiness and higher rank).
*p <.05; *p <.01
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Appendix D Customer Service Representatives (n = 74): Correlations of WPI
Scales With Supervisors’ Ratings

WPI Scale Supervisor Rating Validity Coefficient

Concern for Others

Achievement/Effort -.24*
Cooperation

Achievement/Effort -.22

Persistence -.22
Dependability

Tardiness -.38**

Dependability .29%
Independence

Innovation 33"

Analytical Thinking 31

Independence .25*

Intellectual Capacity .24*

Leadership Orientation .22
Initiative

Leadership .33

Initiative 27"

Persistence .23*

Innovation .23%
Leadership Orientation

Integrity/Dutifulness -.25*
Self-Control

Intellectual Capacity -.28*
Social Orientation

Independence -.36™*

Achievement/Effort -.34*

Attention to Detail -.34**

Overall Performance =31

Dependability -.27*

Integrity/Dutifulness -.27*

Persistence -.26*

Analytical Thinking -.25*

Intellectual Capacity -.24*
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WPI Scale Supervisor Rating Validity Coefficient

Stress Tolerance

Cooperation 27"

Self-Control 22

Stress Tolerance .21
Unlikely Virtues

Intellectual Capacity -.23*

Persistence -.21

Note. All correlations shown are uncorrected. Only correlations greater than or equal in magnitude to .21 are shown.
For tardiness, lower rating scores indicated less tardiness. *p < .05; **p < .01
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Appendix E Project Managers (n = 47): Correlations of WPI Scales With

Supervisors’ Ratings

WPI Scale Supervisor Rating Validity Coefficient
Achievement/Effort
Achievement/Effort .25
Initiative .21
Adaptability
Achievement/Effort .30%
Leadership Orientation .28
Adaptability 27
Overall Potential .23
Initiative 22
Analytical Thinking
Independence -.28
Attention to Detail -.22
Attention to Detail
Innovation -.26
Integrity/Dutifulness -.23
Concern for Others
Concern for Others 43
Cooperation .35*
Social Orientation .33*
Stress Tolerance .25
Self-Control .22
Overall Performance 22
Cooperation
Leadership Orientation -.32*
Attention to Detail -.30*
Intellectual Capacity -.28
Independence -.26
Concern for Others 24
Analytical Thinking -.23
Dependability -.21
Dependability
Tardiness -.29*
30
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WPI Scale

Supervisor Rating

Validity Coefficient

Independence

Initiative

Innovation

Integrity/Dutifulness

Leadership Orientation

Persistence

Self-Control

Adaptability
Integrity/Dutifulness
Innovation

Leadership Orientation

Achievement/Effort

Achievement/Effort

Leadership Orientation

Achievement/Effort
Leadership Orientation

Overall Potential

Social Orientation

Leadership Orientation
Achievement/Effort
Analytical Thinking
Innovation

Initiative

Leadership Orientation

Cooperation

Social Orientation
Self-Control

Stress Tolerance
Concern for Others
Intellectual Capacity
Achievement/Effort
Adaptability
Analytical Thinking
Persistence
Overall Potential

Overall Performance
31

37"
.32*
.30*
29*
.23

.26
.26

.25
.25
.23

.29*

.55**
.38
.24
.24
.23

.21

57
.54**
48%*
42*
44
.35*
.34*
.33*
.33*
.32*
.30*
27
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WPI Scale

Supervisor Rating

Validity Coefficient

Stress Tolerance

Unlikely Virtues

Cooperation
Intellectual Capacity
Social Orientation
Achievement/Effort
Leadership Orientation
Self-Control

Analytical Thinking
Adaptability

Social Orientation
Cooperation

Overall Potential
Concern for Others
Overall Performance
Achievement/Effort
Analytical Thinking

Persistence

.33*
31
.30*
.26
.26
.25
.22
.21

40
.38
.36*
.30*
27
.26
.23
21

Note. All correlations shown are uncorrected. Only correlations greater than or equal in magnitude to .21 are shown.

For tardiness, lower rating scores indicated less tardiness. *p < .05; **p < .01

32

Copyright © 2007 by NCS Pearson, Inc. All rights reserved.




References

American Educational Research Association, American Psychological Association, &
National Council on Measurement in Education (1999). Standards for educational
and psychological testing. Washington, DC: Author.

Cronbach, L. J. (1970). Essentials of psychological testing (3rd ed.). New York: Harper & Row.

Crowne, D. P. & Marlowe, D. (1960). A new scale of social desirability independent of

psychopathology. Journal of Consulting Psychology, 24, 349—-354.

Hogan, R. & Hogan, J. (1992). Manual for the Hogan Personality Inventory. Tulsa, OK: Hogan

Assessment Systems.

Reynolds, W. M. (1982). Development of reliable and valid short forms of the Marlowe-Crowne

Social Desirability Scale. Journal of Clinical Psychology, 38, 119-125.

Saville, P. & Holdsworth, R. (1990). Occupational Personality Questionnaire manual. Surrey,
England: Saville & Holdsworth.

Viswesvaran, C. & Ones, D.S. (1999). Meta analyses of fakability estimates: Implications for

personality measurement. Educational and Psychological Measurement, 59, 197-210.

33

Copyright © 2007 by NCS Pearson, Inc. All rights reserved.





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.3
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
    /AgencyFB-Bold
    /AgencyFB-Reg
    /Algerian
    /Arial-Black
    /Arial-BlackItalic
    /Arial-BoldItalicMT
    /Arial-BoldMT
    /Arial-ItalicMT
    /ArialMT
    /ArialNarrow
    /ArialNarrow-Bold
    /ArialNarrow-BoldItalic
    /ArialNarrow-Italic
    /ArialRoundedMTBold
    /ArialUnicodeMS
    /BaskOldFace
    /Batang
    /Bauhaus93
    /BellMT
    /BellMTBold
    /BellMTItalic
    /BerlinSansFB-Bold
    /BerlinSansFBDemi-Bold
    /BerlinSansFB-Reg
    /BernardMT-Condensed
    /BlackadderITC-Regular
    /BodoniMT
    /BodoniMTBlack
    /BodoniMTBlack-Italic
    /BodoniMT-Bold
    /BodoniMT-BoldItalic
    /BodoniMTCondensed
    /BodoniMTCondensed-Bold
    /BodoniMTCondensed-BoldItalic
    /BodoniMTCondensed-Italic
    /BodoniMT-Italic
    /BodoniMTPosterCompressed
    /BookAntiqua
    /BookAntiqua-Bold
    /BookAntiqua-BoldItalic
    /BookAntiqua-Italic
    /BookmanOldStyle
    /BookmanOldStyle-Bold
    /BookmanOldStyle-BoldItalic
    /BookmanOldStyle-Italic
    /BookshelfSymbolSeven
    /BradleyHandITC
    /BritannicBold
    /Broadway
    /BrushScriptMT
    /CalifornianFB-Bold
    /CalifornianFB-Italic
    /CalifornianFB-Reg
    /CalisMTBol
    /CalistoMT
    /CalistoMT-BoldItalic
    /CalistoMT-Italic
    /Castellar
    /Centaur
    /Century
    /CenturyGothic
    /CenturyGothic-Bold
    /CenturyGothic-BoldItalic
    /CenturyGothic-Italic
    /CenturySchoolbook
    /CenturySchoolbook-Bold
    /CenturySchoolbook-BoldItalic
    /CenturySchoolbook-Italic
    /Chiller-Regular
    /ColonnaMT
    /ComicSansMS
    /ComicSansMS-Bold
    /CooperBlack
    /CopperplateGothic-Bold
    /CopperplateGothic-Light
    /CourierNewPS-BoldItalicMT
    /CourierNewPS-BoldMT
    /CourierNewPS-ItalicMT
    /CourierNewPSMT
    /CurlzMT
    /EdwardianScriptITC
    /Elephant-Italic
    /Elephant-Regular
    /EngraversMT
    /ErasITC-Bold
    /ErasITC-Demi
    /ErasITC-Light
    /ErasITC-Medium
    /EstrangeloEdessa
    /FelixTitlingMT
    /FootlightMTLight
    /FormDingbats0406
    /ForteMT
    /FranklinGothic-Book
    /FranklinGothic-BookItalic
    /FranklinGothic-Demi
    /FranklinGothic-DemiCond
    /FranklinGothic-DemiItalic
    /FranklinGothic-Heavy
    /FranklinGothic-HeavyItalic
    /FranklinGothic-Medium
    /FranklinGothic-MediumCond
    /FranklinGothic-MediumItalic
    /FreestyleScript-Regular
    /FrenchScriptMT
    /Garamond
    /Garamond-Bold
    /Garamond-Italic
    /Gautami
    /Georgia
    /Georgia-Bold
    /Georgia-BoldItalic
    /Georgia-Italic
    /Gigi-Regular
    /GillSansMT
    /GillSansMT-Bold
    /GillSansMT-BoldItalic
    /GillSansMT-Condensed
    /GillSansMT-ExtraCondensedBold
    /GillSansMT-Italic
    /GillSans-UltraBold
    /GillSans-UltraBoldCondensed
    /GloucesterMT-ExtraCondensed
    /GoudyOldStyleT-Bold
    /GoudyOldStyleT-Italic
    /GoudyOldStyleT-Regular
    /GoudyStout
    /Haettenschweiler
    /HarlowSolid
    /Harrington
    /HighTowerText-Italic
    /HighTowerText-Reg
    /Impact
    /ImprintMT-Shadow
    /InformalRoman-Regular
    /Jokerman-Regular
    /JuiceITC-Regular
    /Kartika
    /KristenITC-Regular
    /KunstlerScript
    /Latha
    /LatinWide
    /LucidaBright
    /LucidaBright-Demi
    /LucidaBright-DemiItalic
    /LucidaBright-Italic
    /LucidaCalligraphy-Italic
    /LucidaConsole
    /LucidaFax
    /LucidaFax-Demi
    /LucidaFax-DemiItalic
    /LucidaFax-Italic
    /LucidaHandwriting-Italic
    /LucidaSans
    /LucidaSans-Demi
    /LucidaSans-DemiItalic
    /LucidaSans-Italic
    /LucidaSans-Typewriter
    /LucidaSans-TypewriterBold
    /LucidaSans-TypewriterBoldOblique
    /LucidaSans-TypewriterOblique
    /LucidaSansUnicode
    /Magneto-Bold
    /MaiandraGD-Regular
    /Mangal-Regular
    /MaturaMTScriptCapitals
    /MicrosoftSansSerif
    /Mistral
    /Modern-Regular
    /MonotypeCorsiva
    /MS-Mincho
    /MSOutlook
    /MSReferenceSansSerif
    /MSReferenceSpecialty
    /MVBoli
    /NiagaraEngraved-Reg
    /NiagaraSolid-Reg
    /OCRAExtended
    /OldEnglishTextMT
    /Onyx
    /PalaceScriptMT
    /PalatinoLinotype-Bold
    /PalatinoLinotype-BoldItalic
    /PalatinoLinotype-Italic
    /PalatinoLinotype-Roman
    /Papyrus-Regular
    /Parchment-Regular
    /Perpetua
    /Perpetua-Bold
    /Perpetua-BoldItalic
    /Perpetua-Italic
    /PerpetuaTitlingMT-Bold
    /PerpetuaTitlingMT-Light
    /Playbill
    /PoorRichard-Regular
    /Pristina-Regular
    /Raavi
    /RageItalic
    /Ravie
    /Rockwell
    /Rockwell-Bold
    /Rockwell-BoldItalic
    /Rockwell-Condensed
    /Rockwell-CondensedBold
    /Rockwell-ExtraBold
    /Rockwell-Italic
    /ScriptMTBold
    /ShowcardGothic-Reg
    /Shruti
    /SimSun
    /SnapITC-Regular
    /Stencil
    /Sylfaen
    /SymbolMT
    /Tahoma
    /Tahoma-Bold
    /TempusSansITC
    /TimesNewRomanPS-BoldItalicMT
    /TimesNewRomanPS-BoldMT
    /TimesNewRomanPS-ItalicMT
    /TimesNewRomanPSMT
    /Trebuchet-BoldItalic
    /TrebuchetMS
    /TrebuchetMS-Bold
    /TrebuchetMS-Italic
    /Tunga-Regular
    /TwCenMT-Bold
    /TwCenMT-BoldItalic
    /TwCenMT-Condensed
    /TwCenMT-CondensedBold
    /TwCenMT-CondensedExtraBold
    /TwCenMT-Italic
    /TwCenMT-Regular
    /UniversLTStd
    /UniversLTStd-Black
    /UniversLTStd-BlackEx
    /UniversLTStd-BlackExObl
    /UniversLTStd-BlackObl
    /UniversLTStd-Bold
    /UniversLTStd-BoldCn
    /UniversLTStd-BoldCnObl
    /UniversLTStd-BoldEx
    /UniversLTStd-BoldExObl
    /UniversLTStd-BoldObl
    /UniversLTStd-Cn
    /UniversLTStd-CnObl
    /UniversLTStd-Ex
    /UniversLTStd-ExObl
    /UniversLTStd-Light
    /UniversLTStd-LightCn
    /UniversLTStd-LightCnObl
    /UniversLTStd-LightObl
    /UniversLTStd-LightUltraCn
    /UniversLTStd-Obl
    /UniversLTStd-ThinUltraCn
    /UniversLTStd-UltraCn
    /UniversLTStd-XBlack
    /UniversLTStd-XBlackEx
    /UniversLTStd-XBlackExObl
    /UniversLTStd-XBlackObl
    /Verdana
    /Verdana-Bold
    /Verdana-BoldItalic
    /Verdana-Italic
    /VinerHandITC
    /Vivaldii
    /VladimirScript
    /Vrinda
    /Webdings
    /Wingdings2
    /Wingdings3
    /Wingdings-Regular
    /ZWAdobeF
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




