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Welcome to your We-Q Report
Thank you for choosing We-Q!
A healthy, dynamic, open and trusting culture is crucial to the success and wellbeing of your team. The We-Q diagnostic highlights
the highs / lows / alignment and misalignment on four key aspects of team success:
▪ Being Fully Myself: How we feel, develop and contribute in this team
▪ How we Behave: The ways in which we work together
▪ Getting Things Done: The infrastructure, resources and approach to our work
▪ Doing the Right Thing: How we feel about the things that matter.
This report will enable you to plan for an effective team meeting to share and discuss the results. One which addresses the
courageous conversations needed for behavioural change to occur.
This report is confidential to you and the team members only - if anything is to be shared it can only be done so with the
permission of the team. The report is also randomised so that individual submissions cannot be identified.
But before you start, please make sure you’ve read through the We-Q Handbook which includes everything you need to know
about the survey questions along with coaching tips and guide to having a great conversation.
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How to get the best from your report
Things to remember:
▪ The purpose of the report is to guide you and the team to changes in behaviour. ‘What are we doing well, and what could be
‘even better’? It’s important to leverage team strengths whilst focusing on what could be improved.
▪ Avoid the assumption that high is ‘good’ and low is ‘bad’. Don’t just focus on low scores and avoid trying to guess who scored
what - the data is most useful when thinking about team culture as a whole, rather than individual parts.
▪ Often the most valuable data is discovering where the team are most aligned and misaligned.
▪ We-Q provides a snapshot in time, therefore the data is situational and to be read within the context the team finds itself within.
What’s more important is an honest assessment of how things are at this precise moment in time - helping you deal with the
here and now.
▪ Notice where you are surprised - what are the ‘Aha’ moments?
▪ Notice patterns in the report, for example; is there a relationship between a high score on ‘We have a Can do Spirit’ and a low
score on ‘We balance work and home life’?

▪
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HOW TO READ
THE DATA
Looking through 3 lenses
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How to read the data
Reading the data is a bit like looking through a microscope one lens at a time to see finer detail.
Here are some suggestions on how to interpret the results:

LENS

The ‘Pillar’ scores
▪ Being Fully Myself - How we feel, develop and contribute in this team
▪ How we Behave - The ways in which we work together
▪ Getting Things Done - The infrastructure, resources and approach to our work
▪ Doing the Right Thing - How we feel about the things that matter.
What do the overall scores under these headings tell you about the team? E.g. Is it a place where people feel able to be
themselves but aren’t productive enough, i.e. a comfortable, low challenge team? Or perhaps the scores for Getting
things done are high, but How we Behave are low. Could this mean the team are transactional rather than relational,
impacting on the longer term sustainability of the team?
If no particular score stands out, just head to the next stage of the report.
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How to read the data
LENS

Highs and Lows. Aligned and Misaligned
▪ On first sight, what does this data in aggregate say about the team?
▪ Do the scores align with your expectations?
▪ What stands out?
▪ Does the data point to an obvious known aspect of the team culture, or does it reveal any surprises?
Hold your views and opinions lightly and keep an open mind. It will only be when the team meets that the real
meanings will emerge.
Note: Where more than one question scores the same %, we only highlight one at random.

LENS

A closer look at each of the 20 questions
Each of the questions reveals an important aspect of the team’s ability to fulfil its purpose and thrive.
Each of the 4 pillars has 5 questions. Scroll through the data to reveal all 20 data points. There is a lot to take in.
Notice what stands out for you.
Remember – Each team member will answer the questions with their own understanding of what it means.
Don’t assume that your understanding aligns with theirs. When you run the team meeting you can establish why people
scored as they did.
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Highlights of your data
The Pillar Scores
▪ Being Fully Myself
How we feel, develop and contribute in this team
▪ How we Behave
The ways in which we work together
▪ Getting Things Done
The infrastructure, resources and approach to our work
▪ Doing the Right Thing
How we feel about the things that matter
Coaching points:
Does a pillar heading stand out? Is it a surprise? If the results are
similar, move on to the details.
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Highlights:

Highs / Lows / Aligned / Misaligned
Highest score

Most aligned

We experiment and innovate

We have the resources needed

75%

54%

Lowest score

Least aligned

I share my feelings

We support each other

40%

Coaching points:

58%

▪ Which question stands out the most to you?
Is it a surprise?
▪ If you had to choose one issue, which one would
you pick?
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Highlights:

Highs / Lows / Aligned / Misaligned
Question

Highest score

We experiment and innovate

75%

Meaning
We are brave in the dynamic way we innovate. We learn from failure and don’t apportion
blame.

High performing
There is a clear mandate from the leaders / team for the continuous search for rapid,
evolutionary change. There is a sense of permission and excitement. Mistakes are
welcomed as necessary learning experiences.

Under performing
Change isn’t welcomed and is seen as threatening the status quo. People don’t make
changes and improvements because the personal cost of doing so is too high, thereby
crushing innovation.

Coaching points
Discuss the current approach. Is there a double message from leaders - innovate but don’t
make mistakes? What would it take to accelerate change? How could innovation be
rewarded rather than punished? Do you need a different decision making structure? Discuss
three innovations to make and implement immediately. What could a new innovation team
do?
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Highlights:

Highs / Lows / Aligned / Misaligned
Question

Lowest score

I share my feelings

40%

Meaning
My comfort in expressing the full range of my emotions.

High performing
Team members have a high E-Q, are able to regulate and ‘own’ their feelings and express
them in such a way to build trust and awareness. Expressing vulnerability is seen as a
strength leading to collaboration and innovation.

Under performing
Team members have a closed perspective and fear expressing themselves or their personal
situation. Feelings are expressed unskilfully in a way that apportions blame, or is vague and
increases anxiety in the group.

Coaching points
Help the group differentiate thoughts from feelings, by brainstorming all the feelings you can
think of. Challenge feelings expressed as thoughts. “I feel you ought to…”. Learn to express
feelings in a helpful way eg, ‘Fact-Impact’. When you (specific action), I feel (specific feeling),
and I’d prefer it if (name behaviour change requested).
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Highlights:

Highs / Lows / Aligned / Misaligned
Most Aligned

Question
We have the resources needed

54%

Meaning
There are no gaps in the skills, experience, equipment or budget that is required.

High performing
High performing teams source resources to get things done. The team effectively
influences stakeholders to align available resources with expected outcomes. The answer
is ‘yes’, now what is the question?

Under performing
Constant stress and a feeling of being held back and disabled through the lack of the right
people / equipment / facilities / budget. Long hours, anxiety and corrective actions are the
norm.

Coaching points
Practice positive influence / negotiation skills to present a clear case for the required
resources. Map influencers - are you asking the right person and who else needs to
support you? Note: Teams often blame lack of resources for not getting the job done, when
it’s actually the culture or lack of effective communications. Before asking for ‘more’, think
about how you could do better with what you have!
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Highlights:

Highs / Lows / Aligned / Misaligned
Question

Least Aligned

We support each other

58%

Meaning
We give and receive timely and appropriate support to one another.

High performing
It is easy to reach out and ask for support. It is always met positively even if the person
can’t help right now. The team look out for each other and proactively offer help, even at
cost to them.

Under performing
People are too stressed or disengaged to be able or willing to offer support. Individuals
work in silos and are focused on their own survival/reward.

Coaching points
Discuss situations and the consequences where the people felt under-supported. Look
systemically and avoid being victims. Use the ‘Fact/Impact’ model - When you (specific
action), I feel (specific feeling), and I’d prefer it if (name behaviour change requested) followed by ‘what I would prefer in the future’. Lead a creative visualisation of how a high
support, high challenge culture would look and feel.
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Detailed Results

BEING FULLY MYSELF –
How we feel, develop and contribute in this team
I contribute fully

I feel recognised and valued

I share my feelings

52%

I learn and grow

40%

NOTES

I enjoy myself

57%

45%

58%
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Detailed Results

HOW WE BEHAVE –
The ways in which we work together
We communicate effectively

We encourage healthy debate

We stick to agreements

64%

70%

57%

{{score-1}}%

We give and receive useful feedback

58%

NOTES

We support each other

58%
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Detailed Results

GETTING THINGS DONE –
The infrastructure, resources and approach to our work
We have the resources needed

We are organised effectively

54%

We have a 'can do' spirit

67%

75%

NOTES

We make progress

65%

We experiment and innovate

68%
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Detailed Results

DOING THE RIGHT THING –
How we feel about the things that matter
I am aligned on our purpose

68%

We balance work and home life

48%

We seek out a wide diversity of views

We are open, honest and transparent

57%

We make the world a better place

67%

NOTES

62%
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Summary of your insights
What are the highlights for you?

What have you noticed that you would like to bring to the attention of the team?

What is the team doing really well?

What needs most improving?

What behaviours would need to change for the team to become even more effective?

18

Notes
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Making the invisible stuff in
teams visible
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