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The Schroder Model 

The Schroder* Model is a behavioural framework that uses 12 competencies (or behaviours) to 

measure and develop the performance of leaders and managers.  

Because of its rigorously tested validity, it is now widely considered a benchmark for developing 

individuals and teams in organisations around the world. It underpins the development and 

talent management approach of many of the world’s leading organisations.  

The model uses specific behaviours that have been shown to predict superior performance 

when people are faced with dynamic, fast-moving, complex situations.  

In other words, when the working environment is competitive and changing quickly, the 

Schroder model identifies the leaders who will take their teams or organisations on to not only 

survive but thrive. 

It’s important to recognise that the Schroder behaviours are not the same as other 

competencies and technical attributes such as managerial or professional skills. These 

competencies are important but are not the differentiating factor between average and 

superior performance.  

The validation studies for the Schroder behaviours (the largest set of studies done anywhere in 

the world on this topic) show that people who learned to use the Schroder behaviours to high 

levels significantly and consistently out-performed those who did not.  

They are therefore known as the High-Performance Behaviours (HPBs). 

Other key features of the high-performance behaviours 

• All the behaviours can be developed. In other words, they are not innate, or personality 

based 

• The behaviours are discrete ie each behaviour is distinct from the others and can be 

measured accurately 

• As time passes and the world changes, they remain relevant to performance.  

These are the behaviours needed to cope and thrive with change itself. Organisations no 

longer need to try and predict what will be needed by their people in the future (and therefore 

won’t need to develop further expensive competency frameworks). 

• Although there are 12 different behaviours, high performing individuals demonstrate on 

average only five or six to ‘strength’ level.  

• A person doesn’t need to exhibit all 12 at strength level to drive performance.  

• Different combinations of the behaviours can achieve results.  

In fact in fast moving, complex situations, teams where members have complementary 

strengths will perform better. 
*Bibliography: Schroder, H. M. (1989). Managerial competence: The key to excellence. Iowa: Kendall Hunt. - Cockerill, A. P. (1989), 

Managerial competence as a determinant of organisational performance University of London. - Cockerill, A P., Schroder, H. M. & 

Hunt, I (1993) Validation study into the high performance managerial competencies. London Business School Centre for 

Organisational Research. 
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Twelve behaviours, in four clusters 

The twelve behaviours cluster into four groups labelled Think, Involve, Inspire and Do. 

The basic descriptions of the behaviours are shown in the table below. All the behaviours have 

further detail and can be described at a number of levels including Strategic, High 

Performance, Adding Value, and Limitation. 

The THINK cluster deals with how we perform 

cognitively with change.  

How do we get our heads around all that is going 

on so fast so we can create powerful ideas, solve 

problems and make decisions? 

Information Search 

Gathers many different kinds of information and uses a 

wide variety of sources to build a rich informational 

environment in preparation for decision making in the 

organization. 

Idea Formation 

Builds frameworks or models, or forms concepts, 

hypotheses or ideas on the basis of information; 

becomes aware of patterns, trends, and cause/effect 

relationships by linking disparate pieces of information. 

Flexible Thinking 

Identifies feasible alternatives or multiple options in 

planning and decision making; holds 

different options in focus simultaneously and 

evaluates their pros and cons. 

Think 

 

The INVOLVE cluster is concerned with 

performance in the team environment.  

How do we understand and involve others and 

their ideas to get a result? 

How do we expand the contribution of others 

through their development and involvement? 

Empathy & Understanding 

Uses open and probing questions, summaries, 

paraphrasing etc to understand the ideas, concepts 

and feelings of another; can comprehend events, 

problems and opportunities from others’ viewpoints. 

Facilitation  

Involves others and is able to build cooperative teams 

in which group members feel valued and empowered 

and have shared goals. 

Coaching 

Creates a positive climate in which staff increase the 

accuracy in awareness of their own strengths and 

limitations; provides coaching, training and 

developmental resources to improve 

performance. 

Involve  

Inspire 

The INSPIRE cluster involves providing 

direction; influencing others so people 

are bought in and building belief and 

excitement.  

These are particularly important in crisis situations 

or tough times. 
Influence 

Uses a variety of methods (eg persuasive arguments, 

modelling behaviour, inventing symbols, forming 

alliances, and appealing to the interest of others) to 

gain support for ideas, strategies and values. 

Building Confidence 

States own position on issues; unhesitatingly takes 

decisions when required and commits self and others 

accordingly; expresses confidence in the future success 

of the actions to be taken. 

Presentation 

Presents ideas clearly, with ease and interest so that the 

other person (or audience) understands what is being 

communicated; uses technical, symbolic, nonverbal 

and visual aids strikingly and memorably.  

Do  
The DO cluster drives performance 

through making things happen 

proactively, measuring progress and 

ensuring changes are meaningful to 

the end customer.  

Not change for change’s sake. 

Proactivity 

Structures the task for the team, implements plans and 

ideas, takes responsibility, both for all aspects of the 

situation even beyond ordinary boundaries, and for the 

success (or failure) of the group. 

Measuring Improvement 

Possesses high internal work standards and sets 

ambitious, risky and yet attainable goals; wants to do 

things better, to improve, to be more effective, 

efficient; measures progress against targets. 

Customer Action 

Has an external focus on the customer to provide real 

value and exceed customer expectations. 
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