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Career Orientations 

Inventory  

The Career Orientations Inventory is more than a 

way to guide you on your career journey; it helps 

you identify what’s most important to you in 

your working life.   

This means that you are more likely to have a 

successful and fulfilling career path as a result of 

completing this Inventory. 

Understanding what’s important to us helps us be 

more focused in our career development, at the 

same time as creating flexibility.  We don’t have 

to conform to others’ stereotypes about what a 

‘good’ career path looks like - we can forge our 

own. 

Given that current careers are highly likely to 

change, and new careers created thanks to digital 

technologies and organisation transformation, 

having a clear foundation for our careers – what’s 

important or not to us – means that we can more 

easily adapt to change. 

The Research basis for the Career 

Orientations Inventory 

Edgar
1
 Schein’s original research in the first put 

forward the notion that there are five basic career 

categories reflecting -  

 Our values 

 Our motives  

 Our needs 

He described these as 

“1. Autonomy/independence  

2. Security/stability  

3. Technical-functional competence  

4. General managerial competence  

5. Entrepreneurial Creativity” 

Schein described these as ‘career anchors’.  

Further Research 

“Follow-up studies with a wider range of 

occupations revealed three additional categories: 

6. Service or dedication to a cause  

7. Pure Challenge  

8. Life style” 

                                                 
1
 Edgar Schein, Professor Emeritus with MIT Sloan School 

of Management, ideas first presented in the 1970s and 

reviewed by Schein in 2007. 

 

The Forton Career Orientations Inventory 

Our approach is that we believe that people have a 

combination of pragmatic attitudes to their 

careers, and personal preferences – which may be 

a combination of more than one of the above 

categories.   

An ‘anchor’ is great for when you’re safe in 

harbour; but our career paths are an adventure, 

taking us into the open sea! 

By knowing our preferences, and considering how 

they fit into current realities, we can better 

determine our career paths. 

The purpose of this questionnaire is to stimulate 

your thoughts about your own areas of 

competence, motives, and values. It will activate 

your thinking and prepare you for the discussion 

with your coach. 

The questionnaire is in 3 parts 

For each of 40 items, you will be asked to select 

the statement which is most true for you.  Then 

you are presented with the statements again and 

asked to select the 3 statements which are most 

true for you. 

You will then be presented with a report listing 8 

distinct Career Anchors and a numeric score for 

each one.  

In preparation for your coaching review you’ll 

also receive a summary of the Schein’s 8 ‘career 

anchors’. 
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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 other 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. 

Other key features 

• 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.  In fact, they 
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. 

The behaviours group into four clusters 

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

 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?  

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. 



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. 

 

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. 

The Do cluster involves driving performance through making things happen proactively, measuring 
progress and ensuring changes are meaningful to the end customer – not change for change’s sake. 

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 Schroder Model’s High Performance Behaviours  

T
H
IN
K
 

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. 
 

IN
V
O
L
V
E
 

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 the viewpoint of others 

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. 
 

IN
S
P
IR
E
 

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. 
 

D
O
 

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.  

 



 

TYPE MAPPING using TDI®, MTR-I™ 
and ITPQ 
 

WHAT IS TYPE MAPPING?               
                                         
TYPE MAPPING recognises that we do not exist in 
isolation – we live and breathe in a system or 
network of interactions.  It has extended Jung’s 
ideas to map four important domains – personal 
preferences, contextual challenge, current 
behaviour and personal aspirations. Based on 
established Type Theory it creates a framework 
to stimulate individual, team and organisational 
development in an exciting new way. Type 
Theory was developed by Carl Jung who created 
a useful taxonomy for universal ‘types’ of 
personality.  However, personal preferences 
often appear limiting until they are seen as part 
of a dynamic interplay between people and 
situations.  By mapping these we quickly 
acknowledge the reality which is that we 
sometimes need (and want) to work outside our 
preferences.  In fact effective and successful 
people have normally learnt to be flexible 
around their preferences. 
 
Thus TYPE MAPPING goes beyond personal 
preference and accesses the bigger picture 
whereby people learn and grow through a better 
understanding of the challenges they face, and 
by stretching themselves to meet those 
challenges. This means appreciating what a 
situation requires, mapping the required 
behaviours, and using preference to develop and 
move beyond them. TYPE MAPPING 
acknowledges that people can mature 
psychologically; that this often means working at 
odds with a Type preference, and that this can be 
both stimulating and stressful. 
 
The TYPE MAPPING approach gives insight into 
the dynamics of preference by providing simple 
tools that describe four domains: 
  

 The challenges for a person or team – using the 
Ideal Task Profile Questionnaire (ITPQ) 
 

 The current set of behaviours and roles that 
predominate for an individual or team – using the 
Managing Team Roles Indicator (MTR‐i™) 

  
  
 Individual preferences that affect how a person 

would naturally engage and behave in various 
situations – using the Type Dynamics Indicator 
(TDI®) ‘Is’ version 
 

 Individual preferences that affect the direction of 
stretch and stress – using the Type Dynamics 
Indicator (TDI®) ‘Want’ version. 
 

TYPE MAPPING FOR TEAMS 
 
Another way of looking at TYPE MAPPING is as a 
diagnostic which, when applied to teams, can 
address four important questions: 

 What are we doing as a team? – using the 
MTR‐i™ to identify behavioural roles. 

 What should we be doing? – using the 
ITPQ to identify key challenges. 

 Why are we not doing what we should be 
doing? – using the TDI® (Is version) to 
identify the preferences that we 
gravitate towards. 

 What would be most stimulating and 
motivational? – using the TDI® (Want 
version) to identify personal aspirations, 
which could be towards or away from the 
current needs of the situation. 

 
TYPE MAPPING FOR INDIVIDUALS 
 
TYPE MAPPING works very effectively in a 
personal growth and coaching context. Unlike 
other Type Questionnaires it does not drive 
people towards finding a ‘best fit’ since this can 
close down people’s exploration of their 
personal complexity. It recognises that the 
question “what do you prefer” is not always easy 
to answer. It is not uncommon for people to 
respond in terms of what would feel more 
comfortable in their current circumstances, or as 
a result of some idealised picture about their 
future aspirations. 
 
 
 
 



 

 
 
 
Sometimes people report a historical picture 
built from the pressures of childhood (such as 
what their parents or peers would have 
preferred). The TYPE MAPPING approach respects 
that the stories we tell ‐ or believe about our 
preferences ‐ are multifaceted, and yet they 
provide an important way for us to explore our 
behavioural imperatives. As such TYPE MAPPING 
is strongly focussed on personal exploration, 
development, flexibility and change. 
 
 
COURSE SUMMARY AND AIMS 
 
In summary TYPE MAPPING provides a way to 
chart the important elements that contribute to 
personal performance, and team and 
organisational performance, using a powerful 
and integrated model. It effectively becomes a 
process in which each intervention builds on 
what went before, thus maximising and 
extending learning over time. 
 
Psychological Type has become one of the 
favourite personality models in use today. This 
course does more than teach you to use a single 
questionnaire. It helps you to bring the whole 
approach alive and will assist you in applying 
psychological type to the broader issue of 
motivation and self-development as well as to 
work and team issues. 
 
 Learn how different instruments add depth 

and richness by their different approaches.  
 Link Type to Learning Styles, Life Functions 

and Temperament.  
 Learn to use MTR-i™ - a rich Team Role model 

to enhance team performance and analyse 
the gap between individual behaviour and 
team needs.   

 Take away our unique and useful notes, 
guides and manuals.  Get free materials and 
questionnaires for your immediate use 

 

Duration    
3 days held at our offices in Maidenhead, SL6 8LR 
 
Investment 
£1,190 + VAT includes, course materials and 
refreshments. 
Price shown is subject to change at any time 
 

 
 
 
For public course dates, please see our Training 
Calendar 
 
In- house courses are available on request 
 

 
 
 

Type Mapping, the Type Mapping Wheel and the eight team 
role names are the trademark of Roy Childs and Steve 
Myers.  The MTR-i™ and ITPQ are copyright of S P Myers and 
trademarks or registered trademarks of S P Myers in the UK, 
US and other countries. TDI® is copyright and the registered 
trademark of Roy Childs in the UK, US and other countries.   
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Diversity 

 
 

Value Difference 
 

Build Teams 



The pressure is on every team and team 
leader to continuously improve team 
performance.

Now there is a simple process to jump start 
that effort: the Team Leader View™ — a 
tool to leverage the most fundamental 
wisdom of leadership: what gets measured 
gets managed.

This convenient online diagnostic gives 
team leaders a way to compare their view 
of the team’s strengths and weaknesses, to 
a proven model of team effectiveness used 
by thousands of teams worldwide. 

The diagnostic also shifts the mindset from 
leadership of individual performers, to 
leadership of the team as a whole. After all, 
at the end of the day this is how leaders are 
measured: by the results of the team. A 
leader may be a great communicator but 
that is inconsequential if the team doesn’t 
communicate well. 

In this way the Team Leader View™ is also 
leadership feedback. For team leaders it is a 
measure of the impact of their leadership.

continued >

TEAM LEADER VIEW™

One tool with a dual purpose:
A view of the team and the impact of leadership

Team
Member

Team
Member

Team
Member

Team
Member

Leader

Team
Member

Team
Member

Team
Member

Team
Member

Team
Leader

Team Leadership Competency
Effective communication is a hallmark
within the team and with stakeholders

Leader Competency
This person communicates effectively with

colleagues, team members and stakeholders 



The Team Leader View™ is a diagnostic tool based 
on the same proven model as the Team 
Diagnostic™. The online survey takes about 20 
minutes to complete; the resulting report 
provides team leaders with clear direction for 
team improvement based on their view of team 
performance.

For example, it’s not enough that the team leader 
is personally effective at setting goals and 
strategies to achieve them. If the team does not 
have the same strength there is room for team 
leadership improvement.

The Team Diagnostic™ model looks at two 
dimensions:

The model defines seven attributes in each of 
these two areas:

Teams that excel at both are high performing and 
sustainable: creative, adaptable and resilient.

The Team Leader View™ is a powerful lens that 
quickly and effectively outlines the development 
opportunities for team leadership. 

Team Leader View™, continued

PRODUCTIVITY
COMPETENCIES
Team Leadership

Accountability

Alignment (mission & purpose)

Goals & Strategies

Decision Making

Resources

Proactive (creative initiative)

POSITIVITY
COMPETENCIES 

Communication

Trust

Respect

Values Diversity 

Camaraderie

Constructive Interaction

Optimism

The conditions necessary for
teams to be productive 

Productivity Competencies

1. 2.

The conditions necessary to
create a high-performing culture 

Positivity Competencies

For more information on the
Team Leader View™ 
please contact us at:

+ 415-578-1040 or 800-655-3202
info@teamcoachinginternational.com
www.teamcoachinginternational.com

© 2016 Team Coaching International. All Rights Reserved.



The Archetypes 

questionnaire 

Archetypes are a useful way to identify and 

develop organisational culture; they give us 

insight into our own and others’ views on life. 

First explored by Jung, archetypes help us 

understand ourselves and what matters to us; to 

understand why some things – and people - trigger 

us and others. 

Its primary value is in helping understand our 

relationships; notably who we most relate to and 

those we don’t – and why. 

Archetypes support the diversity and inclusion 

agenda, especially when teams assume that there’s 

‘only one way’ to do something or view the world 

Exploring archetypes helps the improvement 

agenda: by appreciating and celebrating diversity 

in thinking, communicating and operating. 

Archetypes: Reward and Recognition 

This questionnaire helps personalise reward and 

recognition programmes by identifying people  

and cultures more likely to value - 

 Results and formal public recognition 

 Praise, prizes and glamour 

 Vision, ideals and culture 

 Risk and reward: thrills and spills 

About the questionnaire 

The Archetypes questionnaire was initially by 

researchers at Cranfield University and developed 

by Robina Chatham PhD.   

The questionnaire is in 

two parts:  

 The first section 

consists of 16 

pairs of values. 

Within each 

pairing, respondents choose the most 

important one.  

 The second part rates the importance of 

each choice on a scale from least 

importance to extreme importance. 

According to this model, most of us can identify 

one (or at most two) dominant archetypes from the 

set.  This enables us to plot on the model where 

people fit most comfortably. 

 

“Archetypal drivers are influences on our 

behaviour which evolution has built into us as 

humans over the millions of years. They are often 

ignored, overlooked in the haste to demonstrate 

how clever we human beings are to have language 

and self-awareness.” 

Robina Chatham PhD.   

The 8-point archetype model 

There are an almost infinite number of archetypes. 

However, eight seem particularly influential in 

shaping life choices and character.   

 Four are associated with the ‘masculine’ 

character  

 Four of these are associated with the 

‘feminine’ character  

However there are always exceptions and each 

gender can be strongly influenced by any of the 

eight archetypes. 

The issue of gender here is not to stereotype but to 

create common language against which we can 

define and develop workplace culture. 
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