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1 Preface 
This interpretation guide has been developed for users of the Career Fitness Profiler. By using this 
guide, the user will get a better understanding of the 20 indicators related to the values, attitudes, 
behaviors and personal attitudes that are asked about in the Career Fitness Profiler1. 

 

The Career Fitness Profiler is a broad spectrum reporting-model that allows an image to be formed 
from multiple angles of how the participant stands in his or her career status. It specifically focuses 
on three things: 

1. Career values and the associated potential pitfalls. 
2. The extent to which participants take control of their own careers. 
3. The degree of stress or energy experienced by the participant in his/her professional context 

at the time the assessment was taken. 

This interpretation guide provides the coach with in-depth information and insight on how to 
understand, use, and apply the tool.   

This information forms a valuable starting point for individual conversations regarding careers, 
motivation, the degree to which a job is suitable or can be made suitable, well-being, etc. 

Interpretations of Career Fitness Profiler reports should always be done by a certified Career Fitness 
Profiler professional. The questionnaires on which these interpretations are based come from 
scientifically developed models, which have been repeatedly tested for reliability and validity. When 
interpreting these results, the user must observe the general subjective nature of inferences based 
on questionnaires. The Career Fitness Profiler is a tool for career guidance and is not designed for 
evaluation purposes.  

CareerCoach® BVBA and Thalento® NV accept no liability for the variation in interpretation when 
assessing the results, nor for the consequences of using the Career Fitness Profiler reports or 
decisions formulated on the basis of those reports. 

  

                                                           
1 For more information on the Career Fitness Profiler, please refer to the relevant Technical Manual 
and Specification Sheet. 
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2 The theoretical framework 
This section outlines the theoretical framework from which the Career Fitness Profiler originates. This 
framework integrates widely accepted post-corporate career models to propose a more 
contemporary and holistic perspective than traditional models. 

Inkson (2004) identified 9 possible metaphors which clarify the mechanisms and implications of 
different career opportunities. Each of these metaphors gives additional insight into specific career 
mechanisms and he argues that combining multiple metaphors enriches the explanatory and 
predictive value of the career perspective. The perspective underlying the Career Fitness Profiler, the 
career spiral, integrates most of Inkson's career metaphors into a comprehensive and realistic career 
perspective. Viewing career as a spiral incorporates several levels of individual career drivers that 
determine how one interacts with the 'employability' context on the career path, making it more in 
line with the current realities that people (and the coaches who accompany them) face in their 
careers. The model of the career spiral is therefore aimed at driving people to what motivates them 
intrinsically, towards more sustainable careers. 

 

2.1 From a linear, organization-led to an individual, evolving career path 
The models used in the career spiral model present an outlook on the career path from the 
individual's point of view. Global competition, financial crises, and the consequent restructuring, 
relocations, outsourcing, and the increasing flexibility asked of companies and their employees, 
undermine the employer's capability to 'steer' a person's career (Hall & Moss, 1998; Arthur, 2007). A 
new psychological contract has developed that is no longer based on an exchange of unconditional 
loyalty for job security. This new psychological contract is based on employability, in which 
commitment and talent are exchanged for an organization-job configuration that meet individualized 
career values. The continuous tension between the interest of the individual and that of the 
organization lead to a need for individual career guidance and consideration of one's own value on 
the labor market (Arthur & Rousseau, 1999). 

Employability implies that, even within an organization, we are on a market where talent demand 
and career supply meet. From the individual’s perspective, we must maintain our 'marketability' and 
steer our careers toward suitable opportunities (Haines, Hamouche, & Saba, 2014). This steering is 
ideally oriented towards organizations and jobs whose career prospects align with one's own 
aspirations. So not only must there be a fit in terms of talent needs and demand, we need to like 
what we do as well. As long as the fit between what one offers and the other wants remains greater 
than the desire to take on a new challenge, this psychological contract remains intact. Individual 
needs thus become the legitimate compass for a career path that is no longer backed by career 
planning or a lifelong commitment by the employer (Schein, 1978; Hardin et al., 2001). In this sense, 
the spiral-like career path is individual in that it is led by personal, subjective definitions of success 
and career values. In the employability context, career management becomes a shared responsibility, 
a question of individual career management (ICM) and of organizational career management 
(OCM)—but only in second instance. After all, we have to be our own navigator or we risk being 
wholly led by the employer's ambitions. 

The career spiral framework also debunks some other assumptions of the traditional career model 
(Figure 1). It is at first no longer focused on a career in one company, one industry, or even one 
discipline. What we are good at or what we would like to do might be outside that scope. The choices 
that led us to one’s first employer, industry or profession, are usually made without first-hand 
knowledge. By letting go of the assumption of a single career context, another starting point equally 
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becomes outdated: that there would be someone to design our career path for us. Since people are 
likely to change their professional situations several times over the course of their careers, it no 
longer makes sense to have someone else defining one’s long term vision. This deviates from 
traditional career thinking in that the final career target is not always previsioned in the form of some 
position or status. Subjective psychological success, which depends on one’s idiosyncratic personal 
success definition, replaces the hierarchical or specialist summit as the goal of one’s career. 
Moreover, there is no one way to get there. Such assumptions provide an illusion of clarity for the 
career path, but are too simplistic to be useful in the employability context. 

 

Figure 1: The traditional career model 

Once we let go of these assumptions, we can reject the idea that one’s career is predetermined and 
fixed at the outset. The traditional career model of the Western world suggests a rather naive view of 
the career path whereby one’s entire career would be an end in and of itself; this suggests we should 
not be motivated by what we do during our career, just by the extrinsic prospect that it leads to. In 
reality,  career is a succession of experiences (see Figure 2) that shape  and develop us in different 
ways  (Mirvis & Hall, 1994), and that we in turn try to shape  to fit our needs. These experiences are 
not limited to a new job, employer or context, but can be a small shift within one’s current situation. 
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Figure 2: The career as a succession of development leaps 

 

2.2 The metaphor: career paths as spirals 

A career path focused on a consistent personal definition of ‘subjective’ career success…  

The career spiral stems from the idea that career success is subjective and is formed through an 
individual’s diverse experiences and cycles of exploration (i.e.,- trial- establishment - mastery - 
disengagement (Mirvis & Hall, 1994)). As the literature on career anchors and subjective career 
success suggests, these career jumps are framed in the context of an ideal career 'axis' (the red axis 
in Figure 2). As such, navigating one’s career starts by understanding one's own definition of intrinsic 
success (i.e., his or her career anchor). With this insight, we can align our career identity and career 
choices with our deepest career aspirations; as our career experience grows, so too does our 
awareness of our career anchor. 

This insight can come from introspection and coaching or, as indicated by Figure 2, also bit by bit 
from the various career experiences we gain, which teach us what we do and do not want in our 
careers. Upon disengaging from a career experience, we generally only relinquish some parts of it, 
which are linked to short-term motivators or undesirable aspects of the previous job or organization. 
After all, every experience is a combination of several motivational variables. In addition to the 
temporary motivators, there are also more persistent themes which feed into what will drive us most 
in our career. Those are the primary career values which should be the common thread across our 
career path. 

…Notwithstanding the ability to make career shifts somewhere down the line 

A shared feature of both traditional organization-driven models and early individual-driven models of 
career fit is a deterministic 'predestination' in the career perspective. Traditional models, which take 
the organization’s viewpoint, posit that the final destination is a combination of someone's 'know-
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how' and the position it corresponds to in the organization. Along the way, the employee's role is to 
execute and overcome the problems on the path that the employer has defined for him or her. On 
the other hand, in existing models that depart from the individual side, career anchors, career 
interests or motivation factors are merely static data that determine a set of possible choices at the 
time. The career spiral, however, takes into account that the chosen paths ultimately may affect our 
primary career values; the central axis can therefore evolve somewhat throughout our career. 

…In which every leap may be motivated by different themes 

Since it is highly unlikely that any new challenge we choose only contains elements that are 
consistent with our primary career value(s), secondary values also matter. These do not constitute 
our core  intrinsic career values but, rather, concern the satisfaction of acute deficiency needs (i.e., 
lower level needs from Maslow’s Hierarchy or hygiene factors in Herzberg’s Two-Factor Model). 
These secondary elements can include both positive and negative motivators. Negatively, we can be 
motivated to find a job that is free of a specific deficiency that we currently experience. For example, 
if we earn too little, we are looking for something that pays well; if we come out of a role with a lot 
of restriction, we are looking for something with more autonomy; when too much pressure is put on 
us, work-life balance might gain importance. Positively, we can be attracted by a secondary 
motivator—something that we consider nice to have. Yet, in both cases, the effect is likely temporary 
until the deficiency is filled or the short term attraction has worn out. As a result, our next career 
choice will lean less toward this motivator. 

Typically, such an effect is more visible at the beginning of one’s career, when external motivators 
such as money, luxury, and status are highly desirable. In most cases, however, such attraction 
disappears substantially over time, and it can even result in a contrary drive toward less superficial 
opportunities. The various successive steps we take will therefore often encompass a change in 
direction, driven by these temporary secondary career motives. However, underlying these choices 
there are also consistent core values that direct our choices and form a spiral around a relatively 
fixed axis over time (Figure 3). By gradually gaining more insight into our true career value(s) and by 
acting accordingly, this spiral-shaped path will move closer to our personal central axis. 

… In which we maintain the initiative to determine the pace and direction of those leaps  

To make these career leaps we need to define our own career goals, apart from any specific business 
context.—The predominant career choice models that refer to  individual career anchors, subjective 
success factors, career values, and motivation as career choice drivers don’t address the 
responsibility of the individual for taking leaps toward his or her career  objectives. Though career 
anchors have been recognized for a long time, researchers have not induced a widespread use of 
evidence-based analytics in career coaching. Historically,  once a person’s career anchor  (one's 
perceived core talents, basic values, motivations and needs) became visible, it was the employer's or 
the coach's job to map out a career trajectory but what eventually became of that trajectory was not 
the real concern. Career anchor snapshots were used to consider whether the expectations of the 
individual and the organization were reconcilable; 'fit' was a static concept. This ‘fit by founding’ 
principle (Peli, 2009) paid very little attention to the adaptive potential of the (potential) employee 
or coachee. This could lead to both false positive results (i.e., when fit is induced by secondary 
motivators) or false negatives (i.e., when one’s career identity is insufficiently known). 

The main innovation of the career spirals model is in the follow-up given to the career and the 
estimation of career fit. The underlying adaptive fit lens fosters a forward-looking focus. Since the 
future is moreover not predestined, we can't just sit back and trust the outcome. It is up to ourselves 
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to achieve that future. To realize our career potential, it is necessary to possess and maintain certain 
attitudes that drive us to self-manage and explore interesting career opportunities. The career spiral 
thus incorporates the latest scientific literature on self-directed and boundary less careers (Arthur, 
Khapova, & Wilderom, 2005; Briscoe, Hall, & Frautschy De Muth, 2006). Self-directed attitude and 
the corresponding values-driven attitude ensure that we seek opportunities and progress in a 
focused manner to achieve our career value. Boundary less mind-set and physical mobility equip us 
with the drive to make new leaps. Together, they ensure that we take control of our career ourselves 
and try to realize our potential. 

… In which the balance between giving and taking should be actively monitored 

Typical for the career path is that we initiate at least certain parts of it blindly. However, what we 
become acutely aware of in the course of the various transition or crisis moments at the end of 
career leaps, is a simple but crucial equilibrium equation. The introspections that these crises trigger, 
ultimately bring us to enact a balance between our efforts, our career investments, and the return on 
those investments. These returns is expressed in terms of the objective success and subjective 
satisfaction we derive from our efforts. 

Therefore, a logical capstone on the career spiral is the energy-stress balance. The work we do and 
the stress it engenders, ought to be proportional to the motivation they offer and hence the energy 
that we can continue to invest. Just like a bank account that balance can go into the red once in a 
while, but it must always get back to positive. By measuring this balance, we can at the most basic 
level already detect premature burnout. On a more granular level it is also a barometer of the 
durability and the net intrinsic reward that we get from our career. 

This is in line with newer theories of individual motivation. The employability context and ICM indeed 
imply that we are responsible for our own career motivation. From the influential self-determination 
theory, we know that the most powerful motivation comes from intrinsic forms: "the doing of an 
activity for the inherent satisfaction of it, rather than for any separable consequence" (Ryan & Deci, 
2000). Therefore, our career efforts ought to be invested in intrinsically motivating activities, as these 
give us more energy than they drain. The sustainability of this motivation is additionally promoted 
when we internalize motivation by keeping control over career rewards our self. 

Through a combination of intrinsic and internal motivation, we can bring our careers in a state of 
flow. This state of supreme motivation, enthusiasm and top results, is when "concentration is so 
intense that there is no attention left to think of something irrelevant. Self-consciousness fades and 
the sense of time is disrupted." (Csikszentmihalyi, 1990, p.71). Such a state of "flow" is not only 
promoted by a fit between a person's abilities and challenges tackled, but also by managing the 
pressure we impose on ourselves. Too much pressure and we evolve into a state of excitement and 
even anxiety, too little and we relax or even get bored. Dealing with this trade-off between energy 
and stress is done with our psychological capital. This is a set of perceived tendencies to continue to 
motivate ourselves to perform our tasks and to cope with setbacks or disruptions. 
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Figure 3: De career spiral and its determinants 

 

2.3 Positioning and model applications 
CareerCoach® ushers a new generation of career tools that use a developmental ICM perspective. 
Where traditional fit models focus on a realized state and thus look at the past to make decisions for 
the present, these models look rather at future behavior. They enable the development of strategies 
that let individuals and organizations jointly evolve towards creating a win-win. By very explicitly 
taking into account the evolution of a career and the interaction between primary and secondary 
values that shape the career spiral, coaching according to the validated Career Fitness Profiler model 
will foster the  development of a future-oriented career vision with the coachee. 

The Career Fitness Profiler is therefore not the first model to bring this development perspective into 
practice, but the first to do this for the perspective of the individual. After all, from the organizational 
perspective (what makes an employee valuable for the organization) the turn toward development-
focused analytics has been made quite a while in the form of modern talent management solutions. 
These are based on a person's potential, rather than the current set of competencies (Fernandez-
Araoz, 2014). After all, someone with a talent for certain things can be brought to a desired state of 
mastery that is useful for the organization. Knowledge of one's actual skill proficiency levels, 
however, does not necessarily predict the potential for positions further up the ladder, so states the 
Peter Principle. 

From the individual perspective (which organization & job aspects are valuable to the individual) this 
jump toward a development focus had not yet been converted into practical tools. Nevertheless, this 
is a logical, even necessary, complement to the new generation of talent management approaches. 
After all, if one person is to develop a desired talent state, it had better be based on a joint future 
interest. From an organizational perspective, it is indeed good to know that the high potential 
investee is intrinsically driven by a career track where one wants him or her to end up in. For the 
individual, it is also important to have sufficient talent for self-management to navigate continually 
toward the right career opportunity as well as to adjust course promptly when the fit is 
compromised. To achieve its purpose, the new generation of talent management should also involve 
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an emancipated career dialogue which takes into account the interests of both parties. It is at this 
intersection between the individual and the organizational perspective that attitudes come into their 
own. When we look for the fit with our own values and if then the career context also challenges us 
to develop our talents, we will most exhibit the attitudes to realize our potential. 

Figure 4: Positioning the Career Fitness Profiler model 

 

• Productivity Testing: these assess someone's comprehensive skills or knowledge with the 
aim to make a selection which results in the highest productivity. 

• Potential Testing: aim to raise employability (and the ability to ascend & pivot) 
• Preference Testing: to identify motivational factors - assessing fit in terms of values and 

interests for a specific action (guidance, evaluation, matching) at short notice, often in 
recruitment (fit by founding principle). 

• P-E fitting tests: for managing mutual benefit in the employment relationship (fit by 
adaptation principle); strive for an optimal realization of talent in terms of subjective success 
and personal development now and in the foreseeable future. 

From this vision of the career path as a career spiral, the Career Fitness Profiler lends itself to advise 
companies in the development of talent and competence that takes into account the employee's 
vision on his/her own career path. The Career Fitness Profiler belongs to a third generation of career 
questionnaires that are a natural complement to the latest generation of talent policy. This more 
sophisticated view does not rely so much on the snapshot of a person's skills in a particular moment, 
but rather gauges its potential (Fernandez-Araoz, 2014). It therefore also takes a person's 
development potential into account. In an increasingly dynamic, knowledge-intensive labor market 
knowledge and operational skills quickly become obsolete and are therefore subordinate to a 
person's willingness and desire to learn and adapt. Just looking at a person's development in terms of 
skills is moreover incomplete and requires an adjuvant analysis of the direction and attitudes that 
guide one's intrinsic career evolution. 

Thus, in motivating employees it becomes essential to graft a policy on the uniqueness of a person's 
career path and the career phase they are in, whether it be starter, quarter-life, young age, mid-life 
or senior. Too often these schemes, especially in traditional large companies, are mainly still focused 
on the stage of initial acquisition. The levers used to motivate are therefore often reduced to salary 
and fringe benefits. Attention to flexible working arrangements for young parents have meanwhile 
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already evolved. For quarter-lifers it's getting harder. Wage remains a useful motivator, but only 
some will get a chance to get a taste of authority and even then it is rarely focused on the temporary 
and self-exploration-oriented approach that these workers desire. Not all those who did their job, are 
really looking forward to a career in the higher echelons of management. And those that do are often 
not cut out for leadership. 

Even fewer companies are equipped for the continued motivation of mid-lifers and senior 
employees. The former, after all, ask for meaning, while for the second category the spectrum of the 
'career decline' rears its head. Except for mainly Scandinavia most Western European companies face 
a sharp dichotomy in their quota of older employees. First there are the 'winners', the happy few 
who have made it in their specialist or management career. On the other hand there are the others, 
in whom consequently hardly any attention or resources are invested anymore and whose levels of 
ambition rather resemble those of people that have fallen by the wayside. In such a setting, there is 
little available to keep these people engaged in a meaningful way and the career end rather than the 
career itself all too often becomes the prime motivator. 

The above makes the Career Fitness Profiler an instrument par excellence in processes such as career 
counselling, outplacement and recruitment and internal mobility projects, well-being and job design. 

2.4 References 
Arthur, M. B., Khapova, S. N., & Wilderom, C. M. (2005). Career success in a boundaryless career 

world. Journal of Organizational Behavior, 26, 177-202.  
Briscoe, J. P., Hall, D. T., & Frautschy DeMuth, R. L. (2006). Protean and boundaryless careers: An 

empirical exploration. Journal of Vocational Behavior, 69, 30-47.  
Fernandez-Araoz, C. (2014). 21st CENTURY TALENT SPOTTING. Harvard Business Review, 92(6), 46-+.  
Haines, V. Y., Hamouche, S., & Saba, T. (2014). Career success: fit or marketability? Career 

Development International, 19(7), 779-793. doi: Doi 10.1108/Cdi-02-2014-0023 
Mirvis, P. H., & Hall, D. T. (1994). Psychological Success and the Boundaryless Career. Journal of 

Organizational Behavior, 15, 365-380.  
Peli, G. (2009). Fit by Founding, Fit by Adaptation: Reconciling Conflicting Organization Theories with 

Logical Formalization. Academy of Management Review, 34(2), 343-360.  
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3 The tool 
3.1 The Career Fitness Profiler 
The Career Fitness Profiler (CFP) is a self-reported career questionnaire.  

Within the CareerCoach® suite, there are three types of questionnaires: 

1. A standard questionnaire, meant for respondents who are employed when they take the 
questionnaire. 

2. A student version for respondents who have very little professional experience. 
3. An outplacement version for people who are not employed when they take the 

questionnaire. 

The Career Fitness Profiler is based on three scientifically validated models: 

1. Career values and subjective career success.  This model shows the different motivators in 
the career. 

2. Postmodern career attitudes.  These provide insight into which attitudes are of interest in 
self-directed careers. Later in this guide we speak of Career Attitudes when we refer to this 
model. 

3. Positive psychological capital.  This model describes the indicators of well-being in the 
professional setting.  Later in this guide we speak of the Energy-Stress Balance when we refer 
to this model. 
 

Together they give a very complete picture of how the participant stands in their career today, what 
pitfalls may arise and what development steps can be taken to make more informed career choices, 
so that subjective career success is within reach. 

The Career Fitness Profiler is a validated questionnaire that consists of three parts. These three parts 
correspond to the three scientific models which were described above. 

In the first part, the most important values in the career are tested on the basis of propositions. One 
indicates on a scale of 1-5 to what extent one agrees or disagrees with each statement. 

In the second part, career attitudes are tested on the basis of statements and on a scale of 1-5. 

In the third part, the statements concern well-being in the current professional situation. The choice 
scale is a scale of 1-6. 

The results for all three models are displayed using STEN-scores (a standardized ten-point scale) or 
percentiles.  In addition, qualitative interpretations are also provided. 

By using standard groups, STEN-scores and percentiles, a comparison between different individuals is 
possible. 

 
3.2  The Individual Career Fitness Profiler Participant Detailed Report  
The individual Career Fitness Profiler Participant Detailed Report is a broad spectrum reporting-
model concerning values in the career, career attitudes and the Energy-Stress Balance. 

The Career Fitness Profiler Participant Detailed Report is generated from the collected measurement 
results of the Career Fitness Profiler.  It provides a reliable and nuanced picture of how the 
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participant stands in their career on the basis of 24 indicators, concerning values in the career, career 
attitudes and the Energy-Stress Balance. 

The Career Fitness Participant Detailed Professional Report gives clear and objective insight into the 
way in which the participant stands in their career. Moreover, the report also gives the participant 
clues to consider, with a career coach, what career choices are informed career choices. 

3.3 The Individual Career Fitness Profiler Coach Report  
The individual Career Fitness Profiler Coach Report is a broad spectrum reporting-model concerning 
values in the career, career attitudes and the Energy-Stress Balance. 

The Career Fitness Profiler Coach Report is generated from the collected measurement results of the 
Career Fitness Profiler.  It provides a reliable and nuanced picture of how the participant stands in 
their career on the basis of 24 indicators, concerning values in the career, career attitudes and the 
Energy-Stress Balance. 

The Career Fitness Profiler Coach Report gives clear and objective insight into the way in which the 
participant stands in their career. The Coach report is meant for the coach, who can use the Coach 
Report for preparing his or her debrief meeting with the coachee.  

In the remainder of this guide, we explain how to interpret the Coach Report based on the Career 
Fitness Profiler. 
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4 Career Fitness Profiler Model Structure  
The Career Fitness Profiler is founded on three scientifically validated models, which together 
provide 20 indicators. These in turn allow a statement to be made about how someone stands in 
their career and which pitfalls and points of development can be worked on in personal counseling. 

Subjective career success uses three main concept categories from the standpoint of the individual: 

Concept Category Definition 
Career Values The motivators in a career 

 
Out of the 12 identified motivators, some are more important to the 
individual than others.  In making career decisions, the most 
important career values for the individual should be taken into 
consideration because they contribute to feelings of success and 
satisfaction.  When these values are denied this will probably result 
in postponing career decisions or reconsidering earlier decisions.  
This can lead to feelings of unhappiness or to a lack of job 
satisfaction.  
 

Career Attitudes The attitudes that an individual requires to take control of their own 
career. 
 
There are four career attitudes that, according to research, are 
developable.  The person who has all four attitudes stands strong in 
today's job market.  This involves adaptability, goal orientation, self-
initiation and mobility. 
 

Energy-Stress balance The factors that indicate to what extent well-being can be found in 
the current job situation 
 
The four indicators, professional self-confidence, resilience, hope 
and optimism, shed light on the extent to which an individual 
possesses self-confidence and energy to meet targets, and the 
extent to which the individual is able to deliver the required efforts. 
 

 

These three categories together make it possible to draw a clear picture of how a person stands in 
their career. 
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In Figure 5 the measured factors are shown for each concept category. 

 

 

Figure 5: Concept categories and indicators 

4.1 Career Fitness 
In release 2.0, the Career Fitness metrics were introduced. 

An indication of the global Career Fitness score is given by means of the Career Fitness Index (CFI). 

The CFI is calculated based on the following concepts: 

Concept Category Definition 
Career Focus The degree to which the respondent has a pronounced career 

orientation. 
Career Power The degree to which the respondent is able to self-manage the 

career. 
Career Energy The degree to which respondent has the energy to bring the career a 

step further. 
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Figure 6: Career Fitness concept categories and indicators 
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5 Career Fitness Profiler Interpretation Results / Scores 
 

For the interpretation of the scores, the Career Fitness Profiler report is split into 2 components that 
together allow for a comprehensive and nuanced assessment of the behavior-profile of the 
participant. 

Part 1 - Overall results:  

A general summary of the overall results for the 3 concept categories (from p.16 in this guide). 

Part 2 - Detailed overview:  

An overview of the results for each cluster and the factors measured inside (from p. 20 in this guide). 

5.1 Overall results (p. 3 of the Coach Report) 
In the overall overview, a summary of the scores of each cluster separately is given. 

Career Fitness Index: the CFI is displayed in a % and by means of a STEN score. 

Career Focus is displayed by means of a STEN score. 

Career Power is displayed by means of a STEN score. 

Career Energy is displayed by means of a STEN score. 

Career Values: The main 5 motivators are displayed beside a pie chart showing the distribution of 
these 5 values. The % indicates the percentile. In addition, the major pitfalls will be shown beside a 
pie chart that represents the distribution. The % indicates to what extent the chance exists that the 
trap is applicable. Up to 5 pitfalls are displayed. 

Career Attitudes: the career type is displayed beside a "% of fit" with the concerned type. The human 
figure, consisting of four limbs, symbolizes the four career attitudes. The color of the limbs (head, 
body, arms and legs) indicate the scores for the 4 career attitudes. 
Body and arms together indicate the extent to which the participant is inclined to "self-
management".  The combined score (ZM) is displayed on a ten-point scale (STEN). 
Head and legs together indicate the extent to which the participant is "boundary-transcending". The 
combined score (GA) is displayed on a ten point scale (STEN). 
 
Energy-Stress balance: The overall score is indicated by a barometer. In addition, the four underlying 
sub factors are displayed. The respective scores are displayed on a ten-point scale (STEN). 
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5.1.1 Career Fitness Metrics 
5.1.1.1 Career Fitness Index 
The scores should be interpreted as follows: 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 

3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 
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STEN-
Score 

Meaning Score 

1-2 Your career management is in hibernation. 

3-4 Your career management is in need of guidance. 

5-6 Your career management is at recreational level. 

7-8 Your career management is at semi-pro level. 

9 Your career management is at pro level. 

10 You seem to be a career management champ. 

 

5.1.1.2 Career Focus 
 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 

3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 

 

Beside the STEN score, the most important Career Value and Pitfall are mentioned. 

5.1.1.3 Career Power 
 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 

3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 
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STEN-
Score 

Meaning Score 

1-2 You should start developing some career power ASAP. 

3-4 Your career muscles need an intensive training plan. 

5-6 Your career power doesn’t propel you forward enough. 

7-8 Your career muscles require more focused training. 

9 Your career muscles are well-developed, keep training. 

10 Your career power is at its maximum, now keep it up! 

 

5.1.1.4 Career Energy 
 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 

3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 

 

STEN-Score Meaning Score 

1-2 Your career stamina seems to be gone. 

3-4 Your mental stamina needs to be increased. 

5-6 Your career stamina is well-stretched. 

7-8 Your career endurance level is high. 

9 Your career stamina is at pro level. 

10 You seem to be a career sustainability champ. 
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5.2 Detailed Scores (from p. 4 of the Coach Report) 
 

For each of the three models, the scores will be treated in more detail.        

5.2.1 Career Values 
 

There are three types of information displayed.   

• The 12 career values (p. 4) 
• A Motivation Report (p. 5) 
• Top 3 pitfalls that arise from the particular combination of the career values and the career 

attitudes. These are interpreted in a detailed text (p. 6) 
 

Note: The participant detailed report (the report intended for the participant) also mentions Main 
motivators. 

Career values and motivators are related, but not the same. 

Career values indicate the general description of factors that give a personal direction to the career. 
Career values may or may not work as motivators, depending on the importance an individual 
attaches to it. In other words, a career value is also a motivator when it acts as a strong motivator for 
the individual's behavior. 

In the report we speak about motivators in two places: 

1. On the overview page at the presentation of the five highest ranked career values. Just because 
these are most important to the individual, they are presented as motivators. 

2. In the motivation report we look for clusters of values that intrinsically or extrinsically drive the 
behavior of the individual. That is why we speak in the motivation report of motivators. 

 

5.2.1.1 Career Values 
The 12 career values are displayed below each other.  The following information is given: 

• The percentile score is the % listed in parentheses. This represents the proportion of the 
population that would typically score equal to or less than the score achieved. 
 

• The score of the participant is given on a ten point scale (STEN) ranging from 1 to 10 (-5 to 5). 
This is normative compared to the average of a representative population and can be 
interpreted as follows: 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 
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3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 

 

• At the bottom is the average score of the participant for all career values.  By comparing 
each career value with this average score, an image can be formed to see if a score is high or 
low for the particular participant.  So we take an ipsative approach. 

 
 

 

5.2.1.2 Motivation Report 
In the motivation report, information is displayed about the career values in a specific application, 
intended as a basis for individualized motivational strategies. Three types of information are given: 

1. An average score of 5 for intrinsic and extrinsic motivation drivers, respectively on the left 
and right side of the report. Directly below the respective intrinsic and extrinsic motivation 
drivers are grouped also on the left and right.  

2. The clusters of intrinsic and extrinsic motivators in which the career values were placed. 
3. At the very bottom two intervention factors are separately displayed. These do not belong 

intrinsically in the subdivision, but give according to extensive scientific research indication 
towards a strengthening of, in particular, the intrinsic motivation. . 

5.2.1.3 The clusters  
There are 5 clusters of motivation drivers, based on the most influential contemporary motivation 
theory (self-determination theory): 

Clusters Explanation 
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Autonomy The need to influence their own situation and to be able to choose in line 
with their own self-perception.  

Competence The need to have control over the achievement of certain outcomes and 
to experience competence. 

Affiliation-
Connectedness 

The need to connect, interact with others, to belong and to care for 
others.  

Objective 
Achievement 

Objective aspects of realization that are a distinguishable result of the 
tasks, rather than being a part of it. 

Safety Aspects that indicate deficiency needs or hygiene factors that stand in 
the way of, or constitute a restriction on, the potential career 
motivation. 

 

5.2.1.3.1 Intrinsic and extrinsic motivators 
Motivation is intrinsic or extrinsic according to the self-determination theory. In the first case, 
motivation is drawn from elements that are immediately concerned with the execution of the tasks. 
In the second case, the driving force lies in a desired result caused by the execution of the task, e.g. 
money or recognition. Another form of extrinsic reward lies in reducing the effort or taxation of the 
individual executing the task, e.g. work-life balance or being quickly satisfied.  

The following table provides a breakdown, we also indicate when the motivators include aspects of 
the career values. 

Intrinsic Extrinsic 

Professional Autonomy Management Ambition 

Independence (sub factor of Self-
Determination) 

Financial Reward (sub factor of Reward & 
Recognition) 

Personal Growth (growth through experiences; 
without aspect Self-Development) 

Self-Development (sub factor of personal 
growth) 

Intellectual Challenge Professional stability 

Organizational Impact (sub factor of Social 
Drive) 

Work-Life balance 

People Orientation (sub factor of Social Drive) Satisficing (sub factor of Self-Determination) 

Social Achievement (sub factor of Social Drive) 

Need to contribute 

 

All twelve factors and their aspects can be found in this motivation report.  Only "Entrepreneurial 
Ambition" is not displayed. The reason for this is that research shows that entrepreneurship can be 
motivated both intrinsically and extrinsically. The latter is the case when e.g. the desire for 
entrepreneurship comes from escapism. 

5.2.1.3.2  Intervention Factors 
Two factors that can be used as coach or manager to boost motivation are also provided. One of 
them is internal (under the control of the coachee) and the other one is external (dependent on 
others).  They are respectively "Personal goal attainment" and "Psychological recognition". 
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5.2.1.4 Pitfalls 
Maximum 3 Pitfalls will be explained qualitatively. 

The % indicates how likely it is that the participant will come across the trap, in case he / she would 
be totally unaware of its own Career Values. 
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5.2.2 Career Attitudes 
The career attitudes are explained in 6 ways: 

• The scores on the four attitudes result in a career type whose specific name is displayed 
above the human figure 
 

• The % indicates the extent to which the participant corresponds to this type, possibly the 
participant is located between 2 different types 
 

• The color gradation on the limbs of the human figure indicate the STEN-scores on the four 
attitudes: 
 

 

A minimum score (1-2) indicates that the attitude is hardly present 
A low score (3-4) indicates that the attitude is present below average 
An average score (5-6) indicates that the attitude is present on average 
A rather high score (7-8) indicates that the attitude is strongly present 
A high score (9-10) indicates that the attitude is very prevalent 
 

• The four attitudes are rated on a scale of -5 to  5, where both extreme poles are described in 
a qualitative manner 

Sten Description 

- 5 or +5 Extremely low / high 

- 4 or + 4 Very low / high 

- 3 or + 3 Markedly low / high  

- 2 or + 2 Rather, quite, tending to low / high 

- 1 or + 1 Typical, in line with the majority; moderate; neither low nor high 
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• A graph shows the four factors on a ten point scale (STEN). On this graph, one can see how 
the two factors that constitute "self-management" relate to the factors that indicate the 
extent to which the participant has a "boundless attitude". 
 

 

 

 

 

 

 
• A series of points of development are displayed based on the combination of the scores on 

the four attitudes 
 

5.2.3 Energy-Stress Balance 
 

Two types of information are displayed: 

• The overall score, whereby a STEN-Score is used: 
 

STEN-Score Meaning Score 

1-2 Toward Burn out? 

3-4 Over-/under-stretched 

5-6 Engaged 

7-8 Highly engaged 

9-10 Hyper engaged or bored? 

 
• A disaggregated chart in which each factor is displayed on a ten point scale (STEN). 

STEN Description 

1 or 10 Extremely low / high 

2 or 9 Very low / high 

3 or 8 Markedly low / high  

4 or 7 Rather, quite, tending to low / high 

5 or 6 Typical, in line with the majority; moderate; neither low nor high 

STEN-Score Meaning Score 

1-2 Very low 
3 Low 
4-6 Average 
7-8 High 
9-10 Very high 
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6 Career Fitness Profiler Interpretation Guide 
 

The Career Fitness Profiler Professional Report provides a complete picture of how the participant 
stands in his / her career on the basis of 20 indicators divided into three models, namely: 

• Career Values 
• Career Attitudes 
• Energy-Stress Balance 

On the following pages, we go into detail about the underlying meaning and implications of the 
indicators: 

• Career Values from p. 27 
• Career Attitudes from p. 60 
• Energy-Stress Balance from p. 83 

 

6.1 Explanation factors 
 

In the following pages we focus on the significance of the underlying factors for each cluster. 

1. Career values and the associated pitfalls.  We will continuously work with a name, a brief 
definition and a qualitative description. 

2. Career attitudes and related areas for development and career types.  Definitions and 
qualitative descriptions are displayed. 

3. Energy-Stress Balance. An overall score is displayed by means of a barometer. The four 
underlying factors are described on the basis of a definition and the qualitative description of 
the possible scores. 
 

6.2 General guidelines for interpreting the Career Fitness Profiler 
 

6.2.1 Interpreting is always done in relation to other factors and depending on the specific 
situation 

The interpretation of the factor-scores should always be done according to the specific situation and 
questioning as well as in relation to the scores of other factors. It is even possible to link scores to 
one another across the three models. 

Specifically, this means that one cannot view the score on a single particular factor as freestanding 
and must always interpret it in relation to other factors. 

6.2.2 Low or high scores do not mean "bad" or "good" scores 
The factors within the Career Fitness Profiler Professional Report relate to various values, attitudes 
and behavioral aspects, which, in their interaction and in a certain context, provide opportunities and 
pitfalls related to the career. 

To what extent a particular factor score is desirable, therefore, must always be determined according 
to the specific context and questioning regarding the career of the participant. 
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6.3 Interpretation Guide Career Fitness Profiler Details 

6.3.1 Career Values and Pitfalls 
6.3.1.1 Career Values 
Below are the 12 identified career values listed by name, example items, a short definition and a 
qualitative description of the behavior of an individual who scores high on the particular career 
value. Some career values involve more than one behavioral aspect of the factor. When this is the 
case, the various aspects are recorded. 

6.3.1.1.1 Personal Growth 
Example items 

- I feel most successful when I experience personal growth and development as a consequence 
of my experiences at work. 

- I dream of a job in which I have plenty of opportunities to build my career and to grow within 
the organization. 

1 Personal Growth Constantly developing through new experiences and 
learning opportunities. 

General 
Description 

You value self-development and self-realization through repeated new 
experiences and other learning opportunities. You would never be happy in a 
career that obstructs your ability to grow. Self-development is a goal in and of 
itself for you. This is expressed by a will to continuously grow as a person and 
perhaps also within the organization or your career. Growing as a person is 
more to you than just obtaining new knowledge and skills; you are also 
motivated by a desire for new experiences and to meet new people. When 
faced with career choices, avoid being blinded by the obvious external elements 
of the job such as company identity, compensation, and benefits. You will need 
to understand the internal job content and whether it is varied and challenging 
enough for you, and whether it will provide you with opportunities to learn, 
meet new people, and experience new situations. Maintaining the status quo in 
your current career can be achieved by balancing the day-to-day responsibilities 
with sufficient novel and longer-term projects that require you to learn. 

Focus on Self-
enhancement 
 
 

Self-enhancement  Getting ahead in your career and climbing the 
management ladder by developing your professional 
self. 

 You value self-development and self-realization through continued new 
experiences and learning opportunities. You would never be happy in a career 
that obstructs your ability to grow. Self-development is a goal in and of itself for 
you and this is expressed by a will to continuously grow as a person and to grow 
within your organization or career. You actively pursue self-actualization to 
maximize your potential. For you, growing as a person is mainly about obtaining 
new knowledge and skills for building  your career. New experiences and the 
contact with (new) people can also be gratifying to you, but mostly to the 
extent that this allows you to grow in your career. When faced with career 
choices, be sure not to be blinded by the obvious external facets of the job such 
as company image, compensation, and benefits. Make sure you have a good 
understanding of the job content so you know whether it is varied and 
challenging enough for you to continuously learn new things. Maintaining the 
status quo in your current career can be achieved by balancing your day-to-day 
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responsibilities with sufficient novel and longer-term projects which require you 
to learn. 

Learning from 
experience 

Learning from 
experience 

Learning and growing as a person by having multiple 
experiences and actively looking for development 
opportunities. 

You value self-development and self-realization through continuous new 
experiences and other learning opportunities. You would never be happy in a 
career that obstructs your ability to grow. Self-development is a goal in and of 
itself for you and this is expressed by a will to continuously grow as a person 
and perhaps also to grow within the organization or within your career; your 
career allows you to grow as a person rather than the other way around. 
Growing as a person is more than just obtaining new knowledge and skills, as 
new experience and contact with (new) people is also motivating for you. When 
faced with career choices, avoid being blinded by the obvious external facets of 
the job such as company image, compensation, and benefits. You must get a 
good understanding of the job content and find out whether it is varied and 
challenging enough for you to learn new things and gain enriching life 
experiences. Maintaining the status quo in your current career can be achieved 
by balancing your day-to-day responsibilities with sufficient room for discovery 
outside your usual habitat. 

 
  



 
                   Interpretation guide Career Fitness Profiler  page. 29 

 
6.3.1.1.2  Social Drive 
Example items 

- I am most fulfilled in my work when I experience that one person can make a world of 
difference in a project or organization. 

- It is essential to me to know that in my career, I have achieved positive matters in an ethical 
way. 

2  Social Drive 
 

Investing in people, having organizational impact and 
achieving good things. 

General 
description 

You are a people-person and you should never be put in a situation in which 
people are mere instruments or numbers. People are your point of reference 
and your motivator. Although you value your colleagues, you might wish to set 
yourself apart from them by excelling among them. You strongly believe in the 
value of human capital and the notion that every person can really make a 
difference. You strive to achieve benevolent goals, taking into account the 
ethics of decisions. You are concerned with the impact you have within and 
beyond the organization. As someone who believes in his or her staff and the 
great things that can be achieved by them, you may be interested in a 
leadership role. A human element is central to both your professional and your 
personal life. 

Focus on people 
orientation 

People Orientation Attaching strong importance to people and social 
aspects of the organization and the job. 

You are a people person who could not thrive in contexts where people are 
mere instruments or numbers. People are your point of reference and your 
motivator. Although personal achievement might motivate you, it is only 
meaningful in relation to your team or to the performance of members of your 
department. While you might feel a desire to set yourself apart from them and 
excel among them, you are also concerned with your team's performance. You 
strongly believe in the value of human capital and the notion that one person 
can really make a difference. You might also strive to influence others or even 
become a leader, but mainly to experience the power of human capability and 
teamwork, or to express your own potential. As a leader, you believe in your 
staff and believe that great things can be achieved with them. You are primarily 
motivated by achieving 'good' things and permeated by ethics. The value and 
potential of others is a central theme in your professional and personal life. 

Focus on Social 
Achievement 

Social Achievement Having a positive impact on the group and being willing 
to achieve good things together. 

You are a people person who should never be put in a situation where people 
are considered mere instruments or numbers. People are your point of 
reference and your motivator. You strive to achieve benevolent goals, taking 
into account the ethics and the impact you (and your organization) might have 
on your surroundings. This may set you apart from your co-workers. Your core 
belief is that human capital is the number one asset of any organization and 
that one person can make a world of difference. You might be involved with 
influencing others and may put yourself forward as a leader so that you can 
lead a team toward socially desirable behaviors and results. In a leadership 
role, you believe in your staff and believe that great things can be achieved 
with them. You are primarily motivated by achieving 'good' things and 
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permeated by ethics. A human element is central to both your professional and 
your personal life. 

Focus on 
organizational 
impact 

Organizational 
Impact 

Having a positive impact on the organization and its 
members. Making your mark. 

You are a people person and should never be put in a situation in which people 
are mere instruments or numbers. People are your point of reference and your 
motivator. Although you value your colleagues, you might wish to set yourself 
apart by excelling among them and/or seek to lead them. You are very much 
involved with influencing others and making your mark on the organization. In 
doing so, you believe that one person can really make a difference for any 
organization. You might strive to achieve benevolent goals, but strive especially 
to make the organization a better one. In a leadership position, you would be 
concerned with your team, the overarching interests of the organization, and 
your personal legacy—you would be the kind of leader who seeks to have a 
positive impact. As such, ethics are an important consideration in your 
decisions. Having a positive impact and being able to connect with others is 
central to your sense of purpose. 
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6.3.1.1.3 Need to contribute 
Example items 

- I felt most fulfilled in my life when I was able to use my talents in service of others. 
- I dream of having a career that makes a real contribution to society and humanity. 

3 Need to contribute 
 

Making a contribution to the broader scheme of 
things. 

 People with a high need to contribute are truly motivated by a calling to do 
something of value with their life and to dedicate themselves to a higher 
cause. Many claim to care for moral and sustainable goals, but those who 
indicate this value as a primary motivator really try to walk the talk and 
actually contribute. For you, this might translate into tangible 
commitment, sponsorship or membership of a social movement or, more 
generally, in a strong service orientation to help out people around you. 
Driven more by how they can help others than by using their talents, 
'contributors' can remain motivated in positions below their abilities if the 
end result is perceived valuable. They can find an outlet for their passion in 
work that benefits social or environmental issues, plays a part in saving or 
improving people's lives, provides a fundamental service to society, or 
helps provide better products or solutions to serious problems. You should 
look for job contexts where you can see the impact of your efforts and 
receive regular feedback to drive your need to contribute. 
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6.3.1.1.4 Intellectual Challenge 
Example items 

- I have been most fulfilled in my career when I have solved seemingly unsolvable problems or 
beaten nearly impossible odds. 

- I prefer work situations that strongly challenge my problem-solving skills and competitive 
ability. 

-  
4 Intellectual Challenge The thrill of rising above ever more difficult 

problems. 
 Motivation in your professional life is, to a large extent, driven by the 

opportunity to solve challenging problems. You get a kick out of solving 
problems better and faster than your co-workers can. Although many 
people are motivated by mastery of skills, you define yourself by the ability 
to overcome complex problems. You want to be an expert, one of the few 
who have such a complex or thorough understanding of a problem that 
they are often consulted by others. People driven by challenge look for 
constant stimulation, such as difficult problems to tackle. As such, it is 
important that you find the activities of your company interesting or 
challenging, and have a role within that organization that falls outside the 
mainstream of day-to-day concerns. You would thrive in any non-routine 
role, such as a technical specialist, knowledge professional, disturbance 
handler or crisis manager—anything that puts your problem-solving 
expertise to the test. If not, you should take action as soon as your job gets 
boring. Maintaining the status quo in your current career will require you 
to be on the look-out for new projects within your job and actively 
pursuing them. 
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6.3.1.1.5 Entrepreneurial Ambition 
Example items 

- I will only feel successful in my career if I have created my own enterprise based on my ideas 
and skills. 

- I dream of starting up and building my own business. 

5 Entrepreneurial 
Ambition 

Starting a firm or creating something of your own. 

 People with this career value are driven by a desire to start their own 
enterprise or quite simply create something of their own. You are prepared to 
take on difficult or complex tasks not necessarily for the challenge or for the 
opportunity to show your skills or express yourself, but simply because it will 
lead to a tangible result from which you can enjoy the fruit of your labor. Whilst 
this value often relates to a specific entrepreneurial intention, it might, on a 
deeper level, also be connected to a desire to create new systems, models, or 
solutions that become known, commercialized and put to practical use. In fact, 
in most highly institutionalized countries, people with a high score on this value 
are encouraged to be 'intrapreneurs’ within an organization, with the freedom 
to decide what happens to their ideas and to profit from the returns. Although 
you might be working for others right now, there is an undeniable urge to 
create a business of your own. You will not let potential setbacks or failures 
divert you from the road to entrepreneurial success. 

 

  



 
                   Interpretation guide Career Fitness Profiler  page. 34 

 

6.3.1.1.6 Professional Autonomy 
Example items 

- I will only feel successful in my career if I can define my work in complete autonomy and 
freedom. 

- The possibility to perform an assignment in my own way, free of rules and constraints, is very 
important to me. 

6 Professional 
Autonomy 

Freedom in the execution of your job. 

 Those with a high value for professional autonomy demand a high degree of 
freedom within the job to organize the execution and, to a lesser extent, the 
content of the work. This does not imply that you crave independence from 
others but, rather, that you desire to make the most of the degrees of freedom 
within (or just beyond) the boundaries of your role. You want to do things your 
way and march to the beat of your own drum but you might still see yourself as 
most productive within the structured setting of an organization. People like 
this often find or create an independent role for themselves within 
organizations (i.e., university professors, doctors or outside sales reps). They 
can function within a larger system, commit to organizational goals they find 
valuable, and are not necessarily opposed to hierarchical reporting 
relationships with superiors—as long as these functions come with a lot of 
flexibility. Your preference for autonomy will be best served in decentralized 
organizations with a culture of flexibility and discretion. Keen negotiating may 
help you build sufficient latitude into your current role should you wish to 
maintain the status quo. 
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6.3.1.1.7 Personal Goal Attainment 
Example items 

- Being successful to me is attaining the goals that I have personally set out. 
- I feel most fulfilled in my career when I have attained my own personal goals. 

7 Personal Goal 
Attainment 

Going for the personal goals you have set for 
yourself. 

 Having personal goal attainment as a primary motivator means that you 
are motivated by setting challenging goals for yourself and subsequently 
experiencing the satisfaction of reaching them. You have a clear 
understanding of what your personal goals are and they override any 
incentives and performance criteria set by the organization. As such, you 
should never stay in a situation that obstructs your ability to pursue your 
own goals. Your challenge in maintaining the status quo in your current 
career will be to always contemplate career choices in respect to your 
personal goals and to reflect upon these goals when major shifts occur in 
your private life. Fit of the organization or job context in relation to these 
goals (or at least the freedom to pursue them as part of your deliverables) 
should always be a primary consideration in the choices you make. When 
these conditions are fulfilled, you can be a highly valuable employee who is 
motivated to perform—you simply like to be your own metronome. 
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6.3.1.1.8 Reward & Recognition 
Example items 

- I feel most successful in my career when I am acknowledged for my achievements at work. 
- I dream of a career which allows me to buy what I want without having too many financial 

restrictions. 

8 Reward & Recognition 
 

Psychological and financial recognition of your 
efforts. 

General 
description 

Scoring highest on this factor means that it is crucial for you to receive 
recognition for your work and achievements. Financially, this can be seen as 
wanting to be rewarded fairly for your efforts, wishing to experience financial 
security and luxury, or a combination of those elements. Psychologically, it 
encompasses the notion that you find it very motivating to be recognized for 
your efforts by your superiors and your colleagues. Appreciation will cause you 
to repeat your efforts and, as such, get into a virtuous cycle of high motivation, 
good results, and positive appreciation. As such, you require an appreciative 
environment. When choosing an organization it is important for you to assess 
whether it will offer a context where your performance will be rewarded with a 
remuneration that makes you feel valued for your abilities. You would likely 
thrive in an organization with a strong HR-driven culture and regular 
motivational feedback and appraisal. Maintaining the status quo in your current 
career might mean discussing your need for recognition with your superiors if 
you feel this need is not currently being met. 

Focus on 
Psychological 
Recognition 

Psychological 
Recognition 

Expecting encouragement and a pat on the shoulder 
for performance 

It is crucial for you to receive recognition for your work and achievements. To 
you, psychological recognition is very important and it drives you to work hard 
for strong results. While most people are motivated by direct, positive, and 
relevant feedback, for you it is required for you to feel good about your career. 
You will thrive in a setting with a strong HR-driven culture that provides regular 
motivational feedback and appraisal. You can be pushed to high levels of 
productivity this way, on the condition that there is an encouraging, 
communicative relationship with your superiors and/or colleagues. 
Appreciation will cause you to repeat your efforts and, as such, get into a 
virtuous cycle of good results and positive appreciation. There is also a financial 
aspect to recognition. This might not be the most important part of what 
recognition means to you, but you expect a fair reward for your efforts (in line 
with your abilities) as a necessary condition for a good psychological contract 
with your employer. A meaningful career should be free of worries about 
financial security and should support a certain level of lifestyle. 

Focus on 
Financial 
Reward 

Financial Reward Attaching importance to financial remuneration that 
is in line with your performance. 

It is crucial for you to receive recognition for your work and achievements—
most of all, financial reward is very important to you. It is about the desire to be 
rewarded fairly for your efforts, and the need to experience financial security 
and a luxurious lifestyle. This requires a career context with a good 
compensation and benefits package and motivating variable remuneration 
which enables you to operate in high-status circles. The psychological aspect of 
recognition is also important to you; it encompasses the notion that you find it 



 
                   Interpretation guide Career Fitness Profiler  page. 37 

very motivating to be recognized by your superiors and your colleagues for your 
efforts. Appreciation in this sense will cause you to repeat your efforts and get 
into a virtuous cycle of good results and positive appreciation. In your ideal 
organization, your performance will be rewarded with a remuneration that 
makes you feel valued for your abilities. Maintaining the status quo in your 
current career might require you to openly discuss your need for recognition 
with superiors. 
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6.3.1.1.9 Managerial Ambition 
Example items 

- Becoming a general manager is more attractive to me than becoming an expert, a senior 
functional manager in my area of expertise. 

- I would never accept a job that leads me away from the road to general management. 

9 Managerial Ambition 
 

Climbing the corporate ladder to achieve rank 
and status. 

 You have a strong ambition for vertical advancement on the hierarchical 
ladder. Whether you are in a staff, specialist, or leadership position, you 
are determined to progress within the organization. Employees in the first 
half of their career tend to have a high level of overall ambition in terms of 
salary, status, power, and ownership—and, in most cases, also have a 
strong desire to advance into management. You thrive on responsibility 
and would seek to amass it wherever you can. You love finding pragmatic 
solutions to problems and being in charge of people. In terms of your 
employment situation, there is a trade-off for you between SMEs versus 
corporations: The former allows you to grow to a position of influence 
more rapidly, whereas the latter increases the influence and reach that can 
be attained. A high degree of self-directedness will suit you fine in the 
former while a lower preference for organizational mobility is more 
aligned with the latter. In both cases however, what is important for you is 
that the organization is successful or at least has the potential to be. 
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6.3.1.1.10  Professional Stability 
Example items 

- Experiencing stability and job security is very important to me. 
- Security and stability are more important to me than freedom and autonomy. 

10 Professional 
Stability 

Stability and predictability on a professional, relational 
and financial level. 

 You are not likely to give up a secure job, and will therefore not likely switch 
jobs, even if your current situation makes you miserable. What you value above 
all else is a sense of security and stability in your financial, professional, and 
personal domains—possibly even in geographical terms. When these are stable, 
you can avoid feelings of anxiety and feel pleased about your job. Rather than 
looking for a challenge or trying to get the most out of your career and abilities, 
you prefer predictability. You will trade the possibility of experimenting with 
different career directions in order to commit to one path and get rewarded for 
your loyalty and seniority with possible promotions or advancement 
opportunities. You are not likely to take risks in pursuit of a promotion. While 
stability is to some degree necessary for everyone, for you it drives all career-
related decisions and determines your perception of personal success. 
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6.3.1.1.11  Work-Life Balance 
Example items 

- I will not accept a job that would compromise my ability to pursue personal and family 
interests. 

- I have only chosen work opportunities that minimize impact on my personal and family 
concerns. 

11 Work-Life Balance Balance in integrating all aspects of your life. 
General 
Description 

People with an above-average appreciation for work-life balance value 
harmony in all aspects of their lives. This means that you require the 
professional, family, social, and personal domains of your life to support one 
another. As a result, you put a great deal of expectation on your career to 
facilitate a meaningful life: you may give priority to an ambition in sports or 
another hobby, to the development of your children in a nurturing family 
environment, to the career of your spouse, or to maintain a rich and 
meaningful personal and social life. You may have to sacrifice career 
opportunities which would interfere with those competing priorities and 
may take long periods of time off to indulge your passions. Although many 
people with this value typically have a lower ambition for geographical 
mobility or climbing the corporate ladder, this value is also found in high-
performing managers who are not satisfied by mere professional 
achievement and who find that a good balance with their personal, family 
and social lives reinforces a general feeling of achievement. 
 

Hyper-ambitious 
people who want 
everything, both on 
a professional and 
private level  
(Explorers) 

People with an above-average appreciation for work-life balance value 
harmony in all aspects of their lives. This means that you require the 
professional, family, social, and personal domains of your life to support one 
another.  As a result, you put a great deal of expectation on your career to 
facilitate a meaningful life. You may give priority to an ambition in sports or 
another hobby, to the development of your children in a nurturing family 
environment, to the career of your spouse, or to maintain a rich and 
meaningful personal and social life. You may have to sacrifice career 
opportunities which would interfere with those competing priorities and 
may take long periods of time off to indulge your passions, such as 
travelling. Although many people with this value typically have a lower 
ambition for geographical mobility or climbing the corporate ladder, they 
are likely to be good organizational citizens; this value is also common 
among ethical, high-performing managers. 
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6.3.1.1.12 Self-Determination 
Example items 

- To experience success, I absolutely want to be able to define my own path, shape and 
manage my own career and thus be able to achieve things on my own. 

- I feel successful to the extent that I can be happy with what I have and my existing 
possibilities. 

12 Self-
Determination 

Independently steering your career and being satisfied with 
existing possibilities. 

General Description You would not leave a situation in which you have plenty of freedom and 
opportunities to steer your own career. You want to determine your career 
path independent of what others want or believe; you are the one who should 
determine what is valuable for your career. You rely on your ability to see 
opportunities in any situation in order to shape your own career, rather than 
having your career outlined for you. This self-management allows you to 
design your career so that it fits within your broader life and provides you 
with a sense of independence and control over your own career. A situation 
that allows you to make your own choices is far more attractive to you than 
one that would require you to continually stretch your abilities and develop 
yourself to suit the needs of an organization. The primary challenge for you is 
to find and keep such a situation, which you prefer over a high-profile career. 

Focus on Satisficing Satisficing Being satisfied with existing possibilities. 
You are most happy in situations where you have plenty of freedom and the 
opportunity to steer your own career. Having control over your efforts 
ensures you will achieve results that meet with your standards for success; 
only you will determine what is beneficial for your career and how much 
effort you will put forth. Because of your strong need to be in charge, you 
must design your career so that it fits within your broader life. A situation that 
allows you to make your own choices is far more attractive to you than one 
that would require you to stretch yourself and your abilities to suit the needs 
of an organization; in fact, you would even choose the former situation over a 
high-profile career that requires you to sacrifice your autonomy. The primary 
challenge for you is to find and keep such a situation and a team that supports 
your need for autonomy. 

Focus on 
Independence 

Independence Independently determining your path; not allowing others to 
meddle with your career choices. 

You are most happy in situations where you have plenty of freedom and the 
opportunity to steer your own career. You prefer to determine your career 
path and how it should be managed, independent of what others want or 
believe is best for you. You are able to see opportunities in any situation so as 
to shape your own career in such a way that it fits within your broader life and 
provides you with a sense of independence and control over your own fate. A 
situation that allows you to make your own choices is far more attractive to 
you than one that would require you to continually stretch yourself and your 
abilities to suit the needs of an organization. The primary challenge for you is 
to find and keep a position where you are free to set your own goals and 
determine your own markers of success. 
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6.3.1.2 Career Pitfalls 
 

There are 55 pitfalls based on combined scores on the career values and career attitudes.  Each pitfall 
is primarily associated with a career value.  A pitfall arises because of very high scores on the 
respective values or a very low score.   

Each pitfall is described below in terms of the associated career value, a short definition, and a 
longer, more detailed description. We’ve also added the scales that have been used in the formulas 
to calculate the pitfall. 

Beside each trap is a number 1, 2 or 3. This indicates how important it is for the individual to fall into 
the trap. "3" is the highest degree of severity. It is this number that determines the order of the traps 
on the report. The most serious / important trap is at the top of the list, even if the% (= chance of 
falling into the trap) is less than the% of another trap. 

The last two pitfalls are not linked to a specific career value.  These pitfalls arise when the participant 
insufficiently differentiates between the values and thus finds all values averagely important, or 
when few specific pitfalls can be discovered. 

Personal Growth 
 

Closed growth & 
motivation receptors 
(3) 
Adaptability 

Not being open to development opportunities or 
motivational triggers. 
 

Your low preference for self-development could harm your employability and 
career prospects. More importantly, it might block your openness to diverse 
career and job aspects that would motivate you and fill you with a sense of 
professional satisfaction. 
Low career appetite 
(1) 
Not applicable 

Settling for unstimulating career situations which 
dull your career drive. 

Self-development is not a motivator for everyone, but a prolonged avoidance 
of development opportunities might result in a low appetite for professional 
challenges and a lack of awareness of any potentially valuable opportunities 
that might arise. Because of your reluctance to grow, you may be pressured 
by your superiors into learning new abilities that will keep you relevant and 
effective. Such a scenario is less appealing than the alternative: you being in 
charge of pursuing your development related to topics that you consider 
useful or interesting. 
Learning myopia 
(2) 
Sense of Purpose 
Adaptability 

Looking for development purely for development's 
sake. 

You are highly driven by the prospect of growing professionally and 
personally, and you tend to push yourself hard towards growth. Your 
challenge is to avoid blindly following your ambition for growth and new 
experiences without aligning it with a strategic long-term career direction.  
Consideration of the end game and reflection on your choices is important 
when contemplating learning and development choices. 
Dogmatic development 
(2) 
Adaptability 

Becoming fixated on a single development 
trajectory. 
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For a number of people, learning and personal development can become too 
narrow in focus. Ask yourself how you can learn and grow as a professional 
when you are not open to new perspectives. Either you are fooling yourself 
into thinking you are learning new things, or you only choose to learn if 
supports your specialization. In the latter case, it might seem advantageous to 
be so specialized, but consider that there is such a thing as overspecialization: 
the more specialized you are, the less employable you become if you do not 
also develop the right soft skills and a broader perspective from which to 
communicate that specialized knowledge. You should be able to translate 
your knowledge into concrete concepts or projects, and work toward a direct 
impact for the organization—preferably as part of a team with diverse 
specialization. 
Learning without effect 
(1) 
Intellectual Challenge 

Wanting to learn new things but failing to 
convert what is learned in concrete challenges. 

You seem highly involved with your professional development. However, 
what's the use of developing yourself if you do not want to challenge 
yourself? Did you know that the most effective learning happens on the job, 
by taking on assignments that are beyond your current competencies? In fact, 
research shows that just following trainings does little to improve your career 
advancement.  
Learning ad infinitum 
(3) 
Reward and Recognition 
Management Ambition 
Personal Goal Attainment 

High efforts in self-development with little to 
show for it. 

Your appetite for learning fuels your career motivation. While learning is a 
powerful intrinsic motivator, it may strain your career in the long run. If 
learning remains an objective in and of itself and you are unable to use it to 
increase your employability or your labor market value, certain more 
objective factors such as pay, promotion, status, and power to negotiate may 
come to define your feelings of career success and satisfaction. 
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Social Drive 
 

Interaction allergy 
(1) 
Not applicable 

Not being attuned to the social aspects of the 
career 

Given your low preference for the social aspects of work, avoid organizations 
with a strong people-oriented culture. The same would be true for activities in 
which intense contact and assessment of people and their dynamics (e.g. 
leading a group of people, lobbying etc.) is required. Strive for independent 
roles with minimal social interaction, such as those requiring analysis, 
expertise and reporting. 
Machine allergy 
(1) 
Professional Autonomy 

An aversion for mechanistic management 
styles. 

Because the people and team aspects of your professional life are important 
to you, steer clear of more mechanistic organizations that are overly focused 
on economic and task-based KPI's or centralistic organizations where power 
and leadership are disconnected from staff. Your challenge is to find 
organizations that nurture a culture that values the social contract as much as 
the economic rationale. The difficulty lies in the fact that this is not always 
easy to spot from the outset; personal contact with employees or immediate 
co-workers might give you a better insight. 
Over-identification with 
the organization 
(1) 
Organizational Impact 
Social Drive 
Need to Contribute 
Self-Initiation 

High organizational loyalty that evolves into 'us 
versus them' thinking. 

Your interest and concern with the success of your organization and its people 
are the makings of a great leader. However, take care not to fall into ‘us 
versus them’ thinking; to be successful in today's world, you need to be 
empathic and mindful that 'the other' is a human being as well. 
Interconnectivity and the Internet have dramatically increased the 
transparency of decisions and the impact stakeholders can have on your 
organization. As lifetime employment is increasingly a thing of the past, you 
should realize that chances are good you might have to work with previous 
opponents or competitors further down your career path—so don’t burn any 
bridges. 
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Need to 
contribute 
 

Stakeholder neglect 
(1) 
Social Drive 

A focus on short-term self-interest that is 
damaging in the long-term. 

Your lack of awareness as to how you impact the larger whole may enable you 
to be productive in the short term, but could harm your longer term career 
outcomes and prospects. Although some economists and psychologists would 
like to believe differently, in our careers we operate within a web of direct and 
indirect informal and formal relationships. This means that there are 
consequences to our behavior, which can reverberate back to us in the end. 
Keeping in mind how your behavior impacts others and your organization will 
motivate you to act ethically and protect you from mistakes that can very 
quickly go public in our digital, social media-laden age. As well, by aiming 
toward positive achievements, you put yourself in a favorable light, which can 
help your career move forward down the road. 
Ethics without impact 
(2) 
Social Drive 

Becoming disconnected from real issues by 
fixating on higher morals. 

A focus on a higher level purpose and humanistic values alone is not enough to 
build a career. The challenge is how you can make a practical contribution 
towards these goals within your professional career. As such, you will have to 
get some clarity regarding the role you can play in making a valuable 
contribution. What talent can you bring to the issues of concern to you that will 
also be considered useful by organizations as well? If you are not able to 
translate these values into concrete actions, you risk being considered 
irrelevant by your peers, or written off as an impractical nuisance agent on a 
moral high horse. 
No good deed goes 
unpunished 
(2) 
Reward and Recognition 
Entrepreneurial Ambition 
Social Drive 

Losing yourself in the good struggle so much 
that you end up empty-handed. 

You are driven by your ability to make a valuable contribution to society and 
the different groups of people around you. This might be valued by employers 
who are looking for someone with a strong orientation towards service. 
However, to actually make an impact, both employers and circumstances will 
require you to take risks and be entrepreneurial. Also, sometimes you will be 
required to be assertive about your accomplishments to ensure you are 
rewarded and recognized for your work. Failure to do so might leave you 
feeling cheated out of what is fair and cause you to lose much of the positive 
energy that drives you. 
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Intellectual 
Challenge 
 

Being analogue in a web 2.0 
world 
(1) 
Not applicable 

Becoming redundant by refusing to challenge 
yourself. 

Trends in how the economy and work force is evolving, such as global down-
sourcing and increased market specialization and differentiation, requires 
employees who can creativity solve non-routine problems and provide 
thorough analysis of novel situations. If it is taken to the extreme, your low 
preference for challenge might make you avoid any assignment where the 
solution is not obvious. Not only does this limit your employability and value on 
the labor market, it will also hinder your self-development in the long run. By 
not challenging yourself to evolve, your competences will inevitably become 
obsolete. It is through confronting new challenges and occasionally failing at 
them that we learn. Step out of your comfort zone and challenge yourself to 
learn if you want to stay relevant. 
The wrong kind of challenge 
(2) 
Not applicable 

Seeking jobs with performance pressure, 
rather than intellectual challenge. 

You are susceptible to working for an organization that emphasizes 
performance over innovation. Whereas the former values 'high reliability’, the 
latter prefers innovative approaches and solutions, and will tolerate failure. 
Comfort with failure is crucial when faced with a challenging project or 
customer demand because it creates a culture of problem solving and 
resiliency. Both types of organizations may appear strong and sophisticated in 
their processes and claim to be innovative, but the performance-based one will 
not deliver on its claim. As such, look beyond the branding of an organization 
when gauging fit.  Assess whether their service or product solutions are really 
innovative and cutting-edge or if they are merely imitative and reminiscent of 
pre-existing models. 
Thrill-seeking 
(2) 
Sense of Purpose 

Being drawn to challenges just for the thrill, 
without a career vision. 

Constantly looking for new kicks without at least attempting to construct a 
clear long-term vision of your career will, in the long run, make you feel as 
though you have little to show for your efforts. With each new challenge you 
accept, determine what new competences and insights you will gain, how they 
will compliment your existing competencies, and whether they will help you 
move forward in a meaningful and strategic career direction. Try to evaluate 
each new challenge in terms of how it will help contribute to your longer term 
professional goals. 
Variation starvation 
(2) 
Mobility 

Requiring variety, but not being willing to look 
for it. 

Your constant need for variety and challenge needs to be fed on a regular basis; 
you may want to consider making a career move, even though this is not 
something you would typically consider as an option. People with high mobility 
will change jobs when the current one gets boring to invite the challenge and 
variety they crave. 
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Entrepreneurial 
Ambition 
 

The bureaucracy trap 
(1) 
Management Ambition 
Self-Determination 

Being drawn into bureaucratic contexts 
that would frustrate you. 

People with a high entrepreneurial orientation are demotivated in 
bureaucratic organizations that manage through rules, procedures, and 
direct hierarchical control. Yet as they start their own company, there is a 
danger of organizing it this very same way in order to maintain control 
over their 'baby'. If you can avoid falling into this trap, you will be 
rewarded with a more gratifying relationship with your employees. If you 
empower your employees, you will be able to attract the innovative 
people that can feed and grow your entrepreneurialism. 
Quick-win 
entrepreneurship 
(2) 
Professional Autonomy 
Personal Goal Attainment 
Social Drive 
Adaptability 

Being drawn to an entrepreneurial career 
that might not be a good fit. 

If you have not yet made the step towards entrepreneurship, make sure 
that you look for employment in smaller or more informally-led 
organizations. The time spent there will prepare you for life as an 
entrepreneur, as you will be required to perform hands-on planning, 
strategizing, adjusting, problem-solving, and coaching without a manual to 
fall back on. 
Entrepreneurship for the 
thrill 
(3) 
Self-Initiation 
Intellectual Challenge 
Sense of Purpose 
Adaptability 
Mobility 

Pursuing entrepreneurship for the freedom 
but overlooking the responsibilities. 

You seem to be the entrepreneurial type who gets bored easily and moves 
from one project to another. Be aware that if you are really serious about 
having your own business, you will be held accountable for everything you 
do. Persevering and fully committing to customers will be crucial, even 
when the project itself is boring or starts to go sour. As an entrepreneur 
you will be dependent on your customers for your livelihood; you must 
understand that unhappy customers are more likely to take their business 
elsewhere instead of provide feedback in an attempt to remain loyal 
Entrepreneur without a 
cause 
(1) 
Professional Autonomy 
Personal Goal Attainment 

Becoming an entrepreneur without 
creative drive or perseverance. 

People with a high entrepreneurial ambition like to invent things, be 
creative, and run their own businesses. You differ from those who seek 
autonomy in that you are willing to share the workload; however, be 
prepared to work very hard and tend to the nitty-gritty details yourself—
as the entrepreneur, you will always have more of an investment in the 
success of your business than your employees will. 
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Professional 
Autonomy 
 

Autonomy black holes 
(1) 
Not applicable 

Being drawn to careers that do not match your low 
autonomy preference. 

Your low autonomy preference indicates that you should steer clear of jobs in 
start-up or growing companies—despite how attractive the opportunity may 
be. These positions are often being developed and will require a lot of 
autonomous job crafting, and they are often measured exclusively on output 
rather than process. The requirements to develop your own concepts, 
experiment, or to autonomously define strategy may not offer the structure 
you need. Clearly defined tasks and expectations are a precondition for you to 
be satisfied and perform at your best. 
Responsibility allergy 
(2) 
Social Drive 
Self-Initiation 
Personal Goal Attainment 

Rolling into highly autonomous jobs despite your 
need for structure. 

Given your low autonomy preference, steer clear of jobs which require you to 
be functionally creative, a self-starter, or a leader—even though they might 
seem attractive. The first will expect you to create or significantly craft your 
own job without a roadmap to rely on. The second will offer little structure and 
require you to outline what you do, how you do it, and when you plan to do it—
all by yourself. The third will require you to set goals, design the job content, 
and allocate work to co-workers, while assuming full accountability and 
responsibility for the success of that under your control. Recognize your need 
for structure and gravitate towards roles that meet it. 
Autonomy well-used? 
(1) 
Personal Goal Attainment 

Demanding high autonomy comes with a 
responsibility to use it well. 

Since you possess a strong need for autonomy in shaping and planning your 
job, you thrive in organizations where you are not overly tied to strict control or 
regulations. Avoid large bureaucracies and micro-managing leaders. You may 
want to reflect on why you seem to want such a high degree of professional 
latitude and whether you are using it to best further your career ambitions. For 
example, are you using this freedom to invest in a satisfying work-life balance, 
to pursue your own entrepreneurial ideas, or to further self-development in 
order to improve your career prospects or your relationship with your 
employer? How can you better manage your need for autonomy? 
Halo of professionalism 
(2) 
Reward and Recognition 

Being drawn to seemingly professional firms that 
are bureaucracies in disguise. 

While jobs in larger corporations often have a lot more to offer in terms of 
compensation, development or promotion opportunities, network access, and 
learning and development programs, you likely won’t thrive in a bureaucratic 
environment. Strict formal job descriptions, rules, procedures, and hierarchical 
control will choke your need for autonomy and to design and plan your own job 
content. Look for organizations with informal leadership so you will have 
sufficient room to work the way you want and make your own rules. 
Autonomy out of reach 
(1) 
Sense Of Purpose 

Wanting autonomy, but not assertively demanding 
it. 
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Self-efficacy) 
Your career satisfaction and energy will depend on whether you receive 
sufficient autonomy to do things in your own way and according to your own 
schedule. Job crafting is therefore essential to make you feel fulfilled in your 
career and something you should spend some time and energy on in your 
career management efforts. However, being effective at this requires that you 
also have sufficient assertiveness and confidence to demand that autonomy. 
This seems to be an important point to work on in your career development 
efforts. As a first step, go to your coach and demand that they help you with it. 
They will have several approaches to help you along. 
The hierarchy trap 
(2) 
Management Ambition 
Social Drive 

Being lured into jobs that have a shine to them, but 
that in the end demotivate. 

What drives you most is the ability to do your own thing at work and have 
social contact in your activities. Take this into account whenever a promotion is 
on the table. Even though you are not motivated by a career in management, it 
takes a strong will to withstand the social stature and financial incentives that 
may come with it. These factors, in combination with the lure of the possibility 
of having an impact can create an external halo surrounding (hierarchical) 
promotions. 
The lion in a cage 
(1) 
Personal Growth 
Self-Initiation 
Management Ambition 
Personal Goal Attainment 
Social Drive 

Being promoted out of the area of your career that 
motivates you. 

Your high drive for personal growth combined with the functional autonomy 
and desire to develop solutions for your company and its people make you a 
poster boy/girl for the ‘new’ self-directed career. Your career challenges will 
therefore come from tensions with 'old' career pressures, such as the 
requirement to meet the KPI's set by your employer, or the lure of the golden 
cage in the form of an appealing promotion that will take you out of your sweet 
spot.  It will take a strong will to resist the social stature, the opportunity to 
have an impact, and the external halo surrounding (hierarchical) promotions; 
when and if that promotion comes, be careful to evaluate the pros and the cons 
diligently. 
Drowning in your own 
enthusiasm 
(2) 
Work-Life Balance 
Self-Initiation 
Adaptability 
Sense of Purpose 

Getting so caught up in your own projects that you 
lose yourself in them. 

People with a very high need for autonomy tend to craft their own jobs and 
create as much freedom as is possible within the system. This enables them to 
employ their own methods and creatively to perform them in a meaningful 
(and varied) way. Although this approach is intrinsically motivated, the freedom 
it creates can also be damaging if it is not matched with sufficient self-
management and self-organization skills. Safeguarding these skills will be 
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necessary to remain productive in the absence of somewhat strict deadlines or 
performance targets. 
Playing solo slim 
(1) 
Social Drive 

Working autonomously at the expense of 
attending to others. 

People with a high need for autonomy in their role prefer to work alone, 
without too much interference from others in their job. Yet, be mindful that 
great things are most often achieved in teams, so cultivating a more social and 
people-based orientation might be a clear area of development for you.  
Solo entrepreneurship 
(2) 
Entrepreneurial Ambition 
Social Drive 
Need to Contribute 

Engaging in entrepreneurial endeavors and 
demanding autonomy solely for your own benefit. 

You are severely driven by the prospect of doing something meaningful for 
yourself and will go to great lengths to create something of value. Though you 
prefer to work alone, be mindful that great things are often achieved in teams; 
a social and people-based orientation might be a clear area of development for 
you—particularly if you have plans to start up your own business. Your people 
and service orientation, as well as your social capital, will be the defining factor 
in achieving success. 
The hierarchy paradox 
(1) 
Management Ambition 

Going for the clout of management, while in fact 
losing autonomy. 

A high need for professional autonomy can be at odds with managerial 
ambition. Hierarchical advancement, while implying more formal power and 
status, can paradoxically add accountability or administrative responsibilities, 
and diminish your control over your own schedule. This added responsibility 
might feel like a 'straightjacket' and limit your feeling of career satisfaction. 
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Personal Goal 
Attainment 
 

Running after someone 
else's carrot 
(2) 
Management Ambition 
Reward and Recognition 

Career motivation dependent on others and 
on factors out of your control. 

You seem to be externally motivated, meaning that you seek motivation in 
things that are outside of your control. This hampers your ability to self-
regulate your career path. As such, your ideal career and  what you think it 
should be will be directing you instead of the other way around, so be 
cautious in making yourself dependent on others for motivation. It is not 
hard to motivate yourself to be proactive. Simply setting up some goals and 
rewarding yourself when you achieve them (e.g. with treats, purchases or 
excursions) is a very basic, but effective, way to motivate yourself and 
reinforce your intrinsic motivation for the job. It will also give you back 
control over your career. 
Internal myopia 
(1) 
Adaptability 

Being so internally oriented that you become 
indifferent to feedback. 

Being internally motivated is highly desirable for your own employability, 
but be sure to keep an open mind and stay receptive to external feedback as 
well. Otherwise you might become 'unmanageable' and difficult to work 
with, or end up putting a lot of effort into processes or outcomes that were 
never valued by your organization in the first place. 
Motivation-crushing 
contexts 
(2) 
Mobility 
Sense of Purpose 

Ending up in rigid contexts that restrict your 
self-motivation. 

High internal motivation has been shown to benefit several objective and 
subjective criteria for success. However, it does require an environment that 
allows you to follow your own motivational schema. If you are not able to 
work in accordance with what motivates you in your current situation, 
perhaps it’s time to consider a change in your career. 
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Reward & 
Recognition 

The sustainability paradox 
(1) 
Financial Recognition 
Entrepreneurial Ambition 
Need to Contribute 

Being driven by the desire to contribute and 
thereby putting your financial situation in 
jeopardy. 

You seem to be highly driven by the ambition to start your own company, if you 
haven't already done so. In your path as an entrepreneur you are driven by an 
urge to do good. One might typify you as either a lifestyle entrepreneur or an 
ethical entrepreneur. However, in your desire to do good as an entrepreneur, 
don't forget that you should also do well to do good. This means that you 
should not forget that your own business should also be profitable if it is to 
survive and have an impact for the better. Otherwise your efforts to have a 
sustainable impact will be the undoing of your own business's sustainability. 
The cactus syndrome  
(2) 
Social Drive 
PsyCap 
Personal Goal Attainment 

Needing so little feedback from others and 
thereby closing off others. 

You seem quite ready to manage your career yourself, without much help from 
others. Your low need for appreciation from other enables you to be operate 
independently and without much guidance or feedback from others. However, 
just because you don't need much appreciation does not mean that it would 
not help you be even better at what you do. Chances are if that you do, you 
might in the long term close yourself off from external advice and become 
perceived as hard-to-approach by others. So don't shy away from feedback and 
make an effort to demand it from your superiors or customers. Rather than a 
weakness, managers tend to perceive feedback-seeking as a sign of 
commitment and actually tend to feel appreciated themselves, if done right. So 
if you're not sure how to best approach this, consult your coach to develop an 
approach that fits your style of interacting.   
External Motivation Trap 
(1) 
Personal Goal Attainment 

Solely taking action when prompted to do so by 
external factors 
 

A high need for reward and recognition combined with a low preference for 
setting and reaching your personal goals might have you becoming dependent 
on external factors for your motivation and guidance. However motivating this 
may be in the short run, by not being in charge of your own motivation, you risk 
becoming the champion of someone else's interests, rather than your own. 
Take care that external motivation does not deviate you from the fulfilment of 
your own career dreams. 
The lure of recognition 
(3) 
Sense of Purpose 
Being driven by short-term extrinsic motivators. 
External recognition only motivates in the short run and will not power you for 
any substantial length on your career path. Your challenge is to discover what 
intrinsically motivates you. To do so, you will need to set aside the external 
rewards of the job, such as pay, status or recognition, in order to create a more 
meaningful career. Take charge of your career by looking for professional 
opportunities that you would find rewarding by themselves. As long as external 
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recognition is the main driver behind your career choices, you will be 
dependent on others to experience satisfaction. 
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Managerial 
Ambition 
 

The lure of promotion 
(1) 
Not applicable 

Being lured into a management job when 
you know it's not right for you. 

Being offered a promotion with social, organizational and financial benefits 
attached to it has a high appeal and is valued in society—when offered a 
promotion, it is hard to say no. There is a less romantic perspective to it, 
however: a promotion generally tends to mean more responsibility, 
administrative duties, and pressure, taking you away from the job you had 
wanted to do in the first place. Given your low preference for management, 
be cautious when considering new projects, jobs, or assignments  to ensure  
you spend most of your time doing the job you like, and not pushing paper. 
One refusal too many 
(2) 
Sense of Purpose 

Not striking a balance between doing what 
you want and looking committed. 

Promotions are not easy to turn down due to the social desirability of the 
associated status, power, and financial benefits. Refusal would be easier for 
you given your strong sense of purpose, but it is still prudent to screen any 
new venture or project to ensure it has meaning for you and that it allows 
you to spend enough time on intrinsically rewarding activities. On the other 
hand, be cautious not to turn down offers for promotion on principle alone, 
because it may decrease your chances of receiving similar offers in the 
future that actually interest you. You might also consider if an opportunity 
could be used as a step towards something you would find intrinsically 
motivating before declining. 
Sky-gazing syndrome 
(2) 
Adaptability 

Being closed-mindedly fixated on a job in 
management. 

By being so focused on the high management echelons where you aspire to 
be, you are neglecting to expand your horizons and risk being myopic in your 
career perspective. Your narrow focus on your future goal may cause you to 
lose out on good opportunities. Such an exclusive focus on management 
ambition tends to be a superficial proxy for some other deeper desire. Not 
only is it hard to remain motivated by some distant future vision, but are 
you really motivated by the content of the top manager's job? Or are you 
motivated by the status, power, money, or possibilities that come with it? 
Moreover, given the trend for firms to become flatter and need fewer 
managers, what will you do if this single aspiration does not come true? You 
could feel like a failure and quit, or you could choose now to gain some 
deeper insight into what motivates you in your career by exploring some 
other (perhaps related) pursuits. Any self-exploration you do now will serve 
you whether or not you step into a managerial role in the future.  
The manager who did not 
lead 
(3) 
Social Drive 

Being driven to manage without being ready 
to lead. 
 

You are particularly driven by the prospect of achieving rank on the 
corporate ladder and convinced that if you work hard and get results, you 
will have earned it. However, good managers are required to be great 
leaders as well if they want to achieve a position of prestige and respect in 
the long run. Leadership is granted by the people who work for you; you 
cannot be a leader if no one will follow. Leadership is a skill that needs to be 
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developed or you risk being perceived as a dictator or as someone who puts 
self-interest before the interests of your team. A successful career in 
management requires dealing with people and therefore requires a good 
amount of emotional competence. 
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Professional 
Stability 
 

Job-hopping 
(1) 
Mobility 
Sense of Purpose 

Being perceived as lacking commitment. 

Your high preference for mobility is in line with how career paths are evolving 
but be sure that you are not outrunning the work market entirely or you risk 
damaging your career prospects. While mobility is more valued than ever 
before, overzealous job-hopping is still frowned upon by employers and loyalty 
is often rewarded. Ensure that your career choices make sense and are true to 
your authentic 'career narrative.' Employers will want to know you care about 
what you can do for them, and not just what they can do for you. 
Career-phobia 
(2) 
Mobility 

Having reservations about taking important career 
steps. 

Your high preference for stability means that you tend to avoid risk and would 
be a ‘lifer’ in your job if you could. When professional stability is a top 
motivator, it is possible career anxiety is preventing you from being motivated 
by more positive and intrinsic factors. For example, the need for stability can 
paralyze an individual from pursuing his or her passions for fear of what they 
might lose if they take a career risk in that direction. Not dealing with this 
anxiety will make you pass up opportunities and underachieve on targets that 
are important to you; you will continue to be unhappy and unsatisfied in your 
career, thus causing you to be resentful, while paradoxically clinging to your 
current line of employment. 
Career-anxiety 
(3) 
Self-Determination 
Intellectual 
Challenge 

Being afraid or unwilling to put yourself out there. 

Employers are increasingly seeking employees that are innovation-oriented and 
prepared to take risks or leave their comfort zone. A very low preference to 
challenge yourself and take risks might limit your chances to build the career 
that is right for you. Moreover, it might be worthwhile to consider that lifelong 
employment is hardly guaranteed anymore, and that tenure is less and less 
rewarded within organizations. As a result, you must ensure your own 
employability. 
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Work-Life balance 
 

The destructive career 
(2) 
Not applicable 

Paying dangerously little attention to things 
outside the career. 

Ambition can be a good thing but be aware that careers today are more 
difficult to compartmentalize from the rest of your life. Formal and informal 
networks tend to be increasingly interwoven. The explosive rise of 
employer-paid smartphones and technology, as well as flexible and work-
from-home arrangements are an indication that the temporal and physical 
boundaries between personal and professional life have faded substantially. 
As your professional and personal lives merge, it might be tempting to 
maximize one at the expense of the other. Be cautious not to neglect 
personal or family concerns entirely while pursuing your career; they are 
both interdependent and will reinforce one another when they are in 
balance. 
Wanting it all 
(1) 
All values 
Self-Determination 

Avoiding choices and in the end losing out on all 
fronts. 

Given your high preference for balance between your personal and 
professional life domains, you will need to be realistic about what kind of 
career can be combined with a fulfilling personal, social and/or family life. 
You may want to combine it all together with a high-powered career, but 
will eventually need to choose where you want your focus to be or you will  
end up under-delivering in all domains of your life. You would be suited to 
an organizational context where the culture is not overly performance 
driven and where there is attention given to the individual needs of 
employees. 
For the lack of a better 
purpose 
(3) 
Sense of Purpose 

Clinging to a work-life balance without really 
knowing why. 

You seem to possess a strong preference for a balance between your 
personal and professional life domains, yet you might not always be 
assertive enough to enforce it. Setting boundaries between home and work 
is critical for your wellbeing and for you to remain satisfied and motivated at 
work. At your next performance evaluation or development opportunity 
identify the benefits for your employer and yourself of making some 
changes to improve your work-life balance, and suggest a work arrangement 
that would benefit both of you. Before having this conversation, get clear on 
what purpose the freed-up time will serve for you and  your professional 
aspirations. 
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Self-determination Planning paralysis  
(2) 
Satisfycing 
Personal Goal Attainment 
PsyCap 

Being a perfectionist to such a degree of 
risking burn out. 

You are highly internally driven to set your own goals and plan your career. 
You combine this with a tendency to set the bar quite high for yourself. 
However, you should be cautious not to let yourself be held back by letting 
the perfect get in the way of the good. By being too perfectionistic in your 
career management, you might miss out on great opportunities or stick to 
unachievable goals so that in the end your career satisfaction is severely 
reduced. 
Misguided independence 
(1) 
Self-Initiation 
Mobility 
Entrepreneurial Ambition 

A drive toward self-employment that might 
backfire. 

People with an above-average tendency for self-determination will tend to 
shy away from positions where they are forced to be accountable to rules, 
the demands of superiors, and their team. While self-employment may 
look like an option, keep in mind it requires high ambition, self-regulation, 
a predisposition for challenge, and the mental flexibility required to be 
responsive to customers. 
Career entrenchment 
(2) 
Professional Autonomy 

Being pulled into a vicious cycle by closing 
yourself to opportunities. 

A low willingness to craft your own job and career combined with a high 
need to control your environment quickly becomes a recipe for frustration. 
This may eventually make you entrenched in your career, which can make 
all aspects of your career seem more negative and prevent you from being 
open to the professional experiences which would otherwise provide you 
with a sense of satisfaction. 
The pendulum of 
independence and 
recognition (1) 
Reward and Recognition 
Independence 
Professional Autonomy 
Personal Goal Attainment 

Swinging back and forth between your need 
for independence and your need for 
recognition. 

You clearly want to be independent in your career management, which is 
an indication of a strong internal drive and positively counts towards your 
overall career power. At the same time, however, you seem to have a high 
preference for external recognition, which implies that you make yourself 
dependent on other for financial or psychological recognition. It might be 
useful to reflect on this inherent tension and contemplate why you need 
external recognition. At least be aware that the more you satisfy your need 
for external recognition, the less you will probably be able to be truly 
autonomous and independent in your career management.  
Career isolation 
(3) 

An individualistic career outlook that does not 
capitalize on relationships. 
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Personal Goal Attainment 
Intellectual Challenge 
Need to Contribute 
Entrepreneurial Ambition 
Personal Growth 
Professional Stability 
Your career profile is susceptible to being predominantly self-interested. 
Be mindful that informal relationships and social engagements benefit 
career success and enrich you as a person. It might be beneficial to 
increase your social capital and, in doing so, discover rewards that you did 
not anticipate. 
Career Machiavellianism 
(3) 
Personal Goal Attainment 
Intellectual Challenge 
Need to Contribute 
Entrepreneurial Ambition 
Personal Growth 
Professional Stability 
Need to Contribute 
Social Drive 

Being individualistic and manipulative at the 
cost of leadership and wellbeing. 

A potential threat to your career prospects is an inclination towards 
individualistic and instrumentalist behaviors. Treating others as mere 
instruments might harm your career advancement should you be 
perceived as being manipulative. Moreover, informal relationships and 
trust are not only strong drivers of both perceived and objective success, 
but they also contribute to a richer life. 
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Not applicable The undecided path 
(1) 

Not exhibiting a clear direction on your career 
path and being unsure of your values. 

You appear to be rather unclear about what your career values are. Rather 
than being prone to more obvious pitfalls, you may be blocking your own 
career development due to a lack of direction and by avoiding making 
choices. It would be beneficial for you to contemplate your personal career 
vision and to evaluate which of your professional activities should and 
should not be continued. Ask yourself: At the end of my career, which of 
my ambitions would have contributed to your feeling of success and which 
ones should you discontinue investing in? 
Not many pitfalls 
(0) 

Currently not exhibiting a predisposition for 
many career value pitfalls or risks. 

Your profile does not seem susceptible to known pitfalls regarding values. 
This tends to be the case for people who have a balanced set of 
motivations and don’t focus too narrowly on any one value at the expense 
of others. It is also the case for those who avoid pursuing ambitions that 
are unsatisfying in the longer term. Pertaining to your self-knowledge and 
to the values which currently drive you, you seem to be on the right track. 
Don't get complacent, however, because knowing yourself is only half the 
battle. Managing your career path towards that goal is the other half, and 
will require the career attitudes of self-initiation, a sense of purpose, 
adaptability, and mobility. 
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6.3.2 Career Attitudes 
The career attitudes are explained in four ways. 

 

6.3.2.1 Career Attitudes Overview 
The human figure represents the four career attitudes: 

Head - Adaptability: Indicates a preference for open-mindedness to new situations and pursuing 
circumstances that require an individual to adapt and accumulate new knowledge. 

Example items 

- I like tasks that require me to work outside my own department. 
- I am energized by new experiences and situations. 

 
Arms - Self-initiation: The preference to take control of one's own career and to seize opportunities, 
rather than to comply with the status quo and wait until possibilities are offered. 

Example items 

- Overall, I have a very independent and self-steered career. 
- Ultimately, I depend upon myself to move my career forward. 

Body – Sense of purpose: Conveys an alignment with one’s personal career priorities and the 
tendency to follow one’s own beliefs and/or gut feelings when faced with professional dilemmas. 

Example items 
- My career choices are guided by a clear sense of purpose and direction. 
- What's most important to me is how I feel about my career success, not how other people 

feel about it. 
 

Legs - Mobility: The ability to take a risk by making a career move or adjustment, or change the 
current context if this no longer fits with one's own career values. 

Example items 

- If my organization provided lifetime employment, I would never seek to work in any other 
organization. 

- I would feel lost if I couldn't work for my current organization. 

 

When all four attitudes have a high score, a person is able to take their career into their own hands.  
When at least one of the career attitudes is scored average or low, this has a negative impact on the 
extent to which the participant takes responsibility for their own career, in which case personal or 
professional development may be necessary. 
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6.3.2.2 Most important points of development 
The points of development are based on the combined scores on the career attitudes and in some 
cases also on the career values.  In the list below, each point of development is primarily linked to 
one career attitude. 

Adaptability 
(head) 

Development point 

Low Cultivate a habit to question your assumptions. Things that have worked 
for you in the past might not guarantee success in the future or in another 
setting. 
Tenacity to a certain course or field can be useful to get things done fast 
and efficiently. However, real value is in the eye of the beholder, so 
continuously ask yourself how projects, communication, etc. will be 
perceived or experienced by others. 
Empathize with the views and situations of others. Not only will this allow 
you to connect more easily, but it will improve your work as well. 
Allow your views and work to be challenged by others; this is how you can 
strengthen your expertise and maintain your relevance on the labor 
market. 
Progression towards your personal career success is possible through 
enhanced receptiveness to new situations and ways of thinking. Try to 
acquire an appetite for new perspectives and roles. 
Create an action plan to enhance your adaptability. Meet up with 
colleagues from other departments or find other ways to explore different 
views and opinions on various topics. 
Cultivate a habit of questioning your own assumptions. Are you exposing 
yourself to  new insights in order to keep growing? 
Cultivate a habit of questioning your reasoning patterns. Are you 
sufficiently feeding your desire for new challenges? 
Allow your views to be challenged by others. A true manager sees the 
value in considering different points of view when solving a problem. 
To achieve personal development, it is not enough to be open to new 
physical contexts alone, such as changing jobs. Try to leave your comfort 
zone in terms of values, beliefs, and perspectives. 
Make sure that the different stations on your career journey also become 
learning experiences by consciously opening up to the insights they might 
bring and immersing yourself in each experience.   
Allow your views to be challenged by others. Even if you don’t agree with 
another person’s view, use the experience to gain insight into their 
thinking, or see how the view could apply to other situations. 

Average Stay conscious of the need for continuous learning and check if this is still 
the case in your career. 
Try to actively balance a focus on achievement within the job or 
organization with openness to outside perspectives. The integration of 
these perspectives can increase the value of your work, and validate and 
enrich your career perspective. 
Challenge yourself to meet up with colleagues outside your department 
once in a while in order to explore different visions on issues. 
Continue to invite others to challenge you about your career. Are you 
progressing in the way you want to in your current position, and are you 
headed toward the right goals and priorities? 
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High Curiosity creates learning opportunities but make sure that you stay 
focused on your long-term career vision. Being perceived as a job-hopper 
might damage your career prospects. 
It is impossible to be good at everything. Make sure that your professional 
identity stays clear. 
Broad interests do not guarantee subjective career success. Make sure 
you undertake the necessary actions to strategically explore your 
interests. 
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Self-initiation (arms) Development point 
Low 
 

 

Explore why you are postponing or not undertaking the steps needed to 
manage your career. Is it due to self-confidence issues, a fear to 
experience failure, or just not knowing which steps to take? 
If you do not want to be dependent on the organization for your personal 
career success, you have to set out on your own course and take action. 
You are not very active in initiating and planning your career actions. Try to 
be more proactive and find a coach or mentor to discuss how to improve 
your personal agency. 
It is self-initiation that differentiates between those who exist in their 
careers and those who actively seek out opportunities to achieve their full 
potential. So go out and start achieving one of your dreams. It is in doing 
that we learn how to progress and come closer to our own definition of 
career success. 
If you do not want to be dependent on an organization for your personal 
career success, you have to engage, set your own course, and take 
targeted action. 
Go out and start achieving your dreams! Being cautious as you are, even if 
you fail, the learning will be greater than any setbacks incurred. 

Average You may be prone to refraining from making career choices because of 
insufficient self-confidence, procrastination, or because you do not know 
which steps to take. When you try, you will find that making these choices 
is often simply about taking the first step. 
To be more actively in charge of your career, create a list of the necessary 
steps so that you have a complete understanding of the actions required. 
Continue to experiment and allow for moments to analyze success and 
failure so that they become real learning opportunities. It is through taking 
actions, evaluating them, and accepting failure and success as learning 
opportunities that we gain control over our own career management. 

High Stay focused on your career path; you cannot always explore every 
opportunity. Remember what your end goal is. 
Many things are interesting, but be critical towards your undertakings. 
Biting off more than you can chew will most likely lead to burn out. 
Your high action orientation can only flourish when it is combined with an 
adequate sense of focus and the ability to adapt to the different challenges 
you are engaging in. Develop these before burning yourself out on efforts 
that are of little value or before doing something that is destructive or 
ineffective because you were not focused or committed enough to the 
challenge. 
Just achieving results is not enough. Try to discover what you want out of 
your professional life. In doing so, you can take control of your career and 
guide it in the right direction—a direction leading to what you consider to 
be a success. 
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Sense of Purpose 
(body) 

Development point 

Low Explore what is important to you in your career. Progress towards your 
personal career success can only be achieved through understanding what 
truly drives you and then sticking to that value. 
Examine various job descriptions and try to imagine how performing these 
jobs might make you feel. This might provide you with insight that brings 
you closer to your own career values. 
Plan regular periods of introspection to reflect on your career and your 
current job to stay in touch with what you are doing it all for. 
Be critical towards new job offers. Is there enough of a fit with your values 
and the long-term vision you have for your career? 

Average Personal career success is based on finding the win-win between your own 
needs and those of your employer. Being in touch with your own values 
can increase your own feeling of success and your value to your employer. 
Staying true to yourself might be accomplished if you keep imagining 
alternatives that would work for you. Knowing your options and having 
awareness of the current psychological contract of your situation will 
enhance your ability to 'stay the course'. 
To achieve your own goals you have to be guided by your own sails, not 
the precarious winds of the sea. So develop an acute career focus and 
continue to explore what is important in your career. 
Stay critical when considering jumps on your career path: is there truly a fit 
with your values and the long-term vision on your career? 

High Knowing what you want is important, even if it means declining 
opportunities that don’t align with your wants. However, be aware that 
opportunities must also be seized and sometimes even created in order to 
achieve career success. 
Make sure you don't come across to others as too headstrong by trying to 
convince others why your perspective is important. 
Make sure that you don't define whatever it is you want too narrowly. 
Analyze an opportunity in-depth before dismissing it. 
Make sure that you don't define whatever it is you want too narrowly. 
Analyze an opportunity in-depth before dismissing it. In some cases, we 
have to accept a certain task or project we dislike just so we are able to do 
what we find meaningful afterwards. 
Your high self-orientation preference requires a strong fit between your 
values and the company you (will) work for. Make sure that you don't 
define what you want too narrowly. Be open to see what the job and 
organization have to offer before dismissing them entirely. 
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Mobility (legs) Development point 
Low Explore why you are not inclined to take steps towards new career 

opportunities. Are you too loyal to your current employer or are you 
trapped in a 'golden cage'? Or perhaps you are paralyzed by fear of the 
unknown. 
Be aware that the chances of living out your career with one employer or 
even doing one type of function are slim to non-existing. Assess every now 
and then what is meaningful or rewarding to you so that when it is time for 
a change you can actually choose, rather than complacently accept, the 
change before you. 
Low mobility preference demands a strong fit with your employment 
environment. If it no longer suits your values, talents, and needs, you may 
want to evaluate your options. Is it more preferable to (a) stay and 
potentially become demotivated, (b) try to renegotiate your current 
position, or (c) look for employment elsewhere? 
Talk to a diverse group of people to discover what motivates them in 
organizations and industries that you are less familiar with. 
Continuously ask yourself whether your current environment offers 
sufficient opportunities to learn new things. If not, you may want to 
consider a change. 

Average Further developing your mobility preference would be enriching to your 
career and desirable to potential employers. 
While a balanced mobility preference can lead to success in some 
contexts, you have to make sure that you do not get trapped if the context 
shifts. Keep being attentive to the fit between you and the organization in 
terms of your values, talents and needs. 
Continue to explore the job market by talking to a large number of people 
from different industries about their experiences. Such information is 
instrumental to manage your self-realization. 
Mobility in your career only adds to your personal career success if you are 
able to connect and become part of the contexts you move towards.  

High Make sure that you take advantage of every learning opportunity that 
comes along with every new career move. 
Make sure that any career departure is a well-considered career move and 
that you are not merely moving away from something when it gets too 
hard. 
Mobility in your career only adds to your personal career success if you are 
able to connect and become part of the contexts you move towards. You 
need to maintain awareness of how these different physical contexts are 
enriching to you personally and professionally. 
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6.3.2.3 Attitudes – Implications 
 

The four attitudes are displayed on a continuum from -5 to 5.  Both polarities are described 
qualitatively. 
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6.3.2.4 Career Types 
 

Based on the four scores on the career attitudes and further research that links the attitudes to the 
career values, a typology has been developed. This allows the behavior to be interpreted in relation 
to individual career management.  This provides a qualitative description that paints a vivid picture of 
the type-behavior. 

We do this based on a binary interpretation of the attitude scores, whereby an attitude is either 
completely absent or present: 0 or 1. 

The % of fit makes it possible to estimate the extent to which the description is applicable to the 
participant. 

There are 16 types which are substantively explained below. 

Chained This career type refers to people who either do not put much stock in their 
career or who are trapped by circumstances that suppress their intrinsic 
ambition or confidence in such way that they can’t see any opportunities. 
Their view on their own career ranges from being uninterested to 
downright adversarial. They’re often not driven by a higher purpose in 
their career (though they may be driven by a sense of purpose in their 
personal and family lives). People with this career type lack awareness of 
what their personal values are—personal values that enable a person to 
direct their professional life and identify the opportunities that are a good 
fit. The main challenge for Chained individuals is their inability to see 
meaningful goals in their professional life, which makes them hesitant to 
commit in their careers. Typically, people with this career type tend to 
avoid the demands of high-powered careers, which include taking charge 
of task planning, proposing challenging projects, or pushing themselves to 
grow within their field of expertise. The Chained career type is best 
described as a person who is not realizing his or her potential, and is not 
open or motivated to do anything about it. This is a pity because people 
with this career type often do have intrinsic motivators (i.e., the dream of 
starting up a business and commitment to higher causes or to their family). 
In order for Chained individuals to re-discover what motivates and satisfies 
them at work, they must take new and decisive career steps to seek out 
such opportunities. Chained people tend to react defensively whenever 
career changes or interventions are proposed, and they prefer not to 
proactively shape their careers themselves. The challenge is to work on 
taking career initiative and stimulating openness to new experiences and 
situations. These activities, when combined with profound reflection on 
personal life values and valuable career goals, will help the Chained type 
be free. Career coaching is highly recommended. 
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The Social 
Networker 

The Social Networker is curious and open to experiencing new things and 
meeting new people. This career type is focused on personal growth and is 
sensitive to the larger scheme of things and the contributions that he or 
she might make to the greater good.  
While Social Networkers have no limits in their mental growth, they do 
experience limitations in their physical world. They are not willing to move 
between jobs, organizations, industries, or countries in order to satisfy 
their curiosity, and often they struggle to pro-actively manage their career. 
This is due to the fact that the Social Networker has no clear view on what 
his/her career values are, so he/she is unable to act on them; this results in 
a passive attitude towards one’s career. Further, because of their various 
interests, Social Networkers can easily be distracted from achieving career 
goals. In fact, Social Networkers tend to dislike setting career goals at all. 
They love to experiment professionally while being anchored in a specific 
physical organizational context. If experiments do not work out Social 
Networkers are good at re-framing them as a learning experience rather 
than a failure. While this is a helpful attitude to keep on going, the failure 
to acquire relevant expertise, contacts, or positions over the course of 
one’s career may eventually still lead to feelings of being unsuccessful.  
 
Social Networkers must improve their self-management by developing 
career assertiveness skills and a sense of initiative—while simultaneously 
gaining clarity on their priorities. Reflecting on the desirable and less than 
desirable characteristics of past projects or jobs, as well as on the contexts 
in which they took place, can help them get clear on their career needs. 
Based on their discoveries, Social Networkers may want to explore 
valuable ‘next steps’ in their career and perhaps even prepare themselves 
to move beyond their physical comfort zone. Given their aversion for 
concrete goals, coaching should focus on defining career do’s and don’ts 
rather than on setting up yet another personal action or development 
plan. 
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The Busy Bee The Busy Bee takes charge of managing his or her career. By showing 
strong commitment to fulfil organizational goals, Busy Bees provide 
themselves with a sense of outward career success. They generally have a 
need for security and stability and they try to obtain this by carefully 
directing their careers to match the needs of others—typically of those in 
the organization for which they work. They can be valuable assets for 
organizations because they like to produce tangible results for the 
organization. This tendency becomes limiting when Busy Bees seek to 
advance their careers by proactively meeting the performance demands of 
their organization, while not being open to variation in their work.  
Busy Bees may come across as somewhat opportunistic as they respond to 
the needs of the organization—without being clear on their own career 
values. Their proactive behaviour may be misperceived as a readiness to 
lead, yet on the inside the Busy Bee is very much dependent on others to 
set their career direction. 
The main difference between the Busy Bee and people who effectively 
manage their careers is that the latter possess a stronger knowledge of 
what is important to their career, as well as a broader set of intrinsic 
motivators. 
The challenges for Busy Bees are to get in touch with inner values that lead 
to subjective career success and to become more psychologically and 
physically open in order to reach their potential (e.g. a leadership role). 
Given their lack of consideration for personal goals, most of the value 
created from the Busy Bee’s efforts goes to others and to the organization. 
For values-driven career management and to experience a greater return 
on their efforts, Busy Bees must develop assertiveness skills and refine 
their career focus. This awareness helps to create a sense of urgency to 
make a change. Introspection combined with seeking experiences out of 
their comfort zones will enable Busy Bees to acquire the self-knowledge 
necessary for a more rewarding and focused career. 
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Fortressed The Fortressed career type is hyper-oriented toward his or her own values 
and strengths, and has little interest in looking beyond these. Due to this 
strong internal focus, people of this type are convinced they have a well-
developed view on what they want and attempt to find it in their 
professional life. Full of their own truth, Fortressed people tend to stick to 
their perspective, at the risk of taking a ‘me versus them’ stance.  
Their narrow and self-important career vision hasn’t been exposed to 
alternative situations or new perspectives; as a result, it is highly probable 
that their internal perspective is out of touch with the demands of 
employers and the career environment as a whole.  
This career type is less likely to reach objective or subjective career success 
because they do not demonstrate the career entrepreneurship needed to 
act on their strong internal compass. Further, Fortressed types do not have 
the mental flexibility to adapt to changes in the career environment. As a 
result, the Fortressed type needs to find a stable job and organizational 
setting that matches perfectly with his or her career values. If their rigid 
views on career development aren’t in alignment with those of the 
organization, the lack of results from their efforts may lead to frustration 
and further entrench them in their internally-focused tunnel vision. This is 
why Fortressed people attach high importance to having security and 
predictability in their career. They also tend value work-life balance more, 
possibly as a result of their defensive attitude towards their employer’s 
demands.  
If Fortressed types can be more open to new and alternative perspectives 
that expand their horizons, their strong personal views will be tempered 
and they will be able to develop a more proactive career attitude. 
Coaching that focuses on challenging current perspectives and 
demonstrating the enrichment that new perspectives can offer will help to 
unlock additional motivators and break down the fortress. 
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The Tourist The Tourist is characterized by strong legs, which represent the mobility to 
move across physical, organizational, or geographical boundaries. This may 
result in a career that is anchored in the same type of intellectual, social, 
or cultural context, but not in the same type of physical context. The 
Tourist tends to move around quite a bit throughout his or her career, yet 
selects jobs that are similar in a way and do not require expansion of his or 
her horizon. The Tourist is not interested in making a real contribution to 
the contexts visited, nor in what growth opportunities those contexts have 
to offer.  
The most striking characteristic of this type is that they know very well 
what they do not like, but have little insight into what they do like. Tourists 
tend to have a below-average interest in the demands of high-powered 
careers, including continuous self-development, challenging or high-profile 
assignments, or job crafting. Instead, these persons tend to be driven by 
vertical career evolution and are willing to sacrifice their personal life to 
some extent to achieve this—they will also, paradoxically, avoid taking 
responsibility or engaging in self-development.  
In general, Tourists are highly flexible and unattached so that they can 
travel light and fast when an opportunity comes along. They are not 
motivated by the security and stability of long-term job commitments; 
rather, they find security by not leaving their career-task comfort zone. 
Hence, it is crucial for Tourists to realize that opportunistic traveling in and 
of itself is not enough, and, in fact, may even harm their career prospects. 
While this kind of career coaching might help Tourists to enhance career 
consistency and achieve a higher return on their efforts, they won’t likely 
be open to it. Chances are that their strong legs will have taken them 
elsewhere before this need is identified and the drawbacks of their actions 
are realized. 
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The Philosopher The Philosopher has an acute sense of purpose and direction in his or her 
career, and, more importantly, the curiosity to expand or update these 
frames once in a while. True to their name, this type tends to approach 
career in a rather philosophical way, resulting in a well-developed, 
sophisticated career vision. What Philosophers tend to lack is the 
inclination to act on their career vision and expose themselves to 
experiences that would enrich this vision. Due to this low action-
orientation and the resulting absence of initiative, their career vision risks 
losing touch with reality; having no inclination towards action or 
movement, they might become encapsulated within their ivory tower. 
Luckily, their innate curiosity and self-reflective capacity will prevent them 
from becoming entrenched.  
Philosophers can be very engaging conversationalists due to their 
fascinating career vision and ability to give wise-sounding career advice. 
Due to their reluctance to take action, they may be better at “talking the 
talk” than “walking the walk.” Despite their seemingly sophisticated career 
vision they could benefit from career counselling that focuses on 
developing concrete action plans and on empowering them to detach from 
their small world. Although they can be somewhat closed to external 
feedback and recognition, this type is nonetheless dependent on others to 
manage his or her career—improving their self-directedness is the key to 
their career development. Down the line, career counselling can focus on 
stimulating physical mobility by exploring new environments (i.e., 
departments, companies, industries). 

 

  



 
                   Interpretation guide Career Fitness Profiler  page. 74 

The Loyal Soldier Loyal Soldiers exhibit an above-average ability to be proactive in their 
careers, as well as an ability to adapt to the changes imposed on them. 
They may be anchored in an organizational, cultural, or geographic 
context, or even in a network of social relationships. As long as they 
operate in the context of their affiliation, they are comfortable working 
across boundaries and interacting with different perspectives.  
What this profile tends to lack most, however, is a personal goal 
orientation and a sense of independence from the context in which they 
work. While they are good organizational citizens, their performance 
within the organization as well as their career management does not seem 
to advance much. Their collegial stance and generalist nature implies that 
they are good team players but their scattered focus and low career 
assertiveness means that they are not very strategic in managing their 
careers. They like to go for the challenge of the day and can be very 
committed to doing so, but when it comes to advancing their own position 
or getting more out of their work relationships, they do not like to 
compete or negotiate. These people lack both the assertiveness to defend 
their own priorities against those of their employer and the inclination to 
leave unrewarding career contexts, as loyalty is their default career stance. 
Loyal Soldiers fail to combine their loyalty to the organization with their 
individual value compass and the ruthless assertiveness necessary to 
advance within the organization they are so committed to. This is why 
people with this career type are referred to as soldiers, not generals. 
For Loyal Soldiers to become truly proactive, career coaching needs to 
focus on strengthening their internal value compass. This self-awareness 
will have a fundamental impact on their career management by installing a 
sense of purpose that tells them when it is time to take action and what 
direction to go. In addition, coaching that also integrates assertiveness 
training and career visioning could have great use for these individuals 
who typically defer choosing a direction themselves.  
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The Dream Chaser The perspective of the Dream Chaser is one of a person who is clear on 
what is important in his or her career and who is ready and willing to chase 
this dream and leave behind the current context when the opportunity 
comes along. Actually, Dream Chasers will repeatedly link up with specific 
types of opportunities that fit their dream and are willing to disregard 
organizational barriers and geographical boundaries to do so.  
The limitation of Dream Chasers is that their psychological ability to cross 
boundaries is not as sophisticated as their ability to be physically mobile. 
They may chase a pre-destined dream and never stop to wonder whether 
it is still the right path for them to pursue. They lack the proactivity to 
create their own career opportunities and tend not to be concerned with 
growth in their career.  
Career types that are more proactive at managing their careers are 
internally motivated and, at the same time, more inclined to look to 
outside perspectives that might serve them to progress in their careers. 
The challenge for Dream Chasers is to engage in active networking that will 
help them cross their functional expertise or social boundaries and 
broaden their perspective on meaningful career directions. 
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The Bird of Passage Birds of Passage actively direct their careers and are willing to transcend 
physical boundaries. They are valuable for organizations in the sense that 
they focus on tangible results for the organization and are willing to go 
wherever they are needed or where they feel opportunities can be 
created. They tend to match their activities and career choices to the 
needs of others—typically the organization they work for. They may link 
this sense of belonging with a wish to lead others on a day-to-day basis. 
Whereas this type knows no physical boundaries, there are definitely 
psychological ones. While Birds of Passage travel a lot, they don’t tend to 
link up with new ideas or people along the way. They stick to what they 
know and do not immerse themselves or participate in the contexts they 
visit. In terms of career management, they mostly identify the 
opportunities that deliver the best reward and align with their abilities, 
and they avoid being intellectually threatened. These characteristics are a 
shame because they do exhibit ambition within their career. 
The developmental challenge for the Bird of Passage is to more fully 
integrate the values dimension that shapes their career. Challenging them 
to reflect on professional experiences might help them to get more in 
touch with their inner selves and with the professional experiences and 
people they meet. In this way, it might be possible to persuade the Bird of 
Passage to become more self-leading and potentially a leader for others. 
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The Activist This career type actively and very consciously directs their career, and is 
driven by personal values in the quest to define meaning and success 
throughout their career. The Activist generally manages to shape his/her 
role within an organization to match his/her long-term vision of career. 
Activists usually negotiate a considerable amount of autonomy and 
combine this with a feeling of security and stability within the organization 
they belong to. 
The Activist is focused on finding a “home” for his/her career that provides 
the freedom to follow his or her own path. In order to be more successful 
in pursuing his/her dream, the Activist would benefit from opening 
him/herself up to new ideas and people beyond the world he/she already 
knows. This would allow Activists to discover interesting career paths that 
currently remain hidden from their career perspectives. Activists are also 
limited by a lack of physical mobility; they lack the will to make 
professional moves to other departments, companies, or even countries.  
The essential difference between the Activist and more curious types is 
that the latter have a more complex outlook on careers and try to balance 
the multiple facets that influence their personal career success. The 
Activist needs to broaden his/her perspective to build a richer view on 
his/her career and to actively explore new contexts that allow him/her to 
grow professionally. An Activist could be supported by his/her organization 
to grow by being challenged on his/her beliefs and perspectives. Also, 
facilitating mobility within the organization would be a valuable focus for 
career coaching. 
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The Globetrotter Globetrotters’ careers exhibit both psychological and physical mobility. 
They love to meet new people and are ready to embrace new experiences, 
exploiting learning opportunities to the fullest. Globetrotters thrive in 
challenging situations, allowing them to act autonomously and to pick up 
new skills on the way. They are valuable employees in the sense that they 
often have innovative ideas, tend to feel positively about their employers, 
and are willing to work harder than what is expected of them. In their 
careers, Globetrotters may make many physical changes (e.g., changing 
jobs often), while also changing their psychological career orientation on a 
regular basis.  
Globetrotters tend to be driven by a wide range of career motivators; most 
of these motivators, as well as the resulting career path, may only make 
sense to other Globetrotters. This is due to the fact that the Globetrotter’s 
subjective sense of career success may differ from the expectations of 
employers, family, and friends—or society at large. They can leave “the 
fast track” to pursue less demanding work schedules that allow for self-
reflection and renewal. Globetrotters who are compulsive learners may 
make a series of lateral moves to experience various professional roles.  
 
While they are without boundaries both in a psychological and physical 
sense, Globetrotters do not necessarily have a clear view of what it is they 
expect to find, nor a clear plan of action on how to get there. In terms of 
career management, they are unclear on what their personal career values 
are and thus are unable to act on them. They tend to experiment 
professionally, both in terms of fields of expertise and in organizational 
contexts. If those experiments don’t work out, they consider them learning 
experiences rather than failures. While this can be an adaptive attitude, 
the lack of acquiring relevant expertise, contacts, or positions over their 
career may eventually lead to feelings of being unsuccessful.  
Developing the Globetrotter’s self-management requires a focus on 
strengthening career assertiveness and initiative at the same time, while 
gaining clarity on the person’s priorities; self-reflection on the desirable 
and not-so desirable characteristics of projects or jobs held, as well as the 
contexts in which they took place, can be a good way of creating 
awareness. Given the Globetrotter’s aversion for concrete goals, coaching 
should focus on getting a clear picture of career do’s and don’ts rather 
than on setting up yet another disregarded personal action or 
development plan. 
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The Go-Getter This career type is willing to create opportunities that fit his/her values and 
does not see organizational or geographical boundaries as a barrier in this 
pursuit. Go-Getters negotiate a considerable amount of autonomy with 
their employer and offer considerable contributions in return; they actively 
look for difficult and challenging opportunities in which they can excel.  
The objective of this career type is to find, maintain, and protect (or be 
protected by) a career situation that allows him/her to be idealistic but 
does not require him/her to be mentally flexible. Finding an organization 
that aligns with the Go-Getter’s values—and where employees are 
encouraged to act on them—is ideal because it suggests the employing 
organization is as interested in retaining like-minded members as the 
members are in being retained. If Go-Getters do not feel the organization 
can offer them what they want, they will move elsewhere quickly. 
The limitation of Go-Getters is that their psychological flexibility across 
boundaries is not as sophisticated as their ability to be physically mobile. A 
more curious career type, on the other hand, manages to integrate 
different experiences into a long-term career vision. As such, the Go-
Getter could benefit from opening up to new people and perspectives to 
broaden his/her career horizons.  
Sometimes failure can trigger one to become more intellectually curious, 
but successful Go-Getters may be less likely to get help and be curious 
because failure does not catch up with them as easily. If they do get into 
contact with a career coach or mentor, the focus should be on helping 
them reflect on the learnings of their past career steps and to seek to have 
their visions challenged by people with different viewpoints. 
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The Mercenary The Mercenary is someone who is ambitious and interested in career 
success. They are not easily satisfied with their career progress and love to 
push themselves hard—even at the expense of their work-life balance or 
security in their career. 
The Mercenary often lacks a strategic perspective on his or her career and 
has little concern with the importance of having one. Often focused on just 
one or a few career goals, the Mercenary is driven to be productive and to 
fully grow in one dimension, yet lacks a true intrinsic career theme. An 
example is a high potential who is very concerned with self-actualization 
and getting ahead, but who chooses to work in an unfulfilling job in the 
interim. 
Essentially, the main difference between the Mercenary and more mature 
career actors is that the latter have a more complex outlook on careers 
and try to balance the multiple factors that influence personal career 
success. The Mercenary will often have a stronger grip on what he or she 
does not want, or on superficial job rewards than on the things that could 
actually motivate him or her in the long run. Although Mercenaries can be 
highly valuable assets to any organization, their lack of direction and 
balance impairs their ability to lead others. 
The Mercenary could further develop his or her career perspective by 
keeping an eye on the broader picture—something that comes with 
experience and reflection on the impact of significant career events.  
In their relationship with employers, Mercenaries would benefit from 
having an open dialogue aimed at setting valuable priorities and in 
ensuring that actions effectively support a coherent long-term career 
vision to the mutual benefit of both parties. 
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The Postponer The Postponer has sufficient knowledge of his/her goals and values in life 
and is  open  to new people and ideas and to trying different jobs—even 
within the same company—to attain these goals. Postponers usually have 
a sound understanding of the broader scheme of things and ambition to 
contribute to the greater good. They tend to show goodwill toward the 
organization and to do more than is expected, yet may also be reluctant to 
loyally commit.  
The Postponer will be confronted with the limitations of his/her career 
type when their professional context changes in such a way that they lose 
their “fit” with the job or the organizational culture. The challenge for 
Postponers is to become more entrepreneurial and self-directed in 
managing and shaping their career so they can protect the things that 
make work worthwhile for them.  
This type is so close to becoming a fully matured career actor—the only 
thing preventing this is a lack of initiative. This could lead to unused 
potential if the Postponer does not get encouragement from his/her 
employer or his/her social network. Increased self-confidence and a better 
understanding of how to realize his or her dreams could make the 
Postponer less reliant on the feedback of others and help build his or her 
sense of initiative. Counselling or coaching can help Postponers take 
initiative in managing their career, realize their considerable potential, and 
experience more subjective career success. 
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The Solid Citizen Solid Citizens are proficient at managing their career because they 
combine a proactive career predisposition with a strong internal value 
compass. Moreover, they have an “outside-in” orientation necessary to 
balance their own convictions with the demands of others and with 
changing circumstances; they have a broad curiosity for outside 
perspectives. Solid Citizens tend to be more loyal and committed to the 
organization than the average employee and demonstrate above-average 
organizational citizenship behavior because they have aligned their fate 
with that of the organization. 
Although they are not really dependent on lifelong employment or on 
organizational career management, their frame of reference for career 
planning tends to reside within the organization or department. They also 
possess the assertiveness required to advance their careers and achieve 
their goals, which can sometimes mean winning out over colleagues for a 
promotion or project funding. They tend to be up for a challenge and enjoy 
healthy competition. 
The challenge for this successful career type will be to push their 
boundaries concerning the persistent preference for stability in their 
career. As innovation and global competition increasingly become drivers 
of business strategy, stability will become increasingly scarce. To avoid 
becoming trapped by their preference for stability, Solid Citizens should 
challenge themselves to make changes in their career context and to 
dedicate more attention to developing a network outside their 
organization. In the event that employment-related changes result in a 
poor fit in an organization, Solid Citizens risk becoming trapped by their 
inability to be physically mobile. Solid Citizens would benefit from career 
coaching to explore their lack of physical mobility, as it could be a while 
before they act in line with their convictions and make a change on their 
own. 
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The Explorer Explorers seem to be completely ready for the demands of the ‘new 
career’ model. They are capable of managing their career in a labor market 
where lifelong employment and long-term career planning is no longer 
offered by employers. They know how to adapt to shifting demands from 
employers and from the career environment, while retaining a personal 
sense of direction that keeps them aligned with their own priorities. 
Explorers view their   careers as a series of learning experiences that help 
them grow personally and professionally, and to experience satisfaction 
and personal career success. They are autonomously driven to excel at 
what they do. Their broad, strong, and consistent vision combined with 
their ability to walk the talk and the experiences from their career travels 
make them potentially high-quality visionary leaders. 
Explorers are also highly valuable employees because of their curiosity, 
unfettered quest for learning, and their ability to act decisively and 
persistently; they can conceive and also realize their innovations. They are 
always up for a challenge, aim to have a positive impact, and show high 
amounts of organizational citizenship without really needing the external 
recognition for doing so. The Explorer has a strong intrinsic value compass, 
but is able to attend to the goals of the organization and team at the same 
time. 
Explorers are not always easy to manage for an organization. Their strong 
sense of direction coupled with their curiosity and ability to take initiative 
can cause them to take quick and unpredictable action that can be hard to 
stop.  
The ability of Explorers to walk away from dysfunctional work relationships 
makes them high maintenance employees; they make consistent demands 
for autonomy and for whatever is needed for them to succeed. Because of 
the Explorer’s high penchant for autonomy, frequent and transparent 
communication with the hierarchical line is crucial to keep goals aligned 
and to maximize the working relationship for both parties. 
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6.3.3 Energy-Stress Balance 
6.3.3.1 Overall score 
The barometer goes has a red (danger), orange (high risk), and yellow (caution) zone on each side, 
and a green (healthy) zone in the middle. 

The arrow indicates where the participant is currently located. 
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Score Designation Meaning 
1-2 Toward burn-

out? 
 

You are in need of a dramatic career reorientation; your professional 
coping skills have been stretched beyond their elasticity. It is unrealistic 
to expect that your low level of job satisfaction and your lack of faith in 
your job, your abilities, and the goals you set out for yourself can still be 
salvaged in your current state. Your feelings of hopelessness render you 
unable and unwilling to gather the high levels of energy and motivation 
needed to make a major push towards your objectives.   This is a vicious 
cycle in which your lack of job satisfaction, motivation, and 
accomplishment negatively reinforce one another. The cycle cannot be 
broken without a drastic intervention. 

3-4 Over/Under-
stretched 
 

You are in the danger zone; your professional coping skills are being 
strained beyond healthy levels of stress. Most likely your performance 
has already begun to suffer and, if left unchecked, your position will 
deteriorate further beyond a tipping point. At this point, dramatic 
changes in job setting will be the only way to salvage your job satisfaction 
and performance, and to renew your faith in your job, abilities, and the 
attainability of your career goals. 

5-6 Engaged 
 

Your energy-stress balance is at an adequate level, meaning your 
motivational capacities are sufficient for your current setting, which 
strains you at acceptable levels. Given that you are being stretched, some 
motivational attitude development would be beneficial so as to maintain 
a safe margin from potential burnout. In any case, active management of 
workload and stress levels is required, as well as some personal reflection 
on how your career aspirations match your current situation and 
progress. 

7-8 Highly 
engaged 
 

Your energy-stress balance is significantly above-average, meaning that 
you have a more positive attitude towards professional life and a higher 
capacity to cope with stress than most people. Not only does this 
increase your job satisfaction and your value to your employer; it is also 
beneficial for your development potential within your current job. This 
score implies that although you are able to manage effort and stress 
levels well, you still have room to stretch yourself further than you are 
currently. 

9-10 Hyper 
engaged or 
bored? 
 

Your energy-stress balance ranks among the highest compared to an 
internationally diverse population, which has a positive effect on both 
your perceptions concerning job and career, as well as on objective 
criteria such as job performance and achievement. At the same time, 
however, you run the risk of not being challenged enough. Personal 
reflection on your career goals in comparison to your current situation 
will help you see where you still have room to grow. 
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6.3.3.2 Details 
The Energy-Stress Balance is measured on the basis of 4 factors.  These are listed below with a brief 
definition and the score range for each factor. Also we provide you with some example items. 

6.3.3.2.1 Self-efficacy 
Example items: 

- I feel confident contributing to discussions on my department's strategy and on project planning. 

- I feel confident analyzing a long-term problem in order to find a solution. 

Self-efficacy 
 

Confidence in the cognitive and motivational abilities to achieve 
one’s goals. 

Score 1-2 You have lost confidence in your ability and the motivation to 
accomplish your tasks. You have lost all appetite to take on work-
related challenges and you no longer respond to constructive 
feedback; it is too late for improvements to be made in your current 
situation. A thorough reconfiguration of your job setting is required 
for you to survive in it. The emphasis in this drastic change needs to 
be on securing more support toward achieving your goals, finding a 
more structured environment and task-orientation, and ensuring a 
more manageable workload. 

Score 3 Your confidence to take on and effectively put the effort in to 
complete your work tasks is dangerously low. You might lose your 
ability and the motivation to effectively take on challenging tasks. You 
are at great risk of becoming impervious to constructive feedback. 

Score 4-6 Confidence in your ability to take on challenges and effectively put the 
effort in to complete your tasks is adequate. You are still moderately 
energized by challenging tasks and remain motivated to persist. You 
must actively maintain your energy level by managing your workload 
more effectively and looking for structure and support when needed, 
or this confidence will erode. 

Score 7-8 Your confidence in your cognitive ability and your motivation to 
successfully achieve predefined goals is considerably above-average. 
You are highly proficient in setting out appropriate courses of action 
to meet your goals, even in demanding and uncertain contexts. You 
have achieved a balanced state within your current situation and 
might even thrive in a slightly more challenging context. You would 
also benefit from more structure to further increase your efficacy. 

Score 9-10  Your confidence in your motivational and cognitive abilities to 
successfully attain your goals is very high. You are also successfully 
able to define effective courses of action to complete specific tasks 
within the most demanding of contexts. Such an amount of 
confidence means that you will not shy away from uncertain, 
turbulent, and complex settings in the pursuit of interesting 
opportunities. Your challenge will be to respect and calculate risks so 
that confidence does not turn into hubris. 

 

.  
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6.3.3.2.2 Hope 
Example items 

- At the present time, I am energetically pursuing my work goals. 
- I can think of many ways to reach my current work goals. 

 

Hope 
 

The positive energy towards one’s goals and the ability to see the 
steps towards them. 

Score 1-2 You lack motivation and the ability to persevere towards your end 
goals; you cannot even see a way to get there. The time has come to 
stop what you are doing and to fundamentally reconsider the path 
you are on and the way forward. Not doing so will negatively affect 
your inspiration, problem-solving ability, and your creativity at work 
and in your personal life. 

Score 3 You are at risk of losing your motivation and your capacity to see 
positive ways out of difficult situations. To avoid being sucked into a 
negative spiral of poor results and an inability to creatively tackle 
problems ahead, it would be advisable to take some time for 
reflection on the bigger picture and to recharge your creative 
batteries. 

Score 4-6 You are sufficiently motivated by your end goals. You are determined 
to set forth in pursuit of your goals and can see ways to achieve 
them—notwithstanding obstacles along the way. Ride this 
motivational wave and be open to support from others along the way. 
Keep a close eye on your goal planning lest it gets away on you. 

Score 7-8 You are highly motivated by your end goals due to an elevated sense 
of agency, which provides you with the necessary energy and 
determination to succeed. This effort and discipline towards your 
goals is reinforced by your ability to envision pathways toward these 
goals and act upon them, thereby eliminating obstacles along the 
way.  Finding effective strategies to reach your goals will help your 
goals become even clearer, thus continuing to feed your motivation 
and perseverance to succeed. 

Score 9-10 You believe beyond a doubt that you can successfully control the 
factors that lead to the realization of your goal; as such, you are 
extremely energized by your goal and motivated to persist toward it. 
This belief in your agency is further reinforced by your ability to 
envision pathways and strategies to reach your goal. You are 
motivated to employ the necessary energy and discipline for success. 
Your high level of hope is indicative of your extraordinary capacity to 
persevere and accomplish your goals. 
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6.3.3.2.3 Resilience 
- I usually accept stressful things at work as the normal course of business and do not let them 

disturb me. 
- At work, I can be 'on my own' so to speak, if I have to. 

Resilience 
 

The ability to withstand hardship and bounce back from setbacks, failure 
or adversity. 

Score 1-2 Your capacity to cope with work-related stress is very low, indicating that 
you have stretched yourself too far and your ability to bounce back from 
drastic change has been compromised. An immediate break from your 
current routine is crucially needed to regain the mental elasticity needed to 
cope with your responsibilities. With resilience levels this low, you risk 
becoming completely demotivated and eroding your hope and self-efficacy 
as well, which will inevitably lead to mandatory changes in your career. To 
avoid an undesirable turn in your career, it is recommended to start 
contemplating your career aspirations and options right away, and take 
some time away from work to build your capacity for resilience back up. 

Score 3 Your capacity to cope with work-related stress factors is dangerously low, 
indicating that you have reached a critical tipping point at which any further 
stress has the potential to snap your elasticity and hinder your ability to 
bounce back. Seek immediate relief in the form of a break or holiday and 
find ways of lowering your stress levels in order to prevent complete 
detachment from your current goal-attainment prospects. 

Score 4-6 Your ability to cope with stress and bounce back from adversity is at a 
moderate level. In situations of major change or ones that are high risk, you 
have sufficient motivational capacity to stay the course and find your way 
back again. However, to ensure that such adversities and pressures remain 
energizing learning opportunities, you will need to pace yourself once in a 
while. The bow cannot always stand bent and in your case it has been 
strained to a point approaching maximal elasticity. 

Score 7-8 Your ability to cope with stress and bounce back from adversity is 
significantly above-average. In situations of major change or ones that are 
high risk, you have a high capacity to stay the course and find your way back 
again. In fact, you might even learn from the experience. You could stand to 
increase your level of strain, but always ensure you maintain your elasticity; 
the bow cannot always stand bent. 

Score 9-10 Your resilience ranks among the highest 4% of a relevant population. Not 
only are you resistant to stress, you also have the elasticity to bounce back 
from disruptions and find meaning and insight in the process. This elasticity 
can be a valuable asset, however exercise is beneficial to preserve your 
ability to stretch and enhance it. As such, find contexts that challenge your 
elasticity and capitalize on your coping skills and ability to bounce back.  
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6.3.3.2.4 Optimism 
Example items 

- In this job, things never work out the way I want them to. 
- My motto in this job is that 'every cloud has a silver lining'. 

Optimism The ability to attribute positive events to yourself and negative ones to 
your environment. 

Score 1-2 Your outlook on life and career is very negative. You see the future purely in 
terms of obstacles rather than opportunities, and attribute failure to your 
own structural lack of ability. Even if you recognize successes, you attribute 
them to outside factors. As a result, you are hesitant to apply yourself and 
are struggling to accomplish things. Moreover, your negativity is impacting 
your co-workers, whose ideas you critique rather than support. Your 
pessimism is the result of a negative spiral whereby your negative outlook 
and a lack of results have reinforced one another. You are in need of some 
drastic existential self-reflection and some time to prepare for a professional 
reorientation. 

Score 3 Your outlook on life and career is dangerously low. You see the future in 
terms of obstacles rather than opportunities, which is making it increasingly 
hard to accomplish anything. You have passed a tipping point and are in a 
negative spiral whereby your negative outlook and the difficulty to achieve 
reinforce one another. This vicious cycle can be broken by drastic existential 
self-reflection, and, if this has been going on for a while, even a professional 
reorientation. 

Score 4-6 You have a rather realistic attribution style in that you can recognize your 
own abilities and that of your team or organization. However, you should be 
perceptive of the environmental factors that might be the cause of less than 
ideal results, but not blow them out of proportion; think in opportunities 
rather than obstacles. It is crucial to situate temporary setbacks in the 
context of a greater scheme. With a realistic perspective of temporary 
contingencies and the belief that they can be overcome, trust in your 
capabilities for future success will grow further. 

Score 7-8 You have a positive attribution style and can recognize your own 
contribution to successful events, while also being aware of the temporary 
nature of contingency factors that might be the cause of unintended 
endings. You are energized by successes, and failures are not the end of the 
world. You believe in the strength and value of what you do, no matter what 
today's results are; as such, you remain positive about future success. Your 
challenge will be to keep a balance between envisioning positive outcomes 
while calculating the risks so that obstacles, as well as aspirations, remain in 
proportion. 

Score 9-10 You have a very positive attitude towards life and attribute success to core 
strengths and view failures as “mishaps” due to small and temporary 
circumstantial factors. To you, your failures constitute negligible bumps in 
the road that will inevitably lead to success. Your optimism is so contagious 
that it rubs off on whoever you work with; you instill trust and a positive 
outlook in your colleagues and team members. Your challenge is to not be 
too optimistic about the chances for potentially unviable projects and to 
keep things in perspective by having a realistic sense of possible 
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contingencies that might impact your plans. Also, being overly optimistic 
and taking responsibility only for your successes and not your failures might 
prohibit you from learning from your mistakes. 
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6.3.4 Career Fitness 
Below we will delve deeper into the different parts of Career Fitness: 

 

6.3.4.1 Career Focus 
Career Focus conveys:  

● The extent to which the respondent takes position in their career. Is there enough relief over 
the 12 factors? 

● The extent to which the respondent is related to that position. How is the score on Sense of 
Purpose? 

● The sustainability of that position. If the intrinsic motivators prevail, this is more sustainable 
than when the emphasis is on extrinsic motivators. 

 

6.3.4.2 Career Power 
Career Power conveys: 

● The development potential of the respondent. We look at the sum of career attitudes for 
this. 

● The respondent's ability to motivate him/herself. For this, the following values are taken into 
account positively: Autonomy, Personal Goal Attainment, Self-Determination, and Personal 
Growth. The value Reward and Recognition is charged negatively. 

 

6.3.4.3 Career Energy 
Career Energy conveys: 

● The current energy level of the respondent. We look at the results on Psychological Capital. 
● The extent to which the respondent considers important values that add dynamics to the 

profile. For this, the following values are taken into account positively: Entrepreneurial 
Ambition, Management Ambition, and Intellectual Challenge. Stability is negatively charged. 
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7 Contact 
 

Please contact us in case of further questions. We are glad to help you. 

CareerCoach ® BVBA 

http://www.careercoach-network.com 

Kastanjelaan 27 

2630 Aartselaar 

wouter@careercoach-network.com  

 

Lesley Vanleke 

0478 51 96 66 

lesley@careercoach-network.com  

 

 

Thalento © NV Headquarters 

Corda Campus – Corda 6 

Kempische Steenweg 293/55 

B- 3500 Hasselt 

+32 11 28 62 42 

Info@thalento.com  

 

 

http://www.careercoach-network.com/
mailto:wouter@careercoach-network.com
mailto:lesley@careercoach-network.com
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