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Pre-Introduction 

• My IDP online tool:  https://myidp.sciencecareers.org/ 
 Values, Interests, Skills. 
 
• Psych Central:  https://psychcentral.com/quizzes/personality-quiz#1 

 Personality Test 

 

• Career Development Toolkit For Researchers 
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How and why? 

• This approach to career development training is based on Career Coaching   

methodology and is determined by the end purpose of enabling you to make 

rational, informed and appropriate career-related decisions. 

 

• Values, Interests, Personality, Skills (VIPS). 

 

• By raising self-awareness and a better understanding of yourself,  

  you can identify what you want professionally. 

 



How and why? 

•  No framework exists that would encompass every type of Research Career, 

so our approach to Career Development is self-directed by necessity. 

 

• Self-directed Career & Professional Development is most effective in 

producing the results that we want. 
 



How and why? 

Trends that will shape the economy over the next decade include: 
 

• Growing rewards from innovation, as the pace of technological change 
increases and countries move into higher-value activities 

 
• The importance of higher skill levels 



How and why? 

• The European Commission identifies: 

 

“… the need to increase the number of researchers, stating that the EU 

will need at least one million new research jobs if it is to reach the R&D 

target of 3%, and that the number of actual researchers required is 

significantly higher as many researchers will retire over the next decade.” 
UKRO Europe Unit, Briefing Note E-2010-12 

 

• Human capital. 

• Researcher pipeline. 
 





What Do We Want to Help You to Do? (1 of 2) 

• Understand yourself better. 

• Recognise and utilise your resources. 

• Identify what you want. 

• Assist you to find satisfying work opportunities. 

• Make rational, informed and appropriate decisions. 

• Make plans based on clear goals. 

• Take action to get what you want. 
 



What Do We Want to Help You to Do? (2 of 2) 

• Solve career-related problems and difficulties. 

 

• Process and address issues, such as coping with an end-of-contract situation 

 & change, work stress, managing relationships at work and work-life 

 balance. 

 

• Become skilful in how to manage your career and working life into the future. 
 



How and why? 

       VIPS 

• Values 

• Interests 

• Personality 

• Skills 

 

The first three will point you in the right direction but your skills will determine 

how you proceed from there. 



Sequential Steps 

1. Where am I now? 

2. Self-assessment (VIPS) 

o Values 

o Interests 

o Personality 

o Skills 

3. Self-assessment interpretations (Advice required) 

4. Careers Exploration 

5. Reality Testing & Planning (Advice required) 

6. Seeking Relevant Training & Experience 

7. Job Searching 

 
 
 



Our Tools 

1. Career Development Toolkit for researchers (ebooklet). 

2. My IDP – Science Careers (website). 

3. PsychCentral (website). 

4. National Postdoctoral Association (website). 

5. 10 Career Paths for PhDs (ebooklet). 

6.  DISCOVER – Careers Beyond Academia (website). 

7.  INTERACT- Academia Reaching Out To Business (website). 

8. The 5-Minute Career Action Plan (ebooklet). 



How and why? 

• The training should end with the beginning of a personal action plan that is based 
on clear, sequential and complimentary goals.   

 
• This allows the you to engage in a career decision-making process that assists you 
to find satisfying and fulfilling work-related opportunities that will motivate you to 
reach your potential. 



Assumptions in this process 
 

• People have the ability and freedom to make career choices. They can be involved in a range of 

 work roles across their lifespan. 

 

• Career decision-making is not something that happens only once in a person’s life but, rather, is 

 an ongoing process that might take place at any age. 

 

• The reasons why individuals enter particular occupations / sectors / specialties vary according to 

 the amount of importance placed on personal preferences (e.g., interests, personality), or 

 external influences (e.g., labour market trends, location, expectation of others). 
 

Questions? 



  Where am I now? 



  Where am I now? 

Questions? 



VALUES 

• Edgar Schein (1993) developed the concept of career anchors/values.  

Values reflect deep and far-reaching aspects of the person and are aspects 

such as autonomy, independence, security etc. that a person would not 

give up even if faced with a difficult choice.  Schein clearly identifies the 

necessity of taking account of values as they help to predict which  

occupations are likely to satisfy and which are likely to lead to conflict and 

dissatisfaction.  

• (Work Psychology 2005) 



Values 

Values are the beliefs, principles and standards that are important to you and what 

you are looking for in a job and for your working life. 

When considering career development opportunities it is very important to 

determine if your core values can be satisfied.  Many people do not take 

their values into account when making a career decision.   



Values 

• What matters most to me?   

•  What do I value most in a role?   

•  What do I need to be professionally fulfilled?   

•  What are my core values?   

•  What type of roles agree/disagree with my values? 



Values 
 

While every role involves some degree of sacrifice and/or compromise, 

when a role is reasonably in line with our values it results in greater job 

satisfaction, fulfillment and enhanced performance in the longer term.   

 

A harmonious relationship between one’s core values and those of the role 

or employing organisation is important. 

Questions? 







Values 

• Look at column number 4, are there any values there that should be in 

 column 5?  

• Choose your top 3-5 values, change the word if you wish. 

• List your top 3-5 values in order of preference. 

• This begins the process of you “taking ownership”. 

Questions? 



Interests 

 John Holland developed an influential theory of career choice and he identified 

that when people work in areas that interest them, they are more motivated and 

perform better.  Further research by Spokane et al (2000) conducted a detailed 

analysis of interests as a predictor of job satisfaction and found there is a strong 

relationship between these two factors and they highlighted the importance of 

exploring interests when choosing careers. 



Interests 
 

 
•   There is an overlap between skills and interests, as people are more likely 

 to invest time & energy in developing skills that interest them. 

 

•   However, an interest can be different to a skill.  An interest is when you are 

 drawn to something, it can excite, attract, energise, intrigue you – appeals 

 to you, even though you may not have tried it before.  

 

•   Therefore being interested in something is not the same as  being skilled in/at 

it. 



Interests  
 

What career themes am I attracted to?   

•   Are my interests social, enterprising, investigative, practical focus, creative, 

 systematic?   

•   What gets me out of bed in the morning? 

• Why? 

 



Interests 

• Objective:  To identify your interest types (i.e. what it is you love doing, both 

inside and outside of the working environment) and seek roles that you are 

passionate about, in order to increase your levels of job satisfaction and 

performance. 

Questions? 



 



 



Interests 

• Look at column number 4, are there any interests there that should be in 

 column 5?  

 

• Choose your top 3-5 interests, change the word if you wish. 

 

• List your top 3-5 values in order of preference. 

 



Interests  
 

  
 

Key Facilitation Points: 

•   Understand/confirm where your interests are 

•   Understand/confirm where interests are not 

•   Consider the interaction between skills and interests 

•   How could working in a particular role(s) suit your interests? 

 



Interests   

To what extent does your current, last, or considered future roles match your 

 interests? 

What roles are being suggested by you interest results? 

Most people will be a mixture of different interest areas with a predominance in one.   

Each description will not reflect the individual researcher 100%. 

 Explore and discuss. 

 

 
Questions?  



Personality 

Interests and Personality 

Interests are a valid predictor when used in career choice, but when personality 

is used with interests this becomes an even more powerful predictor of suitable 

occupations.   

• De Fruyt and Mervielde (1999) 



Personality 
 

•   How do I like to work?   

•   How do I work with others?   

•   What kind of work do I enjoy?   

•   Dislike?  Why?   

•   What working environments suit me? 

Questions? 



 
 



Select the 

adjectives 



Personality 
• Fresh        

• Lively       

• Charming       

• Amusing      

• Practical      

• Interesting     

• Well-balanced   

• Kind, Considerate  
• Understanding   



Personality 
• Fresh    Imaginative    

• Lively   Friendly    

• Charming   Persuasive    

• Amusing   Sense of humour   

• Practical   Practical    

• Interesting   Curious   

• Well-balanced  Calm 

• Kind, Considerate  Considerate 
• Understanding   



Personality 
• Fresh    Imaginative   1. Practical 

• Lively   Friendly   2. Curious 

• Charming   Persuasive   3. Friendly 

• Amusing   Sense of humour  4. Sense of humour 

• Practical   Practical   5. Imaginative 

• Interesting   Curious   

• Well-balanced  Calm 

• Kind, Considerate  Considerate 
• Understanding   



Personality Facilitation Points: 

•  Your Three Strongest Personality Traits (Highest Scores) 

•  How You Interact With Others (Five words or phrases) 

•  How You Like To Work (Five words or phrases) 

•  Decision-making and dealing with stress 

•  What are your strengths? (Five words or phrases) 

•  Areas for development? 

•  Any Motivators Coming To Mind? 



Personality 

Shadow Side of Personal Characteristics 

•   We do not always have a clear idea of what our personal characteristics are 

•   Although we say we believe in something, this does not always match what 

 we do – it remains a good intention that we do not apply in practice 

•   Pressure and expediency often result in us compromising as necessary 



Personality 
Points To Consider 

 

•   Part of the process is also getting ideas on how you can develop 

yourself or moderate your behaviour in certain situations to your advantage.  

 

•   People rarely change drastically in their personality but they can stretch 

themselves and develop.  They can become aware of areas that need 
development and compensate appropriately. 

 

Questions? 



Skills 

Many studies have been carried out by researchers, such as Salgado and 

colleagues and Bertua et al, verifying that skills are a good predictor of job 

performance and, therefore, are a critical consideration when choosing roles.  

Prediger and Vansicle (1992) also carried out extensive research on skills and 

their classifications linking them with Interests as a further predictor of job 

performance. 



Skills Audit 

From memory, write a list of all of your skills 

 

Using Your CV as a reference, make as comprehensive list as possible of ALL 

of the skills you have acquired to date. 

 



Skills Audit 

List not just on the important generic and specific research skills but skills 

obtained from previous (or even part-time) employment.  When the 

inventory is complete you will invariably find that you possess a lot more 

skills than previously thought. 

 

Suggestions coming, 

but first, any Questions 













Skills 

The collated & listed skills are then divided into:  

•   Motivated Skills (skills that I enjoy using) 

•   Development Skills (skills that I would like to develop and use more often) 

•   Burnout Skills (skills that I would prefer not to use) 

•   Skills that are not considered relevant or important at this time. 



 
 
 

 

Motivated Skills 
(Skills I enjoy using and would 

like to use more) 

Development Skills  
(Skills I believe that I enjoy using but 

need to develop further) 

Burnout Skills  
(Skills I would prefer not to 

use) 

Skills Not Important at this time 



Skills Audit 

Motivated Skills (Skilled):  Skills you enjoys using and are good at.  This is 

your preferred skill set, and these are skills that your work role should draw 

heavily on.  These skills should be explored carefully to generate possible 

role/development ideas.  



Skills Audit 

Potential Development Skills (Unskilled):  Skills you enjoy using or think you 

would enjoy using, but currently have low skill levels in.  These may represent 

options for training and development, as once skill level increases they may 

move across to motivated skills. 



Skills Audit 

Burnout Skills:  Skills you are quite competent in but do not enjoy very 

much.  You may fall into the situation of being asked to do these skills 

because you are good at them but you get no enjoyment from it and it can 

become a source of stress and frustration.  Ideally, work roles should not 

involve these skills more than 20% of the time. 



Skills Audit 

Not Important Skills (Unskilled):  Skills the I neither like using or have any 

competence in.  Realistic work roles are unlikely to involve any of these skills.  

You do not need to spend a lot of time on this area but they should be noted for 

possible future use. 



 
 
 

 

Motivated Skills 
(Skills I enjoy using and would 

like to use more)  
 

 These are the skills you should 

look to use as frequently as 

possible. 

Development Skills  
(Skills I believe that I enjoy using but 

need to develop further)   
 
These are skills that are not yet fully 
developed but you would like to 
develop and use them more. 

Burnout Skills  
(Skills I would prefer not to 
use) 
 
Skills that you may have a high 
proficiency in but do not wish 
to use them for the moment. 

Skills Not Important at this time 

Questions? 



Skills 

Your research and researcher skills are your passport to where you want to go. 

 

Your transferable (and/or soft skills) will determine how much further you go 

from there. 



Transferable Skills 

“...are skills learned in one context that are useful for another. They can serve 

as a bridge from study to work and from one career to another, as they enable 

subject and research-related skills to be applied and developed effectively in 

different work environments.” 

 

“Generic professional competencies that are equally applicable to all 

professional settings”.     Soft Skills 



Transferable Skills 

Every role involves transferable skills.  These are important to look at when 

considering future roles, even a very different role.  As you list your skills, make 

a note of transferable skills. 



Communication: Oral, written, visual & empathetic (body language), listening, 
contextualising your communications approach, phrasing your questions correctly. 

 
Teamwork:  Working well with others requires other specific skills.  These include 
social & emotional intelligence (understanding the needs of others & willing to lend a 
hand when necessary).    

 
Organisation: Meet deadlines, can take and give instructions, work efficiently & 
productively.  

 
Leadership:  Motivate others to achieve an agreed goal. Leadership skills. 

 
Adaptability:  How do I demonstrate my adaptability?  Should I be attracted to or 
avoid roles that require flexibility?  

 



Transferable Skills 

Project Management 

 

• People experience (management, leadership, HR knowledge) 

• Finance (budgeting, financial planning, accounts) 

• Research (learn about new topics, organisation, risk management) 

• Time management (planning, scheduling, prioritisation) 

• Communications (oral, written, teamwork skills) 

• Problem-solving (analysis, negotiation, adaptability) 



Skills 

•   Every role requires skills and every researcher has skills 

 

•   Every researcher has strengths in certain skill areas and indeed certain roles 

 suit people with these skill strengths 

 

•   Researchers will have specific technical skills as well as skills that are 

 transferrable to other roles. 

 

 

 
Questions? 



Other Thoughts 

Achievements:  Identify what has worked well for me in the past.  What 

were my top/favourite/best achievements and when did they happen? 

  

When I’m At My Best:  Analyse tasks and roles that provided me with real 

satisfaction.  Identify the key factors that are essential for me to thrive. 
 



My Future Vision    

Family…..      

Leisure…. 

Work…….. 

Financial…     

Learning… 

Vocation…. 

Physical…. 

Other……. 
 

Questions? 



 

• Where Am I Now? (Career Development Toolkit For Researchers) 

• Values, Interests & Personality results 

• Skills Audit (categorised skills lists) 

• Transferable Skills 

• Career Development Toolkit 

• Achievements / When I’m At My Best.. 

• Future Vision 

So what to we have at the end of the self-assessment? 

 



Self-Assessment and the Initial Buy-In

Values Interests Personality Skills

•Being expert •Practical focus •More concrete, than 

abstract

•Data collection

•Variety •Investigative •Details, rather than big 

picture

•Data analysis

•Recognition •Enterprising •Thinking, preferred to 

feeling

•Statistical and graphical

•Security •Immediate realities, rather

than future possibilities

•Excellent report writing

•Independence •Introverted Sensing 

Thinking Perception

(ISTPs): Sensing, preferred 

to intuition

•Mastery of clinical 

documentation

•Responsibility •Superior communication

skills, written, verbal & 

listening

•Influencing others •Experience in administering 

and scoring Mullen WPPSI 

WISC-IV and WAS



Questions To Ask 
• Are there any trends or repetitions in your indicators? 

• Are there any surprises for you?  How will you follow-up? 

• Have your career choices up to this point been affirmed? 

• Based on these indicators, how do you like to work? 

• How do you interact with others? 

• What direction do they point you in? 

• What roles or sectors are suggested by your indicators? 

• Try to develop a “targeted list” of indicators. 

 

Questions? 



• Seek good advice – Go through all of your indicators 

 

• If necessary, re-think, re-word, change order 

 

• Take ownership of your indicators 

 

• Career exploration 

Next Steps - Taking Ownership 

Questions? 



EURAXESS Career Handbook 



 

euraxess.eventiotic.com/piperstool/ 



Careers Exploration 



Careers Exploration 



https://euraxess.ec.europa.eu/jobs/search 

• Excellent EURAXESS employment site. 
https://www.researchgate.net/jobs?regions=&page=1 

• Networking tool for researchers. 
https://www.linkedin.com/jobs/  

• Professional networking and employment tool. 
https://www.jobs.ac.uk/media/pdf/careers/resources/building-academic-job-applications-a-quick-
practical-guide-for-early-career-researchers.pdf 

• Practical advice of job searching and CV building. 
https://euraxess.ec.europa.eu/content/lists-platforms  

• EURAXESS job platform. 

 

Job searching   
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Goal Setting 
 

Brainstorm when thinking of goals for yourself.   

 

Don’t inhibit your thoughts.   

 

It’s just ideas. 

 

The reality test can come later. 
 

Questions? 



Planning 

 “A goal is a dream with a deadline.” 
— Napoleon Hill, Author. 

 
 

The outcome should be a personalised Action Plan that covers the immediate, 

medium, and long-term future.  The Action Plan can be updated every 3-5 years 

depending on changing professional, lifestyle, and family circumstances.  

 

 

 



 Reality testing, goal setting & planning 



Reality testing, goal setting & planning 



Reality Testing 
• The Action Plan and each constituent step must be realistic. 

• The best way to measure that a goal is realistic is to lay out each single 

step and milestone that must be achieved in order to reach that goal. 

There should be no gaps or leaps in logic. 
 
 
                                                                                  Image Credit: University of Kent 



Testing Your Goals and Plan 

Combine the information you have built up about yourself to make up your mind 

on a number of career development steps.  

Apply the SMARTER test to goals: 

  S Specific 

  M Measurable 

  A Achievable 

  R Realistic 

  T Timed 

  E Exciting 

  R Relevant 
Questions? 



Necessary Steps 

• Consideration of potential development options. 

 

• Identification of development goals and needs. 

 

• Active seeking of relevant training and upskilling. 



Beliefs 

Identify how beliefs shape decision-making and take appropriate steps to 

remove dis-empowering beliefs.  

 

Empowering beliefs - Be positive and have self-belief – explore dis-empowering 

beliefs 
 

 



Barriers 

What barriers do I face at the moment and what steps could I take to help me 

move past these obstacles?  Skills gap, training needed etc. 
 
 

 



Periodic Check-Up 

Over time our circumstances and priorities may change and our goals might 

change also. 



Last chance to ask questions 

 

 

Thank you for your time 





 


