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Background 
Sussex Chamber of Commerce has been chosen by the Department for Education as one of eight Local 

Skills Improvement Plan (LSIPs) trailblazer chambers across the country. 

The objective is to introduce innovation into ways of supporting individuals, employers and educators to 

optimise the employability of people in Sussex and beyond. 

One function is to identify future skills, assess skills and address gaps that emerge. Particularly so in a way 

that optimises collaboration and co-operation between all the agencies and parties involved. 

A second and complementary function is to assess and support the development of attitudes and 

behaviours that optimise employability – both in terms of outcome and of wellbeing. 

For this, the Chamber proposes to use leading-edge psychometric measures which enable reliable 

assessment and bring measurement to softer aspects of such programmes. 

Scope of the Report 
 

Outcomes 
 

a) Identifying what psychometric measures will bring to the trailblazer programme – features and 

benefits. 

b) What they will measure and how that maps to the trailblazer programme needs. 

c) How the measures might need development, if any, for specific applications. 

d) What is likely to be the operational needs – communications, training, information sharing, etc - 

for the successful application of psychometrics in his project. 

Application 
 

The review and research will look at the application of psychometrics for all aspects of the Sussex 

community. Broadly we are talking about individuals and organisations.   

Individuals for whom employability is a concern (including those interested in Enterprise) can be said to 

fall into two broad groupings: 

Those about to enter the workforce and for whom there is a need to understand what the world of work 

(or enterprise) demands from them. These include: 

a) School leavers – with and without qualifications 

b) College leavers and Graduates 

c) Apprentices 

Those who have participated in the workforce and lost their place in the workforce for some reason or 

who have either struggled for a variety of reasons to enter or re-enter the workforce. These include 

amongst others: 

d) Those disadvantaged in some way – socio-economic, physical, mental. 

e) Those furthest from employment – e.g. (young) offenders, those without basic, qualifications. 

f) Mature workers who believe they are being left behind. 

g) Those who have lost their jobs through redundancy. 

h) Others. 
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For all of the above, there is a focus of attention on: 

i. Developing self-awareness about the factors that hinder engagement in employment and those 

which help employability. 

ii. Reflection on where the individual’s priority lies. 

iii. What action is appropriate and the importance of accepting responsibility for action. 

iv. Finally, where support is available and how to access it.  

As well as creating capability for employers and organisations in understanding and enabling: 

a) How to bring new employees into the organisation as effectively as possible. 

b) To enhance leadership and management capability to develop staff and to optimise the 

contribution of all employees. 

c) To learn how to develop the organisational culture in terms of resilience and positivity – important 

in the volatile and chaotic world of the 21st century. 

d) How to manage diversity and inclusion to harness all the talent available to the organisation. 

This may have implications for agencies and partners in the project and the project needs to address the 

needs of those who support learners which are challenging in their own right. 

Finally, the selection of good quality psychometrics will add a quantitative dimension to the project. 

Carefully managed, it will be possible to gather data about the psychological aspects of those covered by 

the project to identify, for Sussex, patterns and differences. This is valuable. It brings “big data” about 

issues such as attitude, resilience and positivity to the project. In turn, this enables strategies and plans to 

be refined based on high-quality information.  
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An Executive Summary 
 

The application of carefully selected psychometric measures can bring significant value and structure to 

the Sussex LSIP. This summary focuses on two measures, Carrus and MTQPlus. 

1. The concepts behind both measures bring awareness and understanding of two aspects of 

personality and behaviour which are central to the challenges addressed in the LSIP. Both bring 

useful frameworks which can be applied across all groups. The concepts have universal application in 

almost all areas of need when looking at employability in Sussex. 

 

The Carrus measures describe and assess 12 aspects of behaviour that are recognised as important in 

employability. 

The Mental Toughness measure (MTQPlus) assesses how people approach situations mentally. More 

commonly described as attitude or mindset, this embraces ideas such as resilience and positivity. 

Again this is a key requirement in employability. 

Both measures are applicable to 95% of people in the general population. 

 

2. The use of psychometric measures adds rigour and consistency to the assessment and diagnosis of 

needs for individuals and groups. 

From the practitioner's perspective, this provides a reliable way of assessing individuals in a very 

wide variety of situations. 

From a project management perspective, it brings the capability to adopt a holistic approach, 

working with different groups and their needs consistently and comparably. 

 

3. Output from psychometric measures can, and do, support the identification of development needs 

and will often guide the selection of interventions for developing individuals and organisations. This 

can help the effectiveness as well as the efficiency of development programmes. 

 

4. Both measures are comparatively straightforward to add to skills, knowledge and practices adopted 

by practitioners. It will require some training but the concepts and measures will carry their value 

beyond the scope of this project to any and all development activities in which participant 

organisations are engaged. 

 

5. The use of normative measures (both are normative), brings the capability for assessing differences 

before and after intervention and adding to the evaluation of individual programmes. This can 

embrace both the effectiveness of a programme and well as examining the effectiveness of specific 

interventions and approaches 
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Next Steps – An Approach for Implementation  
 

The approach described below sets out a format that has been used many times before. See Appendix 5 

for an example format taken from a Business School programme. It can either apply to a full roll-out or a 

pilot. It is capable of being flexed according to the situation. 

The assumption here is that this is a plan to introduce psychometrics into the organisation’s approach to 

its clients and its work. 

Step One: Gaining commitment from the leadership of the organisation  
 

The leadership in an organisation must understand what they are adding to their offering. Their 

commitment should be visible in their support for the concept. 

This can be achieved initially through a combination of workshops or online materials. Ongoing, it is the 

sustained interest of the leadership team that matters. 

At this stage it is also important to identify goals and targets (outcomes) that are desired. As far as possible 

map how the application of the use of MTQPlus (the mental toughness questionnaire) and Carrus is 

relevant to each outcome. 

Step Two: Training users of the concept  
 

Training a cohort of practitioners in using the measures and in understanding how to use the information 

generated by their use. 

Careful selection of prcatitiners also creates a group of “champions” for the approach. 

Training administrators to manage the completion of the questionnaires and to manage data. 

Step Three: Develop strategies and plans to use the concepts and measures   
 

This will depend on the approach. Some organisations provide 1-2-1 coaching support. Others run 

workshops. Many will combine both. 

This will require the development of materials to support coaching and training. In many cases, this will be 

a matter of adding material to existing programmes and integrating material with new or associated 

programmes. For instance, integrated with skills training or personal development activities. 

It is not unusual for mental toughness and behavioural development to be rolled out alongside other 

programmes – particularly those which are “soft skills” oriented such as communications skills, interview 

skills, presentation skills, problem-solving skills, etc.  

Step Four: Implement assessment  
 

Use the psychometric measures for initial diagnosis.  

Analyse and explore data for individuals, teams and the whole group 

Handle feedback discussions to create self-awareness and identify development needs. 

Secure the commitment of individuals and teams to develop. 
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Step Five: Implement Development Activity   
 

Create and roll out development activities.  

Step Six: Review and Evaluation 
 

Re-assess clients to identify where a change in mental toughness has been made. 

Assess to what extent desired outcomes have been achieved. 

Identify what can be improved and how. 
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A Broad Look at Employability  
 

What is Employability? 
The most widely accepted definition is:  

‘A set of achievements – skills, understandings and personal attributes – that make (young people) more 

likely to gain employment and be successful in their chosen occupations.’ - Professor Mantz Yorke (2004). 

It is often represented as a person's capability for:  

• Gaining employment – including self-employment 

• Maintaining employment – including transition into new roles 

• Gaining new employment – including complete career change 

The significance of the definition is that it introduces the notion of personal attributes. Employers will, 

correctly, be concerned about skills, knowledge and qualifications when recruiting and developing people 

but will also note that, even when qualified, people are very often “not ready for the world of work”.  

Employers will often talk about “attitude” as the missing ingredient.  

Most employers mean key behaviours and mindset when referring to attitude. 

Behaviours  
By behaviours we mean, how people act that is relevant and important in success in the workplace (and in 

enterprise). In 2016 a project involving Greater Merseyside Connexions Partnership (now Career Connect), 

CXK and Inspira carried out a survey of circa 500 employers to identify how they saw employability. See 

Appendix 1. 

The result was a behavioural psychometric measure known as Carrus. This assessed 12 behavioural 

characteristics around 3 core themes that employers related to employability. 

The Carrus model and measure is described together with applications below. 

There is an option to assess four core abilities. 

In 2017, The World Economic Forum published a report identifying 16 key skills needed for the 21st 

Century. Many corresponded to the findings of the UK study. See Appendix 4. 

Mindset  
By mindset we mean, how people think when engaged in an activity – our mental approach to how we act. 

This provides an insight into why we act the way we do. 

Mental Toughness is a concept that describes exactly this and is now recognised as the appropriate 

psychological term.  The concept is very well evidenced and there is an associated psychometric measure, 

the MTQPlus which assesses mental toughness across 8 relevant factors. See Appendix 2. 

The report looks next at the psychology and science behind both concepts and measures. 
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Mindset – The Science Behind Mental Toughness 
 

The psychology and science behind the Mental Toughness concept and the MTQ 

measure and its relevance for employability and raising aspirations. 

Mental Toughness is the accepted term in psychology for a concept which is defined as: “A personality 

trait which determines to a significant extent, how individuals respond mentally when exposed to 

stressors, pressure, opportunity and challenge…irrespective of circumstances” (Perry, Clough and 

Strycharczyk 2021). 

 

It is an aspect of our personality that has long been known to be important. Early references include Plato 

and the Stoics. Because it’s in the mind, it has always been difficult to describe in granular detail and 

extremely difficult to assess. This has limited its application.  

 

Other approximate equivalent notions include “attitude” and “mindset”. 

 

This has now changed. Research over the last 25 years has led to a good and reliable understanding of this 

concept in a way that has enabled it to be applied in many fields when developing people.  

 

The concept of mental toughness, and the mental toughness questionnaires, the MTQ series, has been 

adopted in many settings relevant to employability, agility and increasing aspirations.   

 

For example, Marchant et al. (2009) examined mental toughness in occupational settings. Levels of mental 

toughness varied significantly between employees in different managerial positions, with senior managers 

displaying the highest levels of toughness, followed by middle managers, junior managers and then clerical 

staff.  

 

Gerber et al. (2013) examined mental toughness in relation to life satisfaction and the occurrence of 

depressive symptoms. Mental toughness was positively related to life satisfaction and negatively related 

to depressive symptoms.  

 

There are many reasons to suggest that mental toughness is directly linked to employability settings.  

 

For example, Horsburgh, Schermer, Veselka, and Vernon (2009) found significant positive correlations 

between mental toughness and conscientiousness. Conscientiousness is known to be a good predictor of 

achievement (e.g. Bauer & Liang, 2003; O’Connor & Paunonen, 2007; Poropat, 2009).  

 

Mental toughness is also characterised by low anxiety levels (e.g. Clough et al., 2002), which have been 

associated with greater attainment (e.g. Owens, Stevenson, Norgate, & Hadwin, 2008).  

 

There is also evidence that adjustment to life’s changes is related to optimism and self-esteem (e.g. 

Pritchard, Wilson, & Yamnitz, 2007), both of which are also associated with mental toughness (e.g. Clough 

et al., 2002).  

 

Over the last decade, a number of mental toughness models have been developed (e.g. Clough, Earle, and 

Sewell 2002; Coulter, Mallett, and Gucciardi 2010; Fourie and Potgieter 2001; Golby and Sheard 2006; 

Golby, Sheard, and van Wersch 2007; Gucciardi, Gordon, and Dimmock 2008; Jones, Hanton, and 

Connaughton 2002).  
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Although they differ in many respects, the models share several similarities. For example, self-belief is at 

the core of most definitions (e.g. Bull et al. 2005; Clough, Earle, and Sewell 2002; Gucciardi, Gordon, and 

Dimmock 2008; Thelwell, Weston, and Greenlees 2005).  

 

Similarly, motivation is central to most (e.g. Bull et al. 2005; Gucciardi, Gordon, and Dimmock 2008; 

Thelwell, Weston, and Greenlees 2005) as is persistence in achieving goals (e.g. Clough, Earle, and Sewell 

2002; Fourie and Potgieter 2001; Gucciardi and Gordon 2008; Loehr 1982) and the ability to deal with 

setbacks (e.g. Clough, Earle, and Sewell 2002; Gucciardi and Gordon 2008; Loehr 1982).  

 

Therefore, mental toughness clearly overlaps with a number of concepts that have proved useful within 

employability settings, namely self-belief, motivation, persistence and the ability to deal with setbacks. 

 

There are important and specific advantages to studying mental toughness using the 4 “C”s model.  

Firstly, it is clear that the 4 “C”s model (Clough, Earle, and Sewell 2002) of mental toughness has the 

potential for integration of psychological and cognitive enhancement models ( e.g. Crust and Clough, 2011) 

enabling a simpler, yet relatively comprehensive approach.   

Secondly, it has been used in a wide range of domains, including sport, business, learning, mental health 

and education, and within both research and applied settings.  

Finally, and importantly, it also has well-validated and reliable measures  (e.g. Perry et al. 2013). This means 

that it is possible to assess the impact of and potentially target any interventions. In addition, this model 

has the potential for integration of psychological and cognitive enhancement ( Crust and Clough, 2011). 

Theoretically, there are several reasons to suggest that mental toughness as defined by Clough et al. (2002) 

will provide a better understanding of employability interventions.  

 

Firstly, the model developed by Clough et al. (2002) is directly developed from an underpinning theoretical 

framework.  

 

Secondly, mental toughness, as conceptualised by Clough et al. (2002), can be seen to be a ‘narrow’ 

personality trait. Such traits are far more specific and reside at a lower level of the personality hierarchy 

than generic and wide-reaching factors such as the ‘Big Five’ (e.g. O’Connor & Paunonen, 2007).  Mental 

toughness may therefore provide greater insight into employability issues, challenges and solutions.   

 

Thirdly, the ability to cope with the many and varied demands that occur during a day is also at the heart 

of conceptualisations of mental toughness. Mental toughness is characterised by low anxiety levels (e.g. 

Clough et al., 2002).  It does not simply reflect an effective coping mechanism as a reaction to stressful 

situations. Rather, it allows for individuals to proactively seek out opportunities for personal growth – the 

foundation of any employability intervention.   

 

Finally, although the 4 “C”s model of mental toughness has an identifiable genetic foundation, there are 

clearly environmental factors that can impact it (e.g. Horsburgh et al., 2009), suggesting that mental 

toughness can be developed and enhanced.  

 

In 2021, practitioner-initiated research carried by Perry, Clough and Strycharczyk led to the development 

of an 8 factor understanding of the 4Cs mental toughness and an updated mental toughness psychometric 

measure – the MTQPlus.  
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Carrus – The Science  
 

The psychology and science behind a behavioural concept such as Carrus and its 

relevance for employability and raising aspirations  
 

When investigating aspects of employability, several approaches can be used but arguably the two key 

techniques are based on either personality or behavioural measures.  The MTQ adopts the former 

approach whereas the Carrus adopts a behavioural approach.   

The combination of both perspectives creates a powerful and intuitive way of exploring and measuring 

employability issues.   

A behavioural assessment looks at an individual’s propensities towards certain behaviours and styles.  

Behaviours are typically seen as more malleable than personality traits, but it is important to be aware 

that personality itself has a degree of fluidity.  Behaviours are generally more observable than the 

underlying personality and a combination of both provides a more comprehensive view of an individual 

and their challenges.   

Behavioural measures offer a different quality of feedback – they produce, on the whole, a more pragmatic 

approach to measurement. 

There has been a proliferation of studies identifying potential key behaviours needed for employability 

e.g. (Samudrika, 2009, Pool & Sewell, 2007).  

One major issue that is often highlighted is the difference between employability skills as identified by 

educators and trainers and those required by employers (e.g., Lees, 2002).  

In the development of Carrus it was decided to focus on the definitions provided by employers.  

The three broad areas measured by the Carrus – Motivations, People Skills and Problem-solving – have all 

been linked to success in the workplace (e.g. Benzing et al, 2009; Klein et al, 2006; Suarta et al, 2017) and 

therefore are important in understanding aspirations and employability. 

Traditionally, the focus of attention of employers had been on knowledge and technical skills. There is 

certainly a place for them but they are not as objective as they may first appear.   

Academic attainments and ability scores have a ‘true score’ element but they also reflect the participant's 

personality and wider skill set (the actual score).   

Note: The development team of Carrus decided that to fully reflect employability skills a basic set of ability 

scales may be required.  These cover the four areas that research has been shown to be key in other areas 

of ability testing: Numerical; Verbal; Spatial and Non-verbal.  These have two functions (a) to identify 

potential blocks to employment and (b) to enhance the targeting of interventions. 

These have been developed. They are not used in all circumstances, especially when working with young 

people. Similar abilities are often assessed elsewhere and this can reduce the need for this aspect of the 

assessment. 

Another consideration is that the behavioural assessment is an assessment where there is no sense of high 

or low – it is generating information about the individuals’ likely behaviours. The abilities assessment does 

carry the notion of high and low scores. This is often seen as similar to the types of abilities and knowledge 

assessments with which young people in schools and college are familiar. They are often less comfortable 
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with the test element. This can, for them, carry the idea of a pass or fail. This can affect the way they 

approach the whole measure. 

Finally, although the abilities sections are timed in the way most ability measures are, the time allowances 

are generous. Ability tests in recruitment are often subject to tough time allowances. This is to identify 

differences between competing individuals. The reality is that most of these tests are tests of speed as 

much as they are of ability.  If you provide enough time most people would be able to solve all the problems 

in a test – indicating they are able but not so quick.  

The focus here is on assessing ability more so than speed. 
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The Mental Toughness Concept and Mental Toughness Measure – 

Practical Applications 
 

Examples of the applications of the mental toughness concept (4Cs) in settings 

where employability and optimising aspirations are core features 

The Mental Toughness concept and the MTQ measures are now used in around 80 countries. In several, 

including the UK, it is used within employability applications focused on securing employment and is often 

allied to wellbeing and attainment goals. 

For Individuals  
 

There are three broad areas of application in terms of those seeking employment: 

• Young people who leave the world of FT education and whose understanding of the world of work 

is limited. 

• Those, often but not exclusively young persons, where there is some impediment or disadvantage 

in securing employment and who also need to understand their level of employability and work to 

enhance it. Here we might find those with socio-economic challenges such as those in care, 

offenders, poor behaviour records, etc. 

 

It needs to be stated here that the mental toughness concept has the possibility of making a 

difference for 95% of the population. However, there are those, described sometimes as having 

special educational needs, for whom the route to employability is likely to be a different one. It is 

not a panacea. 

 

• Those who have participated in the economy and have been employed but, for a variety of 

reasons, have lost their jobs and struggle to find a new job. This will embrace older members of 

the workforce. This is an increasing challenge as the population ages and where retirement age 

rises.  

Technological and structural changes in the economy often leave more mature people (over 50) 

feeling that they have been left behind and are no longer valuable. They will often need to develop 

new skills and will already possess useful work experience which they discount. The change is often 

one of self-esteem and self-worth.  

This at the same time as reported shortages of labour. 

With young people, it is most frequently used in secondary schools, Universities and Business Schools. 

In the UK, it has for many years been also used in social mobility projects (often funded by the Department 

for Work and Pensions). Projects range from working with those who have socio-economic disadvantages, 

those in the care system through to rehabilitation of young offenders. 

Particularly useful examples include: 

Career Connect and Bridges Ventures.  

A project to work with c 4000 young people in care in and around the Merseyside region. These were 

forecast to leave education with few if any qualifications, had records of significant truancy and were not 

expected to go onto further or higher education and/or secure a job. 



 

13 

 

This was one of the first Social Impact Bonds in the UK, developed with DWP, and to date is recognised as 

one of the most successful. It also won the Cabinet Office Public service transformation award in 2016.* 

This project was based on the use of the Mental Toughness concept and measure. See Appendix 3. 

Right Track.  

Funded by the Department of Education (DfE) the project worked in 9 locations/partners across the UK on 

a range of projects embracing 4,050 young people. Through building their mental toughness, young people 

were expected to demonstrate improvements in the following outcomes: 

▪ Attendance at school 

▪ Behaviour in school 

▪ Attainment (NVQs at Level 1 and Level 2) 

▪ Employment (13 weeks and 26 weeks) 

 

Outcomes for the project are shown in Appendix 3. All targets were met and exceeded. 

 

The table in Appendix 3 shows that there were outcomes achieved which had not been forecast and there 

weren’t targeted. For instance 189 out of 4222 participants achieved NVQs at Level 3 and 393 participants 

achieved level 1 NVQs when this was not an expectation. These improved outcomes are then expected 

ultimately to lead the young people into participation in education, employment and training (PEET) post-

16.  

The project was evaluated for DoE by Reach4 and was deemed a success. The estimated value to DfE for 

the whole project was calculated at just over £11 million whilst the cost of the project was only £4.5 

million. 

Black Country Talent Match/Ark Consultancy.  

Secured funding through the UK National Lottery Community Fund. From April 2019 to March 2022, its 

target was to work with at least 600 young adults aged 17 – 29 who: 

▪ Are due to be released from offender institutions. 

▪ Have served a custodial sentence of 3 years or less. 

▪ Self-declare as having an offender background. 

 

The key aims of the project were to help young adults: 

▪ Increase confidence, optimism and resilience. 

▪ Reduce levels of re-offending and promote desistance. 

▪ Progress towards, and enter sustainable employment.  

A key component of the programme is the application of the mental toughness concept and the MTQ 

measure. This provided: 

▪ Diagnosis and understanding of each individual’s needs. 

▪ A platform for providing coaching and guidance to participants. 

▪ A key metric enabling assessment of differences in mental toughness over time, reflecting the 

support and guidance, and correlating it with key outcomes. 

Where possible, most participants completed the MTQ at the start, during and at the end of their 

programme to monitor progress. 
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The programme runs until the end of March 2022. However, in December 2021, it was possible to observe 

that the project had supported 54 people, who had completed the programme. 

The estimated collective SROI of the 54 mentees was an impressive £2,660,556.00. An average of £49, 270 

SROI return for each person. Significantly above the cost of the programme. 

For Organisations and their Leadership  
 

From the perspective of employers and businesses, there are several areas where the use of psychometric 

measures particularly the MTQPlus (and Carrus described later) can be valuable. 

For almost any employer having an engaged, resilient and positive workforce carries a significant 

advantage. 

To achieve this it is useful to have a framework that both describes what is important to the employer and 

guides what needs to be done to develop a workforce. 

In the first instance, the mental toughness concept, through the 8-factor format, provides a structure 

through which an employer can understand mindset and attitude. 

It helps to guide leaders and managers in their roles in optimising the contribution their employees and 

suppliers make. It can be a very valuable aspect of their own development as leaders and managers. 

Generally, research and case studies show that the mental toughness of a workforce is closely correlated 

to the mental toughness of their leadership – in particular the extent to which the leadership is self-aware 

of their own mental toughness. 

In other words, if mental toughness, resilience and positivity is an important aspect of culture, this will be 

largely determined by the mental toughness of the leadership of the organisation. 

To quote management guru Peter Drucker, “culture trumps strategy every time”. 

Consequently, in the first instance, developing awareness about the importance of mental toughness is a 

valuable feature of many leadership development programmes. Especially so when it is allied to self-

awareness programmes such as executive coaching. 

This then makes it possible for leaders to support processes designed to deliver better results. This 

includes: 

Recruitment  

The old adage says, “People are often recruited based on their skills and qualifications. They are nearly 

always fired because of the attitude”. 

By attitude, we generally mean their mental toughness and yet employers rarely understand this and make 

a poor attempt at assessing it in prospective employees.  

The mental toughness framework and the MTQPlus make an important contribution here. 

Note that mental toughness should never be the criterion for selection. It should be one of the criteria. 

On-Boarding 

Having selected an employee, even carefully, many employers can be casual about bringing a new 

employee into the organisation. 
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This can have an impact on the rate at which the new employee comes up to speed and the impression 

they form of the organisation’s commitment to them. 

In 2011, a Scottish Funding Council pilot run by the, then, Stevenson and Adam Smith Colleges called 

“Working with Attitude” looked at the employability experience of students on two programmes – Media 

and Hospitality. They found: 

▪ The more mentally tough the student, the quicker they found employment and the more satisfied 

they were with their employment.  

▪ The more mentally tough the new employee the quicker they began to perform. They were more 

confident about their skills. 

When the study looked at the way that organisations brought people on board, they found that most 

provided some sort of mentor or sponsor to the new employee. They also found: 

▪ The more mentally tough the mentor the more quickly the new employee performed.  

Ongoing development and “raising the bar” 

Once the employee is established there is always a need to review the employee and assess their needs 

and situations and opportunities change. For some, it will be skills and knowledge development. For some, 

it will be about promotion and increasing responsibility.  

Whichever the need, enhancing mental toughness or attending to areas of mental sensitivity will be 

important.  

Building awareness of mental toughness into an organisation and equipping key people, coaches, leaders 

and managers with training to use the concept (and measure) is likely be beneficial.  

For organisations and agencies which provide support and training to individuals  
 

This includes civil society organisations, training organisations, apprenticeship providers as well as colleges 

and schools. They will sometimes collaborate. 

For these organisations, the mental toughness concept, the MTQPlus (and the Carrus measure) become 

approaches, tools and techniques in their armoury. 

The opportunity here is to incorporate these into their programmes and approaches for their clients. This 

is a common adoption. 

The strategy here is to expose trainers, facilitators and coaches to training in the mental toughness concept 

and how to use the MTQPlus both for diagnosis as well as for evaluation. This normally means completion 

of the Mental Toughness licensed user training (LUT) programme (and the Carrus LUT programme where 

that is used). 

It can also involve a degree of collaboration and consultancy support to help an organisation develop its 

materials and programmes. This generally reflects how the organisation plans to use the concept and how 

it will incorporate it into existing curricula. 

For instance, Universities and Colleges will often integrate it into large scale pastoral care programmes. 

Where an organisation is engaged in working with particularly challenging clients (for example, offenders 

or pupils sent to a pupil referral unit), then consideration is often given to mental toughness assessment 

and mental toughness development for front line staff (and their managers). 
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Summary MTQ and the LSIP Trailblazer Project 
 

What the mental toughness concept and MTQ measure brings to the LSIP Trailblazer  
• A relevant concept that is well evidenced. Its content is directly relevant to the objectives of 

the trailblazer programme.  

• It brings a structure to the way that mindset and attitude can be described in sufficient detail 
(the 8 factors) to be able to treat all participants in a programme as individuals. 

• The MTQPlus is a valid and reliable measure of mental toughness.  

• MTQPlus is a normative measure that carries the potential for important data analysis to 
identify differences in the population (gender, age, background, etc) for research. 

• MTQPlus, as a normative measure, is effective at measuring differences before and after 
intervention or development activity. Useful both for monitoring and for evaluation purposes. 
It is often used to evaluate the extent of the difference and correlate it to outcomes as well 
as evaluation of programme content for effectiveness.  

 

What does MTQPlus measure and how does that map to the LSIP Trailblazer needs?  
• The MTQPlus assess resilience and positivity in terms of 8 independent factors (Appendix 2). 

All are directly relevant to the core element of the trailblazer programme.  
 

How the measures might need development, if any, for specific applications 
▪ The MTQPlus norms are global norms. There is no requirement for additional development  

 

What is likely to be the operational needs – communications, training, information, 

sharing etc – for the successful application of psychometrics in this project   
▪ The concept can be new to a lot of people. It is useful to run short awareness workshops, online, 

where those who are likely to be involved in some aspect of delivery are introduced to the concept 

and can ask questions. 

▪ For those who are involved in delivery, there will be a need to complete a licensed user training 

programme. This enables users to have sufficient knowledge and skills to use the concept and 

carry out beneficial discussions with individuals and groups.  

They can become champions for the programme. 

▪ It is also useful to create short programmes (this can include videos of presentation material) 

where those to whom this might be applied can be consistently provided with information. 
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The CARRUS Concept and Measure – Pracitcal Applications 
 

Examples of the application of the Carrus model and measure in settings where 

employability and optimising aspirations are core features  
 

Carrus has been used primarily in the UK by careers organisations working with young people as well as 

civil society organisations that work with those who are disadvantaged in society. 

These include Career Connect; the original Carrus partnership members; Skills UK; London Skills for Growth 

(now www.isec.ac.uk). 

Users tend to value the framework as much as they do the psychometric measure. The framework provides 

an accessible way of describing to young people, without work experience, what an employer would be 

looking for in terms of behaviour. It lends itself to 180° exercises. 

Overseas, the Carrus concept and measure in 2022 has been adopted for a major employability 

programme in the UAE through the Abu Dhabi School of Government (together with the MTQ measure). 

Although initially designed for use with school leavers, Carrus was also used in the Barclays Bank BOLDER 

programme which was run in conjunction with Capita Learning.  This was probably the most structured 

application of the measure in any setting 

This was focused on over 50s who had been out of work for more than 12 months and identified 

themselves as unlikely to get a job.  

The project funded 100 individuals through a programme of assessment, training and coaching with a goal 

to achieve 50% in employment by the end of the project. The project achieved 100% placement into 

employment.  

The Carrus measure and framework was a significant factor with attendees reporting that it helped to 

remind them that they were competent and experienced in many areas important in the workplace. 

A small number of organisations has used it for recruitment of young people although this was never a 

purpose for the measure. 
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Summary of Carrus and the LSIP Trailblazer  
 

What the Carrus concept and measure brings to the LSIP Trailblazer  
• A concept based on consistent research which identifies the core elements of employability 

from an employer or client perspective   

• It provides a structure through which widely understood behavioural aspects of employability 
can be expressed. 

• Carrus is a reliable measure of behavioural employability qualities  

• Carrus is a normative measure that carries the potential for data analysis to identify 
differences in behaviours between groups. 

• MTQPlus, as a normative measure, is effective at measuring differences before and after 
intervention or development activity. Useful both for monitoring and for evaluation purposes.  

 

What does Carrus measure and how does that map to the LSIP Trailblazer needs 
• The Carrus measure assesses 12 behavioural factors around 3 themes which employers see 

as amongst the most valuable behaviours in a reliable employee. See appendix 1). All are 
directly relevant to the core element of the trailblazer programme.  

 

How the measures might need development, if any, for specific applications  
• Carrus uses a set of norms developed for application with schools leavers (Years 11-13).  It 

would be prudent to carry out equivalency studies on college/university leavers (ages 20-25) 
and mature adults to ensure that the measure has norms for these two broad groupings. 

 

What is likely to be the operational needs – communication, training, information sharing, 

etc – for the successful application of psychometrics in this project 
• The concept may be new to a lot of people however its content will be very familiar to those 

involved in working with young people. It is useful to run short awareness workshops, online, 

where those who are likely to be involved in some aspect of delivery are introduced to the concept 

and can ask questions. 

• For those who are involved in delivery, there will be a need to complete a short licensed user 

training programme. Users will have sufficient knowledge and skills to use the concept and carry 

out beneficial discussions with individuals and groups.  

o They can become champions for the programme. 

• It would be useful to create a short workbook through which clients could self assess themselves, 

identify their action plans and which introduce them to the content. 
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Big Data 
 

The opportunity for very effective evaluation and research  

The MTQPlus is a high-quality psychometric measure that is normative. This means it can be used for 

evaluation because it can reliable assess mental toughness before and after an event. 

The case studies shown in this report illustrate this. 

Where additional data is collected carefully, particularly about outcomes, it is possible to carry out very 

valuable evaluation. Both in terms of what has changed in terms of outcomes and the key enabler (Metal 

toughness) but also about the extent to which a change in mental toughness levels explains the difference 

in outcomes. 

In turn, this can be valuable in understanding where significant progress is made and can indicate where 

improvement can be introduced.  

This brings a continuous improvement element to evaluation. 

Given the pioneering and exploratory nature of the pathfinder projects, this brings a useful dimension to 

the project. 

Data about mental toughness is captured in a database. This adds the potential for bringing big data to 

Sussex in terms of understanding levels of mental toughness around the county.  Mental toughness, we 

know correlates with wellbeing, performance, agility and aspirations. All factors are relevant to the 

pathfinder project. 

The data can be analysed by any number of dimensions:  interest group, gender, location (rural vs urban 

vs coastal), age, etc to provide important information for understanding differences. 

Finally, given this is potentially a major data set it is also possible to analyse it for research. It is possible to 

collaborate with interested universities (and engage them with AQR’s experts at universities around the 

UK and abroad). Adding other forms of analysis (qualitative) can result in high-level research papers. 
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Appendix 1 - Background to the Carrus Model and Measure  
 

Around 500 Employers were surveyed about their recruitment and development practices, particularly 
when recruiting young people. 
 
When asked how they recruited young people, the vast majority answered that they recruited young 
people based on qualifications and knowledge, with many also valuing work experience. 
 
The employers were then asked what defined a good young employee after around 12 months. At this 
point, it was found that qualifications and knowledge were less of a factor, with employers stating that 
attitude and openness to learning were key to becoming a good young employee. 
 
We then asked the employers what they meant by “attitude”. The response to this question was wide and 
varied but appeared to cluster around 20-25 themes, which included the four elements of Mental 
Toughness. When asked which of these themes were truly important, 12 behavioural characteristics were 
identified. These characteristics are clustered around three themes – problem-solving and creativity, 
working with others and motivation/aspiration. 
 
A questionnaire was then developed to assess this reliably and validly in young people.  
To the questionnaire was added 4 short ability scales – verbal, numerical, spatial and mechanical, providing 
an option to assess these important qualities if not already known. 
 
The outcome of this research was a framework and measure which supports self-awareness and 
development.  
 

What is assessed? 

 

Three core themes 

• Intrinsic Motivation and Drivers 

• Skills in Dealing with People 

• Skills in Dealing with Problems  

 

The behaviours within each theme are: 

Motivation and Drivers 

• Conscientiousness 

• Concern for Standards  

• Ambition 

• Continuous Personal Development 

Skills in Dealing with People 

• Team-Working & Self Reliance 

• Altruism  

• Emotional Intelligence 

• Assertiveness & Cooperativeness 
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Skills in Dealing with Problems 

• Continuous Improvement  

• Problem Solving 

• Creativity 

• Organisation 
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Appendix 2 – Background to The Mental Toughness Model and Measure 
 

Mental Toughness describes the mindset that every person adopts in everything they do. It is closely 

related to qualities such as character, resilience, grit, etc. It is defined as: 

“A personality trait which determines, in large part, how people respond to challenge, stress and pressure, 

irrespective of their circumstances”. 

Most personality models and measures assess the behavioural aspects of Personality (how we act). Mental 

Toughness differs in that it assesses something more fundamental – “how we think”. In other words, why 

we act and respond emotionally to events. It enables us to understand mindset in a very practical way. 

Published research and case studies from around the world show that Mental Toughness is a major factor 

in: 

• Performance – explaining up to 25% of the variation in performance in individuals 

• Agility - Positive Behaviour – more engaged, more positive, more “can do”, dealing well with change 

• Wellbeing – more contentment, better stress management, less prone to bullying 

• Aspirations - more ambitious, prepared to manage more risk 

It is important in applications in virtually every sector. In the world of work, it is key for leadership and 

staff development, particularly within change programmes as well as in talent management programmes.  

It is also widely used for developing young people in education, youth work and employability programs. 

Research carried out under the direction of Professor Peter Clough identified the four key components 

(constructs) of Mental Toughness. These are called the 4Cs.  

In 2017, work by Doug Strycharczyk, Dr John Perry and Professor Clough allowed the concept to be 

expanded to eight factors to be understood and assessed around the 4Cs. This is shown below: 

Mental 
Toughness Scale 

What this means … what does MTQ48 assess … the 8 Factors 

CONTROL Life Control – I really believe I can do it 

Emotional Control – I can manage my emotions and the emotions of others  

COMMITMENT Goal Orientation – I set goals – I like the idea of working toward goals 

Achievement Orientation – I’ll do what it takes to achieve my goals  

CHALLENGE Risk Orientation – I welcome new and different experiences – I stretch myself 

Learning Orientation – I learn from what happens  - including setbacks  

CONFIDENCE In Abilities – I believe I have the ability to do it – or can acquire the ability 

Interpersonal Confidence – I can influence others – I can stand my ground if needed. 

 

It is consistent with motivational models such as Maslow and with all Leadership models providing an 

additional level of understanding to support development in these areas.  

It is also relevant for all “soft skills” development such as team building, interpersonal skills, 

communication skills, emotional intelligence, etc. It has a particularly strong role in Coaching and 
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Mentoring where it supports the development of a client’s self-awareness of their development 

needs…and why these exist.  

Usefully, the Mental Toughness concept embraces several similar ideas such as Mindset, Grit, Character, 

Resilience and Learned Optimism in one comprehensive framework. 

Mental Toughness and Employability can be summarised in the following Graphic: 

 

 

  

     s  ent    o   ness    o t nt  o         o    to    e 

To manage my emo ons and 
not allow my emo ons to 
manage me

To have faith in 
me that I can 
 do it  

To believe in my 
abili es   use 
them.

To engage with others to learn 
and show what I can do.

Why making an e ort and 
focusing on my goals is 

important

Why goals and 
targets are 
valuable.

To be open to new 
ideas, etc and to 
see opportunity.

To learn from all that happens 
especially my mistakes

What I also need to learnWhat I learn at school 
and college

  ow to add, mul ply subtract
  ow to read and write
  ots of informa on about the 
world  history, geography, 
science, languages, etc.

  all very useful and important. 
Its part of what I need to be the 
best that I can be.

A very big part of the rest is 
about my a tude  .
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Appendix 3 - Extract from Bridges Ventures: In search of better 

outcomes  
 

Case Study: Career Connect 

Career Connect was able to adapt its intervention in response to feedback from the early months of 
delivery, ultimately surpassing its outcomes targets. 

About the programme 

In 2011, the Department for Work & Pensions established the £30m Innovation Fund, to improve 

outcomes for disadvantaged young people who were NEET (not in education, employment or training) or 

at risk of becoming so. Providers would be paid according to their success in: 

• Re-engaging participants with school 

• Re-engaging them to achieve qualifications 

• Supporting them into sustained employment  

In 2012, Liverpool-based charity Career Connect was selected by the Innovation Fund to deliver a 

programme that would be assessed against these outcomes. Career Connect identified three groups of 

young people on Merseyside whose outcomes were diverging most sharply from their peers: young 

offenders, those in or leaving care and those with learning difficulties. The average NEET rate of these 

groups was considerably higher than the national average (21% vs. 16%). 

The programme (‘New  orizons’) – which ran for three years until April 2015 – received upfront financing 

and ongoing support from Bridges Ventures and other investors via a social impact bond. Its target was to 

work with 3,928 young people on Merseyside – targeting 4,270 positive outcomes against a ‘rate card’ 

(the Government’s assessment of what each of these outcomes was worth in financial terms). 

The intervention was delivered through a range of Resilience Coaching Programmes, which includes the 

use of an online ‘Mental Toughness’ diagnostic tool. Once assessed, the young people received one-on-

one resilience coaching focusing on the particular challenges faced by each young person (as identified 

through the Mental Toughness assessment). 

Alongside this, Career Connect designed and delivered an NVQ Level 1 qualification in Personal 

Effectiveness to eligible school-age participants. The course, delivered predominantly through group 

sessions over 13 weeks, focuses on developing the young person’s interpersonal skills and encouraging a 

greater understanding of their abilities. Career Connect found that the course leads to better school 

engagement, improved well-being, higher career aspirations and better employability. 
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Appendix 4 - World Economic Forum: Ten 21st Century skills every 

student needs  
 

The gap between the skills people learn and the skills people need is becoming more obvious, as traditional 

learning falls short of equipping students with the knowledge they need to thrive, according to the World 

Economic Forum report New Vision for Education: Fostering Social and Emotional Learning Through 

Technology. 

Today's job candidates must be able to collaborate, communicate and solve problems – skills developed 

mainly through social and emotional learning (SEL). Combined with traditional skills, this social and 

emotional proficiency will equip students to succeed in the evolving digital economy. 

21st-century skills for students 

 

Image: World Economic Forum, New Vision for Education (2015) 

An analysis of 213 studies showed that students who received SEL instruction had achievement scores that 

averaged 11 percentile points higher than those who did not. And SEL potentially leads to long-term 

benefits such as higher rates of employment and educational fulfilment. 

Good leadership skills, as well as curiosity, are also important for students to learn for their future jobs. 

 

http://www.weforum.org/reports/new-vision-for-education-fostering-social-and-emotional-learning-through-technology
http://www.weforum.org/reports/new-vision-for-education-fostering-social-and-emotional-learning-through-technology
http://www3.weforum.org/docs/WEF_New_Vision_for_Education.pdf
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Another Forum report, The Future of Jobs, launched during the Annual Meeting 2016 in Davos, looked at 

the employment, skills and workforce strategy for the future. 

The report asked chief human resources and strategy officers from leading global employers what the 

current shifts mean, specifically for employment, skills and recruitment across industries and geographies. 

 

http://www.weforum.org/reports/the-future-of-jobs
http://www.weforum.org/events/world-economic-forum-annual-meeting-2016
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Appendix 5 - Extract of a programme format taken from a Business 

School Project  
 

This is an example of a typical approach. This general approach works in almost all the applications with 

which we are involved.  

The Process  

The initial stage will be scoping and launching the project; tailoring the programme to meet the needs of 

the university and identifying desired outcomes, setting clearly defined aims and objectives.  

The second stage involves training those responsible for the project rollout within the university. This 

involves a two-day Licensed User Training programme.  

Students will then be required to complete the MTQPlus as early in the academic year as possible - the 

initial baseline assessment. We will then analyse the data and provide a basic summary of findings which 

will signpost development activity.  

The next stage is fundamental; development activity. We provide you with access to an online toolkit of 

short activities. Most tend to be 10-20 minutes long and can be delivered in groups or on a one-to-one 

basis. The key to development is purposeful practice (along with self-awareness and reflection) so a small 

selection of targeted activities is sufficient.  

 

At the beginning of the next academic year, students will retake the MTQPlus. We will then analyse the 

data, measure against desired outcomes and produce a written report identifying areas of change and 

implications.  

The process is then typically repeated across the following academic year.  
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Element Description 

Training of staff • A two-day core Licensed User Training programme which 
includes:  

o Understanding the concept and scales  
o Interpreting results 
o Ensuring reliable data 
o Handling individual and group feedback  
o Developing mental toughness  

• Support for staff and materials are included. 
Maximum of 15 per workshop in order to achieve objectives.   

Administration  • Scheduling and set up of assessments.  

MTQPlus baseline assessment • Pupils to complete the MTQPlus online at the start of the 
academic year.  

• Comprehensive individual and group results will be generated 
across each of the Mental Toughness scales.  

• The information generated will drive development activity.   

Mental Toughness Development 
Toolkit 

• For development activity. An online toolkit of short activities, 
most around 10-20 minutes long. 

• Can be implemented into PPD modules or PAT meetings. 

MTQPlus reassessment test 
purchase 

• Purchase of assessments for retesting. As the primary 
purpose is for evaluation and research, assessments are 
available to purchase at a reduced rate.  

 

Project Scoping and Launch • Tailor a programme to meet the needs of the university. 

• Identify important outcomes to be achieved. Set aims and 
objectives. Agree on the timeline of events.  

• Work with a team of Champions to support the launch of the 
programme. 

Diagnosis and Benchmarking • Analyse data for individuals and groups (e.g. class or year 
group). 

• Meeting with faculty members to review and discuss data.  

• Identify areas for development and decide on a strategy and 
plan.  

• Summary of results provided. 
 

Further analyses and report writing • Further statistical analysis and written report to evaluate the 
impact of the programme.  
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