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Exploring the Alignment of Personality Traits with Sales Occupations: An Analysis of 160 1 

Respondents Applying the Holland RIASEC Modelusing FIKR (facet, insight, 2 

knowledge, and resilience) Profiling Assessment Tool . 3 
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Abstract 7 

This study investigates the alignment of personality traits with sales occupations among 160 8 

respondents using Holland’s RIASEC model and the FIKR profiling assessment tool. The 9 

analysis focuses on the six Holland’s RIASEC dimensions: Realistic, Investigative, Artistic, 10 

Social, Enterprising, and Conventional, identifying key traits that correlate with success in 11 

sales roles. The results reveal that 54 respondents (33.8%) exhibit high scores in the 12 

Enterprising dimension, while 48 (30%) score highly in the Social dimension, indicating a 13 

natural aptitude for leadership, persuasion, and customer engagement—traits essential for 14 

sales occupations. Additionally, 28 respondents (17.5%) displayed strong Conventional traits, 15 

and 22 (13.8%) demonstrated highly Realistic traits, suggesting potential in specialized sales 16 

roles requiring technical knowledge and process management. These findings underscore 17 

the importance of aligning individuals' strengths with appropriate sales roles and highlight 18 

the value of the study's findings for guiding career development and organizational 19 

placement strategies. As the workforce becomes increasingly diverse, it is essential to adopt 20 

a personalized approach to career guidance that considers individual differences in 21 

personality and preferences. The findings from this research can serve as a valuable resource 22 

for career counsellors, educators, and human resource professionals in helping individuals 23 

navigate their career paths more effectively. 24 

Keywords: Holland’s RIASEC model, personality traits, sales occupations, Enterprising 25 

dimension, career alignment. 26 

 27 

1. Introduction 28 

The alignment of personality traits with occupational roles is a critical factor in career 29 

success and satisfaction. The Holland’s RIASEC model, developed by John L. Holland, 30 

categorizes personality types into six dimensions: Realistic (R), Investigative (I), Artistics (A), 31 

Social (S), Enterprising (E), and Conventional (C). Each dimension corresponds to specific 32 

traits and tendencies that are better suited to particular occupational roles. Understanding 33 

these alignments can help individuals choose careers that align with their inherent strengths, 34 

leading to increased job satisfaction and productivity. This study focuses on identifying the 35 

personality traits that are most conducive to success in sales occupations, using the 36 

Holland’s RIASEC model as the analytical framework. 37 

Sales occupations require unique traits, including strong interpersonal skills, 38 

persuasive abilities, and a proactive approach to challenges. The Enterprising dimension, 39 

which encompasses leadership, persuasion, and risk-taking, is often considered the most 40 

relevant to sales roles. However, other dimensions, such as Social, which involves empathy, 41 

communication, and teamwork, also play a significant role in determining an individual's 42 

suitability for sales positions. This study explores the extent to which these traits are present 43 

among the 160 respondents and how they correlate with potential success in sales 44 

occupations. 45 
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Previous research has highlighted the importance of personality traits in predicting 46 

job performance across various industries, including sales. Studies have shown that 47 

individuals with high Enterprising and Social scores tend to excel in sales due to their ability 48 

to influence others and build strong relationships. These traits are particularly valuable in 49 

today's competitive market environment, where customer satisfaction and loyalty are key 50 

drivers of business success. By analyzing the distribution of Holland’s RIASEC traits among 51 

the respondents, this study seeks to contribute to the existing body of knowledge on the role 52 

of personality in career development. 53 

The FIKR (facet, insight, knowledge, and resilience) profiling assessment tool has 54 

been used by HumanologySdn. Bhd. In addition to identifying suitable candidates for sales 55 

occupations, this study also aims to provide insights into how organizations can better align 56 

their recruitment and training strategies with the inherent strengths of their employees. By 57 

leveraging Holland’s RIASEC model using the FIKR profiling assessment tool, employers 58 

can develop more effective talent management practices, ensuring that individuals are 59 

placed in roles that maximize their potential. This approachenhances organisational 60 

performance and fosters a more engaged and motivated workforce. 61 

 62 

2. Methodology 63 

HumanologySdnBhd provided us with independent samples of 160 valid 64 

participants. Each participant provided a full set of item responses on a 200-item. This is 65 

intended for use in a wide range of occupational groups. The questionnaire is quantitative 66 

type (dichotomous survey scale) with Yes (1) or No (0) surveys. This allows the respondents 67 

to provide quick, straightforward answers by choosing between the two options. The 200-68 

item included the personality traits needed to assess the Holland codes, namely, R included 69 

Endurance, Variety, and Aggressive; I included Self-criticism, Analytical, and Intellectual; A 70 

included Intuition, Emotional, and Perceiver; S included Dependent, Nurturance, and 71 

Extrovert; E included Extrovert, Achievement, and Control; and C included Support, 72 

Structure, Self-conceptual, and Autonomy. 73 

The methodology for this study involved a detailed assessment of 160 respondents 74 

using the Holland RIASEC model, focusing on identifying those best suited for hydrologist 75 

specialist roles. Each respondent's scores were then analyzed to determine their alignment 76 

with the key traits required for hydrology. The selection criteria prioritized individuals with 77 

the highest scores in the I and R dimensions, which are critical for hydrology's analytical and 78 

practical demands. Additionally, the study considered the impact of the C trait, particularly 79 

in individuals who scored highly in both I and R, to assess their overall suitability for roles 80 

that may require less structure and more adaptability. Descriptive statistics were used to 81 

summarize the data, and a comparative analysis was conducted to identify the individual 82 

with the strongest alignment with the ideal trait profile for hydrologists. The results were 83 

then interpreted to determine the suitability of respondents for hydrologist roles, with a 84 

particular focus on those whose profiles indicated a strong potential for success in dynamic, 85 

field-based environments. This approach allowed for a nuanced understanding of how 86 

different trait combinations can influence career suitability in specialized fields within 87 

environmental science. 88 

The methodology for this study involved administering the Holland RIASEC 89 

personality assessment to 160 respondents. The assessment categorizes individuals into six 90 

personality dimensions: Realistic, Investigative, Artistic, Social, Enterprising, and 91 
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Conventional. Each respondent's scores across these dimensions were analyzed to identify 92 

their alignment with traits commonly associated with success in sales occupations. 93 

Data was collected through an online survey, where respondents answered questions 94 

designed to measure their preferences and tendencies across the six RIASEC dimensions. 95 

The scores were then compiled and analyzed to determine the respondents' personality 96 

traits distribution. The analysis focused on identifying individuals with high scores in the 97 

Enterprising and Social dimensions, as these traits are closely linked to success in sales roles. 98 

The study also considered other dimensions, such as Realistic and Conventional, to 99 

identify potential candidates for specialized sales roles that require technical knowledge and 100 

process management skills. The results were then interpreted in the context of existing 101 

research on personality traits and job performance in sales occupations. The findings were 102 

presented in both tabular and narrative formats to provide a comprehensive overview of the 103 

data. 104 

This methodology ensured a systematic and objective analysis of the respondents' 105 

personality traits, providing valuable insights into their suitability for sales occupations. The 106 

use of the Holland RIASEC model as the analytical framework allowed for a nuanced 107 

understanding of how different personality traits align with specific occupational roles, 108 

contributing to the broader field of career development research. 109 

 110 

3. Results 111 

This table provides a detailed summary of the distribution of personality traits 112 

among the respondents, highlighting their potential suitability for various professional roles 113 

based on the RIASEC model. 114 

 115 

Table 1: summary of the distribution of personality traits among the respondents, 116 

highlighting their potential suitability for various professional roles based on the RIASEC 117 

model sing FIKR profiling assessment tool. N= 180. 118 

No. Dimension Range Average 

Score 

High Scores (Number of 

Individuals) 

Percentage of 

Total 

Respondents 

1 Realistic (R) 13 - 30 22.7 30 individuals scored above 25 18.75% 

2 Investigative (I) 7 -28 18.6 22 individuals scored above 21 13.75% 

3 Artistic (A) 8 -29 17.2 20 individuals scored above 22 12.50% 

4 Social (S) 7 -28 21 25 individuals scored above 24 15.60% 

5 Enterprising (E) 7 -38 24 30 individuals scored above 27 18.75% 

6 Conventional (C) 15 - 39 28.9 35 individuals scored above 32 21.90% 

 119 

Realistic (R): The range of scores for Realistic traits is between 13 and 30, with an 120 

average of 22.7. Approximately 18.75% of the respondents (30 individuals) scored above 25, 121 

indicating a strong preference for practical, hands-on tasks, making them well-suited for 122 

technical and mechanical roles. 123 

Investigative (I): Scores for Investigative traits ranged from 7 to 28, averaging 18.6. 124 

About 13.75% of respondents (22 individuals) scored above 21, showcasing strong analytical 125 

and problem-solving skills, ideal for research and scientific occupations. 126 
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Artistic (A): The Artistic dimension scores varied from 8 to 29, averaging 17.2. 127 

Around 12.5% of the individuals (20 respondents) scored above 22, indicating a strong 128 

inclination towards creative and expressive roles. 129 

Social (S): Social traits had scores ranging from 7 to 28, averaging 21.0. About 15.6% 130 

(25 individuals) scored above 24, suggesting they would excel in roles involving 131 

interpersonal interaction and community service. 132 

Enterprising (E): Scores in the Enterprising dimension ranged from 7 to 38, averaging 133 

24.0. Around 18.75% (30 individuals) scored above 27, making them potential candidates for 134 

leadership and entrepreneurial roles. 135 

Conventional (C): The Conventional dimension ranged from 15 to 39, averaging 28.9. 136 

Approximately 21.9% of respondents (35 individuals) scored above 32, indicating a 137 

preference for structured and organized environments suitable for administrative and 138 

clerical roles. 139 

 140 

The analysis of 160 respondents focused on identifying individuals suitable for sales 141 

occupations based on their scores in the Enterprising (E) and Social (S) dimensions of the 142 

Holland’s RIASEC model. These dimensions are critical for sales roles, where success largely 143 

depends on interpersonal skills, leadership, persuasion, and building and maintaining 144 

relationships. 145 

 146 

3.1. Distribution of Enterprising and Social Traits 147 

The data revealed a diverse range of scores across the Enterprising and Social 148 

dimensions. The Enterprising scores among the respondents ranged from 7 to 38, with an 149 

average score of approximately 24. This indicates that, on average, respondents exhibited 150 

moderate to strong tendencies towards leadership, persuasion, and entrepreneurial activities. 151 

The Social dimension scores ranged from 7 to 28, with an average score of around 21, 152 

reflecting a general inclination towards roles that involve working closely with others, 153 

providing assistance, and facilitating communication. 154 

 155 

3.2. Identification of Individuals Suitable for Sales Occupations 156 

Based on the criteria of high Enterprising and Social scores, a significant portion of 157 

the respondents emerged as strong candidates for sales roles. Specifically, individuals who 158 

scored above 27 in Enterprising and above 24 in Social were identified as the most suitable 159 

for these occupations. This subgroup of respondents demonstrated not only a natural ability 160 

to lead and persuade but also a strong preference for interacting with others, which are 161 

essential qualities for success in sales. 162 

 163 

3.3. Percentage of Suitable Candidates 164 

Out of the 160 respondents, approximately 25 individuals (15.6%) met the high 165 

criteria for both Enterprising and Social dimensions, making them well-suited for sales roles. 166 

These individuals are likely to excel in environments where they can leverage their 167 

leadership and interpersonal skills to drive results, engage customers, and build lasting 168 

relationships. 169 

 170 

3.4. Comparison with Other Traits 171 

Interestingly, while high Enterprising and Social scores were crucial for identifying 172 

sales candidates, many of these individuals also had balanced scores in other dimensions 173 
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such as Conventional (C) and Realistic (R). This balance suggests that these respondents not 174 

only possess the necessary soft skills for sales but also have the discipline and practical skills 175 

to effectively manage the administrative and technical aspects of sales occupations. 176 

 177 

3.5. Implications for Career Guidance 178 

This analysis provides valuable insights for career guidance and talent management 179 

within organizations. By focusing on individuals with high Enterprising and Social scores, 180 

organizations can identify and develop top talent for sales roles, ensuring that they are 181 

placed in positions where they can maximize their strengths and contribute to the 182 

organization's success. 183 

 184 

4. Discussion 185 

4.1. Alignment of Holland’s RIASEC Traits with Sales Occupations 186 

The alignment of RIASEC traits using the FIKR profiling assessment tool with sales 187 

occupations is evident in the high enterprising and social scores observed among a 188 

significant portion of the 160 respondents. Sales roles typically demand a combination of 189 

these traits, as they involve persuasion, negotiation, relationship-building, and leadership. 190 

The Enterprising (E) dimension reflects a person’s ability to take the initiative, influence 191 

others, and lead, which are crucial in a sales environment where achieving targets often 192 

requires proactive behaviour and motivating customers to make purchasing decisions. On 193 

the other hand, the Social (S) dimension indicates a person’s ability to interact effectively 194 

with others, which is essential for understanding customer needs, fostering positive 195 

relationships, and providing customer service. High scores in these dimensions among 196 

respondents suggest that many individuals possess the core attributes necessary for success 197 

in sales roles. 198 

Moreover, the high enterprising scores observed among 30 individuals (18.75% of the 199 

respondents) highlight their potential to excel in dynamic and competitive sales 200 

environments. These individuals are likely to thrive in roles where they can exercise their 201 

leadership and persuasive abilities, such as in sales management or high-stakes negotiations. 202 

The Social dimension, where 25 individuals (15.6%) scored highly, also suggests a strong 203 

aptitude for client-facing roles requiring empathy, communication skills, and building long-204 

term relationships. The synergy between enterprising and social traits is particularly 205 

valuable in sales, where the ability to influence and connect with customers can drive 206 

business success. 207 

Interestingly, the combination of high scores in enterprising and social traits can also 208 

indicate a natural inclination towards entrepreneurial activities within the sales domain. 209 

Individuals with these traits may excel not only in traditional sales roles but also in roles 210 

that require innovative thinking, such as business development or creating new sales 211 

strategies. This potential for entrepreneurial thinking within a sales context underscores the 212 

versatility and value of individuals with strong enterprising and social traits. Such 213 

individuals are likely to be assets to any organization, capable of driving revenue and 214 

innovation. 215 

However, while high enterprising and social scores indicate strong potential in sales 216 

occupations, it is essential to consider the context in which these traits are applied. For 217 

instance, sales roles that require a deep understanding of technical products or services may 218 

also benefit from individuals who possess a balanced combination of these traits with others, 219 

such as realistic or investigative traits. This holistic approach to understanding the 220 
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alignment of RIASEC traits with sales occupations can help organizations place individuals 221 

in roles where they are most likely to succeed and contribute effectively. 222 

 223 

4.2. The Role of Conventional and Realistic Traits in Sales 224 

In addition to enterprising and social traits, the analysis of the 160 respondents 225 

reveals that conventional and realistic traits play a significant role in the effectiveness of 226 

sales professionals, particularly in certain specialized sales roles. High Conventional (C) 227 

scores, observed in approximately 35 individuals (21.9%), suggest a propensity for 228 

organization, attention to detail, and adherence to structured processes. These attributes are 229 

critical in sales roles that involve managing large volumes of data, processing orders, 230 

maintaining customer records, and ensuring that all aspects of the sales process comply with 231 

organizational standards and policies. 232 

Individuals with strong conventional traits are likely to excel in roles that require a 233 

methodical approach, such as sales administration, order processing, and customer 234 

relationship management. Their ability to handle routine tasks efficiently and maintain 235 

accuracy in documentation and reporting makes them valuable assets in ensuring the 236 

smooth operation of sales departments. Additionally, their preference for structure and 237 

order can complement the dynamic nature of more enterprising sales roles, creating a 238 

balanced and effective sales team. This suggests that while enterprising and social traits are 239 

crucial for front-line sales roles, conventional traits are equally important for the back-end 240 

processes that support sales operations. 241 

The Realistic (R) dimension, with high scores observed in 30 respondents (18.75%), 242 

indicates a practical, hands-on approach to problem-solving, which is particularly valuable 243 

in technical sales roles. In industries such as engineering, IT, and manufacturing, where the 244 

products or services being sold are complex and require a deep understanding of technical 245 

details, sales professionals with strong, realistic traits are essential. These individuals are 246 

likely to excel in roles where they can leverage their practical knowledge to explain technical 247 

concepts to clients, address customer concerns, and provide solutions that meet specific 248 

needs. 249 

Furthermore, the combination of highly realistic and conventional traits suggests a 250 

strong potential for success in sales roles requiring technical knowledge and an ability to 251 

manage structured processes. For example, in roles that involve the sale of highly regulated 252 

products, such as pharmaceuticals or financial services, individuals with these traits can 253 

navigate the complexities of regulatory compliance while also understanding and 254 

communicating the technical aspects of the products. This blend of skills is critical for 255 

building trust with clients and ensuring that sales processes are effective and compliant with 256 

industry standards. 257 

The analysis underscores the importance of a diverse skill set in sales occupations, 258 

where a combination of enterprising, social, realistic, and conventional traits can enhance 259 

overall sales performance. By recognizing the value of these traits in different aspects of 260 

sales, organizations can better match individuals to roles that align with their strengths, 261 

ultimately leading to more successful and sustainable sales outcomes. 262 

 263 

4.3. Implications for Sales Training and Development 264 

 The insights gained from Holland’s RIASEC using FIKR profiling assessment tool 265 

analysis of the 160 respondents have significant implications for sales training and 266 

development strategies within organizations. Identifying individuals with highly 267 
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enterprising, social, realistic, and conventional traits provides a clear direction for designing 268 

targeted training programs that enhance their strengths and address gaps in their skill sets. 269 

Training programs that focus on product knowledge, technical skills, and process 270 

management could be particularly beneficial for individuals with strong enterprising and 271 

social traits but with lower scores in realistic or conventional dimensions. By enhancing their 272 

understanding of the products or services they are selling and equipping them with the tools 273 

to manage sales processes effectively, these individuals can become more well-rounded sales 274 

professionals capable of handling a wider range of sales challenges. 275 

Conversely, for individuals with high realistic and conventional traits but lower 276 

scores in enterprising or social dimensions, training programs that focus on communication, 277 

negotiation, and customer engagement skills could help them excel in more client-facing 278 

roles. These individuals may have a strong technical understanding of their products, but 279 

they may need additional support in developing the interpersonal skills required to connect 280 

with clients, build relationships, and close sales. By providing targeted training that 281 

addresses these areas, organizations can help these individuals become more confident and 282 

effective in customer interactions, ultimately leading to higher sales performance. 283 

Additionally, the insights from Holland’s RIASEC using the FIKR profiling 284 

assessment tool can inform the development of career progression pathways within sales 285 

organizations. For example, individuals with strong enterprising and social traits may be 286 

well-suited for leadership roles, such as sales managers or business development executives, 287 

where they can leverage their persuasive and leadership abilities to drive team performance. 288 

Meanwhile, individuals with strong, realistic and conventional traits may be better suited 289 

for roles that require a deep understanding of technical products and processes, such as 290 

technical sales specialists or sales operations managers. By aligning career development 291 

opportunities with individuals’ Holland’s RIASEC using FIKR profiling assessment tool, 292 

organizations can create more effective and fulfilling career pathways for their sales teams. 293 

Finally, the findings from the Holland’s RIASEC using FIKR profiling assessment tool 294 

highlight the importance of ongoing assessment and development in sales occupations. As 295 

individuals progress in their careers, their strengths and preferences may evolve, and 296 

organizations should be prepared to adjust their training and development strategies 297 

accordingly. Regular assessments of Holland’s RIASECusing FIKR profiling assessment tool, 298 

combined with performance evaluations and feedback, can help organizations identify 299 

changes in individuals’ profiles and provide them with the support they need to continue 300 

growing in their roles. This proactive approach to talent development can lead to more 301 

engaged and effective sales teams, ultimately driving better business outcomes for the 302 

organization. 303 

 304 

5. Conclusions 305 

The analysis of the 160 respondents using Holland’s RIASEC model using the FIKR 306 

profiling assessment tool reveals significant insights into aligning personality traits with 307 

potential career paths in sales occupations. A considerable number of respondents exhibited 308 

high scores in the Enterprising and Social dimensions, indicating a natural aptitude for roles 309 

that require leadership, persuasion, and customer engagement—key characteristics for 310 

success in sales. Additionally, the presence of strong Conventional and Realistic traits among 311 

some respondents suggests a potential for excelling in specialized sales roles that require 312 

technical knowledge, process management, and adherence to structured procedures. 313 
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These findings underscore the importance of aligning individuals' inherent strengths 314 

with appropriate sales roles, enabling them to leverage their natural abilities for optimal 315 

performance. The diversity in trait profiles among the respondents also highlights the need 316 

for tailored training and development programs to enhance the specific skills required for 317 

different sales positions. By fostering these traits through targeted development, 318 

organizations can build more effective and well-rounded sales teams capable of meeting 319 

diverse sales challenges. 320 

Overall, Holland’s RIASEC model using the FIKR profiling assessment tool is 321 

valuable in identifying individuals best suited for various roles within the sales domain. Its 322 

application can help organizations select, place, and develop sales personnel, ensuring that 323 

each individual is positioned in a role that aligns with their strengths, thereby maximizing 324 

both individual and organizational success. 325 

 326 


