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This study analyzed 300 respondents using Holland's RIASEC Model Using the FIKR (facet, insight, knowledge, 
and resilience) Profiling Assessment Tool to identify those most suitable for police, security, and protective 
service roles. The focus was on the Realistic (R), Enterprising (E), and Social (S) dimensions, which are crucial 
for success in these fields. Out of the 300 respondents, 50 individuals (or approximately 16%), demonstrated 
high scores in both the Realistic and Enterprising dimensions, indicating strong potential for these roles. Of 
these, 35 individuals (about 11.7%), also scored highly in the Social dimension, making them well-suited for 
positions requiring public interaction and teamwork. Among these 35 individuals, 5 stood out as exceptionally 
suitable for police and security roles due to their balanced and high scores across all three dimensions. These 
findings highlight the value of incorporating personality assessments into recruitment processes for 
protective services, providing a more nuanced approach to identifying candidates with the ideal combination 
of traits. This study underscores the importance of the RIASEC model in enhancing recruitment strategies in 
critical public safety roles. 
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1. INTRODUCTION 

The selection process for roles in police, security, and protective services 
is crucial for maintaining public safety. These professions demand 
individuals with a unique combination of skills and personality traits, 
including practical problem-solving abilities, leadership qualities, and 
strong communication skills. Traditionally, recruitment for these roles has 
focused heavily on physical fitness, cognitive abilities, and background 
checks (Kurtulmuş et al., 2019; Kaya Özbağ, 2016; Vasanthakumari, 2019). 
However, integrating personality assessments, such as Holland's RIASEC 
model, into the recruitment process can significantly enhance the ability 
to identify candidates with the right traits for these demanding positions 
(Akande, 2015). 

Holland's RIASEC model classifies individuals into six personality types: 
Realistic (R), Investigative (I), Artistic (A), Social (S), Enterprising (E), and 
Conventional (C), each reflecting different vocational preferences and 
abilities (Deng et al., 2007). For police, security, and protective services, 
the Realistic, Enterprising, and Social dimensions are especially relevant 
(Akande, 2015; Moy and Lam, 2004). Those with high Realistic scores 
excel in practical, hands-on tasks and thrive in environments where 
physical activity and tangible problem-solving are required (Roemer et al., 
2023). High Enterprising scores suggest strong leadership and decision-
making abilities, while high Social scores indicate excellent interpersonal 
skills and the capacity to work effectively in team settings. 

Incorporating the RIASEC model into the recruitment process provides a 
more comprehensive approach to candidate evaluation (Karimi et al., 

2019; Arvey et al., 2006). By assessing personality traits alongside 
traditional selection criteria, recruiters can identify candidates who are 
not only physically and mentally fit for the role but also possess intrinsic 
qualities that align with the profession's demands (Woods and Hampson, 
2010). This approach ensures that the individuals selected for these 
critical roles are well-rounded and capable of handling the complex 
challenges they will face in their careers (Akande, 2015; Woods and 
Hampson, 2010; Roemer et al., 2023; Foutch et al., 2013). 

Humanology Sdn. Bhd. has applied the FIKR (facet, insight, knowledge, and 
resilience) Profiling Assessment Tool, which evaluates the suitability of 
job acquisition. The objective of this study is to identify the most suitable 
candidates for police, security, and protective service roles using Holland's 
RIASEC model. Through an analysis of 300 participants, the study aims to 
assess the relevance of the R, E, and S dimensions in predicting success in 
these fields. The results will provide valuable insights into the 
effectiveness of personality assessments in the recruitment process and 
offer recommendations for incorporating these tools into selection 
methods for protective services. 

2. METHODOLOGY

Our study was conducted with independent samples of 300 genuine 
individuals given by Humanology Sdn Bhd. Every participant submitted a 
complete set of item responses on a panel consisting of 200 items. The 
questionnaire is a quantitative survey format using a binary survey scale, 
consisting of Yes (1) or No (0) questions. This feature enables the 
participants to offer prompt and direct responses by selecting between the 
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two available choices. The 200-item questionnaire included the necessary 
personality traits for evaluating the Holland codes. These traits were as 
follows: R represents Endurance, Variety, and Aggressive; I represents 
Self-criticism, Analytical, and Intellectual; A represents Intuition, 
Emotional, and Perceiver; S represents Dependent, Nurturance, and 
Extrovert; E represents Extrovert, Achievement, and Control; and C 
represents Support, Structure, Self-conceptual, and Autonomy.  

In order to find the most suitable candidates for Police, Security, and 
Protective Service Roles, the approach for this study included a thorough 
evaluation of 300 respondents utilising the Holland RIASEC model. The 

scores of each responder were thereafter examined to ascertain their 
congruence with the essential characteristics necessary for those deemed 
suitable for positions in the police, security, and protective service.  

3. RESULTS 

Table 1 showed the results of categories-based on Holland’s RIASEC model 
using the FIKR Profiling Assessment Tool. The analysis of the 300 
respondents using Holland's RIASEC model revealed significant insights 
into their suitability for roles in police, security, and protective services. 
The key findings are as follows: 

Table 1: The results of categories-based on Holland’s RIASEC model using the FIKR Profiling Assessment Tool based on 300 respondents. 

Category Number of Respondents Percentage of Total Sample 

High Potential Candidates (R and E scores) 50 16.7 

Balanced Profiles (R, E, and S scores) 35 11.7 

Top Candidates (Consistently high R, E, and S scores) 5 1.7 

General Suitability (Other dimension scores) 265 88.3 

a) High Potential Candidates: Out of the 300 respondents, fifty individuals 
(approximately 16.7% of the total sample) demonstrated high scores in 
both the Realistic (R) and Enterprising (E) dimensions, indicating strong 
potential for police and security roles. These individuals were 
characterized by their practical, hands-on abilities and their leadership 
potential. 

b) Balanced Profiles: Of the fifty individuals with high R and E scores, 
thirty-five (approximately 11.7% of the total sample) also scored highly in 
the Social (S) dimension. These individuals are well-suited for roles that 
require a balance of practical skills, leadership, and public interaction. 
Their high scores in R, E, and S suggest they are likely to excel in positions 
that involve teamwork, decision-making, and direct engagement with the 
community. 

c) Top Candidates: From the thirty-five balanced-profile candidates, five 
individuals were identified as exceptionally suitable for police, security, 
and protective service roles. These individuals had consistently high 
scores across the R, E, and S dimensions, making them the ideal candidates 
for these roles. Their profiles indicate that they possess the practical skills, 
leadership abilities, and interpersonal skills necessary to handle the 
challenges of these demanding professions. 

d) General Suitability: The remaining 265 respondents did not show as 
strong an alignment with the R, E, and S dimensions, either due to lower 
scores in these areas or higher scores in other dimensions such as Artistic 
(A), Conventional (C), or Investigative (I). These respondents may be 
better suited for other vocational paths that align more closely with their 
personality traits. 

Overall, this study highlights the utility of the RIASEC model in identifying 
candidates with the right combination of traits for police, security, and 
protective service roles. By focusing on the R, E, and S dimensions, 
organizations can enhance their recruitment processes and ensure that 
they are selecting individuals who are not only capable but also possess 
the intrinsic qualities necessary for success in these critical public safety 
roles. 

4. DISCUSSION

The results of this study emphasize the importance of incorporating 
personality assessments, like Holland's RIASEC model, into the 
recruitment process for police, security, and protective service roles 
(Akande, 2015). The identification of key traits—Realistic, Enterprising, 
and Social—as strong predictors of success aligns with the high demands 
of these professions (Denissen et al., 2017). 

Individuals scoring highly in the Realistic dimension excel in practical, 
hands-on tasks, such as crime scene investigation, physical operations, 
and managing high-pressure environments (Martin, 2020; Hogan and 
Meca, 1975). Their natural inclination toward tangible and practical 
activities makes them well-suited for roles that require quick thinking and 
problem-solving in real-world situations (Detrick and Chibnall, 2006). 

The Enterprising trait distinguishes candidates as leaders and decision-
makers in protective services. High scorers in this dimension exhibit 
confidence, initiative, and responsibility (Aarum Andersen, 2006; Kaya 
Özbağ, 2016). These qualities are vital in roles demanding leadership, 
coordination, and the ability to make swift, impactful decisions under 

pressure. The study suggests that candidates who exhibit both high 
Realistic and Enterprising traits are better equipped to handle the 
multifaceted challenges inherent in police and security roles. 

The Social dimension, highlighting the significance of interpersonal skills, 
is essential in maintaining public relations, de-escalating conflicts, and 
fostering collaboration among colleagues (Kaya Özbağ, 2016; Detrick and 
Chibnall, 2006). High Social scores indicate strong communication 
abilities, which are crucial for building trust within communities and 
working effectively in team settings. Candidates who demonstrate high 
Realistic, Enterprising, and Social scores are considered well-rounded, 
capable of managing the physical, strategic, and relational aspects of 
protective service work (Sackett and Walmsley, 2014). 

However, the study also underscores that personality traits alone do not 
determine job performance (Sanders, 2008; Detrick and Chibnall, 2006). 
Factors like age, attitude, and organizational culture significantly influence 
performance outcomes. While personality assessments can predict 
success, other elements such as Conscientiousness and Agreeableness, 
common in the Big Five framework, are also critical for performance 
across various occupations (Sanders, 2008; Detrick and Chibnall, 2006). 

The study concludes that integrating personality assessments into 
recruitment processes for police, security, and protective services 
enhances the selection of candidates suited for these roles. By 
emphasizing the Realistic, Enterprising, and social dimensions, 
organizations can identify individuals who possess the necessary traits for 
success. Future research should further investigate the role of personality 
assessments in refining recruitment strategies, ensuring that the most 
qualified candidates are selected for these essential roles. 

5. CONCLUSION

The findings of this study emphasize the importance of using Holland's 
RIASEC model Using the FIKR Profiling Assessment Tool to identify 
suitable candidates for police, security, and protective service roles. The 
Realistic, Enterprising, and social dimensions emerged as key predictors 
of success in these fields, with a small subset of individuals demonstrating 
a balanced and high alignment with these traits. This study reinforces the 
need for a comprehensive approach to recruitment, one that integrates 
personality assessments with traditional selection criteria to ensure that 
candidates are well-suited for the diverse and demanding nature of 
protective service roles. By doing so, organizations can enhance their 
recruitment processes, leading to the selection of individuals who are not 
only capable of performing the tasks required but are also intrinsically 
aligned with the mission and challenges of their roles in public safety. 
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