
Career Styles Inventory™

CSI

Executive Brief

Luca 
For

A Comprehensive Measure of Workstyle Preferences
Test Date 14/6/2026 12:47:27 to 14/6/2026 13:57:14 GMT Standard Time

0-PWA (DW)

Strictly Confidential.  All measurements are inexact. Formally constructed, rigorously developed instruments are technically sophisticated 
measurement devices, and as such, are also subject to error. Although it represents a long tradition of research and development, the 

assessment upon which this report is based is no exception. Therefore, well-intentioned managers will use the results wisely -- as training 
and development hypotheses, and not as hard-and-fast impersonal conclusions to be imposed upon the lives and careers of other people.

BEHAVIORAL SCIENCES RESEARCH PRESS, INC.

©2014-2026 Behavioral Sciences Research Press, Inc., Dallas, Texas USA. ALL RIGHTS RESERVED.
Call Reluctance, SPQ*GOLD, and PsychScore are registered trademarks of Behavioral Sciences Research Press, Inc. Dallas, Texas USA. ALL RIGHTS RESERVED.

  PAGE: 1



Career Styles Inventory™
Executive Brief True

Luca

Test Date:  14/6/2026
Contrast Group: General: Various Industries USA

Assessments should never be used as a single source of information for making personnel decisions. The CSI is no exception. The 
measures on this report represent estimates of the degree of behavior you can expect the individual to exhibit in a work 
environment.

True

Moderate Range Candidates Score 

Interpersonal Style  
The ease and comfort with which an individual works with others.

Responses suggest that Luca's Interpersonal Style may be somewhat rigid compared to most people. They are likely to display the 
behaviors listed below on a fairly regular basis.  

• Has a direct and prompt style for addressing conflict at work 

• Likely  to focus on his or her own immediate needs at work over others' 

• Likely to be serious and earnest most of the time at work 

• Likely to perform at their best regardless of public praise or recognition 

• Unlikely to seek out social relationships at work and may avoid optional social gatherings with co-workers 

• May use more of an indirect, purposeful, and tactful communication style in an attempt to use charm and endearment to 
control situations at work 

Attention Seeking  
Degree to which an individual desires to be the center of attention and how 
expressive they are

Conflict Avoidance  
Degree an individual seeks to minimize conflict or confrontation

Developmentality  
How much satisfaction an individual derives from helping others achieve work-
related goals

Humility  
Degree an individual defers their needs in support of others' needs

Independence  
Preference to work alone rather than part of a team or under close supervision

Levity  
The extent to which an individual brings a playful, light-hearted or humorous attitude 
to work

Recognition Seeking  
Extent to which work is influenced by positive reinforcement from others

Relationship Building  
The extent to which social relationships are sought at work

Sophistication  
The extent to which an individual uses indirect methods of communication and social 
strategies to get their way

Wariness  
Extent of skepticism and guardedness around others at work
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Learning Style  
The speed and style with which an individual acquires new information.

This individual's responses suggest that Luca has a somewhat flexible learning style. See below for indications regarding the way they 
approach learning.  

• Tends to have a learning style that is based on conceptual or theoretical information. 

Comprehension  
Degree of enjoyment found in learning and the pursuit of knowledge

Intellectualism  
The extent to which an individual needs to appear intelligent, educated or 
intellectually superior to others

Mentality  
Preference for learning how things work rather than why things work

Variability  
Extent to which an individual needs novelty and change in order to remain interested 
in their work

Work Orientation  
Clarity of goals, willingness to persevere and style of working (detail-oriented vs creative, spontaneous).

Responses suggest that Luca's orientation to their work environment is somewhat flexible.  See below for information regarding areas 
where their approach to work may be less flexible.  

• Tends to be more certain than most people about why they want to work and are likely to have clearly defined career 
goals 

• Unlikely to persevere through frustration or fatigue at work than most people 

• May consider everything "relative" when making judgments about values at work due to a more flexible system of values 

• Likely to deviate from plans, procedures, and processes at work more frequently than their peers 

• Likely to doggedly pursue goals regardless of difficulty and to enjoy competitive environments 

• Commits more intensity and energy to tasks at work than most people 

Achievement Focus  
Degree to which work goals are clear and definitive and how much energy is available 
for achieving them

Counteraction  
How well an individual rebounds from setbacks at work

Endurance  
Persistence on a task despite fatigue or frustration

Self-Control  
Degree of reliance on a fixed system of values to guide their behavior

Systematic  
Preference for a work environment with orderliness, established procedures, and 
structure

Task Mastery  
Degree to which an individual thrives on competition and desire to be the best at 
what they do

Urgency  
Estimate of the pace at which an individual prefers to work, including their level of 
time sensitivity
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Decision Making Style  
The thought, care and consideration with which an individual makes decisions.

Luca's decision-making style is likely to be moderately flexible with some exceptions.  See below for behaviors you can expect to observe.  

• More likely to take risks at work than most people 

• May be slower than most people to recognize or accept the limitations of their knowledge, skills and abilities 

Impulsivity  
Acting without a great deal of deliberation and forethought

Risk Avoidance  
Avoidance of opportunities or situations perceived as physically or emotionally 
threatening

Self-Referencing  
The degree of an individual's overall sense of self-importance in the workplace

Thought Immersion  
Reliance on peculiar, non-conventional or idiosyncratic ways of thinking

Stress/Frustration Management  
Ability to manage frustration and respond to criticism calmly and appropriately.

Luca's responses suggest somewhat flexible stress and frustration management strategies, but may, at times, exhibit some inflexible but 
not necessarily undesirable behaviors.  See below for behaviors to watch for.  

• Likely to perform at their full potential without a lot of encouragement 

• When given constructive criticism about their work, likely to receive it well without becoming defensive 

• Tendency to be emotionally steady and predictable 

• Likely to comply cooperatively even when they perceive a policy or action to be unfair 

Assistance Seeking  
Degree of importance placed on having direct access to supportive people and 
degree of assistance sought

Ego Defensiveness  
Degree to which an individual takes quick defensive action against criticism

Emotionality  
Estimate of the intensity and volatility of emotions felt and openly expressed

Militancy  
The degree and speed to which an individual reacts when faced with work-related 
processes and/or people perceived to be unfair

Performance Avoidance  
Level of discomfort experienced when faced with objective performance evaluations 
or possible criticism of job performance

Self-Centering  
Degree of stability of self-image under pressure at work
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Orientation to Questionnaire  
The Individual's approach to taking the questionnaire and their cooperation with the instructions.

• This candidate's responses suggest they may have moderately overstated or embellished their knowledge, skills, and 
abilities. 

• When responding to the questionnaire, this individual had a moderate tendency to use atypical responses. 

• This individual appears to have chosen answers because they thought they were the most socially desirable with about 
the same frequency as most people. 

• Responses suggest that this candidate had a positive view of the assessment. 

Embellishment  
Degree of overstating knowledge to impress others

Enigmatic Responses  
Use of unusual, non-conventional or highly personal reasoning when describing 
oneself

Positive Impression Making  
Degree to which an individual was overly positive in describing their behavior in order 
to gain approval of others

Reaction to Questionnaire  
The extent to which the individual responded positively to the questionnaire
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Career Styles Inventory (CSI) Assessment results for Luca 
 
Here is the Career Styles Inventory (CSI) assessment for Luca. This report has been prepared from a 
commercial leadership and management perspective, in the context of Luca's candidacy for a senior client-
facing recruiting role at ███████████. 
 
The CSI is a rigorously developed behavioural assessment tool that measures workstyle preferences across 
five key domains: Interpersonal Style, Learning Style, Work Orientation, Decision-Making Style, and 
Stress/Frustration Management. It also includes an Orientation to Questionnaire section, which provides 
important context for interpreting results with appropriate calibration. 
 
The attached report is structured as follows: 
 

1. Overall Summary – A narrative overview of Luca's key workstyle characteristics, commercial strengths, 
and areas that may benefit from additional management support. 

 
2. Areas to Explore at Interview with Luca – A set of suggested interview questions, drawn from the CSI 

User’s Manual, targeting the themes in the profile most worth probing directly before any hiring 
decision is made. 

 
3. How to Get the Best out of Luca – Summary – A concise, bullet-pointed management reference guide 

drawn from the CSI’s evidence-based management guidance. 
 

4. How to Get the Best out of Luca – Detail – A more detailed coaching and management section that 
links the main themes to relevant CSI scales, suggested management actions, sample clarifying 
questions and observations to monitor over time. 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

Luca - Career Styles Inventory 
Prepared for ███ ████████ | Senior recruitment role 

CSI test date: 14 June | Interpretation prepared by PWA 
 
Context note: Luca is an engineering Business Unit Manager with a decade of commercial and operational 
experience in the energy sector, including four years of full P&L ownership and team leadership at 
█████████. He is being considered for a senior client-facing recruiting role at ███████████, 
expected to involve significant account development activity, commercial target accountability, and likely line 
management responsibility for junior recruiters. This interpretation is framed around commercial recruitment 
leadership effectiveness: new business development, client account management, stakeholder influence, 
pipeline discipline, team leadership, and the conditions most likely to support Luca’s sustained engagement 
and high performance in a senior recruiting context. 

 

OVERALL SUMMARY 

 Luca’s CSI profile is one of the most commercially charged profiles we have assessed across the 
range of roles for which PWA has provided assessment support. The combination of high 
Achievement Focus, high Task Mastery, high Urgency and low Risk Avoidance describes a highly 
driven, goal-oriented, competitive professional who operates at pace, pursues outcomes 
aggressively and is energised by the challenge of new business development. For a senior client-
facing recruiting role at ███████████, particularly one in the energy sector where Luca already 
has deep commercial relationships and market expertise, this core workstyle orientation is a 
significant asset. The profile also surfaces several important management themes – particularly 
around endurance through slow commercial periods, procedural compliance, self-awareness in team 
contexts and relationship depth – that will repay close attention. 
 
In terms of Interpersonal Style, Luca presents as a direct, serious and self-focused professional who is 
unlikely to seek out social connection at work, is largely unmotivated by public recognition, and is 
comfortable addressing conflict head-on when required. His very low Conflict Avoidance is a genuine 
commercial strength in a client-facing role: he is unlikely to shy away from difficult conversations, 
whether challenging a client’s brief, pushing back on a fee structure, or addressing performance issues 
with a junior team member. His high Sophistication score is also notable, suggesting adeptness at 
navigating complex social environments using indirect, tactical communication when that serves his 
objective better than bluntness. This is a double-edged characteristic: in enterprise client 
environments it can be an effective tool for influencing decisions at senior levels; in internal team 
settings it warrants attention from a management transparency perspective. His low Relationship 
Building and low Recognition Seeking suggest that his client relationships are likely to be built on 
commercial value and delivery rather than warmth or personal rapport. In a technical recruitment 
environment this can be entirely sufficient, though it may limit the durability of relationships where 
the personal dimension is valued by the client. 
 
Luca’s Learning Style is characterised primarily by a strong theoretical orientation (high Mentality), 
suggesting he is most comfortable with conceptual frameworks and big-picture thinking rather than 
step-by-step procedural instruction. This is consistent with his career profile as a strategic business 
developer who has built market entry strategies from scratch. His moderate Comprehension suggests 
he will engage with learning when there is clear relevance and purpose. His moderate-to-high 
Intellectualism score suggests some preference for projecting intellectual credibility in professional 



 

settings, which in a senior recruiting context is broadly advantageous, though it may occasionally 
manifest as difficulty accepting the expertise of peers or stakeholders perceived as less capable. 
 
The Work Orientation domain is where Luca’s profile is most commercially distinctive. High 
Achievement Focus, high Task Mastery and high Urgency collectively describe a professional who sets 
ambitious goals, pursues them competitively and maintains an intensity of pace that exceeds most 
colleagues. He is likely to thrive in an incentivised, performance-driven environment with visible 
metrics and clear commercial objectives. The most significant countervailing theme is his low 
Endurance: despite operating at high intensity when motivated, Luca may find it harder than most to 
sustain commitment through prolonged frustration, slow-moving processes or extended periods 
without visible commercial progress. In a recruitment context where placement cycles can be long and 
pipelines do not always convert on timescales that suit a high-urgency operator, this warrants specific 
management attention. His very low Systematic and low Self-Control scores are also important: Luca is 
likely to treat established procedures as guidelines rather than requirements, and his values-based 
judgements about appropriate conduct may be highly contextual. In a regulated and process-reliant 
staffing operation, this combination means that governance and CRM compliance cannot be assumed 
and will need to be externally reinforced. 
 
Luca’s Decision-Making profile reflects a confident, risk-tolerant commercial operator. His low Risk 
Avoidance confirms a willingness to pursue opportunities under uncertainty – a clear asset in a new 
business development context. His moderate-to-high Self-Referencing is the most significant caution 
flag in this domain: Luca may have a tendency to overestimate his own judgement relative to that of 
others, which can limit his receptiveness to coaching, his willingness to escalate decisions 
appropriately, and his effectiveness as a line manager whose direct reports may need him to engage 
genuinely with their perspectives. This theme is worth testing explicitly in any leadership development 
or management onboarding conversation. 
 
Luca’s Stress and Frustration Management profile is broadly very positive. Low Assistance Seeking, 
low Ego Defensiveness, low Emotionality and low Militancy together describe a professional who 
performs without needing management support, receives feedback constructively, maintains 
emotional steadiness under pressure and does not react adversarially to policies or situations 
perceived as unfair. These are excellent characteristics for a senior commercial role in a demanding, 
target-driven recruitment environment. His moderate Self-Centering and moderate Performance 
Avoidance suggest that his self-image and confidence are reasonably stable under pressure, though 
there may be some sensitivity to objective performance scrutiny at the moments where his 
competitive drive encounters a difficult cycle or a missed target. 
 
Overall, Luca’s CSI profile is best understood as that of a high-energy, commercially ambitious, goal-
driven professional whose primary strength lies in the front end of business development: initiating 
relationships, shaping deals, moving at pace and taking commercial risk in pursuit of significant 
outcomes. The management themes that will require the most deliberate attention are sustaining 
commitment through slower commercial periods (low Endurance), ensuring procedural and 
governance compliance in a structured staffing operation (low Systematic, low Self-Control), and 
managing the potentially self-referential dimension of his confidence in a way that allows him to 
operate effectively as both a line manager and a team colleague, as well as a solo commercial 
performer. 

 



 

AREAS TO EXPLORE AT INTERVIEW WITH LUCA 

 The CSI surfaces several themes in Luca’s profile that are particularly well suited to direct exploration 
at interview – either because they carry the most management risk, or because this report has had to 
infer them from career history rather than direct first-hand evidence. For each theme below, ‘Watch 
for’ sets out the behaviours and responses the CSI User’s Manual associates with this part of the 
profile, followed by sample questions – also drawn from the Manual – that can be used to probe the 
theme directly. Neither list is intended to be used verbatim or in full; they provide a structured 
starting point for an interviewer wanting to explore each area further. 
 
 

1. Sustaining momentum and pace through slow commercial cycles 
Relevant CSI themes: low Endurance, high Urgency 
 
Watch for 

• Tendency to discontinue work on a challenging task, especially if it is considered unimportant. 
• Willingness to complete short-term projects but less persistence with complex or long-term ones; 

reliance on reinforcement from others to see difficult tasks through. 
• Admission that previous frustration may limit future work activity. 
• A preference to complete tasks before deadlines or as soon as possible, with comfort and past 

success in high-pressure situations. 
 
Sample interview questions 

• You grew a strategic energy account from an annual recurring turnover of around £300k to over 
£6M across three years – were there periods within that growth where progress stalled or slowed 
considerably? How did you keep yourself engaged through them? 

• You’ve exceeded your commercial target for four consecutive sales cycles. Talk me through the 
cycle where the result came closest to falling short – what did that period feel like, and how did 
you respond? 

• Building an enterprise pipeline from zero in a new sector takes time before it converts into 
revenue. How long was it before you saw your first meaningful return, and how did you sustain 
your own effort and motivation during that build-up phase? 

 

 
2. Process, compliance and governance discipline 
Relevant CSI themes: low Systematic, low Self-Control 
 
Watch for 

• Preference for flexibility and informality in how projects are completed, wanting the freedom to 
use their own methods. 

• Tendency to rely on intuition in an effort to work faster, bypassing established work procedures. 
• Belief that circumstances are the primary basis for determining appropriate work behaviour, and 

that rules of conduct cannot be considered universally applicable. 
• Conviction that rules of conduct at work can be overlooked in given situations. 

 
Sample interview questions 



 

• You built delivery capability from zero for the nuclear industry, a sector with particularly stringent 
compliance and regulatory standards. How did you personally balance speed of build-out against 
process and governance requirements? 

• You led commercial recovery during a severe market downturn, replacing lost revenue through 
new sales and account reactivation. Were there moments during that period where commercial 
pressure tempted you – or your team – to bypass standard process in pursuit of revenue? How 
did you handle that? 

• While managing 25–35 consultants and a fast-growing book of business, how rigorously was CRM 
and pipeline documentation maintained day-to-day, and how did you check that it stayed 
accurate under pressure? 

 
 
3. Team leadership and developing others 
Relevant CSI themes: low-to-moderate Developmentality, moderate-to-high Self-Referencing, low 
Humility 
 
Watch for 

• Preference to focus on their own responsibilities; concern that helping others may significantly 
impede their own job performance. 

• A feeling that others cannot provide much value to his/her work. 
• A tendency to recount accomplishments with an air of superiority and self-importance. 
• Taking credit for the successful completion of a project without mentioning others who assisted; 

a preference to focus on their own advancement exclusively. 
 
Sample interview questions 

• You’ve coached and mentored account managers and senior consultants in enterprise sales 
execution. Tell me about one specific person whose performance improved significantly under 
your mentoring – what did you do differently with them? 

• Across the 25–35 consultants you’ve managed at any one time, how did you decide where to 
invest your personal coaching time, and what did you do when someone needed more support 
than you could realistically give? 

• Walking through the account growth from roughly £300k to £6M+ – how much of that result 
would you attribute to your own commercial judgement, versus the input, ideas or groundwork of 
your wider team? 

 
 
4. Client relationship depth and account retention 
Relevant CSI themes: low Relationship Building, high Sophistication 
 
Watch for 

• Belief that building friendly relationships with co-workers or clients is not necessary, and that it 
distracts from work activity. 

• Describing indirect, possibly manipulative means of getting others to help accomplish an 
objective. 

• A clear preference for subtle methods and a belief that indirect approaches work better than 
direct ones. 

 
Sample interview questions 



 

• You’ve built client relationships supporting multi-year partnership development with market 
potential exceeding £10M by 2028. What does account maintenance look like for you in the quiet 
periods between active deals? 

• Of the seven new energy accounts you opened from scratch, which has the longest-standing 
relationship today, and what specifically have you done to sustain it over time?  

• You’ve acted as the commercial interface across strategic enterprise accounts, supporting 
executive stakeholder relations. How do you typically go about building trust with a senior client 
stakeholder you’re meeting for the first time? 

 

 
5. Conflict and stakeholder challenge 
Relevant CSI themes: low Conflict Avoidance 
 
Watch for 

• Tendency to address issues with co-workers or clients assertively and respectfully. 
• A strong preference to address differences of opinion as soon as they arise. 

 
Sample interview questions 

• You’ve described acting as the escalation and decision point for complex deals. Tell me about a 
time you had to directly challenge a client’s expectations – on pricing, timeline or scope – rather 
than accommodate them. 

• When guiding less senior managers through negotiation strategy and risk assessment, how have 
you handled situations where you disagreed with their approach to a difficult client conversation? 

 
 
6. Risk appetite and goal-setting 
Relevant CSI themes: low Risk Avoidance, high Achievement Focus, high Task Mastery 
 
Watch for 

• Willingness to pursue challenging opportunities even though there is a risk of failure. 
• Ability to describe clearly defined goals that are personally meaningful. 
• Ability to visualise success in meeting goals, almost as if such goals have already been achieved. 
• A strong aversion to failing at a task – though what counts as ‘failure’ to him may be a result 

others would be glad to achieve. 
 
Sample interview questions 

• You took on building a new business line in the energy sector from scratch, with no existing track 
record in that space to rely on. What made you confident enough to commit to that, given the 
real risk of it not working out? 

• Looking at your last four sales cycles – each one ahead of target – what is the next commercial 
goal you’ve set yourself, and why does that particular target matter to you personally? 

• Tell me about a deal, tender or account you pursued that ultimately did not convert. What 
happened, and how did you process that outcome at the time? 

 
 
 



 

HOW TO GET THE BEST OUT OF LUCA – SUMMARY 

 Practical leadership and management tips 
 
The following points translate the main CSI themes into day-to-day leadership actions for Luca’s 
manager, senior stakeholders and team colleagues. 
 

• Use competitive incentive structures – commission schemes, clear financial targets and visible 
performance rankings. High Task Mastery and high Achievement Focus mean Luca is energised by 
commercial metrics and financial reward for outperformance; these are his primary motivational 
currency. 

 
• Set ambitious, explicitly defined commercial goals at the start of each review period, agreed in 

writing with clear milestones. He is unlikely to calibrate goal ambition conservatively if left to his 
own devices; stretch targets suit his profile. 

 
• Assign him ownership of key strategic client accounts and new business targets, with maximum 

autonomy within clearly defined commercial parameters. Micromanagement will frustrate; 
accountability structures are necessary but should be output-focused, not activity-focused. 

 
• Do not rely on procedural self-discipline for CRM, compliance or governance. Low Systematic 

and low Self-Control mean these need external accountability frameworks – regular audits, 
defined non-negotiable process steps, and explicit consequences for non-adherence. 

 
• Make governance expectations explicit from day one. Define which compliance processes are 

mandatory requirements rather than optional enhancements, and frame them in terms of the 
commercial and reputational risk of non-compliance. 

 
• Monitor endurance through difficult commercial cycles. Low Endurance means he may 

disengage or redirect energy away from slow-moving accounts. Check in proactively when a key 
pipeline has been inactive for an extended period. 

 
• Give performance feedback directly, privately and with specific behavioural anchors. Low Ego 

Defensiveness means he will receive it constructively – take advantage of this openness. Connect 
feedback to measurable commercial outcomes and agree concrete next steps. 

 
• Do not use public praise or recognition as a primary motivational tool. Low Recognition Seeking 

means these are unlikely to increase engagement; financial and commercial incentives are far 
more effective. 

 
• Be aware of his high Sophistication when he is navigating internal stakeholder relationships. He 

may use indirect tactics to achieve outcomes. Ensure internal communication norms and 
expectations of transparency are explicitly established. 

 
• If he has direct reports, invest in structured people management coaching early. Moderate-to-

low Developmentality and moderate-to-high Self-Referencing mean that coaching and mentoring 
behaviours are unlikely to be natural default instincts. 

 



 

• Allow him to operate with significant day-to-day autonomy. Low Assistance Seeking means he 
neither needs nor benefits from close supervision; regular but brief accountability check-ins are 
more effective than frequent detailed oversight. 

 
• Leverage his theoretical orientation in strategic planning conversations. He will contribute more 

in big-picture market entry, account strategy and business unit design discussions than in 
procedural or operational reviews. 

 
• Review client relationship depth and retention data alongside new business acquisition metrics. 

Low Relationship Building suggests his commercial relationships may be transactional; this can be 
a retention risk in long-cycle recruitment accounts if not actively managed. 

 
• Be alert to signs of frustration during extended periods without commercial progress. Low 

Endurance, high Urgency and high Task Mastery create a profile that can become restless when 
momentum stalls; having a proactive plan for these periods will support engagement and 
retention. 

 
• Follow through on developmental conversations to verify integration. Low Ego Defensiveness 

means feedback will be heard positively in the moment; moderate-to-high Self-Referencing 
means it may not always be sustainably integrated into changed behaviour without subsequent 
reinforcement. 

 
 
 

HOW TO GET THE BEST OUT OF LUCA – DETAIL 

 This section expands the main CSI themes into leadership implications, management actions, sample 
clarifying questions and observations to monitor. It is written for a hiring and onboarding context, so 
the emphasis is on role alignment, risk mitigation, and the specific management investment that will 
most effectively support Luca’s performance in a senior client-facing recruiting role at 
███████████. 
 

1. Commercial drive and target ownership 
Relevant CSI themes: high Achievement Focus, high Task Mastery, high Urgency, low Risk Avoidance 
 
Luca’s Work Orientation and Decision-Making scores describe a high-octane commercial operator. 
High Achievement Focus confirms that he has clearly internalised career and commercial goals that 
drive his activity. High Task Mastery indicates that he is energised by competitive environments and 
motivated by the desire to be the best at what he does. High Urgency means he works at pace and is 
likely to feel impatient in environments where others operate at a more measured rhythm. Low Risk 
Avoidance confirms that he is comfortable pursuing uncertain or high-effort opportunities without 
excessive caution holding him back. For a senior client-facing role at ███████████ – particularly 
in the energy sector where Luca already has established client relationships – this combination is a 
significant commercial asset. 
 
Management actions 



 

• Assign stretch commercial targets with clear metrics and regular progress visibility; these are his 
natural operating conditions. 

• Use competitive incentives (commission, accelerators, performance rankings) as the primary 
motivational structure. 

• Give him ownership of the most commercially ambitious accounts or market segments where the 
growth opportunity matches his drive. 

• Ensure he has appropriate autonomy to make commercial judgements and progress deals 
without excessive internal approval bottlenecks. 

• When commercial pace needs to be deliberately moderated (e.g. for strategic relationship 
development), frame that explicitly as a commercial strategy rather than a constraint. 

 
Sample clarifying questions 

• What has been the largest revenue account you have personally developed from cold, and what 
drove your commercial approach? 

• When you have missed a commercial target, what was your response and how did you adjust 
your approach? 

• How do you balance pace and relationship depth when developing a new enterprise account over 
a longer cycle? 

 
Observations to monitor 

• Does Luca actively manage his pipeline with sufficient depth and variety to sustain commercial 
output through slower periods, or is his pipeline concentrated in a small number of high-intensity 
opportunities? 

• Does his pace orientation lead him to narrow options or close conversations too quickly in 
complex, multi-stakeholder client relationships? 

 

2. Sustaining momentum through difficult commercial cycles 
Relevant CSI themes: low Endurance, high Urgency, low Systematic, moderate Counteraction 
 
The most important risk theme in Luca’s profile for a senior recruiting role is the combination of low 
Endurance with high Urgency and high Task Mastery. When he is in momentum – opening accounts, 
closing deals, moving at pace – his profile is compelling. The management challenge is what happens 
when cycles slow, placements fall through, or a key client relationship stalls. Low Endurance indicates 
that he may find it harder than most to persist through frustration or fatigue. In recruitment, where 
long placement cycles, candidate withdrawals and client delays are routine, the ability to sustain 
effort through these periods is critically important. High Urgency means he is likely to feel this friction 
acutely when commercial progress is slower than he expects. The risk is that he redirects energy 
toward new, more immediately exciting opportunities rather than maintaining the sustained effort 
that longer-cycle accounts require. 
 
Management actions 

• Build structured pipeline reviews that include explicit attention to slow-moving but strategically 
important accounts. 

• Help him segment his pipeline between quick-win and strategic-investment accounts, with clear 
expectations about time commitments to each category. 

• During slower periods, maintain engagement by involving him in strategic or developmental 
activities – market mapping, junior team development, account planning – rather than leaving 
him without visible momentum. 



 

• Provide explicit coaching support if an important placement cycle extends significantly beyond its 
expected timeline. 

• Ensure targets include quality and retention metrics alongside volume and revenue, to counteract 
any tendency to move on prematurely from accounts requiring sustained effort. 

 
Sample clarifying questions 

• Tell me about a time when a major account or opportunity did not convert when you expected. 
How did you manage that period? 

• How do you stay energised when your pipeline is moving more slowly than you would like? 
• What strategies do you use to maintain client engagement in a long-cycle recruitment process? 

 
Observations to monitor 

• Does Luca maintain structured activity on strategically important but slower-moving accounts, or 
does energy drift toward more immediately rewarding activity? 

• When a placement or account relationship hits a setback, how quickly does he re-engage with a 
revised plan versus withdrawing energy from the opportunity? 

 
 
 
3. Governance, compliance and procedural discipline 
Relevant CSI themes: low Systematic, low Self-Control, high Urgency, low Endurance 
 
One of the most important management challenges in Luca’s profile for a structured staffing 
operation like ███████████ is the combination of low Systematic and low Self-Control. Low 
Systematic indicates that he is likely to treat established procedures, CRM systems, compliance 
requirements and structured reporting processes as guidelines rather than requirements – likely to 
bypass or abbreviate them when they slow down his preferred commercial pace. Low Self-Control 
confirms that his judgements about appropriate workplace conduct are likely to be highly situational 
rather than principle-driven. In a regulated staffing business – where CRM accuracy, right-to-work 
compliance, margin reporting and contractual governance matter – these characteristics require 
explicit management attention from day one. This is a reflection of Luca’s natural working style, not of 
integrity; he is likely to be most effective in roles where output is visible, measurable and commercial, 
and least comfortable where process compliance and administrative discipline are primary 
expectations. 
 
Management actions 

• Set explicit, non-negotiable governance and CRM compliance expectations at onboarding, framed 
as commercial requirements of the role, not administrative preferences. 

• Audit CRM data, compliance documentation and margin reporting on a regular cycle without 
waiting for issues to emerge. 

• Do not assume process compliance will be self-maintaining; build it into his formal accountability 
structure from day one. 

• When exceptions are necessary, ensure there is a clear escalation route and an agreed framework 
rather than leaving them to individual contextual judgement. 

• Pair governance expectations with clear explanations of the commercial and reputational risks of 
non-compliance. 

 
Sample clarifying questions 



 

• How do you approach CRM and pipeline documentation in a fast-paced commercial 
environment? 

• Can you give me an example of a time when you had to balance commercial speed with a process 
or compliance requirement? 

• How do you decide when to follow a procedure as written versus exercising your own 
judgement? 

 
Observations to monitor 

• Is Luca’s CRM data accurate, up-to-date and consistent with his verbal account of his pipeline? 
• Are there patterns of short-cuts or exceptions in compliance or reporting documentation that 

suggest procedural discipline is not being maintained? 
 

 
4. Team leadership and people development 
Relevant CSI themes: moderate-to-low Developmentality, moderate-to-high Self-Referencing, low 
Humility, high Task Mastery, low Relationship Building 
 
If the role at ███████████ includes direct management responsibility for junior recruiters or 
account managers, this section is particularly important. Luca’s profile suggests that he is a compelling 
solo commercial operator, but team leadership may not be a natural strength and will require 
deliberate development investment. Low-to-moderate Developmentality indicates that he is unlikely 
to be strongly motivated by helping others develop; his instinct will be to focus on his own commercial 
objectives. Moderate-to-high Self-Referencing suggests he may overvalue his own approach and 
judgement relative to others’, which can limit his effectiveness as a coach or mentor. Low Humility 
confirms that self-interest is likely to take priority over collective outcomes when there is tension 
between the two. And low Relationship Building suggests that the pastoral dimension of people 
management may not come naturally. None of this disqualifies him from a leadership role, but it 
means team management effectiveness needs to be explicitly built and supported. 
 
Management actions 

• If line management is part of the role, invest in structured people management training or 
coaching as a priority from day one. 

• Set explicit expectations about the people management behaviours required in the role – not just 
commercial outputs – and include them in his performance review framework. 

• Use peer or 360-degree feedback mechanisms periodically to surface how direct reports and 
colleagues experience his leadership style. 

• Pair him with a strong people-manager mentor who can model the coaching and development 
behaviours that do not come naturally to him. 

• Where possible, connect team success to his personal commercial incentives to create alignment 
between self-interest and team performance. 

 
Sample clarifying questions 

• Tell me about someone in a previous team whose performance you helped improve significantly. 
What did you do and what was the outcome? 

• How do you balance your own commercial targets with the development needs of a more junior 
team member? 

• What do you think good management looks like in a target-driven recruiting environment? 
 



 

Observations to monitor 
• Do Luca’s direct reports feel supported, coached and developed, or do they primarily experience 

him as a commercial driver focused on their output numbers? 
• Does he invest discretionary time in developing junior team members, or does that time 

consistently get redirected toward his own accounts? 
 
 
 

5. Client relationship depth and long-term account retention 
Relevant CSI themes: low Relationship Building, high Sophistication, low Conflict Avoidance, low 
Humility, low Recognition Seeking 
 
Luca’s interpersonal profile for client-facing work is commercially effective but carries a specific risk 
around relationship depth and long-term account retention. Low Relationship Building suggests that 
his instinct in client interactions is unlikely to be driven by genuine social interest or relational 
investment; client relationships are most likely to be built around commercial value and delivery 
credibility. In a technical recruitment environment like ███████████, where clients evaluate 
staffing partners on quality and performance metrics, this commercial focus may be entirely sufficient. 
The risk emerges in longer-term account relationships where personal rapport, trust-building and 
relationship maintenance become more important to retention. High Sophistication is an important 
mitigating factor: Luca is skilled at navigating complex social environments tactically when commercial 
objectives require it, and is likely to be effective in senior stakeholder meetings and commercially 
charged interactions. His low Conflict Avoidance means he will address difficult client conversations 
directly, which builds a different but equally valuable form of professional trust. 
 
 
 
Management actions 

• Ensure client relationship management expectations include quality indicators alongside revenue 
metrics (client satisfaction, repeat engagement, referral activity). 

• Encourage investment in client events, networking and periodic non-commercial touchpoints – 
framing these explicitly as commercial strategies rather than social activities. 

• Pair him on strategically important accounts with a more relationally oriented colleague where 
the long-term commercial potential is significant enough to warrant dual coverage. 

• Review client retention and account longevity data as part of regular commercial reviews, not 
only new business acquisition metrics. 

• Provide coaching support for client situations that require sustained relationship investment 
beyond the immediate deal cycle. 

 
Sample clarifying questions 

• Which of your current client relationships has the longest history, and what have you done to 
sustain it over time? 

• How do you manage a client relationship in a period when there is no active recruitment activity? 
• How do you approach a situation where a client is considering switching to a competitor? 

 
Observations to monitor 

• Do Luca’s client relationships show strong longevity and deepening engagement over time, or is 
there a stronger pattern of acquisition than retention? 



 

• When clients are not currently active on a placement cycle, is he maintaining contact and 
relationship investment proactively? 

 
 
 

6. Feedback receptiveness and managing self-confidence 
Relevant CSI themes: low Ego Defensiveness, moderate-to-high Self-Referencing, moderate Self-
Centering, moderate Performance Avoidance, low Emotionality 
 
Luca’s profile in the stress and feedback domain contains one of the most positive management-facing 
characteristics in his overall profile. Low Ego Defensiveness means he is highly likely to receive 
performance feedback constructively, engage with developmental conversations productively, and 
treat criticism as information rather than threat. This is a genuine asset at senior level, where 
defensiveness can make performance management conversations costly and prolonged. The 
qualification is his moderate-to-high Self-Referencing. While he can receive feedback well, he may 
simultaneously hold a view of his own capability and judgement that is difficult to shift through 
feedback alone – meaning feedback is heard, but not always fully integrated into a durable change in 
approach. Effective management of this requires follow-through: not just giving feedback, but 
agreeing specific observable changes and checking back in whether they have occurred in practice. 
 
Management actions 

• Use regular performance reviews as a genuine developmental tool; Luca is well-placed to engage 
with them constructively and productively. 

• Be specific about the behaviour, decision or commercial pattern being addressed; connect 
feedback to measurable outcomes and agree a clear, observable next step. 

• Follow through on developmental conversations by observing whether agreed changes manifest 
in practice, not just in the conversation itself. 

• Avoid assuming that a positive response to feedback in a meeting means the feedback has been 
integrated; check back in the next relevant commercial or leadership context. 

• Use objective data – commercial metrics, CRM data, client feedback – to anchor feedback 
conversations; this limits the scope for subjective disagreement and appeals to his evidence-
oriented decision-making style. 

 
Sample clarifying questions 

• Tell me about a piece of feedback that genuinely changed how you approach part of your role. 
• How do you decide when feedback you have received is valid and worth acting on versus when 

you disagree with the assessment? 
• When your commercial instinct and your manager’s guidance are in conflict, how do you navigate 

that? 
 
Observations to monitor 

• Does Luca make observable, durable changes in his commercial or leadership approach following 
developmental conversations, or does behaviour revert to the prior pattern shortly afterwards? 

• Is there evidence over time that feedback is being integrated into his approach, or does each 
developmental conversation address similar recurring themes? 

 
 

Closing leadership view 



 

Luca’s CSI profile is that of a high-energy, commercially driven professional who is likely to be a 
significant contributor to ███████████’s business development objectives, particularly in the 
energy sector where his market expertise and existing relationships provide an immediate 
commercial advantage. The most important management investment is not in motivating his 
commercial drive – that is largely self-sustaining – but in ensuring that his procedural and 
governance habits are compatible with the requirements of a regulated staffing operation, and that 
his confidence and competitive energy translate effectively into the team leadership dimension of 
the role. 
 
For ███████████, the most useful starting point is a direct conversation with Luca about the 
profile itself: which elements resonate with his own sense of his workstyle, which elements 
challenge his self-perception, and which one or two specific management actions would have the 
most immediate impact in his first 90 days in the role. 

 


