Facet5

Who is Facet5 designed for?

Understanding
Facet5
Five factors are now w idely accepted
as the fundamental building blocks of
personality. These ‘Big 5’ have
consistently emerged from research
around the w orld as the irreducible
minimum needed to give a
comprehensive description of a
person’s personality.
Facet5 measures these five factors
precisely and quickly to give the most
accurate and easily applied portrait of
individual differences in behaviour.
Facet5 also allow s a detailed
breakdow n of these five factors into
13 sub-factors (facets) to explore
subtleties of behaviour at
an individual level.
What are the Big 5?
The individual or group Facet5 profile
underpins each of the applications.
There are four independent factors in
the m odel:

Facet5 provides inform ation at m any
different levels depending on your
interest:
Professional psychologists
Facet5 provides Sten scores on five
m ain factors and 13 sub-factors.
It provides a convenient Fam ily
classification w hich gives a quick
overview. Facet5 guides in the
interpretation of factor and sub-factor
patterns. You can ‘drill’ dow n to get
greater understanding of factor and
sub-factors. Facet5 provides a unique
analysis of response patterns and item
level response tim es to help identify
m otivational distortion patterns.
OD and PD consultants
Facet5 provides inform ation at the
individual, team and organisational
level to identify cultural issues and
team dynam ics. M anagem ent and
leadership requirem ents are spelled
out in plain language.
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w hich interacts w ith the others;
and w hich affects stability, confidence
and em otional state.

HR professionals and line managers
Facet5 can see how people need to
be m anaged. Jobs and roles can be
created or m odified to provide
m axim um job satisfaction. A person’s
im pact on a team can be predicted and
m anaged effectively.
What do you get w ith Facet5?
Inform ation is available im m ediately
the questionnaire is com pleted on the
w eb. All output is presented on screen
w ith pow erful graphical displays of key
data. The Facet5 system w ill produce:
• An overall Facet5 profile
• A breakdow n into 13 sub-factors
• Im pression M anagem ent statistics

In addition a fully form atted report
can be dow nloaded in pdf form at
and can be printed or em ailed
as required.
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Recruitment and selection consultants
Facet5 can see a person’s key
com petencies at a glance and structure
behaviour-based or situational
interview s. Candidates can be
com pared and contrasted graphically.

• A ‘fam ily portrait’ sum m arising
the key points
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How does Facet 5 w ork?

1 Facet5 uses a w eb-based
questionnaire to capture inform ation.
People respond to an em ailed invitation
and are taken directly to the Facet5
w ebsite.

3 It is im portant that you can have
confidence in the quality of the data you
have collected. Facet5 m onitors the
responses as they are given and checks
for unusual response patterns.
For exam ple a tendency to give noncom m ittal or, on the other hand,
extrem e answ ers.
4 Facet5 also detects response
patterns that are biased or distorted,
either deliberately or un-intentionally.
Facet5 uses Response Latency Analysis,
a pow erful new technique for detecting
response bias or attem pted Im pression
M anagem ent.

2 Facet5 incorporates a highly
developed ‘sem antic differential’
response form at w hich m akes it very
quick and easy to use. M ost people can
com plete a Facet5 questionnaire in
around 17 m inutes.

5 Facet5 data is processed instantly
and is im m ediately available for review
by authorised users. The system uses a
com bination of User IDs, passw ords
and 128-bit encryption to ensure the
integrity of the inform ation collected.
The Facet5 profile show s the five core
factors in a sim ple graphical form at.
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6 Facet5 also allow s you to look at
any factor in m ore detail. You can drill
through the factors and sub-factors and
even see sam ples of the item s that
produce the sub-factors.
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7 Each Facet5 profile is fitted to its ow n
Facet5 ‘fam ily’. There are 17 fam ilies
and each profile is com pared to these.
The one it is closest to is selected as
representing that profile. This produces
a fam ily portrait w hich is a quick
overview of the behaviours to be
expected. It show s:
• a w ord picture
• how the person contributes to a team
• the style as a leader
• key w ork preferences
• m anagem ent needs

9 Facet5 reports are show n on screen
or can be produced as a fully form atted
pdf for printing or em ailing.

8 To m ake sure that the selected
fam ily is the ‘best fit’ possible Facet5
also show s the ‘close relatives’ – the
tw o fam ilies that are next closest for
com parison.
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What are Facet5’s professional
properties?
Facet5:
• m atches Big 5 theory, the preem inent m odel of personality
• follow s a norm ative structure w hich
allow s valid com parisons betw een
people or groups of people
• has national and international
reference groups
• has the sam e scoring and norm s for
m ales and fem ales
• has strong psychom etric properties:
re-test reliabilities range from 0.790.86; absolute scale intercorrelations
are no higher than 0.3
• w as designed from the outset for
practical business use
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A history of Facet5

Accreditation programme

Facet5 w as created in the late 1980s.
It w as inspired by research done at
Edinburgh University and developed
w ith the enthusiastic assistance of
som e key UK, US and Australian
com panies. Since then there have been
som e significant m ilestones in
developm ent:

To m aintain its professional credibility
and to ensure that it continues to
develop in line w ith practical
experience and current theory, Facet5
is available only to accredited people.
Training in the interpretation and
m anagem ent of Facet5 inform ation is
necessary. A full accreditation
program m e is available on an in-house
basis. Alternatively open program m es
are held at regular intervals.

1994
The creation of the concept of Facet5
fam ilies to aid interpretation
1997
The creation of Facet5 m odules,
Searchlight, Leading Edge, Team Scape
and Work Preferences to provide
focussed applications
2000
A com plete technical review and
re-norm ing
2001
A m ove to the w eb for adm inistration
and delivery.
Creation of Response Latency Analysis
for identifying Im pression M anagem ent
2002
The creation of Audition for criterion
based interview s.
Further validation studies in call centre
m anagem ent, telesales and consulting.
Developm ent of Facet5 XT integrating
360˚ leadership and team review.
Rem ote capture of com petency
exam ples and ratings.
The developm ent of Facet5 is
continuous building on experience and
integrating current psychological
theory w ith ‘best practice’ in the hum an
resource field.

The program m e is in tw o parts.
Part 1 – covers the basics of Facet5
and its application to key areas of
m anagem ent developm ent. This
section also covers the background of
Facet5 and focuses on the interaction
effects of the 5 factors w ith special
em phasis on unusual com binations.
Part 2 – covers the application of Facet5
to specific hum an resources issues.
Using real data w e build the m odel
from initial introduction of the person
through their integration to a team ,
their m anagem ent and longer-term
developm ent.
The program m es are kept to a sm all
num ber of participants and include
participative exercises, individual w ork
and discussion sessions to ensure that
each person is able to learn in their
m ost effective w ay.
The program m es are interactive using
real data and situations. This w ay
participants develop skills quickly and
in a w ay w hich is im m ediately
applicable. Learning Facet5 m eans
learning about relationships.
M aterials include technical references,
interpretation guides and case studies.

Selection

Understanding
selection
Searchlight and Audition
For a person to succeed in a job they
m ust be ‘com petent’. To succeed in an
organisation they m ust fit!
This is the core of selection. M ost
selection processes focus on m atching
the candidate’s ‘com petence’ to the
requirem ents of the job. This is highly
effective for the first 12-18 m onths.
How ever, beyond that tim e
perform ance depends not so m uch on
‘com petence’ but on ‘organisational fit’.
How w ell does the person m atch the
organizational values and culture that
have been built?
Facet5 m akes it possible to look at both
of these elem ents from the beginning.
It can identify broad com petencies or
can be adapted to incorporate the
results of detailed validation research:
• Where are the strengths?
• Where m ight there be issues to
address?
• How do I find out?

Searchlight
The Searchlight report w orks at tw o
levels. First it asks candidates to
describe their experience under defined
headings – the core com petencies
critical for m ost positions. Next,
Searchlight takes Facet5 data and
integrates it w ith these exam ples.
For each com petency an interview er
has available:
• Where does the candidate feel their
strengths lie?
• How does this relate to the ‘natural’
strengths show n by the Facet5
profile?
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By conducting a carefully structured
interview based on this inform ation
(the Facet5 system also includes
guidelines for conducting situational
and behavioural interview s), selection
processes can be m ore effective and
decisions can be based on accurate
inform ation.

Facet5
Selection

Audition
Audition is Facet5’s w ay of relating
candidates to specific ‘roles’. By
defining the core requirem ents of a role
Facet5 can then link candidates to the
roles and indicate exactly how closely
they ‘fit’ the role required. Facet5 goes
further and creates a detailed interview
guide show ing exactly w hich areas to
probe, w hat questions to ask and w hat
to look for in the answ ers.
Audition allow s you to rank a group of
people against a predefined tem plate or
to find the role w hich best suits a
particular candidate.
Role tem plates can be created based on
applied validation studies or through a
detailed analysis of the required role.
Any num ber of roles can be defined for
your organisation.
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Integration

Understanding
integration
Overlays, Snapshots and TeamScape
’No man is an island entire of itself;
every man is a piece of the continent,
a part of the main.’ John Donne
We are not alone. We w ork w ith others,
w e m anage others and others m anage
us. Each of us m akes a unique
contribution to the w ork place but
success ultim ately depends upon our
ability to integrate and w ork effectively
w ith people. Facet5 helps us
understand how best to do this by
allow ing com parisons to be m ade
betw een the w orking styles of tw o or

m ore people. Such com parisons
highlight the sim ilarities and
differences betw een individuals,
allow ing for a better understanding
and appreciation of differing styles
and thus facilitating the developm ent
of strategies for building effective
w orking relationships.
Facet5 offers three different w ays of
com paring people. Facet5 Overlays and
Snapshots provide a sim ple, graphical
com parison of tw o or m ore individuals,
w hereas TeamScape provides a far
m ore detailed analysis of a team ’s w ork
style and how they solve problem s and
disagreem ents.
Facet5 Overlay’s
These are particularly useful for
com paring and contrasting sm all
groups of people. The overlay provides
a quick, visual sum m ary of w here the
sim ilarities and differences occur. It is
a pow erful aid to understanding the
dynam ics of any w orking relationship.
• Com m unication betw een a m anaging
director of a high profile investm ent
bank and his com pliance m anager
w as at an all tim e low. An overlay of
their Facet5 profiles show ed vastly
differing styles and helped them
pinpoint w here their differences w ere
causing problem s. As a result both
w ere able to develop behaviours to
better m anage their differences.
• The Board of a successful m obile
com m unications business, w anted to
understand the likely im pact that a
new board m em ber w ould have on
their team . An overlay w as used to
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help illustrate the different styles of
Board m em bers, and identify their
collective strengths and issues that
they m ight need to w atch out for.
• Search and selection consultants
w anted to find an effective w ay of
sum m arising and presenting the
relative strengths and w eaknesses of
short listed candidates to their clients.
Facet5 overlays m et this need.
Facet5 Snapshots
These provide a broader view of
sim ilarities and differences in styles and
are m ost effective w hen dealing w ith
large groups of people. Individual
profiles are represented by a single
point on the Facet5 chart. The clusters
or patterns that em erge offer pow erful
insights into the culture and values
operating at a team or corporate level.
• A m ajor food m anufacturing
com pany needed to re-engineer of its
supply chain m anagem ent. But the
project w as quickly over budget and
behind schedule. Lack of cooperation and poor com m unications
w ere identified as causal factors. The
im plem entation team of 62 people
included an internal team chosen for
their unique understanding of the
business and external consultants
chosen for their technical know ledge.
The Facet5 Snapshot clearly
illustrated the m arked difference in
styles betw een the tw o team s. They
now knew w hy com m unications had
broken dow n. Facet5 gave a language
to describe interpersonal issues in a
non-judgem ental w ay, and pointers
to a solution.

Integration

• A genetics com pany engaged in
groundbreaking research has som e
of the sharpest m inds in the w orld.
But now they need to run a business.
Who should do w hat? Snapshots
help guide the decisions.
• A real life adventurer puts his and
other’s lives in the hands of his team .
He really needs the team to w ork w ell
together. Whether row ing the
Atlantic, trekking to the North Pole or
breaking the w orld circum navigation
record, he needs to know he can trust
his team to deliver. He needs to
understand and prepare for the
inevitable difficulties. Snapshots
show the strengths in the team .
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Individual Contributions – what unique talents does each person bring?

The synergies – which people have a “like-minded” approach to issues?

TeamScape
There is no one type of person required
to m ake a team perform . Organisations
rarely have the luxury of being able to
say, ‘John has all the technical
know ledge but is the w rong sort – find a
different John’. Team s som etim es
com e together through careful planning
and design. M ore often there’s a large
degree of serendipity. Who’s available?
Who’s affordable? Who w ants to do it?

• Follow ing a corporate m erger,
a team of 20 pharm aceutical patent
specialists w ere em ployed to
rationalise the delivery of 600
products. The team w ere brilliant
analysts, but the corporation needed
fast, accurate decisions not
alternatives. Team Scape show ed the
gaps and w hat needed to be done.

Since w e can’t choose the people in the
team to get a perfect blend w e w ork
w ith w hat w e’ve got. We do that by
understanding each other and learning
to value the strengths and w ork around
the w eaknesses.

• A sm all fam ily service com pany
needed to expand rapidly w ithout
upsetting the existing business. How
could they get better control of the
cash position w ithout alienating longterm clients? Team Scape identified
key strengths w ithin the executive.

• A chief scientific officer loathes
m aking decisions – he prefers to
consult. Can the decision-m aking be
allocated w ithin the executive team ?

Team Scape gives a pow erful visual
im age of a team ’s w ork style and how
they go about resolving differences.
With specialised graphics Team Scape

clearly show s the effect of bringing a
new person into an established team .
Using a sim ple four-stage m odel of
problem solving Team Scape identifies:
• Individual contributions –
w hat unique talents does each
person bring?
• The synergies – w hich people have a
‘like-m inded’ approach to issues?
• Potential flashpoints – w ill people’s
different approaches affect a team ’s
ability to get things done?
If differences do arise, how can
they be resolved?

M anagement

Understanding
management
LeadingEdge
LeadingEdge provides a guide for
m anaging people. To m anage
effectively you need to:
• Work w ith people to identify and
agree w hat m ust be achieved, specify
w hat has to be done
• Show people how they w ill know
w hether goals have been achieved.
Tell them w hen perform ance w ill be
review ed and w hose job it is to do it.
• Tell people how things are going.
Com m unicate in a w ay w hich they
understand and w hich they w ill
believe so that they accept the
com m ents. Then change can be
introduced
• Understand the people’s individual
needs and look out for w ays to help
them to reach the goals they set.
Take tim e to w ork w ith others and
show how they can im prove.
Do all of this and you w ill deliver w hat
is expected. You w ill be an effective
m anager. How ever if you can also:
• Paint a vision for people.
Com m unicate a sense of purpose and
m ake people feel they understand
w here the organisation is going.
Enthuse and m otivate people about
w hat can be achieved. Convey a

sense of purpose and focus, appear
to be passionate and com m itted to
the w ork.
• Show the benefits of new w ays and
encourage others to rethink their
ideas. Create a stim ulating
environm ent and a m ore m otivated
and positive w ork place.
• Treat people as individuals. M ake
them feel valued and encourage
them to contribute. Let people
explore their ow n talents and utilise
their individual strengths.
Do this and people w ill believe in
them selves and w ill scale new heights.
You w ill m ake the transition from
m anager to leader.
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LeadingEdge
People are not the sam e. They respond
to different approaches. John m ay need
to feel part of the team w hile Claire
prefers to be given freedom to do
things her w ay. Terry needs to know
exactly w hat you w ant of him w hile
M onika w ants only the broadest of
guidelines.
Leading Edge takes Facet5 data and
integrates it w ith current leadership
theory. For each person, LeadingEdge
w ill give detailed guides so that your
approach to them can be m odified to
get the m ost effective result.
With LeadingEdge as a guide you can
m ake sure your m anagem ent efforts
are effective and dem onstrate true
leadership w here each person is treated
as an individual and valued as such.

Development

Understanding
development
Work Preferences
People have different needs – roles
offer different rew ards. The closer the
fit betw een a person’s needs and the
rew ards offered by the role, the m ore
m otivated the person w ill be.
Satisfaction is greater and productivity
increases. Turnover is reduced and
m orale is im proved.
Different things m otivate different
people. Research in this area has
identified a num ber of ‘intrinsic
m otivators’ and the Work Preferences
m odel looks at four:
• Pow er – a person’s need to be able to
influence events and the people
around them .
• Participation – a person’s need to be
w ith people and part of the scene.
• People – a person’s need to feel they
are contributing to the w orld at large
and are helping to produce a
‘better’ society.

• Process – a person’s em phasis on
how things are done and the w ay in
w hich a business is run, w here there
is a strong preference for efficient
system s and processes and a respect
for position and experience.
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your responses to a database of know n
preferences, Work Preferences provides
clear inform ation about the specific job
elem ents that are likely to appeal.
The sim ple graphical layout m akes
it sim ple to understand and to
im plem ent. The report enables you to:

Facet5 research has also identified
specific ‘job elem ents’ w hich are linked
to each of these m otivators.

• Understand your overall preferences

Work Preferences

• Design your ‘perfect’ role

This report integrates your core
m otives (derived from Facet5 data), and
identifies those aspects that you w ould
w ant in a role and those w hich w ould
be frustrating to you. By com paring

• Evaluate your current role

