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Abstract

Th is study presents a new assessment tool, FIKR (Facet, Insight, Knowledge, and Resilience) Personality Traits (PTs) for organisational talent development and 
leadership. Th e FIKR assessment tool off ers a thorough framework for developing talent and leadership, covering facets, insights, knowledge, and resilience. By 
using these elements, individuals can enhance their ability to successfully and strategically guide and infl uence others. Gaining self-awareness of one’s strengths and 
shortcomings, harmonising personal values with objectives for developing talents, obtaining the requisite information and abilities, and cultivating resilience not only 
promotes personal progress but also cultivates the potential of people within the organisation. By embracing the interaction of these FIKR characteristics, one may 
adopt a comprehensive and infl uential approach to talent development and leadership.
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Introduction

In today’s rapidly changing world, talent development and 
eff ective leadership are crucial for organizations to thrive. 
Numerous studies have explored the relationship between 
personality facets and talent development, shedding light 
on how individual characteristics can impact an individual’s 
ability to develop and excel in their talents [1-3]. Therefore, 
it is important to understand this relationship.

The impact of personality on leadership eff ectiveness 
has been widely studied and documented in the literature. 
Studies have consistently shown that certain personality 
traits are associated with eff ective leadership. For example, 
extraversion has consistently been positively associated with 
leadership eff ectiveness. In addition, conscientiousness is 
another trait that is positively correlated with leadership 
eff ectiveness. Individuals who are high in conscientiousness 
are typically organized, responsible, and dependable. These 
qualities allow them to plan and execute tasks eff ectively, 

make informed decisions, and establish order and structure 
in their teams or organizations [4-37].

 The FIKR (Facet, Insight, Knowledge, and Resilience) 
Personality Traits (PTs) assessment tool is a valuable tool 
that can be utilized for talent development and leadership 
in an organization [38]. Some objectives of using the FIKR 
personality traits assessment tool include: 1) Identifying 
and understanding the various facets of an individual’s 
personality, including their strengths, weaknesses, and 
potential areas for growth. 2) Gaining insights into an 
individual’s personality traits and how they can contribute 
to their eff ectiveness as a leader. 3) Assessing the knowledge 
and skills of individuals to identify areas where further 
development may be necessary. 4) Promoting resilience 
and the ability to adapt to challenging situations is 
crucial for eff ective leadership in a dynamic and changing 
organizational environment. 

Therefore, this paper aims to propose a novel FIKR PTs 
as an eff ective assessment tool in talent development and 
leadership in an organization.
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The FIKR assessment tool in talent development and 
leadership

Figure 1 shows the new assessment tool using FIKR 
in talent development and leadership. Using FIKR of 
personality can greatly infl uence talent development and 
leadership in various ways. Understanding how personality 
traits infl uence talent development and leadership is crucial 
to organizational success. FIKR, representing Facet, Insight, 
Knowledge, and Resilience, signifi cantly shapes individuals’ 
capabilities and leadership potential.

The following is the assessment tool with FIKR.

a) Facet: Personality

Facet is about recognizing and understanding the various 
dimensions of an individual’s personality. By examining 

diff erent facets, one can gain insights into strengths, 
weaknesses, and potential areas for development.

The facet aspect of FIKR allows individuals to identify 
and understand their specifi c strengths and weaknesses. For 
instance, individuals may discover through self-refl ection 
and assessment that they excel in analytical thinking and 
problem-solving but struggle with public speaking or 
confl ict management. This self-awareness of facets can 
guide individuals in selecting and developing talents that 
align with their strengths while also identifying areas for 
improvement.

b) Insight: Self-awareness

Insight involves introspection and self-awareness, 
allowing individuals better to understand their behaviours, 
motivations, and reactions. This self-refl ection is essential 
for personal growth and eff ective leadership.

The insight aspect of FIKR enables individuals to 
better understand their motivations, values, and passions. 
This understanding can serve as a compass for talent 
development and leadership, as individuals can align their 
goals and aspirations with their values. For instance, leaders 
who value social justice and equality may focus their talent 
development eff orts on initiatives that promote diversity 
and inclusion within their organization. 

c) Knowledge: Acquiring skills

Knowledge is the foundation for talent development 
and leadership. Individuals can enhance their capabilities 
by acquiring new skills, expertise, and information and 
confi dently adapt to changing environments.

The knowledge aspect of FIKR equips individuals 
with the necessary information and skills to develop and 
lead talent eff ectively. This includes knowledge of various 
methods and strategies for talent identifi cation, assessment, 
and development. For instance, leaders knowledgeable 
about diff erent leadership styles and their impact on talent 
development can adapt their approach accordingly to 
maximize their team’s potential. 

d) Resilience: Challenges

Resilience is the ability to bounce back from setbacks 
and challenges. Developing resilience allows individuals to 
persevere in facing diffi  culties, learn from failures, and grow 
as eff ective leaders.

The resilience aspect of FIKR plays a crucial role in 
talent development and leadership. It allows individuals 
to navigate challenges and setbacks with perseverance and 
adaptability. For example, a highly resilient leader can 
bounce back from failures and setbacks, inspire their team 
to overcome obstacles, and foster a culture of continuous 
learning and growth. Figure 1: A proposed assessment tool using FIKR in talent development and leadership.
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 The personality traits of FIKR are well-supported by 
reported literature

Many papers in the literature support the 200 
questionnaires in FIKR for identifying successful leaders 
[39-47]. These studies consistently indicate that three 
clusters of traits are important for leadership success. 

First, highly effi  cient leaders tend to be higher on 
Independence and its primary traits of Dominance, 
Openness-to-Change, and Social Boldness. Second, eff ective 
leaders tend to be below average in Anxiety and its traits 
of Emotional Stability and Apprehension. Third, leaders 
tend to be above average in Extraversion and its traits of 
Warmth, Liveliness, and Social Boldness. Leaders also tend 
to be above average in Reasoning Ability and somewhat 
above average in self-control traits. Many of these studies 
also predicted important diff erences in management style 
and behaviours. For example, top-level leaders whose roles 
involve developing long-term, innovative goals tend to score 
higher on Reasoning Ability, Abstractedness, and Openness-
to-Change [40, 46,47].

On the other hand, leaders in applied manufacturing and 
operations roles tend to score below average on Sensitivity 
and Abstractedness and above average on Perfectionism 
and Rule-Consciousness. Many studies have predicted other 
aspects of leadership style, such as supervision style [46,48-
55].

Conclusion

The FIKR assessment tool provides a comprehensive 
talent development and leadership framework, 
encompassing facets, insight, knowledge, and resilience. By 
integrating these aspects, individuals can develop and lead 
others more eff ectively and strategically. Understanding 
one’s strengths and weaknesses, aligning personal values 
with talent development goals, acquiring the necessary 
knowledge and skills, and fostering resilience not only 
benefi t individual growth but also nurture the potential of 
others within the organization. Embracing the interplay 
of these FIKR aspects can lead to a holistic and impactful 
approach to talent development and leadership.  More 
studies are needed to understand the limitations of FIKR 
PTs in other areas of leadership.
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