                         Discussion on a candidates characteristic’s for a successful leadership role.

This essay will discuss a candidate’s psychological characteristics for the job role of chief executive officer - a CEO holds the position of a company’s top leader and managerial role (Glick, 2011). A leader is defined as a person who is able to lead another person or group to successfully fulfil a company’s objectives ; this person would be able to guide, teach and equip subordinates to their  organisation’s values and to be able to lead them  to success in an effective manner (Winston & Patterson, 2006). This paper will discuss if the candidate would make a successful leader either as a transactional leader or a transformative leader. A transactional leader is reliant on exchanges and reinforcement using extrinsic motivations, whereas transformative leaders tend to create a collective vison that inspires subordinates to reach goals and targets by intrinsic motivations (Gregory, 2007). The candidate is female, her name is Jacqueline Shears, her date of birth is 07.6.1982 which makes her 41 years old, her current occupation is director of corporate strategy.
[bookmark: _Hlk152094581]Jacqueline completed the NEO-PI-3 psychometric assessment that assesses her normal personality. This assessment was developed to work with the big five model of personality which contains assessment on openness, conscientiousness, extraversion, agreeableness and neuroticism. Each category contains six subcategories which will be explored when and if relevant in the information below. The following assessment will concentrate on three of the big five these being conscientiousness agreeableness and extraversion. Information from this assessment will now be discussed to evaluate if she would make a good candidate for the job role.
Jaqueline scored very high in conscientiousness, high in agreeableness and low in extraversion. 


[bookmark: _Hlk152010957]Conscientious individuals who score high in self-discipline can control their impulses, think before acting, delay gratification and abide by the rules. This would be an effective trait for the position of CEO due to the individual being able to stay on track and achieve theirs and their company’s objectives (Ayub et, al.,2019). However, high scores in this area may hinder individuals in taking beneficial risks due to their thoughtfulness and strictness to following the rules (Hoogh et, al.,2005).
Conscientiousness can have a negative side as individuals with very high achievement and striving are vulnerable to burn-out because of workaholism (Giacomo, 2023).
Studies have shown that individuals who score high achievement striving, a sub from conscientiousness and extraversion are usually the most consistent at gaining personal and company success as transactional leaders - they show dominance, are ambitious and they are usually focused on goal achievements (Bergner et, al.,2010). High extraversion can also be detrimental to a company and does not always negate successful leadership. This is generally true if the individual also scores low in conscientiousness, which may be shown by the individual having high communication skills, but the conversations may not be work related. This would create a non-focused work environment (Hofmann & Jones, 2005). Individuals who score low in conscientiousness are considered easily distracted and are not considered responsible. This would not be supportive for an effective leadership role (Moragolle, 2022). Literature states that although transactional leaders tend to score high in conscientiousness, they also score high in neuroticism which is not the case for transformative leaders (Moragolle, 2022). A study carried out by Hofman & Jones (2005) showed that there is a significant relationship between transformational leadership and conscientiousness, agreeableness, extraversion and openness. With individuals with high extraversion scores achieving bigger profit margins within their company, the study also showed that those with high levels of extraversion, conscientiousness and agreeableness had an overall consistent performance which was beneficial to the company (Hofmann & Jones, 2005). A transformational leader usually has visionary goals and can intellectually stimulate employees. They can question the status-quo and take risks whilst also encouraging subordinates to feel confident and they are able to take energised action; this would involve having a personality type high in Extraversion and openness (Hofmann & Jones, 2005). A successful and effective transformational leader would also create an environment that is open to communication, which is inclusive and non-hostile, this would involve a leader who scores high in agreeableness (Hofmann & Jones, 2005). 
Knowledge creation is the ability to create new knowledge. This is considered a desirable trait within leaders. Individuals who lack this trait are considered to create a loss in company profits due to a lack of productivity and efficiency. It is therefore crucial for a successful and efficient leader to have this skill (Ayub et, al.,2019). A study showed that individuals who score highly in extraversion and conscientiousness make efficient transformative leaders with good skills in knowledge creation. This study hypothesised that individuals with high conscientiousness would often share their knowledge and document it, which would be of benefit to the company (Ayub et, al.,2019). The study showed that individuals who score very high in conscientiousness may be to meticulous and orderly and would not be of benefit in this area (Ayub et, al.,2019). Agreeable leaders are considered to be warm and welcoming and often create better relationships with their subordinates, they are considered to create cooperative relationships instead of competitive ones, this is considered a key element to transformational leadership, but a study by Ayub (2019) showed that individuals that score high in this personality trait are actually detrimental to the success of knowledge creation as a transactional leader, which is believed to be because there is a need for leaders to be able to challenge their subordinates and agreeable personality traits focus on creating good relationships with people (Ayub et, al.,2019). Extraversion in this study showed that individuals who have this trait are more motivated to be information sharers as a transactional leader because of the social aspects and natural dominant behaviour traits, although this experiment also showed that if they were in a transformative leadership role - which would involve fewer dominant behaviours and would involve listening - they would not be as effective with knowledge creation (Ayub et, al.,2019). This study showed that transactional and transformative leaders often have opposing personality traits when it comes to successful leadership (Ayub et, al.,2019). 
Four components for transformational leadership were found by Warrilow (2012) these being charisma of idealised influence, which is where a leader has clear morals, behaves as a role model for their subordinates, sticks to their convictions and behaves in a way that is admirable. The second is inspirational motivation. This is where the leader shares their vision and goals, they encourage and inspire subordinates to take on the task at hand and complete future goals. The third is intellectual stimulation, which is where the leader can create creativity in subordinates, they are able to challenge assumptions and they are able to overcome obstacles that are in the way of completing goals (Warrilow, 2012). Finally, the fourth component is personal and individual attention, which is where the leader acts as a mentor to each of their follower. They give respect where respect is due and show appreciation for work done, which encourages the team members to feel fulfilment and to hold self-worth and encourages them to keep working towards growth (Odumeru & Ifeanyi , 2013).
[bookmark: _Hlk152581135]These findings by Warrilow (2012) can be associated with the big five personality traits. For example, charisma of idealised influence would be associated with extraversion due to individuals being able to influence others as an outcome of their energetic, dominant and social nature (Shahzad et, al., 2021). High agreeableness is also related to charisma of idealised influence due to agreeable individuals being warm, trusting and cooperative. They are also people who are orientated to taking a keen interest in others and have an ability to focus on the needs of their followers (Hoogh et, al., 2005). The second on Warrilow’s (2012) list is inspirational motivation. This can be related back to conscientiousness and openness, with conscientious individuals being dependable and achievement orientated; due to their conscientious nature they may inspire their followers to go beyond what is expected of them (Hoogh et, al., 2005). Openness as a personality trait in individuals makes them approachable and able to support their followers to feel like they are part of a team (Schein & Schein, 2018). The third on the list is intellectual stimulation, which would be related to the personality trait of openness. These individuals tend to be introspective, creative, emotionally insightful and intellectually curious (Phaneuf et, al., 2016). Extraversion is also a part of intellectual stimulation as these individuals are open and excited for change, they tend to also be upbeat and able to motivate others to feel excited and motivated (Bono, 2004). The fourth on the list is personal and individual attention. This relates to the personality traits of extraversion and agreeableness as agreeable individuals tend to create alliances with others and avoid conflict, they tend to be trusting and trusted, they have concern for others, they also ensure followers are rewarded appropriately for work they have done, agreeable individuals attend to the developmental needs of the team (Bono, 2004).  Connecting the four components for transformational leadership from Warrilow (2012) with the big five personality traits shows that individuals who score highly in extraversion, agreeableness and conscientiousness would make the best transformative leaders (Hoogh et, al.,2005).

Transactional leadership consists of the leader promoting compliance with their subordinates. This is usually shown through giving reward or punishment. These leaders tend to like things to stay the same and are not looking to change the status quo. Such leaders motivate subordinates by their own self-interest (Odumeru & Ifeanyi , 2013). Studies have shown that transactional leaders have higher scores in extraversion, which is due to them being more assertive and dominant, they are able to manage conflict efficiently, and tend not to create group environments where everybody has a say on how things will work (Ayub et,al.,2019). This in turn gives them a lower score in conscientiousness then transformative leaders. Transactional leaders also score lower in agreeableness as they tend to have more dominant characters; ensuring that goals and values are achieved in a way that they want (Ayub et, al.,2019).
Jacqueline scored very highly in conscientiousness, due to achievement, striving and self-discipline. According to literature this could be detrimental to herself and to her company as she could become a workaholic who is prone to burnout, which would also mean that she would be less reliable and consistent with her work (Giacomo, 2023). A high score in conscientiousness could also be detrimental to being an effective leader as she may not take the risks that would benefit her company, this would be due to a strict need to follow the rules (Hoogh et, al., 2005). High scores overall in conscientiousness coincide with a successful and efficient leadership, promoting higher profits and work consistency throughout the company (Hofmann & Jones, 2005). Jacqueline’s high score in conscientiousness would help her with being a transformative leader, as she would be good with inspirational motivation, this trait could also mean she has a great work ethic which could inspire her followers to go above and beyond with their job role, this would also be complemented by her high score in agreeableness (Hoogh et, al,.2005). Jacqueline’s high score in agreeableness may be considered a negative if Jacqueline was to be a transactional leader as it takes an assertive leader to be able to tell people what the agenda is and to be able to confront conflict if it arises. However, as a transformative leader this high score would be considered a benefit as she would be able to hold open, inclusive discussions where everybody felt involved (Hofmann & Jones, 2005). Jacqueline’s high score in agreeableness would make her good at giving personal and individual attention as she would be good at making alliances with others (Bono, 2004). Being able to avoid conflict she would potentially be highly trusted and trusting and be able to attend to others development needs which ensures the team has the skills needed to reach goals (Schein & Schein, 2018). Her low score in extraversion brings her ability to do this down as she may not have the people skills, warmth, gregariousness or high energy required for this (Bono, 2004). Jacqueline’s low score in extraversion in areas such as warmth and gregariousness may hinder her as a successful transformative leader, but having high assertiveness may support her in a role as transactional leader as she would be able to assert what needs to be done and be able to manage conflict (Odumeru & Ifeanyi , 2013). Jacqueline’s high score in extraversion- assertiveness may also counteract her high score in agreeableness, as her high score in this area of extraversion could help her with being assertive and directional with conflict, whereas her high scores in agreeableness may make her less likely to be able to manage conflict (Ayub et, al.,2019). High extraversion scores can be a negative due to these individuals being very sociable and may not always be focused on what needs to be done. Jacqueline’s low level in this area and very high level in conscientiousness would mean this would not be an issue (Hofmann & Jones, 2005). 
Jacquelines low score in extraversion, according to literature, suggests that she may not be the best candidate for the role of a successful transactional CEO position. Her very high score in conscientiousness may also make her prone to workaholism and burn-out which is also detrimental to a CEO position (Giacomo, 2023). Although high conscientiousness and high agreeableness are necessary for a transformational leader, very high scores in this area are not (Giacomo, 2023). Jacqueline’s personality score would be ideal for creating knowledge within the company, due to high agreeableness and conscientiousness; meaning that she would be willing to share information beneficial for her followers and to the company (Ayub, Kanwal, & Kausar, 2019).
Jacqueline’s high score in agreeableness and very high score in conscientiousness would make her a good candidate for a transformative leadership role although a higher score in extraversion and lower score in conscientiousness would be desirable (Warrilow, 2012).
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