Critically discuss the extent to which the psychological characteristics outlined in the provided profile would predict successful leadership in the workplace. 


The trait theory of personality suggests that there are five main traits that people have that differ in strength which create personality differences. The five-factor model of personality, originally developed by Costa and McCrae (2011), is the most well know trait theory that explains human personality (Fleeson, 2015). The five traits proposed by the five-factor model are Openness to Experience, Conscientiousness, Extraversion, Agreeableness, and Neuroticism. 
Yuki (2006, as cited in Guerrero, 2012) suggests that leadership is the process whereby an individual influences others within a group to attain a common goal or purpose which is shared by the leader and the group. This is done by influencing others to understand and agree on what needs to be done and how to do it (Northouse, 2010, as cited in Guerrero, 2012).  
A female candidate has applied for the role of Chief Executive Officer (CEO) within an organisation, and the purpose of this essay is to evaluate her suitability for the role based upon her completed NEO-PI-3 personality assessment. A CEO is the highest ranked person within a company, they have the most important and influential role within the company. CEOs are responsible for managerial decision making (Glick, 2011).  The candidate, Jaqueline Shears, is 41 years old and is currently working as the director of corporate strategy and has applied for the CEO role in an attempt to progress within the organisation. The remainder of the essay will focus on her reported personality traits and discussion regarding whether the traits displayed by the candidate will make her successful in the leadership position she has applied for.   
Jaqueline reports low levels of extraversion overall, with the six facets of this trait also mostly average or below. Extraversion is a broad personality trait that consists of a number of other specific characteristics such as impulsivity, assertiveness, sociability, positive emotions, and high activity levels (Lucas, 2001). In relation to a leadership position, it is suggested that extraversion is an important indicator to effective, emergence, and behavioral leadership outcomes. Some characteristics found in extroverted individuals which has been suggested to help in their leadership roles are sociability, gregariousness, and assertiveness (Judge, 2002; Zhang, 2022). Furthermore, Spark et al. (2021) explored whether introverts acting like extraverts can emerge as leaders and found that extraverts had an advantage within a leadership role as they are more likely to have a positive social influence on their peers making them appear more ‘leader-like’. Additionally, when both introverts and extraverts were told to act extraverted, they emerged as leaders. Based upon the two main behavioral leadership styles of transactional and transformational leadership, it has been suggested by Bass (2010) that transformational leadership is much more effective than transactional leadership. Transformational leadership inspires and motivates their followers to grow and do better for themselves while expanding their own knowledge. Jaquelin’s level of extraversion may be beneficial as she is generally reserved but demonstrates high levels of assertiveness which Karlsen (2021) says is useful: it was found that leaders with high levels of assertiveness had a positive effect on productivity and change on their subordinates. Individuals with assertiveness are good with communication styles which can be beneficial and would fit well in a group situation that requires a leader (Norton, 2006).    
Jaqueline reports very high levels of conscientiousness overall, with the six facets of this trait also being high or very high. Conscientiousness is related to how self-disciplined someone is as well as how much self-control they have to be able to achieve their goals. People with high conscientiousness tend to be more organised and determined, which help them stay focused on their goals as well as helping them achieve a more successful lifestyle (Rosenthal, 2009). In relation to leadership positions, research has shown that conscientiousness is a positive predictor of overall job performance (Robertson, 2010). People with high levels of conscientiousness are more likely to be diligent workers when it comes to achieving their goals. Some characteristics that highly conscientious people have are that they are well organised, reliable, hardworking, responsible, and delay gratification (Samuel, 2023). Jaqueline’s very high score in achievement striving, in particular, can be seen as a benefit to the role she has applied for as people tend to be more rational and dependable when making decisions which prevents them from making careless and impulsive decisions when it comes to taking on takes that will get them closer to their goal which will be highly beneficial within a leadership position (Samuel, 2023). However, high achievement striving can also be seen as a weakness as this facet is related to a high drive to succeed, which can then develop and present itself in problematic workaholic behavior. This was confirmed in Mazzetti’s (2014) study which looked at whether an overworked environment and a person’s characteristics such as conscientiousness and achievement motivation can foster workaholism. The result of the study found a significant increase in workaholism in people who have personal characteristics that make them vulnerable towards workaholism. Furthermore, it was confirmed that conscientiousness and self-efficacy was related to workaholism when placed in an overworked environment. 
Jaqueline also scored very high on her self-discipline. Self-discipline is the ability to adjust one’s behavior to line up with their own long-term goals (Baumeister, 2007). Research conducted by Moss et al. (2009) found that when leaders lead by example their followers are much more likely to be inspired to regulate their own behavior, so when a leader is self-disciplined, it can be a source of encouragement for their followers which in turn shows skills of transformational leadership which is beneficial in the long term.  In relation to motivation, it can be proposed that due to Jaqueline’s very high conscientiousness the likelihood of engaging in procrastination would be very unlikely. Furthermore, due to this it can be suggested that she much more likely to consistently see a task though from start to finish which would be beneficial for people within a leadership position as it could potentially encourage productive behavior from the employees under the leader’s supervision. This can be backed up by Basford et al. (2012) research on leadership support. The results found that when a higher ranked supervisor provided support the followers were more motivated and their motivation to stay where higher when looking up to a higher ranked person. 
Jaqueline reports average levels of neuroticism overall, with the six facets of this trait also being average. Neuroticism is related to negative emotions such as self-doubt, depression, irritability, and anxiety, and is overall related to a person’s negative emotional stability (Barlow, 2014). People with high neuroticism often cannot deal with stress well, and tend to have a strong response to threats which leads to them being easily aroused and not being able to control themselves when they are distressed (Barlow, 2014). The candidate’s score implies that she is generally calm and able to deal with stress, but will occasionally experience feelings of anger, sadness, and guilt. In relation to leadership, neuroticism is suggested to be negatively related to leadership (Ozbag, 2016). Johar et al. (2013) suggests that leaders that score high on neuroticism are not likely to become effective leaders as leaders need to be more emotionally stable to be able to effectively influence their followers and create a better work environment for them as well as for themselves. Jaqueline’s high score on angry hostility, in particular, may pose a problem to the role she has applied for as people who score high on this facet are generally disagreeable (Eckhardt, 2004). However, Jacqueline scored high on agreeableness which implies that she may have a tendency to experience negative emotions and hostility, but overall, she is slow to anger indicating that Jaqueline is far more easygoing than what her score is implying. A study conducted by Fosse et al. (2023) found that the effects of angry hostility is lessened by the trait of agreeableness, which confirms what has been suggested which is that Jaqueline’s angry hostility score is far more easygoing than what has been suggested which can be beneficial for the role she has applied for as it can be implied that she would have the ability to control her anger overall creating a more friendly environment for her followers. Jaqueline also scores very low on self-consciousness which shows that she is confident and would not be bothered by awkward situations where she might experience ridicule or embarrassment. The feeling of inferiority is not something she would easily fall into. Maldonado et al. (2022) found that leaders with low self-consciousness are more open to listening to feedback, advice, and criticisms.  This can be very beneficial within a leadership position as she would be able to take criticisms and learn from them to create a better work environment. Furthermore, Jaqueline’s low score on the depression facet shows that she has fewer feelings of depressive emotions such as hopelessness, which will be beneficial within a leadership position as it was found by Byrne et al. (2014) that high levels of depression resulted in higher levels of abusive supervision and lower levels of transformational leadership. So, it can be suggested that because of Jaqueline’s low level of depression she would be more likely to show higher signs of transformational leadership over abusive supervision. Her average score on impulsiveness and vulnerability scores imply that she can control urges to act impulsively and can cope with stress as well as other people. 
Jaqueline reports low levels of openness to experience overall, with the six facets of this trait also mostly being low. Openness to experience refers to how willing an individual is to experience new things, it’s also related to how creative, curious, and open-minded they are.  Whereas individuals with low openness to experience dislike change, routine oriented, and traditional (Audet, 2023). In relation to a leadership position, it has been suggested that, out of all the big five factors, openness to experience is the least likely to predict job performance (Griffin, 2004). Jacqueline’s low levels of openness to ideas suggests that she has limited curiosity and a narrow focus when it comes to her desire to learn. Mussel’s (2011) study on openness to experience and job performance found that people with the facet of openness to ideas which have characteristics such as willingness to learn, creativity, and curiosity were positively related to work-related criteria. However, this does not relate to Jaqueline’s level of intelligence as she scored high on action and a very high score on values would suggest that she has a preference for novelty and variety over familiarity and routine. This would imply that Jacqueline is adaptable to change and would fit well in a CEO role as she would be able to fit well in a position what required change daily. She is also highly open to re-exampling her political, social, and religious values which can also be implied as being open to listen to other people and willing to consider evidence that opposes what she believes or understands, these are all things that would be beneficial within a leadership position as it shows that she has the ability to be open minded and appreciate other points of view. 
Jaqualine reports high levels of agreeableness overall, with the six facets of this trait also mostly being between average and high. Agreeableness refers to a person’s motivation to maintain a positive relationship with others, and people with high levels of agreeableness tend to be seen as popular, empathetic, cooperative, and trustworthy. They are well liked as they care for others in need and refrain from judging people for the purpose of peace (Widiger, 2017). In relation to leadership, it is suggested by Blake et al. (2022) that people with high agreeableness can emerge as effective leaders. However, Storey’s, (2018, as cited in Blake et al., 2022) study on agreeableness and management found that high leader agreeableness was positively associated with follower attitude towards their manager suggesting that agreeable leaders are associated with positive follower outcomes. This may, however, be due to the fact that they desire to satisfy followers’ needs, which can be seen as negative. Overall, leader agreeableness can allow for effective leadership, but it can also lead to negative implications for groups and organisational outcomes. In relation to the facet of tendermindedness, it can be suggested by Jaqueline’s high score that she is no more or less friendly than others and that she can make rational decisions based on logic or display a gentile attitude. Furthermore, her high score on straightforwardness demonstrates that she is sincere and honest in her conversation with others. Finally, she is more likely to be modest and humble when it comes to celebrating achievements. All of these can be beneficial to have in a leadership position as it can be suggested that leaders with high agreeableness have personality characteristics that will be able to work well with followers as they have the ability to maintain a positive relationship with other people. Although, one of the negative aspects of this trait can be that due to their positive outlook on situations, they may be taken advantage of due to them not wanting to avoid conflict. However, this is not an outcome which will affect Jaqueline as she also scores very high on conscientiousness which implies that she will not be swayed in difficult discussions that will affect reaching a set goal. 
Transformational and transactional leadership are also important to consider when looking at effective leadership. Bass et al. (2006) indicates that transformational leaders aim to inspire their followers and help them to achieve desirable outcomes while also developing their own leadership capabilities. Transformational leaders respond to the needs of their individual followers, and by doing this it empowers them to do better in the leadership role. They also help by lining up their objectives and goals, which results in higher quality work being produced. Evidence has been found that suggests transformational leaders can influence follows to surpass expected performance in addition to higher levels of commitment to their group and organization as well as follower satisfaction (Bass et al, 2006). On the other hand, transactional leadership is predominantly related to social exchange. Transactional leaders offer their followers more materialistic rewards such as bonuses or holidays. Whereas transformation leadership aims to inspire their followers, transactional leadership tend to control them (Burns, 1978, as cited in Bass et al., 2006). 
Prochazka et al. (2018) explored the effects of transformational leadership and personality characteristics on leadership effectiveness. The results found that leaders’ conscientiousness and agreeableness on groups performance was related to leader effectiveness and leadership emergence. Whereas neuroticism, extraversion, and openness to experience were not related to transformational leadership. Furthermore, research done by Hansbrough et al. (2018) also found that conscientiousness is strongly related to transformational leadership, in particular the appeal of transformational leaders. According to Jaqueline’s personality profile, she would be more likely to exhibit a transformational leadership style. Her high scores in conscientiousness and agreeableness also aligns with previous research which further validates this suggestion. Her very high scores in achievement, striving and self-discipline as well as straightforwardness shows that she would be able to lead others effectively while also having the characteristics to inspire and mentor her follows accordingly. Having a transformational leadership style would also be beneficial as it has been found that it’s a much more effective leadership style long term compared to transactional (Geyery et al., 2007). 
From Jaqueline’s psychological characteristics it can be suggested that she should be successful in the CEO role that she has applied for. Her very high score on conscientiousness show that she is reliable, hardworking, diligent, and encourages productivity. Her high score in achievement striving also implies that she will be rational and dependable when making decisions. Additionality her score on self-consciousness implies she will be a confident leader who will not be bothered in awkward situations where she may experience ridicule or embarrassment. She is also adaptable to change as well as has the characteristics to work well with her followers as shows in her openness and agreeableness factors. These all indicated that she will be successful within a leadership position as it shows that she has the correct mindset of a leader as well as the skills to relate to her follows and perform well in a CEO passion. Jaqueline also exhibits a transformational leadership style which is related to being able to inspire and motivate her followers to do better, which further demonstrates her capabilities in excelling. Transformational leadership is also an effective long term leadership style. 
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