Critically discuss the extent to which the psychological characteristics outlined in the provided profile would predict successful leadership in the workplace.
Jaqueline Shears is a 41-year-old woman, who has an occupation as a Director of Corporate Strategy. She has applied for the role of the Chief Executive Officer (CEO). A CEO is the boss of the company and has high priority. The CEO would need to have good leadership qualities which let them to lead their subordinates in a correct and proper manner. The CEO is the highest management before getting to the board of directors. A Leader can command a cohort into doing what is needed to achieve the outcome (Henry & Open Business School, 2001). Personality can be defined using trait theory and ‘The Big 5’ (Costa & McCrae, 1992). The different traits that are included in ‘The Big 5’ are Extraversion, conscientiousness, neuroticism, agreeableness, and openness to experience. The purpose of this essay is to discuss whether Jaqueline will be successful in the leadership role. There will be an explanation of how the 5 Traits will affect her leading effectively.
Jaqueline shows low levels of extraversion which could predict that she is an independent worker and does not put herself in the limelight. This could be a downfall to leadership due to needing to work in a team and needs to put themselves in the spotlight due needing to put themselves in front of a group of people to give presentations and to give instructions. By having a low extraversion score this suggests that she is reserved in social gatherings or in a workplace. She may therefore work better on her own than with a team. This is a downfall to leadership. People who have low extraversion tend to have high assertiveness and this can show that they are enthusiastic about their work and other peoples good doings therefore, due to this trait they would work well in a group setting that needed a leader more than a participant. Assertiveness is a good trait for leadership. Jaqueline has positive emotions and there is no reason she is more or less happier than any other person.
According to Karlsen and Langvik (2021) people who have high levels of extraversion will make good leaders due to them being more likely to take charge and to assert authority in most situations. They are usually more likely to express how they feel and enjoy working in a social setting. They are just as enthusiastic and motivated as someone who has a low score in extraversion, but they are more likely to show it more obviously than others. People with low extraversion are more likely to be independent workers rather than people with high extraversion who are more likely to interact with people. Therefore, they would make better leaders as they will be better at taking charge and then communicating with their subordinates. People with low extraversion get low mood when they socialise with people a lot and they find it difficult to start conversations which would be a downfall to being a leader as a leader would need to be able to have conversations with many people. A good thing about having low extraversion is that they think carefully before they say how they feel or what needs doing. This is thinking logically (Liegl & Furtner, 2023).
Jaqueline is a very conscientious person which shows that she strives highly for her goals and is sets high standards of herself. She has a good outlook on life is ready to thrive at anything that is thrown at her. She is effective and confident at every task she undertakes which shows she’s competent. People who have high conscientiousness score tent to be very versatile. She has great attention to detail to ensure everything is finished to a high standard. She seems to be able to complete tasks in timely manner and with all details well organised. She ensures that her work will be adhered to the moral and ethical obligations. Her downfall in this department is that it could affect her wellbeing which could therefore affect her quality of work and their would have to be a cautiously take on this due to possibly not being able to delicate if she wanted to work done in a certain way. She would take a cautiously path in when making a decision, so think before acting. She would most likely be motivated and would see a task to the end.
Being high in consciousness can make a good leader due to being able to being rational which is goof when someone is a leader as the decisions shouldn’t be made in hast and the outcome overall is the leaders responsibility for it to be successful. These people are principled and innovative. On the other hand, people who have low conscientiousness levels are informal and causal people which would be a completely different angle to completing work and helping others their work in a timely manner. They would find it difficult to stay within a deadline due to being so relaxed. That’s not what is needed in a leadership role. Their may be a risk to being too conscientious though due to not being able to know when to stop working and possibly would find it difficult to delegate to others (Babalola et al., 2017). 
Jaqueline is a person who would be able to deal with stress well and who would stay calm in a crisis. Neuroticism is linked to guilt, sadness and anger therefore, due to her having an average score, she will sometimes experience these feelings which could affect her majorly. Jaqueline scored high on the anger hostility section which is unlikely due to only having a average neuroticism score. She scored high on agreeableness, so it is an anomaly that she scored high on the anger hostility section. Therefore, she has proneness to become frustrated and experience deep negative emotions. She takes a fair bit of time to come to this point and is even-tempered. This average score on neuroticism shows that she wouldn’t be put out by social settings and where she must communicate with a large amount of people. High levels of neuroticism are to be said to be a negative trait towards leadership (De Hoogh & Den Hartog, 2009). A leader needs a level head and emotional stability but someone with high neuroticism don’t have those traits so wouldn’t make an effective leader. Jacqueline has average neuroticism levels, and this therefore would give the right balance of where she is enthusiastic but not get overwhelmed and able to keep level-headed (Judge & Bono, 2000). Employees wouldn’t respond to someone who is being neurotic they wouldn’t follow their leadership if they aren’t able to trust their next move. According to Judge and Bono (2000) a person who has high neuroticism levels would get burnt out easily. She may experience this slightly as she has an average score, but she would be able to delegate and realise when she needs to take a break. These are good skills as a leader.
Jaqueline fell in the low openness to experience section. This does show that she is a grounded person, and she is traditional in her ways. Although she is like this she can be perceived as introverted and ingenuine. She would feel as if feelings are not important and their mind would put the focus on the logic behind situations. She would have a small focus on subjects she is interested in but if she has no interested, she wouldn’t show any openness into trying new experiences. This doesn’t affect the way she can convert to a different routine or adjustment to different ideas. A person who has a high openness to experience would have a wide range of hobbies and interests as they will try more things. They are more likely to be interested in what is going on around them and want to investigate deep in to new subjects and they will enjoying trying new things. People with high openness to experience tend to be more creative compared to people scoring low in this. 
Low openness to experience may not be the best for leadership as they do not like experiencing new things which when you are a leader you have to experience new things when conducting projects and even becoming a leader is experiencing something new (Moss et al., 2007). They try to avoid new ideas which wouldn’t be very good when leading people due to when people are working, they may submit new ideas which as a leader you’d have to listen to and consider whether it was a better way to do something they a team had to complete (Moss et al., 2007). They tend not to necessarily be very creative and doesn’t like theoretical concepts. This can be a downfall as sometimes as a leader you have to be a creative person to think of ideas on how to motivate you team (Xia et al., 2022). 
Jaqueline has high agreeableness; she will always be swayed that other people are good intentioned and honest. They thrive for peace by giving benefit of doubt.  Jaqueline would show a lot of interest into others health and how they are dealing with certain situations. This is due to her high level of generosity. She is tolerant and would be fair to her co-workers. This is a good trait of a leader due to needing to be supportive and to make sure her staffs wellbeing is looked after to ensure that they are working to their full ability (Blake et al., 2022). She is more likely to be the sort of person to just forgive and forget if someone has done something wrong which can be a downfall when being a leader as people need consequences or they will carry on doing those things (Blake et al., 2022). She wouldn’t disagree with her staff which could lead to bad decisions and being compliant with everything they want they could start walking all over her. Sometimes this good be a good trait to have as it will make her staff feel heard and that they have her support. Jaqueline does not like conflict, she will avoid it at all costs. This could cause more conflict by her not solving underlying issues. She makes decisions rationally, takes deep thoughts into how they will affect others and if they will be effective (Blake et al., 2022). She is a modest and humble person when she achieves things. All these attributes are good leadership attributes as these are needed to ensure good team wellbeing. 
When a person has low agreeableness, they don’t take interest in others, doesn’t really care how their actions affect others. People’s feelings are not relevant to them, and they don’t show interest in peoples. These people will insult and put people down when they shouldn’t. they are very manipulative people and shouldn’t be leaders as they would not be good at motivating or ensuring the team are working to their full potential (Özbağ, 2016). 
Transformational leadership is a type of leadership style that helps positive change. The people who follow this are energetic, passionate and enthusiastic about all the things they take part in. They get involved in all aspects of projects and don’t just sit there and let everyone else do the work. They make sure everyone on their team is reaching their own goals and are successful (Bergner et al., 2010). These types of leaders are fully in control, and they make sure everyone knows the end goal. They have a passion for the work they undertake. They motivate the whole group to succeed in everything they need to. The main characteristics of a transformational leadership are intellectual stimulation, inspirational motivation, individualised consideration and idealised influence. A person who has active listening skills, creativity, inspirational, and open-mindedness and supportive would be a good transformational leader. When a leader is a transformational leader their team will have better performance, a sense of empowerment and the team will have better well-being in general (Jacobs et al., 2013).
Transactional leadership is when the person in charge is using rewards and bad consequences to try and get their team to do what is needed to get the job done. It is where the members of the team will be rewarded if they complete a goal. The main focus of this is outcomes. The members of the team will be punished for not completing tasks on time. This is supposed to motivate the workers. They think that the best way to work is when everyone knows who is in charge. The employees must monitor carefully that they are meeting expectations (Xenikou, 2017).
Jaqueline would be more likely exhibit a transformational leadership style this is what will be successful to make sure the team is going to succeed as she would be mentoring the team instead of just putting them under pressure and punishing them if they fail. Transformational leadership will be more successful in the long run. 
To conclude, Jaqueline has shown a balance of all personality traits. She showed that she had low extraversion which is not the best quality to be a good leader as there is a need for there to be out there and be able to work as a team, but she prefers to work by herself rather than with a team. On the other hand, she has high levels of conscientiousness which is a really good trait to have as a leader as they set high goals for themselves and therefore set them for others also. This would make her an effective leader. Jaqueline is low on openness to experience which may make it difficult to be a leader due to the imposition of new experiences which is needed when being a leader. She has high agreeableness which is a good trait for leadership as she will protect her employees and will make sure their wellbeing looked after. Even though she finds it hard to deal with conflict which could be a downfall when having to deal with problems in the workplace. She scored average on neuroticism which is good as it gives a balance mind set and even though she may feel guilt and sad thoughts it not any more than anyone else. 
Overall, she would make a good leader due to most of her qualities being pointed towards having the right traits and the right leadership style. 
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