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		Leadership is defined as more than a personality trait as it was previously thought, it is now defined as the process of having an influence on organized groups through motivating a bigger objective. Leadership also adds value and meaning to work, without leadership, work can seem unimportant (Lawn, 2013., Silva, 2016). The areas that research has mainly focused on is transformational leadership; defined as an approach that creates positive and valuable changes in followers, with the potential followers becoming leaders, this is done by helping individuals develop by motivating them to achieve higher performances by setting a high standard (Kendrick, 2011). Transformational leadership involves four factors; inspirational motivation, individual consideration, idealized influence and intellectual stimulation. (Kendrick, 2011). Transactional Leadership is defined as a leadership style that focuses on the organization, the role of supervision and the employees’ group performances. Leaders who are involved in transactional leadership keep employees motivated by offering rewards if their employees accomplish the goal that was set out (Deichmann, & Stam 2015).
	The psychological characteristics that predict successful leadership in the work place are derived from the Big Five personality traits framework, individuals with leadership behaviours are likely to fall into the Big Five personality categories; conscientiousness, agreeableness, openness to experience, extraversion and emotional stability (Langford, Dougall, Parkes, 2017). 
	It has been suggested that individuals who have high levels of extraversion tend to display characteristics of powerful leaders as they are more optimistic by expressing positive emotions, therefore they are more likely to have an influential and positive impact on the future (Bono., Judge 2004).  Therefore, it has been suggested that extraversion is one of the most successful predictors that contributes to effective leadership, however despite a large amount of research that agrees, a lack of research has not considered the traits that form extraversion, while the characteristics of extraversion are suggested to be broad. The magnitude of extraversion was considered by a meta-analysis (Do and Minbashian, 2014), increasing the possibility that extraversion may not be effective enough in predicting successful outcomes of leadership (Do and Minbashian, 2014)
	In Western Countries, culture portrays successful leadership with individuals’ who are extroverted, have outgoing personalities and are charismatic for example, Steve Jobs (Stephens-Craig, Kuofie, Dool, 2015). Society has created a role where people believe that CEO’s must have the ability to command attention from their followers, inspire and motivate individuals through their charismatic personalities, and communicate their creativity and inspirations to large crowds and display confidence in all social settings (Stephens-Craig et al.,2015). However, it has been suggested that combining individuals with leaders with extroverted personalities can lead to conflict in the workplace, while combining employees with an introverted leader could more successful (Mascone, 2016). Introverted leaders are more likely to listen more carefully and tend to be more open minded to suggestions, which can make them more valuable leaders to teams that are more outspoken, this has suggested to that extroverted leaders may feel threatened (Mascone, 2016). 
	A qualitative study was conducted with the aim to provide further research that individuals with introverted personalities can be successful leaders by using their positive traits e.g. organized and detailed behaviours, analytical thinking, being cautious and making strong decisions to grow and develop as leaders. (Stephens-Craig et al.,2015). Many leaders such as Ghandi, Barack Obama, Rosa Park and Steven Spielberg are all examples of introverts that have made strong leaders in society (Stephens-Craig et al., 2015). The participants were introduced to a history on introverts and extroverts constructed from Carl Jung’s (1923) research, in order to have a basic understanding of the classifications of the personality and how it fits into the modern-day workplace. The literature review explored how almost fifty-percent of employees are introverts around the world, however workplaces are designed for individuals who are extroverted (Stephens-Craig et al.,2015). The results suggested that small ratio of participants thought that positive leadership could only be successful by individuals who are extroverts, while most participants believed that both extroverts and introverts could make successful leaders but would make different kind of leaders (Stephens-Craig et al.,2015).
	 It has been suggested that great leaders can all possess different psychological characteristics; as some leaders are extroverts and some leaders are introverts. What makes a successful leader is based on communication, consistency, accountability and comprehension. Additionally, to become a successful leader of a company, the relationship must be strong between the employer and employees (Troy, Justin, Jitendra, & Bharat, 2017). 
	A Further psychological characteristic of the Big Five framework that predicts successful leaderships in the workplace is emotional stability; emotional stability is a characteristic that is the opposite of neuroticism; individuals with high levels of neuroticism are more anxious, stressed, unstable and impulsive (Kalshoven, Den Hartog, De Hoogh, 2011). People who have high levels are neuroticism are less likely to be a successful leader, than an individual with emotional stability (Kalshoven, 2011) more references	
	Emotional stability is a characteristic that is required for high pressured job roles with a great deal of responsibility, such as doctors, it was stated that all doctors are expected to be able to present leadership roles, while unfortunately most doctors have not been trained to be leaders (White, 2005).	 Transformational leadership has benefited employees by using transformational supervision through increasing the well-being of their employees, such as their happiness, physical health and mental health. Individuals with high emotional stability are associated with lower levels of burnout and stress from their jobs, have higher organization skills and levels of job satisfaction (Johnson, Stewart, David, Witt, Ferris & Perrewé, 2017). Emotional stability has suggested to be higher than conscientiousness when predicting job performance, also cultures and organizations now see emotional stability as a succesful predictor for job performances (Johnson.,et al 2017).
	However, it is still possible for stress to occur. For example, stress can occur from the nature of the work, such as the difficulty of the work and or the conditions that the individual is working with e.g. meeting deadlines (Harms, Credé, Tynan, Leon, & Jeung 2017).  Interestingly, there has not been a significant amount of attention paid to emotional stability and the connection between burnout, stress and transformational leaders (Hildenbrand, Sacramento, Binnewies, 2018). Stress and leadership are inevitably linked, many have argued that when a leader is not emotionally stable and feels stress, that is when successful leadership is made, others believe that when a leader feel the pressure of stress, then their true character will come out, and some believe that stress is a crucial factor for leadership development (Harms.,et al 2017). It has also been argued that followers tend to need a leader more when a stressful event occurs, it has also been suggested that a leader that can handle stress is more efficient for decision making and it is important that followers know their leader can manage stress in an efficient way (Harms., et al 2017).  It was suggested that transformational leadership failed to state the consequences of leader stress, and how that stress can affect an individual’s ability to perform well (Harms., et al 2017).
	A personality trait that also predicts successful leadership in the workplace is emotional intelligence, it includes two different skills which are intrapersonal and interpersonal (Benson, Martin, Ploeg & Wessel, 2012). The characteristics of individuals with interpersonal emotional intelligence have social and personal capabilities to gain an understanding of others, they work efficiently and effectively, cooperatively, and collaboratively. Individuals with interpersonal emotional intelligence have personal and social capabilities that require paying attention to other reactions and responses, caring about others and being comfortable around them, also they empower and motivate those around them by sharing knowledge to develop (Benson et al.,2012). Nevertheless, the characteristics of individuals with high intrapersonal emotional intelligent are more intensive and aware of their emotions, attitudes and feelings; individuals with intrapersonal characteristics understand that their feelings could have an impact on others, as they are aware, they can turn these feeling and emotions into something productive and positive (Benson et al.,2012). 
	Research has been conducted for many studies, examining the links between emotional intelligence and the different characteristics of leadership (Siegling, Nielsen, Petrides, 2014) It was suggested that Barling, Slater and Kellaway (2000) were looking for an outcome on attribution styles, however  they had found EQ-I scores that suggested the predictions of three different facets of transformational leadership instead (Siegling et al., 2014).
	Emotional intelligence first originated from Thorndike’s (1927) construct of social intelligence (Nordin, 2011). The contrast came to light by Goleman in (1995, 1998). Goleman (1995) proposed that emotional intelligence such as social awareness, social management and self-management are all skills that can be learnt for leadership, this become important in the process of constructing change (Nordin, 2011). It has been suggested that employees who are emotionally intelligent have many advantages as they tend to be happier, thrive more, are committed to their work place, and are more likely to perform better and develop successfully in a workplace (Nordin, 2011). Individuals who have emotional intelligence can use positive decision making and use it as an advantage to implicate enthusiasm by creating interpersonal relationships through putting trust into employees (Nordin, 2011). 
	Research has suggested that individuals with high levels of emotional intelligence are more likely to be more likely to have a successful career, develop job security, and can adapt to stressful situations by using better coping mechanisms than individuals with low emotional intelligence (Nordin, 2011). Individuals with high levels of emotional intelligence would make great and effective leaders since others are guided with optimism (Sechelariu, 2012). having an individual who is optimistic as a leader creates the outcome of successful performance, therefore it is suggested that the leaders’ actions and mood can have a negative or positive impact on their followers (Sechelariu, 2012).
	A good example of leadership with an individual who has high levels of emotional intelligence is the occupation; the police force, it is suggested that an individual with emotional and social intelligence could make, a dangerous or critical situation, the contrast between life and death (Sechelariu, 2012). A study conducted by ‘New York traffic police’ gathered that the police officers who dealt with correspondence to angry drivers and managed to stay calm, had the least immoral violent incidents (Sechelariu, 2012). 
	It is known that emotional intellectual is an important predictor in personal characteristics, however, there has been a disagreement, that emotional stability should be measured only as a four-branch ability (Føllesdal and Hagtvet, 2013), therefore it would not be considered as a leader behaviour or a personality trait. According to a meta-analysis if emotional intellectual was considered an ability, it could mean that it might not be important in transformational leadership (Føllesdal and Hagtvet 2013).
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