Leadership is a popular disputable topic in the 20th century due to the significant influence of the concept of leadership has on every sort of organizations (Nabih, Metwally & Nawar, 2016). In the early 20th century, to determine the components predict successful leadership of a great leader, personal characteristics were examined (Northouse, 2013). Leadership can be known as the ability to influence a group of individuals gaining confidence and support to achieve a general goal (Kim & Maubourgne, 1992). According to Lord, DeVader and Alliger (1986), personal characteristics are firmly related to individuals’ perceptions of leadership. Kirkpatrick and Locke (1991) stated that it is unambiguously obvious that successful leadership differ from the others, an individual who has successful leadership tends to have characteristics of drive, motivation, integrity, confidence, cognitive ability and task knowledge. Therefore, the aim of this essay is to critically discuss the extent to which psychological characteristics predict successful leadership in the workplace. 
A leadership style can affect the growth of an organisation and the employee's engagement (Spinelli & Trecoci, 2006). Leadership styles can be categorised into three main types, which are transactional, transformational and laissez-faire leadership styles. Burns (1978) found that transactional leadership is relevant to the majority of leadership patterns, which is an exchange process between the leader and the follower that the leader can recognize the needs of the follower and offers encouragement to fulfil those needs in return for expected presentation. For instance, in the classroom, teachers are being transactional when they deliver students a grade for task finished (Northouse, 2013). Transactional leadership can be categorised into three subtypes which are passive, active and contingent (Bass & Avolio, 1987). Passive transactional leadership refers to the unchanged status, only if things go wrong, this type of leader will make a decision that usually has a negative implication while active transactional leadership exists an interaction between the leader and the follower that tends to have a positive exchange (Bass & Avolio, 1987). Contingent transactional leadership means the leader draws attention to explain rules and qualifications for the followers and prizes them when they completed their responsibilities (Murphy, 2005).
In contrast to transactional leadership, transformational leadership can be defined as the procedure by which an individual engages with someone else and frames a link that improves the level of motivation and ethics in both the leader and the follower (Burns, 1978). A leader of transformational leadership tends to be a paradigm for his followers by attending their demands and motives and tries to assist them to perform their fullest capacity (Burns,1978). For instance, Ryan White raised the American people's awareness about AIDS and in the process became a spokesperson for increasing government support for AIDS research (Northouse, 2013). Transformational leadership can be categorised into four subtypes which are idealised influence or charisma, inspirational motivation, intellectual stimulation and individualized consideration (Bass, 1985). In idealised influence (charisma), the leader acts as a paradigm for the followers, the leader sacrifices himself and gains trust and respect from his followers while in inspirational motivation, the leader is optimistic and he is trying to inspire and motivate his followers by changing their minds to reach his goals and expectations (Bass, 1985). In intellectual stimulation, the leader provides a comfortable environment in work which encourages the followers to be creative problem solving while in individualised consideration, the leader treats every follower as a special individual with respect and spends time to coach them (Bass,1985).
According to Robbins, Judge and Sanghi (2007), laissez-faire leadership is known as a style of nondirective, passive and inactive, the leader of laissez-faire leadership abdicates responsibilities and avoid making any decisions. This type of leader who normally gives the group whole liberty, provides essential materials, take parts only to answer questions, and avoided providing feedback (Bartol & Martin, 1994). Generally, Laissez-faire leadership style can be performed in a small industry but not suitable for a large organisation (Daly, Speedy & Jackson, 2004).
There are three main types of leadership are discussed above and for now, the extent to which psychological characteristics of transformational leadership will be focused to discuss. According to Nabih, Metwally and Nawar (2016), researchers have conducted studies that related to emotional intelligence and its significant impact on successful leadership. Past studies have revealed that the build of emotional intelligence is one of the popular predictors to have a successful leadership (Nabih, Metwally & Nawar, 2016). There is approximately ninety per cent of successful leadership positions is involved with emotional intelligence (Poon, 2002). A study from Sivanathan and Fekken (2002), stated that a leader with high emotional intelligence will be a successful leader because of a successful leader is socially adept. 
Moreover, leadership is an emotional procedure by which a leader identifies a follower's emotional status and tries to arouse the emotion of the follower and then tries to manage the follower's emotional status accordingly (Humphrey, 2002). Humphrey (2002) also showed that the ability of a leader to influence the emotional situation that can influence the performance and effectiveness in the workplace powerfully. People think that a leader who has highly emotional intelligence can manage a team to work effectively and lead others (Rosete & Ciarrochi, 2005). Thus, successful leadership skill is related to the understanding of emotions and the ability of emotional intelligence (Palmer, Walls, Burgess & Stough, 2001). 
In addition, Leary, Reilly and Brown (2009) found that emotional intelligence gives a hand to improve leadership skill and performance in the workplace. Schumacher, Wheeler and Carr (2009) claimed that a leader with advantages in six or more emotional intelligence competencies are considered to be more effective and have better grades of presentation outcomes than the others who lack these advantages. In a study of 1989, Goleman showed that successful leaders are alike in a critical way which is all of the successful leaders have high emotional intelligence (Stein, Papadogiannis, Yip & Sitarenios, 2009). There are many supports can show that emotional intelligence is one of the psychological characteristics that can predict successful leadership in the workplace, so, emotional intelligence can really predict successful leadership.
The second psychological characteristic to be discussed to predict successful leadership in workplace is extraversion. Extraversion is one of the personality factors in Big Five traits which consist neuroticism, extraversion, openness, agreeableness and conscientiousness. Extraversion is related to outgoingness and assertiveness (Ward, 2018). The tendency of extraversion is to be sociable and assertive and to have positive energy (Northouse, 2013). An extraverted leader tends to be talkative and they are more forceful and convincing with his opinions. So that, the followers have to listen to the extraverted leader and the work will be done efficiency. 
Also, Amogah (2009) claimed that there are various individual characteristics that may be predictors to predict successful leadership, for example, intelligence, dominance, gender role, emotional intelligence, generalised self-efficacy, self-monitoring, conscientiousness, emotional stability and extraversion. Huszczo and Endres (2017) showed that research has indicated that extroversion is the most powerful psychological characteristic predictor of successful leadership. According to the study of Goldberg, extraversion was the factor most powerful characteristics associated with successful leadership (Northouse, 2013). 
The third psychological characteristic to be discussed to predict successful leadership in workplace is self-confidence. Self-confidence is another predictor that can helps an individual to be a successful leader. Self-confidence is an ability to be certain about an individual’s competencies and skills. It consists a sense of self-esteem and self-assurance and the belief that a person can create a difference. Transformational leadership engages with influencing other people, and self-confidence allows a leader to feel assured that his or her attempts to influence the followers are appropriate and right. 
Steve Jobs is a paradigm of a self-confidence leader. When he described the things that he wanted to create, many people said that it is impossible. However, Steve Jobs never doubted his products would change the whole world because of the self-confidence.
To conclude, there are three types of leadership which are transactional, transformational and laissez-faire leadership styles. Transactional leadership can be categorised into three subtypes which are passive, active and contingent (Bass & Avolio, 1987). Transformational leadership can be categorised into four subtypes which are idealised influence or charisma, inspirational motivation, intellectual stimulation and individualized consideration (Bass, 1985). In this study, there are three psychological characteristics which are emotional intelligence, extraversion and self-confidence that can predict successful leadership in the workplace. According to Palmer, Walls, Burgess and Stough (2001), a successful leadership skill is related to the understanding of emotions and the ability of emotional intelligence. Huszczo and Endres (2017) showed that research has indicated that extroversion is the most powerful psychological characteristic predictor of successful leadership. Self-confidence is a great psychological characteristic predictor of successful leadership. 



