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


The term “leader” is commonly used to describe a person who instructs, oversees and counsels others (Fiedler, 1995). Leadership, however, is the act of motivating, influencing and leading others towards achieving a desired goal or outcome (Northouse, 2015). Over the years, many leadership styles have been developed using a range of leadership theories. The trait theory suggests that effective leadership stems from specific personality traits and characteristics, including physical and personal factors (Sethuraman & Suresh, 2014). Two primary traits have been recognised as fundamental elements of leadership: emergent traits and effectiveness traits. Emergent traits rely on hereditary factors, encompassing attributes like attractiveness, intelligence and confidence. In contrast, effectiveness traits are grounded in experience and learning, including qualities such as charisma (Khan et al, 2016).
This model assumes that the behaviours of leaders are determined by their traits and remain consistent regardless of the situation (Sethuraman & Suresh, 2014). The contingency theory, however, focuses primarily on external factors, such as the environment, which may influence an individual’s leadership style depending on what would be the most appropriate and effective based on the situation at hand (Sethuraman & Suresh, 2014). This can also be explained by the situational theory, that suggests that leaders will adopt a leadership style that best suits their environment and the people they will be leading (Sethuraman & Suresh, 2014). Finally, the behavioural leadership theory focuses on the leaders’ actions, suggesting that these traits can be emulated by others. It proposes that successful leaders are not inherently born but can be developed through learnable behaviours (Khan et al, 2016).
Personality, a defining factor in leadership dynamics, it significantly shapes the way individuals lead and interact within a professional setting. It can be described as the characteristics and behaviours that constitute an individual’s unique adaptation to life, including their interests, traits, values and emotions (American Psychological Association, 2023). A study was carried out to examine the impact of the Big Five personality traits on effective leadership within a group of bank managers. The findings revealed that the level of leadership effectiveness was closely associated to the personality traits exhibited by leaders (Ali, 2023).
This essay aims to assess and determine a candidate’s suitability for a selected job role based on her personality traits and characteristics. The candidate being evaluated is Jaqueline Shears, a 41-year-old female who currently works as a Director of Corporate Strategies. Jaqueline is being considered for the role of Chief executive officer (CEO), where she will be responsible for crucial corporate decisions, overseeing operations and serving as a point of communication between the company and other businesses (Hayes, 2023) Jaqueline will be considered the representative of the company. 
In order to evaluate Jaqueline’s suitability for this specific job role, she completed the NEO-PI-3 psychometric assessment, which uses the aspects of the Big Five model of personality to provide information regarding different personality factors, leadership styles and distinct characteristics that may or may not make her a suitable candidate. Throughout this essay, the five main factors of personality, including the six sub-groups of each, will be discussed in relation to how important they are for the chief executive officer role and within overall leadership roles. These five main traits include extroversion, conscientiousness, neuroticism, openness and agreeableness. 


From looking at the results of the NEO-PI-3 psychometric assessment, it is evident that Jaqueline exhibits high levels of agreeableness and conscientiousness, with lower scores in both openness and extraversion, and an average level in neuroticism. For the purpose of this essay, each trait will be individually evaluated in greater detail, specifically examining its connection to leadership roles and Jaqueline’s desired job role. Therefore, the first trait to be discussed is extraversion, which is characterised by a range of social and affective components (Augustine & Hemenover, 2008). An individual with high extraversion tends to experience more positive affect and will engage in more social interactions. (Augustine & Hemenover, 2008). Within the extraversion facet, Jaqueline demonstrated low scores for warmth, gregariousness and excitement-seeking, with average scores for activity and positive emotions, and a high score for assertiveness. 
Currently, extraversion stands as the personality trait that is most widely acknowledged for its efficiency in predicating leadership. A study conducted by Judge et al (2002) discovered that extraversion was the most consistent trait associated with leadership out of the Big Five personality traits. Similarly, a meta-analysis exploring the relationship between personality and two leadership styles, transformational and transactional, found a strong correlation between transformational leadership behaviours and extraversion (Bono & Judge, 2004). The transformational leadership style involves leaders who aspire to motivate, guide and inspire their followers, and who operate well in supervisory relationships (Aarons, 2007). Transformational leaders are believed to enhance their follower’s intrinsic motivation by attending to their needs, providing support and encouraging positive behaviours (Aarons, 2007). In contrast, transactional leadership is rooted in exchanges between the leaders and followers, whereby the followers receive rewards or praise for achieving specific performance goals (Aarons, 2007). Jaqueline’s results revealed a high score for assertiveness, a trait believed to be connected to leadership through a leader’s drive for power and control (Karlsen & Langvik, 2021). Her low extraversion suggests that she is likely to an independent worker who maintains a formal or reserved demeanour, however, her assertiveness can also indicate enthusiasm, particularly when it comes to tasks that she is passionate about (Karlsen & Langvik, 2021). However, a high score in assertiveness is frequently linked with dominant behaviour, which, while potentially beneficial for asserting authority in the workplace, could pose challenges when working within a team and building appropriate relationships with colleagues (Karlsen & Langvik, 2021). Additionally, Jaqueline’s low scoring of warmth and gregariousness may have adverse effects on the support, understanding and consideration she provides to her colleagues. While establishing an authoritative presence is good, being approachable and understanding of colleagues is crucial for creating a positive work environment (Karlsen & Langvik, 2021). Her low extraversion suggests that she is likely to an independent worker who maintains a formal or reserved demeanour, however, her assertiveness can also indicate enthusiasm, particularly when it comes to tasks she is passionate about. 


Conscientiousness can be described as the tendency to be responsible, organised and diligent in one’s work (Aarons, 2007). This is one trait that Jaqueline scored particularly high in, showing high levels of competence, order, dutifulness and deliberation, with very high scores in achievement striving and self-discipline. This characteristic indicates that she holds herself to high standards and possesses a strong determination to achieve her goals. According to previous studies, conscientiousness has been shown to be the most consistent predictor of job performance and has been emphasised as an advantageous characteristic within employees (Chae et al, 2018). It is often thought that individuals high in conscientiousness facets may adopt a rigid leadership style, potentially leading to issues of ‘micromanaging’, appearing demanding or difficult to deal with by colleagues (Harris et al, 2017). Moreover, her achievement striving and conscientiousness might manifest into problematic workaholic behaviours, which could pose challenges, especially in such a demanding leadership role (Kun et al, 2020). Jaqueline’s very high scores within the conscientiousness facets suggest she may be a transactional leader. This leadership style involves leading by example, demonstrating self-discipline, adhering to deadlines and having clear future goals (Prochazka et al, 2018). These skills would be extremely advantageous in a CEO role, as the ability to take charge, effectively manage others, and set a precedent for a strong work ethic among subordinates is paramount. 


Neuroticism is a trait often associated with distress or dissatisfaction, where individuals high in neuroticism are prone to experience negative emotions such as depression, anxiety, guilt and anger, leading to feelings of dissatisfaction within their lives (Weed & Kwon, 2023). Jaqueline’s personality assessment reveals significantly low levels of self-consciousness and depression, average levels of anxiety, impulsivity and vulnerability, alongside a high score in angry hostility. Collectively, these results place her within the average range within the neuroticism facets, suggesting that she is generally calm and copes well with stress. Individuals with low neuroticism typically find it easier to maintain composure in stressful situations, whereas leaders high in neuroticism tend to be cautious and driven by the fear of disappointing others (Brooker, 2020). While Jaqueline’s conscientiousness facets lean towards a transactional leadership style, her neuroticism scores, particularly the average to low levels of anxiety and self-consciousness, collectively suggest that she may be more aligned with the characteristics of a transformational leader. Despite her low extraversion scores, Jaqueline’s low levels of self-consciousness, coupled with her high scoring traits such as assertiveness, competence and positive emotions, indicate that she is an outspoken, confident and secure individual. This attribute will be advantageous for her when presenting work, engaging with clients, and collaborating with colleagues, as it suggest that she can manage her composure and confidence within various social settings. 
However, Tepper (2007) proposed that scores showing high anxiety and angry hostility may have the potential to trigger emotions that result in behaviours perceived by subordinates as abusive supervision, including actions like belittling co-workers or dismissing their concerns (Fosse et al, 2023). Leaders exhibiting higher levels of angry hostility are more prone to expressing frustration and anger in their interactions with colleagues (Fosse et al, 2023). Mawritz et al (2014) discovered that facing challenges at work, such as completing difficult tasks or reaching a deadline positively correlates with both anger and anxiety, predicting increased levels of abusive supervision within the workplace. Behaviours such as aggression, anger and hostility are not desirable qualities for potential CEOs, especially considering their roles as the public face of the company, and their responsibility for those within their leadership.  


	Individuals who score high on openness typically exhibit traits such as open-mindedness, good imagination and creativity (Streb, 2015). They are more inclined to listen to and consider multiple perspectives, as well as embracing new experiences and ideas (Streb, 2015). Jaqueline’s results indicate low levels of aesthetics, feelings and ideas, average scores in fantasy, and high scores in actions and values, with an overall low score for openness. As a leader or CEO, maintaining openness to new ideas, solutions and procedures is crucial for enhancing and improving not only the work environment, but the overall success and standards of the company. A significant aspect of transformational leadership entails having the willingness to learn new things, actively seeking innovative solutions and developing new skills (Prochazka et al, 2018). This not only contributes to the leader’s personal growth, but also allows for the transfer of knowledge to fellow colleagues, facilitating their own growth and personal development within the company (Prochazka, 2018). Individuals with high levels of openness often seek intellectual stimulation by taking on more challenging roles and progressing within their occupation, while displaying determination and confidence in their abilities (Nieß & Zacher, 2015). Furthermore, employees exhibiting high openness tend to pursue positions with elevated status, including managerial roles or CEO (Nieß & Zacher, 2015). 
	Jaqueline’s low score in openness could pose several challenges as a potential CEO. It might hinder the creativity and innovation of team members, as her limited imagination and flexibility could act as a hinderance in creating a dynamic and inventive work environment (Streb, 2015). Additionally, a leader who doesn’t encourage experimentation and fails to offer constructive feedback can create a challenging dynamic among team members and subordinates. This may lead them to feel that their ideas are undervalued, potentially causing future hesitation to share their ideas (Nieß & Zacher, 2015). On the other hand, her high score in other facets suggests that she would thrive in a role that involves frequent changes and would be comfortable sharing and receiving ideas from others, despite her narrowed focus (Streb, 2015). 


Finally, agreeableness characterises a person’s ability to prioritise the needs of others over their own (Darby, 2023). Individuals high in agreeableness are likely to display empathy, kindness and find fulfilment in assisting others (Darby, 2023). Jaqueline demonstrated an overall high score for agreeableness, with average scores for trust, compliance and tendermindedness, and high scores for straightforwardness, altruism and modesty. 
These high scores in agreeableness aligns well with one of the characteristics of transformational leadership, whereby leaders actively attend to the needs of their followers, which will be very beneficial to her in the role of CEO (Prochazka et al, 2018). Leaders with high levels of agreeableness are found to exhibit increased interest, respect and trust towards their colleagues (Prochazka et al, 2018). This behaviour is extremely important for creating a positive work environment and cultivating appropriate workplace relationships where support and motivation can be shared throughout. In the role of CEO, Jaqueline would likely lead with fairness, making decisions rooted in logic, demonstrating integrity and sincerity in her responsibilities. 





To conclude, Jaqueline’s personality test highlighted a combination of strengths and potential challenges that would influence her effectiveness within a leadership role. Her agreeableness, assertiveness and determination suggest that she is a leader who values collaboration, while also enjoying her independence. She demonstrates enthusiasm, the ability to work well with others and holds herself to a high standard. The traits discussed and each individual facets prove to be promising traits for a successful leader or CEO. While each of the discussed traits and facets have their pros and cons, the ultimate determining factor is in Jaqueline and her ability to use these traits to her advantage. Finally, there was limited information on the significance of agreeableness and openness within leadership roles. Therefore, conducting further research on these personality traits is essential to gain a wider understanding of their role in leadership. 
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