Would the Psychological Characteristics outlined in the profile predict successful leadership in the workplace?  
 
 
Jaqueline Shears is a candidate being considered for a role as a Chief Executive officer: an individual responsible for the outcome and performances of their company and ensuring their values are implemented in the work (Lafley, 2009). Jacqueline is 41 years old and currently a director of Corporate Strategy. She completed the NEO-PI-3 personality assessment questionnaire consisting of 240 items where, overall, she scored high on conscientiousness and agreeableness, but relatively low on extraversion and openness, with an average rating on neuroticism. There are specific characteristics this candidate displays within these key five traits, such as high achievement, which can be used alongside her traits to predict if she holds successful leadership skills. Leadership is referred to where to reach a common goal two or more people recruit someone as their leader (Silva, 2016). This essay aims to predict whether the candidate will be successful in a leadership role using the use of previous literature around the link between personality traits and leadership performance. There is a correlation of 0.48 between personality traits and effective leadership, suggesting that personality traits are influential in determining leadership effectiveness (Judge et al., 2002). 
 
 
           Conscientiousness is one of the fundamental traits in personality; those who possess high levels of this trait tend to have characteristics such as being more responsible and self-disciplined thus, considered more successful leaders given they exhibit more transformational leadership skills (Prochazka et al., 2018). This suggests that those who are high in their level of conscientiousness would be able to manage high levels of responsibility whilst remaining disciplined to what they are focusing on, thus more likely to lead to successful job performance (Salgado, 1997). This would make these individuals better suited for higher demanding leadership roles, and there is further support for this as Bergner et al. (2010) concluded that individuals with high conscientiousness are more likely to perform better and receive promotion opportunities. This suggests that, not only does this trait positively affect performance, it also will lead to better promotions suggesting these individuals may be best suited for higher managerial roles due to their higher rates of performance. However, being high in conscientiousness can influence different types of leadership. For example, it has been found that there is a significant relationship between high conscientiousness and high levels of ethical leadership as individuals who possess this trait tend to act more dutiful (Kalshoven et al., 2011). This would therefore have a positive impact in the workforce if individuals were in an ethical climate, as it would likely increase employee satisfaction making them less inclined to leave and less likely to suffer emotional exhaustion (Tajeen et al., 2022). Overall, the Candidate has demonstrated high levels of conscientiousness suggesting a job position as a CEO could be suitable due to the importance of effective managerial performance which this trait has a positive effect on (Cavazotte and Hickmann, 2012). Furthermore, she also scored high in her individual facets: achievement striving which can imply she would be determined in reaching her ultimate goal therefore is very hardworking in nature (Moutafi et al., 2007) which would be ideal for a demanding job as a CEO. However, despite this being a great characteristic making her an effective leader, this determination can lead to workaholism which can affect both her in a managerial role and also her future employees experience in the job as it can lead to lower levels of job satisfaction (Caesens et al., 2014) There has been further support that workaholism leads to long term poor job satisfaction and long-term ill health which was found during a longitudinal study over the period of 2 years (Shimazu et al., 2015) Therefore, this suggests that despite it being admirable that Jacqueline scores high in conscientiousness it can imply that she has a higher chance of having workaholic tendencies which can have a negative impact on others around her and could also lead to poorer job performance as it effects job satisfaction. Furthermore, this can have a negative impact on her as workaholism can also lead to other addictive tendencies such as alcohol and drug abuse (Gibb et al., 2005).
 
 
Judge et al. (2002) found that Extraversion had the strongest positive correlation with leadership (r = around .31). This suggests that extraversion can be one of the biggest predictors of effective leadership: Spark and O’Conner (2021) reported that, when introverts were instructed to act extroverted, they were more likely to emerge as a leader. It could be argued, however, that just because an individual is more likely to emerge as a leader does not make them a successful leader, and the trait of extraversion has been reported to increase the likelihood of a individual emerging as a leader more than the likelihood of them being a successful one (Judge et al., 2002). Therefore, just because Jacqueline does not possess high levels of extroversion overall, does not mean she is unlikely to be successful in the role. It is likely that individuals high in extraversion are more dominant and therefore more likely to be promoted (Bergner et al., 2010). Bono and Vey (2007) suggest that individuals with higher extraversion scores are more prone to stress in irritational situations, therefore it can be argued that despite there being many positives to high levels of extraversion, an individual must be able to regulate their emotions during stressful situations as a job in a high leadership position will expose an individual to a lot of irritational situations where there is a need to remain calm. The candidate scored low on extraversion which has its benefits but also its downfalls as introverts are less likely to emerge in a leadership position (Spark & O’Connor, 2021). However, the candidate has personal facets which can have a positive influence on leadership success. For example, she scored high on assertiveness which is referred to as the agency part of extraversion and this sub category has found to have a significant positive effect on successful leadership (Do & Minbashin, 2010).Therefore, this suggest that despite the candidate being low on extraversion thus less likely to be given a leadership role she holds individual facets that can make her a successful and effective leader which is much more important. 
 
 
           Neuroticism is a trait that is used to explain emotional stability (Dienert et al., 2015). Previous research has found that nurses who score low on neuroticism have a much more efficient leadership style (Yeh et al., 2016). Cavazotte and Hickmann, (2012), however, suggest that neuroticism has a detrimental effect on leadership effectiveness, thus explaining why individuals with low levels of neuroticism have a more efficient leadership styles as there are less chances of feelings of depression compared to those with high levels of neuroticism. Despite the candidate being average in neuroticism she has been rated low in depression and self-consciousness these can have a positive impact on leadership as she won’t be in a vulnerable state and struggle with the pressure of responsibility. For example, those who score high on these individual facets are less likely to get promoted to management roles since individuals are more prone to feelings of hopelessness, making it hard to undertake leadership roles successful (Moutafi et al., 2007) Thus, although Jacqueline is average in neuroticism she holds relevant facets that make her less prone to feelings such as hopelessness thus, this could imply she is best suited for the pressure of managerial roles. 
 
 
Agreeableness is associated with fairness and being open to share power between others this can have a very positive effect on leadership, particularly ethical leadership (Kalshoven et al., 2011). There has also been further support suggesting that nurses who had high agreeableness where much more efficient in their leadership style (Yeh et al., 2016) This could be because agreeableness has a positive influence on individuals knowledge creation capabilities (Ayub et al., 2019) Therefore, they have the ability to provide more knowledge to others and also hold more information which is important for a managerial role. However, it has been argued that due to those with high levels of agreeableness being more passive and compliant they have the weakest correlation with leadership (Judge et al., 2002) this could mean they are more likely to just follow the majority rather than come up with their own solutions and interpretations suggesting that they would be less effective leaders. However, Jacqueline has an average level of compliance suggesting this may not influence her leadership style compared to candidate who scores high on compliance. Furthermore, as Jacqueline scored high on agreeableness and is average in the facet compliance, she may be effective in a leadership role as she is less likely to just follow the majority view and more likely to take initiative, and also have a positive relationship with employees due to agreeableness being a trait in fairness and sharing Power. 
 
Openness to experience is associated with curiosity related behaviour (Silvia& Christensen, 2020). It has been found that there is a positive relationship between openness to experience on a CEO’s likelihood of executing a marking function (Graham & Smith, 2023) and also high levels has seen to have positive effects on managerial performance (Cavazotte & Hickmann, 2012). Therefore, this suggests that people who score high on openness to experience are more inclined to use effective marketing strategies that can then positively influence the success of a company. However, the candidate displays low levels of openness to experience, therefore she may be less likely to display positive marketing functions so unable to come up with marketing strategies which can be negative in a managerial position such as a CEO as they would lack the skills necessary for managing the company. Furthermore, it has been found that openness to experience has a positive influence on authentic leadership (Shahzad et al., 2021) and authentic leadership has seen to have an effect on job satisfaction as nurses who were given a leader with an authentic leadership style, they were more engaged and felt more satisfied (Giallonardo et al., 2010). This implies that Jacqueline may not benefit from being an authentic leader as she scored low on openness to experience, thus, less likely to provide satisfaction to her employees.
 
           There are different types of leadership styles that can each have a different effect on successful leadership. For example, it was found that having a transformational leadership style has an influence on all big five personality traits which then goes onto positively affect the capability to create knowledge (Ayub et al., 2019). This suggests that if you have a Transformational leadership style It does not matter your personality traits are reported to be, it will lead to increase capability of creating knowledge which is important for a leadership role as you are constantly needing to come up with new innovations to ensure you are providing the best support and route for your employees. Furthermore, it has been found that Transformational leadership amongst a CEO had the greatest effect on organisational performance (Colbert et al., 2014), thus implying how important leadership style is in determining a workforce's performance. It can also suggest that an individual with a Transformational leadership style has the power to increase performance which is very important in a managerial role. However, Transformational leadership has more positive influences on employee's thriving if they are high in openness to experience (Hildenbrand et al., 2018). However, as the candidate is more likely to have a transformational leadership style due to scoring high on conscientiousness (Prochazka et al., 2018) she scored low on openness to experience and so transformational leadership may have a negative indirect effect on her thriving due to her personality thus, making her less suitable for a managerial position. 
On the other hand, Transactional leadership style has seen to have a negative effect on employees motivation due to their strong stance on authority and power compared to transformational leadership in which it provides employees with a vision thus, employees are more likely to feel motivated (Udovita, 2020) Therefore, this implies that if a manager wants to ensure their employees remain on track and motivated in their work the most suitable leadership style would be a Transformational leadership style as those who they lead will be provide with a goal and vision rather than focusing on a authoritarian leadership style like transactional. As a result, this can imply that the candidate is less likely to be a successful leader as she scores low on extraversion, but research has suggested that high levels of extraversion are associated with transformational leadership style (Ghazal & Arshad, 2016). This suggests that the candidate may be more likely to pose a transactional leadership style which can be positive as they will hold a strong sense of authority however, this can then reduce the chance of a rapport being built with the employees as a result, decreasing motivation. However, it has been argued that those with high agreeableness are more likely to be transformational leaders (Ghazal & Arshad, 2016) which the candidate scores high on. However, as this “vision” that a transformational leadership provides is what motivated employees (Udovita, 2020) these employees must trust their leaders vision to be motivated however, the candidate scores average on the facet trust indicating agreeableness may not be much on an indicator for her leadership style. 
 
 
           Overall, based on personality on its own, Jaqueline Shears would be an appropriate candidate for this CEO position as research has clearly suggested that conscientiousness plays a huge role in influencing leadership success. This suggests Jaqueline Shears would be an appropriate candidate for this CEO job as she poses high conscientiousness however, this would only be the case if she ensures her high level of achievement striving does not lead to workaholism. Furthermore, despite her scoring average on the trait of neuroticism, this may not be much of an indicator of her leadership effectiveness as she does possess low levels of several of the neuroticism facets: depression and self-consciousness which suggest she is less likely to feel hopelessness which are necessary for the demands of a CEO position. However, it is clear that despite there being a huge emphasis on using personality traits in determining if an individual will make a successful leader, the findings have suggested leadership style should also be used as an indicator to successful leadership as despite her being high in conscientiousness this means she will most likely pose transformation leadership behaviours therefore, her low openness to experience can negatively affect the positive effect transformational leadership has on thriving furthermore, due to her low levels of extraversion she may pose more of a transactional leadership style in certain aspects of her managerial roles making her a less effective leader. This contradiction, however, may imply that is personality is a big indicator in leadership styles then shears may have both leadership styles, however, use them according to which suits the situation best. However, this does raise questions on which is the most important indication to managerial success is it personality or leadership style? Thus, more research is needed to assess this relationship.
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