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[bookmark: _Hlk3197072][bookmark: _Hlk2937707][bookmark: _Hlk3049531][bookmark: _Hlk3205430]Langford and Fitness (2003, p 279) quote that “Leadership is the process by which an individual, group, or organisation creates a vision and intentionally influences the behaviour of others in order to achieve the vision.” 
The need for effective leadership is ever growing and has become a vital aspect of the success of organisations research in this field has become a popular area for organisations and psychologists alike. A particular area of interest is how personality can influence and predict leadership success (Antonakis, Day & Schyns, 2012). 
     There are many different types of personality, with each one having an effect on an individual’s ability to perform in certain situations (Corr & Matthews, 2009), which in turn can influence the effectiveness of the leadership and how they motivate the workforce. However, in order to employ effective leaders, it is important to first establish which personalities can predict whether or not the leader will be effective. 
     The psychological characteristics of effective leadership have been a field of interest for centuries (Zaccara, 2007), forming differing arguments for which characteristic is the best predicter. For example, Nabih, Metwally and Nawar (2016) concluded within their study; Emotional intelligence as a predictor of leadership effectiveness, that emotional intelligence had a strong and positive link with leadership effectiveness. Additionally, further studies have suggested that emotional intelligence is an essential aspect of transformational leadership effectiveness (Kumar, 2014: Ashkanasy & Tse, 2000). 
     Additionally, Grant, Gino and Hofmann (2011) suggested that leadership success is enhanced by high extroversion personalities. Supporting evidence of this can be seen in a Meta-analysis conducted by Judge et al (2002), which stated, that a consistent relationship between extraversion and effective leadership was correlated.
     Furthermore this essay will examine both the positive and negative aspects of emotional intelligence and extraversion on leadership, as well as discussing considerations for the extent in which these characteristics predict successful leadership in the workplace.  
     Trait emotional intelligence is defined as having the ability to identify and assess emotions, along with, being aware of the emotions of others (Colman, 2008). Individuals who are high in emotional intelligence have the ability to recognise their own emotions and use emotion to guide their thinking, in turn, enabling them to adapt their emotional state to differing circumstances and stressors (Colman, 2015).Bar-on (2002) described emotional intelligence as being “an array of noncognitive capabilities, competencies, and skills that influence one's ability to succeed in coping with environmental demands and pressures” (As cited in Webb et al, 2013).
     Additionally, Goleman (1998) stated that emotional intelligence is a mix of five constructs that can enhance leadership performance. His model of emotional intelligence explains these five constructs as being; self-awareness, self-regulation, social skill, empathy and motivation. 
Goleman (1996) believed that emotional intelligence is not an innate quality, but instead, a learnt behaviour. He claimed that individuals are born with basic emotional intelligence but, how they develop emotionally will determine their success. However, Goleman’s model of emotional intelligence has been criticized by the research community and has been considered to be merely pop psychology (Mayer, Roberts, & Barsade, 2008).
     Furthermore, emotional intelligence is considered to be a characteristic of successful leadership, especially in transformational leadership styles (Ashkanasy & Tse, 2000: George, 2000). One aspect of emotional intelligence is having the ability to understand one’s own emotion, but also that of others. Brown and Moshavi (2005) suggested that this works well with transformational leadership styles as transformational leaders often work with teams to inspire positive change. 
     In accordance with transformational style leadership, Mayer and Salovey’s (2012) four-branch model of emotional intelligence explains successful leadership characteristics. For instance, the first branch of this model states that those with high emotional intelligence have the ability to identify and express emotion appropriately which in-turn allows to accurately appraise and express emotions to others (Kupers & Weibler, 2006).  
The second branch involves having the skill to control and use emotions to aid judgement, and emotional state can influence problem solving. According to Lindebaum and Cartwright (2010), emotional control has been linked to inspirational motivation, and, a leader with the ability to use emotion, are better suited to achieve positive emotional change among the work force. 
     Furthermore, branch three, understanding emotions, allows the leader to empathize with the workers to build and maintain positive relationships, resulting in the leader having the ability to predict how the workers may respond in certain circumstances (George, 2000).
Lastly, the fourth branch, understanding emotions, involves having the ability to manage one’s own emotions and that of others. It has been suggested that this ability is an important factor of transformational leadership, as being able to manage emotions can effectively enhance confidence in the workers (George, 2000). 
Considering all these aspects it can be argued that emotional intelligence corresponds with transformational leadership. 
     Moreover, in order to employ successful leaders, it is first important to consider ways to measure emotional intelligence. A study by Seigling, Nielsen and Petrids (2014) used the full Trait Emotional Intelligence Questionnaire (TEIQue; Petridges & Furnham, 2003) along with, the short version (TEIQue–SF) questionnaire, on 96 participants. The aim of the study was to distinguish leaders from non-leaders through trait emotional intelligence. Their results saw leaders having significantly higher trait emotional intelligence scores than non-leaders. The trait emotional intelligence questionnaire (TEIQue), claims to offer a reliable measure into emotional intelligence as a personality. This assessment is a self-report measure, using 15 subscales to measure four factors; well-being, self-control, emotionality and sociability (Petridges & Furnham, 2003).  Research on psychometric properties of the TEIQue, conducted by Mikolajczak et al (2007), suggested that TEIQue scores were positively linked to four areas of the Big Five personality traits, e.g. extraversion, conscientiousness, agreeableness and openness. In support of the previous study, a meta-analysis by Martins, Ramalho and Morin (2010), researching comparisons of emotional intelligence assessments, reported a positive result for the use of the TEIQue, thus concluding, that the TEIQue is efficient in measuring emotional intelligence. 
     Whilst many measures of emotional intelligence may be seen to predict leadership qualities, self-report measure’s are susceptible to faking (Hooft & Born, 2012).As stated in Paulhus (2002), individual’s taking these assessments may respond with socially desirable answers in an attempt at being seen to hold the desirable qualities and boost their chances at employment.
     Moreover, Antonakis et al (2009) stated that emotional intelligence may not be an indicator of leadership performance. He argued that those in leadership positions, with high emotional intelligence, may instead have an opposite effect. He explains that, those with emotional sensibilities may struggle to place employee’s in a possible stressful situation in fear of effecting their emotional state. Evidently, a meta-analysis by Harms and Credé (2010) implied a low validity result when testing emotional intelligence and leadership behaviours. 
     Despite these findings, Joseph and Newman (2010) mention that trait emotional intelligence does have some predictive properties when both IQ and big five traits are controlled. In conjunction with Joseph and Newman’s (2010) study, research conducted on IT scientist employee’s in a large Chinese organisation by Law, Wong & Song (2004), found that, aside from cognitive abilities, emotional intelligence was the best predictor for management positions. With the current evidence regarding emotional intelligence, it is clear to see that it plays a big role in predicting successful leadership in the work place. 
     Following on from emotional intelligence as a predicter for successful leadership, another characteristic to consider is extraversion. Extraversion has been defined as a personality trait, where individuals are outgoing, sociable, assertive and express high amounts of emotion (Thompson, 2008). Extraversion is included as one of the core personalities within the big five personality model. The big five explains that, those who are high in extraversion, enjoy the company of others and display energetic behaviours in social settings (Rothmann & Coetzer, 2003). Individual’s who are low in extraversion(introverts), however, display opposite qualities, and instead prefer to spend considerable amounts of time alone (Thompson, 2008). It is believed that the traits highlighted by the big five, are predicters of future work performance (Mount & Barrick, 1998).
     Furthermore, because of the qualities associated with extraversion, it is believed that successful leaders are more likely to be extraverts. A review of personality traits in leadership research by Mann (1958) stated that extraversion is positively associated with leadership. Evidently, a further review by Judge et al (2002) suggested that extraversion was a strong predicter of effective leadership. 
     DeRue et al (2011) expressed the importance of individual differences when attempting to predict the effectiveness of leadership. Their research took characteristics such as; gender, intelligence and the big five personalities into consideration and concluded that extraversion could account for a 22% variance of leadership effectiveness (DeRue et al, 2011).
     It has been suggested that extraverts can be successful leaders due to the qualities they hold (Parr et al, 2016). For example; extraverts are good at networking and building positive relationships, which could build strong teams within the workplace (Dossey, 2016). Additionally, they are thought to be good at selling idea’s and quick on their feet when decisions need to be made (Rothmann & Coetzer, 2003), thus, potentially enhancing business prospects. Yang, Kim and McFarland (2011) hypothesised that individual traits, such as; self-efficiency, conscientiousness and extraversion can lead to better hiring decisions and explain sales performance. Their study, based on the distal-proximal theoretical framework of motivation, including 980 sales people from a Korean sales company, saw strong support for extraversion and revenue increase. 
     Contrary to the advantages of extravert leaders, there are also disadvantages. For instance, Nussbaum (2002) suggests that extraverts are not always good listeners, which in turn could result in the workers demands/needs not being met. In fact, Farrel (2017) argues that, whilst extraversion is the most commonly desired trait for leadership positions, the strengths of introverts as leaders are often overlooked. Fernsler (2011) believes that introverts can be just as successful as their extroverted counterparts with preparation and practice. 
     Nonetheless, in keeping with effectiveness and extraversion, Caligiuri and Tarique’s (2009) Predicting effectiveness in global leadership activities study, including over two-hundred global leaders, found that highly extraverted leaders were the most effective when undertaking leadership activities. It has also been indicted that, US presidents are seen as more effective leaders when they display extravert qualities instead of introversion (Rubenzer & Faschingbauer, 2004; Young & French, 1996). 
     Both Bono and Judge (2004) and Judge et al (2002) state that all current studies point to extraversion being the strongest predicter of leadership outcomes and therefore, would be appropriate to recognise extraversion as a firm predictor of successful leadership within the workplace.
     To conclude, the psychological characteristics are considered to be an important element of leadership effectiveness within the work place. There are many conflicting arguments for which trait provides better leadership. Many studies have explained how the qualities of those who high emotional intelligence enhance workforce motivation by building strong relationships with the workers. It has been noted that individuals with high emotional intelligence are able to relate to the workers and appraise accordingly. However, the predicative properties have seen criticisms. For instance, questionnaires used to measure emotional intelligence are often self-report measures. Results from these types of measures are subject to the response of the individuals and could potentially see the individual report falsely, in order to be seen as a more desirable candidate for the role. Despite this, the studies cited have all shown a considerable amount of evidence for emotional intelligence being a predictor for effective leadership. 
     Additionally, similar arguments have been put forward for extraversion. Those with extraverted personalities, don’t often shy away from communication and are seen to be strong influences among colleagues. Again, research has also seen a strong positive link between extraversion and effective leadership in the workplace. Though, some have argued that introverts can also hold leadership qualities but lack the confidence to put themselves forward. However, research has stated that due to extraverts being able to connect with others and motivate workers, revenue’s and productivity are enhanced by extroverted leaders. Many studies state that extraversion can account for a large percentage of leadership effectiveness.
     After reviewing all of the evidence and discussing many aspects of leadership qualities it is viable to note that both emotional intelligence and extraversion can be considered as psychological characteristic that predict successful leadership in the workplace. 
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