Critically discuss the extent to which the psychological characteristics outlined in the provided profile would predict successful leadership in the workplace.
The candidate, Jaqueline Shears, is currently working as a director of corporate strategy. She is female and is 41 years old. Jaqueline has applied for the role of chief executive officer (CEO). This role will involve the candidate taking up a leadership position, where they will likely be tasked with managing a group of other employees within the company.
Leadership roles are a vital element to the structure and performance of any team or organisation (Do & Minbashian, 2003). A leader is typically one who inspires and organises their team to create a pathway to success (Langford & Fitness, 2003, as cited in Do & Minbashian, 2003). Many definitions of leadership have taken inspiration from Carlyle’s (1907) ‘great man’ hypothesis, which formed the basis of what a leader is typically thought to be like (Judge et al., 2002) Carlyle believed that the world’s history has been influenced and defined by prominent figures of leadership, or ‘great men’. This belief became the foundation for definitions of leadership and what qualities, or traits, are typically desired in leaders.
The Five Factor Model of personality, also commonly referred to as the ‘Big Five’ (Costa & McCrae, 1992) defines five distinct categories of personality consisting of the following: openness to experience; conscientiousness, extraversion; agreeableness, and neuroticism. The candidate was assessed using the NEO-PI-3 (Costa & McCrae, 2005), a revised version of the NEO Personality Inventory (NEO-PI; Costa & McCrae, 1992). This was used to assess normal personality in accordance with the Five Factor Model. Results from this indicate that the candidate, overall: has low levels of extraversion; is very conscientious; low in openness to experience; high in agreeableness and scored somewhere in the middle for neuroticism. 
The purpose of this essay is to examine the suitability of the candidate outlined above for the role of CEO. This will be achieved by examining the overall traits scores of the candidate from the results of the NEO-PI-3 (Costa & McCrae, 2005), as well as taking a closer look into the specific elements that contribute to each factor’s overall score. All five of the traits outlined in the Five Factor Model (Costa & McCrae, 1992) will be examined. Considerations of the candidate’s potential leadership style will also be considered, in accordance with the findings presented in their personality assessment.
The candidate’s openness scores were overall low, with low scores for feelings and aesthetics. This indicates that the candidate is likely to place a greater emphasis on logic rather than feelings when leading others. High levels of openness to experience have been found to indicate a higher likelihood of flexibility in individuals, as well as increased imaginative capacity (Schilpzand et al., 2011; Costa & McCrae, 1992, as cited in Xia et al., 2022). A study by Liu et al. (2023) that aimed to explore the potential effect of individuals’ openness to experience on the relationship between work engagement and behaviour. The study found that openness to experience had a positive effect on the relationship between work engagement and work behaviour, and that this effect was greater when levels of openness to experience were higher. As the candidate has scored low in openness to experience, they will be unlikely to exhibit high levels of flexibility and creativity in the workplace. Despite this, however, the candidate has scored highly in actions and values. This suggests that, although the candidate may not be very open to trying different strategies in the workplace, they are likely to place value on making decisions that push the company forward towards their goals.
The scores obtained from the candidate’s personality assessment indicate that the candidate scores very high on conscientiousness. Previous studies have shown that conscientiousness has strong links to higher job performance (Barrick et al., 2001; Salgado, 1997, as cited in Bergner et al., 2010) This suggests that, in general, employees scoring high in conscientiousness are more likely to be dedicated to their work and achieve highly due to their planning abilities and desire for achievement (Bergner et al., 2010). Furthermore, high levels of conscientiousness have been found to correlate strongly with leader effectiveness (Prochazka et al., 2018). This is supported by the candidate’s high scores in competence and dutifulness, as well as there being very strong indicators on the candidate’s personality assessment of high levels of self-discipline. In addition to this, the candidate has also shown to have a strong desire for achievement. This, however, suggests that the candidate may develop workaholic tendencies, as traits of conscientiousness have been found to correlate to excessive dedication to working (Ahmadi et al., 2010; Booket et al., 2018). 
Workaholism was first defined by Oates (1971, as cited in Booket et al., 2018; Mazzetti et al., 2014) as an obsession with working and an excessive feeling of needing to work. This usually results in workaholic individuals who spends more hours working than necessary, in turn leading to poorer physical and mental health. According to a study conducted by Mazzetti et al. (2014), there are significant correlations between workaholism and high levels of conscientiousness when individuals are working in a demanding environment. This has been described as an ‘overwork climate’ (Mazzetti et al., 2014). Some findings indicate that leaders with high levels of conscientiousness are more likely to hesitate when implementing procedural changes in the workplace, in contrast to leaders higher in extraversion and openness (Herrmann & Nadkarni, 2014). Despite these findings, however, leaders higher in conscientiousness were more likely to incite higher performance levels upon implementing changes.
The candidate scored low overall on extraversion, which indicates that they would not be as social in the workplace when compared to their more extraverted colleagues. Previous research suggests that, typically, extraversion is favoured in a leadership position. A meta-analysis by Judge et al. (2002) indicates that extraversion scores had the highest correlation with leadership compared to the other traits highlighted within the Five Factor Model. Extraversion scores are often found to correlate most frequently with desirable leadership traits, such as dominance and ambition (Bergner et al., 2010). In addition to this, high levels of extraversion have been found to also predict better leadership effectiveness (DeRue et al., 2011; Judge et al., 2002, as cited in Prochazka et al., 2018). According to Hřebíčková and Urbánek (2001, as cited in Prochazka et al., 2018), individuals with higher levels of extraversion can inspire those around them more easily, meaning that extraverted leaders will be more likely to motivate and inspire their colleagues.
As the results from the candidate’s personality assessment have not indicated a high extraversion score, it could be assumed that they may be lacking in certain traits that may be desirable for a leadership role. For example, the candidate may not be as socially active in comparison to other, more extraverted leaders, which could lead to the candidate being perceived by their colleagues as less approachable. Contrary to their overall extraversion score, however, the candidate has scored highly in assertiveness. According to Costa and McCrae (1992, as cited in Liegl & Furtner, 2023), assertiveness can be linked to dominant behaviour, meaning that the candidate is likely to display this kind of behaviour to some degree in the workplace. Research has also suggested that traits or characteristics perceived by others can influence successful leadership. For example, an introverted leader may appear extraverted due to how they present themselves at their workplace. Since the candidate has been shown to be assertive, this could be interpreted by colleagues as extraversion, therefore allowing the candidate to possess some of the qualities of extraverted leadership (Spark & O’Connor, 2021). 
The candidate scored highly on agreeableness, with high scores in straightforwardness and modesty. High levels of agreeableness have been found to have a positive correlation with effective leadership (Prochazka et al., 2018). A study by Smith and Canger (2004) found that subordinates had more positive attitudes towards leaders with higher levels of agreeableness, which suggests that the candidate would likely be well received by their colleagues. Additionally, highly agreeable leaders, alongside leaders high in conscientiousness, are much more likely to consider the ethical implications of their actions, meaning that they are more likely to treat their subordinates fairly (Damti & Hochman, 2022; Kalshoven et al., 2011). This implies that leaders scoring highly in agreeableness will be unlikely to put unnecessary pressure on their subordinates (Cable & Judge, 2003).
In contrast to other research, findings from a meta-analysis conducted by Judge et al. (2002) suggest that agreeableness is not strongly linked to leadership. This analysis found that there was only a weak association between agreeableness and leadership, indicating that the candidate’s high levels of agreeableness may not have much of an effect on their ability to lead effectively.
The candidate’s overall scores on neuroticism were average, with middle-range scores for anxiety and impulsiveness. This indicates that the candidate is not likely to worry excessively about work and will also likely take the time to examine their current projects without rushing into making decisions. High levels of neuroticism have been found to negatively correlate with job performance (Barrick et al., 2001; Salgado, 1997, as cited in Bergner et al., 2010). As the candidate has not been shown to have high levels of neuroticism, it is likely that they job performance will not be impaired by external personal factors, such as poor mental health. The candidate has also scored low on depression, further supporting the belief that they will be unlikely to perform poorly in their work position. Furthermore, the candidate has scored very low on self-consciousness, which suggests that the candidate is not likely to doubt their decisions or be swayed by the opinions of their colleagues. Despite the candidate having low to average scores across the selection criteria for neuroticism, they scored highly in angry hostility. This contradicts the candidate’s overall neuroticism profile, as they have scored highly in agreeableness. 
There are many different styles of leadership that individuals can possess and display. Two of these styles are transactional leadership and transformational leadership, which were both primarily defined by Burns (1978) and Bass (1985). Transactional leadership operates on a task and reward basis, where the leader will be responsible for allocating tasks to subordinates in turn for these subordinates to be rewarded (De Hoogh et al., 2005). These rewards can come in the form of praise and recognition from the leader, as well as opportunity for promotion (Bass, 1985, as cited in Jensen et al., 2019). Transformational leadership places emphasis on the leader’s ability to inspire and motivate their subordinates. These types of leaders often act as a role model for their colleagues and challenge their subordinates to come up with their own solutions to problems (Bass, 1985, as cited in Liegl & Furtner, 2023). 
High scores in extraversion; agreeableness; conscientiousness and openness to experience have been suggested to indicate a transformational approach to leadership (Avolio & Bass 2004; Bono & Judge 2004; Lim & Ployhart 2004; Zopiatis & Constanti 2012, as cited in Prochazka et al., 2018). The trait scores outlined in the candidate’s profile indicate that they would likely adopt a transformational leadership style. This is due to the candidate having high scores in conscientiousness and agreeableness, which indicate that the candidate would be unlikely to lead by demanding other employees. Rather, the candidate is more likely to lead by example due to their ability to dedicate their time to working at a high performance. Although the candidate scored low in extraversion and openness to experience, their outlying traits suggest that they would be able to inspire their subordinates regardless of their more introverted nature.
Overall, the candidate’s personality assessment has outlined a variety of their traits, that have been assessed for the suitability of the role of CEO. The candidate scored low on openness to experience, meaning that they are less likely to express a flexible and imaginative approach to their work (Schilpzand et al., 2011; Costa & McCrae, 1992, as cited in Xia et al., 2022). However, their higher score on the facets of actions and values suggests that the candidate will be driven towards achieving their goals in the workplace. The candidate scored very highly in conscientiousness, which indicates that they are likely to be highly dedicated to their work (Bergner et al., 2010). High levels of conscientiousness also indicate a greater likelihood of high performance at work, as well as increased suitability for a leadership role. This means that the candidate is likely to perform well in the working conditions of the role. However, the candidate’s profile indicates that there is a possibility of them developing workaholic tendencies (Mazzetti et al., 2014). This could have a negative impact on their work performance and could lead to poorer physical and mental health (Ahmadi et al., 2010; Booket et al., 2018).
The candidate’s low extraversion scores contrast the general desire for more extraverted leaders. This is because leadership has been positively correlated with higher levels of extraversion (Judge et al., 2002). However, the candidate’s high score in assertiveness is likely to compensate for their low overall extraversion, as this facet is linked to dominance (Costa and McCrae, 1992, as cited in Liegl & Furtner, 2023). High levels of agreeableness have been found to positively correlate with effective leadership (Prochazka et al., 2018). This therefore suggests that the candidate is likely to lead their team effectively due to their high levels of agreeableness. As the candidate has average scores on neuroticism, this indicates that they are not likely to be affected strongly by stress and poor mental health. Neuroticism is generally correlated with poor work performance (Barrick et al., 2001; Salgado, 1997, as cited in Bergner et al., 2010), meaning that the candidate can be expected to remain unaffected by stress.
When taking on a position of leadership, the candidate can be expected to adopt a transformational leadership style (Bass, 1985). The candidate’s overall personality assessment profile supports this, suggesting that they are likely to be able to inspire their colleagues and lead by example. Overall, the candidate has shown to be suitable for the position of CEO, which is supported primarily by their high scores in conscientiousness and agreeableness. Although the candidate has low scores in extraversion and openness to experience, their trait profile indicates that they still possess desirable leadership qualities. For example, the candidate has been shown to be very assertive, and has also scored highly in desire for action. This suggests that, despite not fitting the general criteria, the candidate would nonetheless suit the role of CEO due to their ability to inspire others and work diligently to remain on top of their workload. 
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