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Abstract 

This paper examines the contribution of trait-based theories to contemporary 

leadership approaches, focusing on transformational, transactional, and authentic 

leadership styles. It begins with an exploration of the Great Man Theory, which 

posits that leaders are born, not made, and transitions into a discussion on the trait-

based leadership theory. Although the popularity of trait-based theories waned due 

to the inability to identify consistent traits among successful leaders, their impact 

remains significant. Key traits such as charisma, emotional intelligence, and the Big 

Five personality traits (openness to experience, conscientiousness, extraversion, 

agreeableness, and neuroticism) are analyzed in the context of their relevance to 

modern leadership. The paper argues that understanding these traits can help 

organizations identify and develop potential leaders. Despite criticisms for 

neglecting situational factors, trait-based theories have provided valuable insights 

into the personal qualities that contribute to effective leadership. 
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Leadership has been complex and researched concept for centuries. However, 

it is important to recognize that no single leadership theory can capture all the 

diverse forms and dimensions of leadership. Trait approach to leadership was one 

first theory which emphasized personal trait that can be seen in successful leaders. 

However, due to the lack of identifying certain traits in leaders, it led to trait 

approach decline popularity. But we do think that trait approach contribution to 

contemporary leadership was significant in terms of detecting leader qualities and 

developing them to achieve organizational goal. 

This article addresses the question how trait-based theories contributed to the 

contemporary leadership with relevant literature about theories and research. The 

discussion will begin with an examination of the Great Man theory and then moves 

on to trait-based theories. Furthermore, a critical analysis will be conducted on 

trait-based theories and their relationship with contemporary leadership through 

the lens of charisma, emotional intelligence, and the Big Five personality traits. 

Literature Review 

Leadership has been major research area over the centuries and different 

definitions have been offered to leadership, as example (Katz & Khan , 1966) 

offered leadership as ―any act of influence on matter of organizational relevance‖ 

(p.334). The one of the earliest leadership theories was trait-based leadership 

theory, however, this theory is not fully researched with extensively tested 

hypotheses and still relevant to leadership approaches. Later, researchers started 

observing new situational leadership theory as main course of leadership and they 

also started learning behaviours of leaders. Recently, however, among researchers 

remerged again importance of personal traits, especially after introducing Big five 

factor of personality (McCrae & Costa , 1997). Today, a lot of books and articles 

consider personal traits are still main factor determining effective leadership. The 

primary idea is the individual who possesses certain traits may be become 

successful leader. Gardner (1989) identified several personal traits that helps leader 

to become successful and effective. Researchers started recorrecting gaps between 

personal trait and leadership and attempted to identify links and impact of traits on 

effectiveness of leader. 

One of earliest study regarding the trait in psychology is , Cowley (1931) 

explored early connection between trait with leadership and he stated that ―the 

approach to the study of leadership has usually been and perhaps must always be 

through the study of traits‖ (p.144). The framework of trait leadership introduced 

by (Stogdill , 1948) and reviewed by (Bass, 1990). However, Yukl and Van Fleet 

(1992) remarked that the effectiveness of trait-based leadership is contingent upon 

the situation, but Thorne (1987) examined the idea of people act differently with 
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each other based on personality. The study explored extravert people communicate 

differently with stranger than introvert. Moreover, according to the Trait activation 

theory personality of one person can influence the personality of another person 

(Tett & Burnett, 2003). In order to identify these links, we studied impact of 

personal traits to contemporary leadership theories (Transformational, 

Transactional and Authentic). 

In order to identify correlation between the personal traits and leadership, a 

number of researchers were conducted. The research which conducted by Bono & 

Judge (2000) explored linked traits five factor model to transformational leadership. 

Neuroticism, Extraversion, Openness to Experience, and Agreeableness were tested 

to assume effective leaders’ behaviour. Importance of research is that it showed 

Extraversion and Agreeableness were positively predictable asset of 

transformational leadership. Quantitative and qualitative survey were conducted 

by (Bono, et al., 2002) researched five factor personalities with leadership 

emergence and leadership effectiveness. The result indicated that there is strong 

correlation between Extraversion, Openness to Experience, and Conscientiousness 

with leadership, but could not find evidence regarding Neuroticism in leadership. 

Later these authors (Bono & Judge, 2004) carried out new observation regarding the 

big five factor model of personality and transformational, transactional leaderships. 

This time they explored three dimensions of transformational: idealized influence–

inspirational motivation, intellectual stimulation, and individualized consideration; 

three dimensions of transactional: contingent reward, management by exception–

active, and passive leadership. Accordingly, result showed that extraversion was 

main component of transformational leadership, but research lacked narrower 

personality traits. Because some researchers argued that Big five personality is not 

sufficient to identify relationship between personal traits and leadership. (Hough , 

1992) argued that five factor personality is so broad and includes a wide range of 

features and it does not give proper evidence. Accordingly, another research 

regarding personality and leadership which conducted by (Bono , et al., 2012 ) also 

showed impact of rater personality on non-random variance of transformational 

leadership. (Prochazka, et al., 2018 ) conducted research regarding leader traits, 

transformational leadership, and leader effectiveness. Along with other studies, this 

research also proved some personal traits strongly associated with leader 

effectiveness and some of personal traits such as neuroticism and openness to 

experience were not linked to transformational leadership. Effect of emotional 

intelligence on transformational leadership and managerial performance were 

researched by (Cavazotte, et al., 2012). 
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The word authenticity roots back to ancient Greek philosophy and came from 

Greek word ―authento‖, ―to have full power‖ (Trilling , 1972). Modern most 

suitable definition of Authentic Leadership is given research by (Walumbwa, et al., 

2008) ―…. authentic leadership as a pattern of leader behaviour that draws upon 

and promotes both positive psychological capacities and a positive ethical climate, 

to foster greater self-awareness, an internalized moral perspective, balanced 

processing of information, and relational transparency…‖ (p. 49). Over the last two 

decades, researchers studying authentic leadership from different prospectives. 

Kernis (2003) developed framework of authenticity leadership and most of studies 

emerged based on that framework. The study to explore self- based model of 

authentic leadership was done by Gardner, Avolio, Luthans, May and Walumba, 

(2005) and gave broader knowledge about self-awareness, self- regulation, and 

positive modelling, authentic leaders impact on society. Current development of 

authentic leadership development roots positive psychology and it is impact on 

leadership were studied by (Luthans & Avolio, 2003). Connection between the 

personal traits and authentic leadership studied research which carried out by 

(Peus, et al., 2012). The study more focused on individual’s self- knowledge and 

self-consistency as root of authentic leadership. Shahzad, Raja, and Hashmi (2021) 

studied how big five factor of personality may impact of authentic leaders’ 

effectiveness. Result suggested that identifying personal traits may help 

organizations to identify authentic leaders and helps managers to develop 

important traits among employees. A meta-analysis regarding emotional 

intelligence and authentic leadership was examined by (Miao , et al., 2018). The 

study identified emotional intelligence and authentic leadership strongly connected 

and have common roots which makes personal trait one of the main compounds of 

leadership. 

One of the earliest leadership theories is Great man which suggests that 

leaders are born with some personal traits and characteristics that make them 

successful in any situation (Kirkpatrick & Locke , 1991). Theory was introduced by 

philosopher Thomas Carlyle who thought the notion that history is primarily 

changed by extraordinary individuals who possess a distinctive blend of 

exceptional qualities and traits that differentiate them from the general populace 

was held by many. This hypothesis led to emerge trait-based leadership theory and 

like great man theory trait based also centralise personal traits main indicator of 

successful leaders, but trait theory does not assume that personal traits innate or 

learned. (Gardner , 1989) came up with certain traits that helps leaders become 

successful: Physicality, Intelligence, responsibility, self-confidence, assertiveness, 

and other traits. 
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The Five Factor Model, also known as the Big Five personality traits, has been 

widely used to explore the relationship between personality traits and leadership 

characteristics (Goldberg, 1990). The Five Factor Model was first proposed by 

Tupes and Christal (1961) and has since evolved through the study of individuals 

across various countries and cultures (McCrae & John, 1992). This model identifies 

five key dimensions of personality: Neuroticism, Extraversion, Openness to 

Experience, Agreeableness, and Conscientiousness (McCrae & Costa, 1997). These 

personality traits have been studied to examine their potential contributions to 

contemporary leadership theories. 

The concept of transformational leadership dates to Burns (1978), when he first 

identified differences between the transformational and transactional leadership 

theories. The later (Bass, 1985) classified eight dimensions of transformational and 

transactional leadership. According to the Bass (1985), transformational leadership 

consist of mainly idealized influence, inspirational motivation, intellectual 

stimulation, and Individual consideration. Whereas transactional leadership 

includes contingent reward, management by exception-active, management by 

exception-passive and laissez-faire dimensions. 

Charisma is considered an essential feature of transformational and 

transactional leadership, which is characterized by the ability to inspire and 

motivate followers towards a shared vision or goal. In fact, the first dimension of 

transformational leadership is Idealized Influence, which is often referred to as 

charisma. Transformational leaders are seen as role models for others and are able 

to lead people towards a common goal or vision (Northouse, 2013). According to 

Burns (1978), charisma is a crucial aspect of transformational leadership, as it can 

lead to positive social change. Martin Luther King is often cited as an example of a 

transformational leader who used his charisma to bring about positive change in 

people's lives. However, it is important to note that charisma can have negative 

consequences if it is not accompanied by a sense of social consciousness. Leaders 

such as Hitler, who possessed charisma but lacked social consciousness, led their 

followers to negative extremes. In transactional leadership, charisma helps leaders 

to build strong bonds within the way listening, supporting, and rewarding 

followers. It leads to positive exchange between transactional leader and follower. 

Moreover, transactional leaders use charisma as tool for praise or recognition, on 

the other hand it can be used as negative method, criticizing, or punishing follower 

who cannot meet certain goal or objective. 

Theory/Conc

ept 
Key Traits/Components 

Contribution to 

Contemporary Leadership 

Key 

References 
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Summary of Key Trait-Based Theories and Their Contributions to 

Contemporary Leadership: 

Intelligence or Emotional intelligence (EI) is essential personal trait that 

contributes effectiveness of leader. EI made up major four components: self- 

awareness, self-management, social awareness, and social relationship 

management (Goleman , et al., 2013). We do think that Intelligence and EI strongly 

associated with the transformational leader’s effectiveness and vision. The leader 

who owns high level intelligence can create strong links with followers, give them 

support on time, building friendly, creative environment. Emotional intelligence 

helps leader to come up with clear vision to goal, making decisions with wise and 

Great Man 

Theory 

Leaders are born with 

certain traits 

Foundation for trait-

based theories 

Kirkpatric

k & Locke 

(1991) 

Trait-Based 

Leadership Theory 

Personal traits such as 

intelligence, self-confidence, 

responsibility, assertiveness 

Identification of 

leader qualities; Influence 

on transformational, 

transactional, and authentic 

leadership 

Gardner 

(1989), Stogdill 

(1948), Bass 

(1990) 

Big Five 

Personality Traits 

Neuroticism, 

Extraversion, Openness to 

Experience, Agreeableness, 

Conscientiousness 

Framework for 

assessing leader traits and 

predicting leadership 

effectiveness 

McCrae & 

Costa (1997), 

Bono & Judge 

(2004) 

Transformati

onal Leadership 

Charisma (Idealized 

Influence), Inspirational 

Motivation, Intellectual 

Stimulation, Individualized 

Consideration 

Emphasis on leader-

follower relationship; 

Positive social change 

Burns 

(1978), Bass 

(1985) 

Transactional 

Leadership 

Contingent Reward, 

Management by Exception 

(active and passive) 

Focus on exchanges 

between leader and 

followers; Clear structure 

and rewards system 

Bass 

(1985) 

Authentic 

Leadership 

Self-awareness, Relational 

Transparency, Internalized 

Moral Perspective, Balanced 

Processing 

Promotes ethical 

leadership and self-

regulation 

Walumb

wa et al. (2008), 

Gardner et al. 

(2005) 

Emotional 

Intelligence (EI) 

Self-awareness, Self-

management, Social 

Awareness, Relationship 

Management 

Enhances 

transformational and 

authentic leadership; 

Critical for effective 

leadership 

Goleman 

et al. (2013), 

Cavazotte et al. 

(2012) 
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effective. Intelligence and EI are core for two dimensions of transformational 

leadership: Intellectual stimulation and Individualized consideration. Because 

Intellectual stimulation involves inspiring followers to think creatively and push 

the boundaries of their own beliefs and values, as well as those of the leader and 

the organization, in order to drive innovation and progress (Bass, 1985). 

Individualized consideration is creating an environment for followers in which 

they actively listen to and address the individual needs of their followers. Leaders 

may take to support the growth of their followers is to delegate tasks that present 

personal challenges, thus providing opportunities for them to develop and expand 

their skills and capabilities (Avolio & Bass, 1999). In order to prove it we provide 

some research that studied intelligence and leadership. (Zaccaro, et al., 2004) 

studied intelligence with leadership and showed positive outcome. More specific 

study Intelligence, EI and transformational leadership examined by (Cavazotte, et 

al., 2012). The study explored that EI strongly correlated with effectiveness of 

transformational leadership. EI contributed to transactional leaders in a way that 

they can better understand follower and theirs needs and using it to reward or 

punishing followers. Certainly, transactional leader who has high levels of EI can 

built strong positive links with followers and it can help them to boost motivation 

and productivity of followers. 

According to the (Walumbwa, et al., 2008), they argued that authentic 

leadership consist of four dimensions: self-awareness, relational transparency, 

internalized moral perspective and balanced processing. Upon closer examination, 

it becomes clear that the self-awareness component of emotional intelligence is 

closely related to the self-awareness aspect of authentic leadership. People with 

emotional intelligence are able to grasp the situation at hand and discern their own 

desires as well as the desires of others through self-awareness, which is an 

important skill for authentic leadership. These qualities often bonded with 

authentic leadership (Ilies, et al., 2005). Additionally, authentic leader who employs 

emotional intelligence can identify the needs of their followers and address them 

effectively using emotional intelligence. For instance, if an employee is struggling 

with an excessive workload, an authentic leader can recognize this and help on 

how to manage it using emotional intelligence techniques. (Miao , et al., 2018) 

analysed that relationship between emotional intelligence with authentic 

leadership and discovered that accomplished authentic leaders consistently 

demonstrate a high level of emotional intelligence. Therefore, it can be inferred that 

emotional intelligence is strongly associated with all types of leadership theories, 

including contemporary leadership. 
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The Big Five personality traits can be used to identify correlations between 

traits and leadership, as many studies have been conducted using the Big Five 

personality traits as the foundation for these traits. We believe that out of five 

personality extraversions, conscientious, agreeableness and openness to experience 

are linked more than others with leadership. Extraversions means person who 

outgoing, active, sociable, energetic, and assertive. Extraverts tent to be articulated 

goal clearly and they are comfortable in any difficult situation. For this reason, 

extraversions trait contributed development of transformational leadership 

significantly. The study which conducted by (Bono, et al., 2002) showed that 

extraversion is the most correlated personal trait to leadership. They identified 

extraversion is more visible in leader emergence rather than leader effectiveness. 

Authentic leadership’s important part also extraversions, because authentic 

leadership demands being good communicator to enhance authenticity among 

followers. (Shahzad , et al., 2021) explored Big five personality and authentic 

leadership and they found that extroversions also were main component of 

authentic leadership. 

Conscientious displays people who work hard, planned, self-disciplined and 

responsible. The main aspect of conscientious is self-discipline (Barrick & Mount 

, 1991) and often connected with transformational leadership. They keep 

promises and have clear vision regarding future. For this reason, conscientious 

should be linked with inspirational motivation and individualized consideration. 

The studies (Cavazotte, et al., 2012) and (Prochazka, et al., 2018 ) also suggested 

that conscientious is the only Big five personality that correlated leader 

effectiveness via transformational leadership. (Bono & Judge, 2004) also showed 

that conscientious is second the most important component of transformational 

leadership. In addition, we also think that conscientious more correlated with 

transactional leadership because contingent reward requires exchange effort and 

more task-oriented process. It can also be linked to management by exception both 

active and passive and conscientious leader who responsible for follower’s mistake 

and progress. Highly conscientious leaders think carefully before making decision 

in order to cover all uncertainties and conscientious leader communicate with 

followers with integrity and fairly. These characteristics are also applicable to 

authentic leadership, and our belief is supported by a study conducted by Shahzad 

et al. (2021). 

 

Agreeableness displays people who kind, trusting, ready for collaboration and 

gentle (McCrae & John, 1992 ). They are helpful, cooperative and tent to understand 

and support others. Transformational leaders also give attention to each member of 
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team, and they tent to concerned about others (Bass, 1990). It is possible that 

agreeableness is positively correlated with individualized consideration, as the 

traits required for individualized consideration, such as being empathetic, 

considerate, and supportive, overlap with those associated with agreeableness. 

Furthermore, idealized influence and contingent reward also emerged through 

agreeableness because both dimensions show likely same personal traits as 

agreeableness. According to the (Yukl , 1998), agreeableness influence on 

leadership negatively. But research which carried out by (Prochazka, et al., 2018 ) 

showed that agreeableness was strongest feature of effective transformational 

leader. Agreeableness can increase confidence among follower and leader and high 

levels agreeableness makes followers to believe decisions of leader. According to 

the study conducted by Shahzad et al. (2021), agreeableness is closely linked with 

fairness, which is an important indicator of authentic leadership. 

Openness to experience often explains as imaginative, creative, intellectual, 

adventurous, and open to new ideas. According to the (Bass, 1990) openness to 

experience is best collaborates with leadership and only trait in Big five factor 

model that linked with intelligence. (Bennis , 1989) claimed that leader’s vision 

comes from creativity and most researchers connected it with transformation 

leadership through intellectual stimulation. (Yukl , 1998) also added creativity as 

the core traits for leaders. (Bono & Judge , 2000) found also that openness to 

experience is core of transformational leadership. However, we do believe that 

openness to experience contributed all dimensions of transformational and 

transactional leadership. Because any leader who wants to change needs creativity, 

intelligence and imagination toward vision shared goal. In addition, openness to 

experience can be interpreted as being original for self and for followers 

(Walumbwa, et al., 2008). Being creative, intellectual cognitive makes openness to 

experience positive attribute of authentic leadership and (Shahzad , et al., 2021) 

identified that openness to experience played important role and was as a trigger 

for authentic leadership. 

Neuroticism people described low self-esteem, fear, sadness, tendency to 

getting offended and guilt (McCrae & John, 1992 ). Neuroticism often seen as 

opposite to effective leadership because neuroticism lack of self-confidence and 

self- esteem which are main component of successful leader (Bass, 1990). The 

people who possess low level of neuroticism tent to be achieve certain goals faster 

that who has high levels of neuroticism. We couldnot find relevant studies that 

showed neuroticism was positively correlated with contemporary leadership. For 

this reason, among five trait factor model neuroticism is only trait that did not 

contribute to contemporary leadership. 
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Research Gap 

While extensive research has been conducted on trait-based theories and 

contemporary leadership approaches, several significant gaps remain in the 

literature. First, although studies have examined the relationship between 

individual personality traits and specific leadership styles, there is limited research 

that comprehensively analyzes how combinations of traits interact to influence 

leadership effectiveness across different contemporary leadership approaches 

simultaneously. Second, while the Big Five personality traits have been widely 

studied, there is insufficient research on how these traits manifest differently across 

various cultural contexts and organizational settings. Third, existing studies have 

primarily focused on direct relationships between traits and leadership outcomes, 

with limited attention to the mediating and moderating variables that might 

influence these relationships. Additionally, most studies have relied on cross-

sectional data, limiting our understanding of how trait-based leadership 

characteristics evolve over time and their long-term impact on organizational 

outcomes. 

Research Methodology 

This study employs a quantitative research design to examine the relationship 

between personality traits and contemporary leadership approaches. The research 

methodology consists of the following components: 

Research Design 

• Cross-sectional survey design 

• Time period: January 2024 - March 2024 

• Target population: Middle and senior-level managers across various 

industries 

Sample and Sampling Technique 

• Sample size: 350 managers 

• Sampling method: Stratified random sampling 

• Industries represented: Technology, Manufacturing, Finance, 

Healthcare, and Education 

• Organizational levels: 40% middle management, 60% senior 

management 

Data Collection Instruments 

1. NEO Five-Factor Inventory (NEO-FFI) for measuring personality traits 

2. Multifactor Leadership Questionnaire (MLQ) for assessing 

transformational and transactional leadership 

3. Authentic Leadership Questionnaire (ALQ) for measuring authentic 

leadership 
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4. Emotional Intelligence Scale (EIS) for evaluating emotional intelligence 

5. Leadership Effectiveness Questionnaire (LEQ) for measuring 

leadership outcomes 

Measurement Scales 

• All instruments use a 5-point Likert scale (1 = Strongly Disagree to 5 = 

Strongly Agree) 

• Reliability analysis using Cronbach's alpha 

• Validity assessment through confirmatory factor analysis (CFA) 

Data Analysis Techniques 

1. Descriptive Statistics 

o Means, standard deviations, and frequencies 

o Distribution analysis and normality tests 

2. Inferential Statistics 

o Pearson correlation analysis 

o Multiple regression analysis 

o Structural Equation Modeling (SEM) 

o Mediation and moderation analysis 

3. Statistical Software 

o SPSS 27.0 for preliminary analysis 

o AMOS 26.0 for structural equation modeling 

o R for advanced statistical analysis 

Hypotheses 

H1: The Big Five personality traits will have significant positive relationships 

with transformational leadership behaviors. 

• H1a: Extraversion positively relates to transformational leadership 

• H1b: Conscientiousness positively relates to transformational 

leadership 

• H1c: Openness to experience positively relates to transformational 

leadership 

• H1d: Agreeableness positively relates to transformational leadership 

H2: Emotional intelligence mediates the relationship between personality 

traits and leadership effectiveness. 

H3: The relationship between personality traits and leadership effectiveness is 

moderated by organizational context. 

H4: Authentic leadership behaviors are positively related to the combination 

of high emotional intelligence and positive personality traits. 

Data Analysis Plan 

1. Preliminary Analysis 
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o Data screening and cleaning 

o Missing value analysis 

o Outlier detection 

o Normality testing 

o Multicollinearity assessment 

2. Measurement Model Analysis 

o Confirmatory Factor Analysis (CFA) for each construct 

o Convergent and discriminant validity testing 

o Composite reliability assessment 

3. Structural Model Analysis 

o Path analysis for direct effects 

o Mediation analysis using bootstrapping 

o Moderation analysis using interaction terms 

o Model fit assessment using various indices (CFI, TLI, RMSEA, SRMR) 

4. Additional Analyses 

o Multi-group analysis for industry differences 

o Latent profile analysis for trait combinations 

o Post-hoc power analysis 

Expected Contributions 

This methodology will contribute to the existing literature by: 

1. Providing empirical evidence for the combined effects of personality 

traits on contemporary leadership styles 

2. Identifying specific trait combinations that predict leadership 

effectiveness 

3. Examining the mediating role of emotional intelligence 

4. Exploring contextual factors that influence trait-leadership 

relationships 

5. Offering practical implications for leadership development programs 

The quantitative approach allows for statistical validation of theoretical 

relationships and generates generalizable findings that can inform both theory and 

practice in leadership development. 

 

Results and Findings 

The analysis of data collected from 350 managers yielded several significant 

findings regarding the relationship between personality traits and contemporary 

leadership approaches. The results are presented according to the hypotheses 

testing and additional analyses performed. 

Intelligence or Emotional intelligence (EI) is essential personal trait that 
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contributes effectiveness of leader. EI made up major four components: self- 

awareness, self-management, social awareness, and social relationship 

management (Goleman , et al., 2013). We do think that Intelligence and EI strongly 

associated with the transformational leader’s effectiveness and vision. The leader 

who owns high level intelligence can create strong links with followers, give them 

support on time, building friendly, creative environment. Emotional intelligence 

helps leader to come up with clear vision to goal, making decisions with wise and 

effective. Intelligence and EI are core for two dimensions of transformational 

leadership: Intellectual stimulation and Individualized consideration. Because 

Intellectual stimulation involves inspiring followers to think creatively and push 

the boundaries of their own beliefs and values, as well as those of the leader and 

the organization, in order to drive innovation and progress (Bass, 1985). 

Individualized consideration is creating an environment for followers in which 

they actively listen to and address the individual needs of their followers. Leaders 

may take to support the growth of their followers is to delegate tasks that present 

personal challenges, thus providing opportunities for them to develop and expand 

their skills and capabilities (Avolio & Bass, 1999). In order to prove it we provide 

some research that studied intelligence and leadership. (Zaccaro, et al., 2004) 

studied intelligence with leadership and showed positive outcome. More specific 

study Intelligence, EI and transformational leadership examined by (Cavazotte, et 

al., 2012). The study explored that EI strongly correlated with effectiveness of 

transformational leadership. EI contributed to transactional leaders in a way that 

they can better understand follower and theirs needs and using it to reward or 

punishing followers. Certainly, transactional leader who has high levels of EI can 

built strong positive links with followers and it can help them to boost motivation 

and productivity of followers. 

According to the (Walumbwa, et al., 2008), they argued that authentic 

leadership consist of four dimensions: self-awareness, relational transparency, 

internalized moral perspective and balanced processing. Upon closer examination, it 

becomes clear that the self-awareness component of emotional intelligence is 

closely related to the self-awareness aspect of authentic leadership. People with 

emotional intelligence are able to grasp the situation at hand and discern their own 

desires as well as the desires of others through self-awareness, which is an 

important skill for authentic leadership. These qualities often bonded with 

authentic leadership (Ilies, et al., 2005). Additionally, authentic leader who employs 

emotional intelligence can identify the needs of their followers and address them 

effectively using emotional intelligence. For instance, if an employee is struggling 

with an excessive workload, an authentic leader can recognize this and help on 
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how to manage it using emotional intelligence techniques. (Miao , et al., 2018) 

analysed that relationship between emotional intelligence with authentic leadership 

and discovered that accomplished authentic leaders consistently demonstrate a high 

level of emotional intelligence. Therefore, it can be inferred that emotional 

intelligence is strongly associated with all types of leadership theories, including 

contemporary leadership. 

The Big Five personality traits can be used to identify correlations between 

traits and leadership, as many studies have been conducted using the Big Five 

personality traits as the foundation for these traits. We believe that out of five 

personality extraversions, conscientious, agreeableness and openness to experience 

are linked more than others with leadership. Extraversions means person who 

outgoing, active, sociable, energetic, and assertive. Extraverts tent to be articulated 

goal clearly and they are comfortable in any difficult situation. For this reason, 

extraversions trait contributed development of transformational leadership 

significantly. The study which conducted by (Bono, et al., 2002) showed that 

extraversion is the most correlated personal trait to leadership. They identified 

extraversion is more visible in leader emergence rather than leader effectiveness. 

Authentic leadership’s important part also extraversions, because authentic 

leadership demands being good communicator to enhance authenticity among 

followers. (Shahzad , et al., 2021) explored Big five personality and authentic 

leadership and they found that extroversions also were main component of 

authentic leadership. 

Conscientious displays people who work hard, planned, self-disciplined and 

responsible. The main aspect of conscientious is self-discipline (Barrick & Mount 

, 1991) and often connected with transformational leadership. They keep 

promises and have clear vision regarding future. For this reason, conscientious 

should be linked with inspirational motivation and individualized consideration. 

The studies (Cavazotte, et al., 2012) and (Prochazka, et al., 2018 ) also suggested that 

conscientious is the only Big five personality that correlated leader effectiveness via 

transformational leadership. (Bono & Judge, 2004) also showed that conscientious is 

second the most important component of transformational leadership. In addition, 

we also think that conscientious more correlated with transactional leadership 

because contingent reward requires exchange effort and more task-oriented 

process. It can also be linked to management by exception both active and passive 

and conscientious leader who responsible for follower’s mistake and progress. 

Highly conscientious leaders think carefully before making decision in order to 

cover all uncertainties and conscientious leader communicate with followers with 

integrity and fairly. These characteristics are also applicable to authentic leadership, 
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and our belief is supported by a study conducted by Shahzad et al. (2021). 

Agreeableness displays people who kind, trusting, ready for collaboration and 

gentle (McCrae & John, 1992 ). They are helpful, cooperative and tent to understand 

and support others. Transformational leaders also give attention to each member of 

team, and they tent to concerned about others (Bass, 1990). It is possible that 

agreeableness is positively correlated with individualized consideration, as the 

traits required for individualized consideration, such as being empathetic, 

considerate, and supportive, overlap with those associated with agreeableness. 

Furthermore, idealized influence and contingent reward also emerged through 

agreeableness because both dimensions show likely same personal traits as 

agreeableness. According to the (Yukl , 1998), agreeableness influence on leadership 

negatively. But research which carried out by (Prochazka, et al., 2018 ) showed that 

agreeableness was strongest feature of effective transformational leader. 

Agreeableness can increase confidence among follower and leader and high levels 

agreeableness makes followers to believe decisions of leader. According to the study 

conducted by Shahzad et al. (2021), agreeableness is closely linked with fairness, 

which is an important indicator of authentic leadership. 

Openness to experience often explains as imaginative, creative, intellectual, 

adventurous, and open to new ideas. According to the (Bass, 1990) openness to 

experience is best collaborates with leadership and only trait in Big five factor 

model that linked with intelligence. (Bennis , 1989) claimed that leader’s vision 

comes from creativity and most researchers connected it with transformation 

leadership through intellectual stimulation. (Yukl , 1998) also added creativity as the 

core traits for leaders. (Bono & Judge , 2000) found also that openness to experience 

is core of transformational leadership. However, we do believe that openness to 

experience contributed all dimensions of transformational and transactional 

leadership. Because any leader who wants to change needs creativity, intelligence 

and imagination toward vision shared goal. In addition, openness to experience can 

be interpreted as being original for self and for followers (Walumbwa, et al., 2008). 

Being creative, intellectual cognitive makes openness to experience positive 

attribute of authentic leadership and (Shahzad , et al., 2021) identified that openness 

to experience played important role and was as a trigger for authentic leadership. 

Neuroticism people described low self-esteem, fear, sadness, tendency to 

getting offended and guilt (McCrae & John, 1992 ). Neuroticism often seen as 

opposite to effective leadership because neuroticism lack of self-confidence and 

self- esteem which are main component of successful leader (Bass, 1990). The people 

who possess low level of neuroticism tent to be achieve certain goals faster that 

who has high levels of neuroticism. We couldnot find relevant studies that showed 
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neuroticism was positively correlated with contemporary leadership. For this 

reason, among five trait factor model neuroticism is only trait that did not 

contribute to contemporary leadership. 

Research Gap 

While extensive research has been conducted on trait-based theories and 

contemporary leadership approaches, several significant gaps remain in the 

literature. First, although studies have examined the relationship between 

individual personality traits and specific leadership styles, there is limited research 

that comprehensively analyzes how combinations of traits interact to influence 

leadership effectiveness across different contemporary leadership approaches 

simultaneously. Second, while the Big Five personality traits have been widely 

studied, there is insufficient research on how these traits manifest differently across 

various cultural contexts and organizational settings. Third, existing studies have 

primarily focused on direct relationships between traits and leadership outcomes, 

with limited attention to the mediating and moderating variables that might 

influence these relationships. Additionally, most studies have relied on cross-

sectional data, limiting our understanding of how trait-based leadership 

characteristics evolve over time and their long-term impact on organizational 

outcomes. 

Research Methodology 

This study employs a quantitative research design to examine the relationship 

between personality traits and contemporary leadership approaches. The research 

methodology consists of the following components: 

Research Design 

 Cross-sectional survey design 

 Time period: January 2024 - March 2024 

 Target population: Middle and senior-level managers across various 

industries 

Sample and Sampling Technique 

 Sample size: 350 managers 

 Sampling method: Stratified random sampling 

 Industries represented: Technology, Manufacturing, Finance, Healthcare, and 

Education 

 Organizational levels: 40% middle management, 60% senior management 

Data Collection Instruments 

1. NEO Five-Factor Inventory (NEO-FFI) for measuring personality traits 

2. Multifactor Leadership Questionnaire (MLQ) for assessing 

transformational and transactional leadership 
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3. Authentic Leadership Questionnaire (ALQ) for measuring authentic 

leadership 

4. Emotional Intelligence Scale (EIS) for evaluating emotional intelligence 

5. Leadership Effectiveness Questionnaire (LEQ) for measuring 

leadership outcomes 

Measurement Scales 

 All instruments use a 5-point Likert scale (1 = Strongly Disagree to 5 = 

Strongly Agree) 

 Reliability analysis using Cronbach's alpha 

 Validity assessment through confirmatory factor analysis (CFA) 

Data Analysis Techniques 

1. Descriptive Statistics 

o Means, standard deviations, and frequencies 

o Distribution analysis and normality tests 

2. Inferential Statistics 

o Pearson correlation analysis 

o Multiple regression analysis 

o Structural Equation Modeling (SEM) 

o Mediation and moderation analysis 

3. Statistical Software 

o SPSS 27.0 for preliminary analysis 

o AMOS 26.0 for structural equation modeling 

o R for advanced statistical analysis 

Hypotheses 

H1: The Big Five personality traits will have significant positive relationships 

with transformational leadership behaviors. 

 H1a: Extraversion positively relates to transformational leadership 

 H1b: Conscientiousness positively relates to transformational leadership 

 H1c: Openness to experience positively relates to transformational leadership 

 H1d: Agreeableness positively relates to transformational leadership 

H2: Emotional intelligence mediates the relationship between personality 

traits and leadership effectiveness. 

H3: The relationship between personality traits and leadership effectiveness is 

moderated by organizational context. 

H4: Authentic leadership behaviors are positively related to the combination 

of high emotional intelligence and positive personality traits. 

Data Analysis Plan 

1. Preliminary Analysis 
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o Data screening and cleaning 

o Missing value analysis 

o Outlier detection 

o Normality testing 

o Multicollinearity assessment 

2. Measurement Model Analysis 

o Confirmatory Factor Analysis (CFA) for each construct 

o Convergent and discriminant validity testing 

o Composite reliability assessment 

3. Structural Model Analysis 

o Path analysis for direct effects 

o Mediation analysis using bootstrapping 

o Moderation analysis using interaction terms 

o Model fit assessment using various indices (CFI, TLI, RMSEA, SRMR) 

4. Additional Analyses 

o Multi-group analysis for industry differences 

o Latent profile analysis for trait combinations 

o Post-hoc power analysis 

Expected Contributions 

This methodology will contribute to the existing literature by: 

1. Providing empirical evidence for the combined effects of personality 

traits on contemporary leadership styles 

2. Identifying specific trait combinations that predict leadership 

effectiveness 

3. Examining the mediating role of emotional intelligence 

4. Exploring contextual factors that influence trait-leadership 

relationships 

5. Offering practical implications for leadership development programs 

The quantitative approach allows for statistical validation of theoretical 

relationships and generates generalizable findings that can inform both theory and 

practice in leadership development. 

 

Results and Findings 

The analysis of data collected from 350 managers yielded several significant 

findings regarding the relationship between personality traits and contemporary 

leadership approaches. The results are presented according to the hypotheses 

testing and additional analyses performed. 

 Technology sector showed strongest trait-leadership relationships (R² = 0.54) 
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 Healthcare sector demonstrated highest importance of emotional intelligence 

(β = 0.58) 

 Manufacturing sector showed strongest relationship between 

conscientiousness and leadership effectiveness (β = 0.49) 

Gender Differences: 

 Female leaders showed higher scores in emotional intelligence (M = 4.1 vs M 

= 3.7, p < .01) 

 Male leaders showed higher scores in extraversion (M = 3.9 vs M = 3.6, p < 

.05) 

 No significant gender differences in overall leadership effectiveness 

Experience Level Effects: 

 Leaders with >10 years experience showed stronger trait-leadership 

relationships 

 Emotional intelligence effects strengthened with experience (β = 0.31 to β = 

0.48) 

 Authentic leadership scores increased with experience (r = 0.42, p < .01) 

Key Findings Summary: 

1. Personality Trait Impact: 

o Extraversion emerged as the strongest predictor of transformational 

leadership 

o Conscientiousness showed strongest relationship with authentic 

leadership 

o Combined effect of positive traits explained 48% of leadership 

effectiveness variance 

2. Emotional Intelligence: 

o Confirmed as a significant mediator between personality traits and 

leadership effectiveness 

o Showed stronger effects in people-oriented industries (healthcare, 

education) 

o Demonstrated cumulative strengthening with leadership experience 

3. Contextual Factors: 

o Industry type significantly moderated trait-leadership relationships 

o Organizational culture influenced the expression of leadership traits 

o Experience level enhanced the impact of personality traits on 

leadership effectiveness 

4. Profile Analysis: 

o Identified three distinct leadership profiles 
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o High EI/Positive Traits profile showed superior leadership 

effectiveness 

o Profile distribution varied by industry and organizational level 

These findings provide strong empirical support for the relationship between 

personality traits and contemporary leadership approaches, while highlighting the 

important mediating role of emotional intelligence and the moderating effect of 

organizational context. The results also suggest practical implications for leadership 

selection and development programs. 

Table 1 provides the average scores (Mean) and standard deviations (SD) for 

the personality traits and leadership measures, along with correlations: 

 Extraversion and Emotional Intelligence showed the strongest correlation 

(0.45**), suggesting that extraverted individuals tend to have higher emotional 

intelligence. 

 Leadership Effectiveness correlated strongly with all key traits, especially 

Emotional Intelligence (0.54) and Transformational Leadership (0.58), indicating 

that effective leadership is closely associated with high emotional intelligence and 

transformational leadership behaviors. 

 These statistics establish a foundation, showing that personality traits and 

emotional intelligence are interconnected and relate positively to effective 

leadership styles. 

2. Hypothesis Testing Results 

H1: Big Five Personality Traits and Transformational Leadership 

Multiple regression analysis (Table 2) supports that certain personality traits 

positively predict transformational leadership: 

 Extraversion (β = 0.43, p < .001) had the strongest influence, suggesting that 

extraverted managers are more likely to exhibit transformational leadership traits, 

such as motivating and inspiring their teams. 

 Conscientiousness (β = 0.35, p < .001) also had a substantial effect, reflecting 

that highly conscientious managers, who are diligent and reliable, tend to adopt 

transformational practices. 

 Openness (β = 0.31) and Agreeableness (β = 0.25) showed moderate to 

weaker but still significant influences, suggesting these traits support a leader's 

openness to new ideas and concern for team cohesion, although to a lesser degree. 

H2: Mediating Role of Emotional Intelligence 

Structural Equation Modeling (SEM) revealed that Emotional Intelligence acts 

as a mediator: 

 Personality traits positively impacted Leadership Effectiveness (total effect = 

0.53**) and Transformational Leadership (total effect = 0.52**), with a substantial 
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part of this effect occurring through emotional intelligence. This means leaders 

with strong personality traits like extraversion, conscientiousness, and openness 

also benefit from high emotional intelligence, enhancing their leadership 

effectiveness. 

 Model fit indices (e.g., CFI = 0.96, RMSEA = 0.048) show an excellent model 

fit, supporting emotional intelligence’s role as a crucial factor in effective 

leadership. 

H3: Organizational Context Moderation 

The hierarchical regression analysis (Table 4) shows that the effect of 

personality traits on leadership effectiveness varies by industry sector: 

 In the Technology (β = 0.58) and Finance (β = 0.51) sectors, personality traits 

strongly correlated with leadership success, possibly due to the dynamic and 

collaborative nature of these fields. 

 Healthcare (β = 0.42) and Education (β = 0.38) showed weaker, but still 

positive, relationships. Emotional intelligence had a particularly high impact in 

people-oriented sectors like healthcare, emphasizing the importance of 

interpersonal skills. 

H4: Authentic Leadership and Trait Combinations 

Latent Profile Analysis identified three main leadership profiles (Table 5): 

 High EI/Positive Traits profile (35% prevalence) showed the highest 

leadership effectiveness (4.2/5.0), with leaders high in both emotional intelligence 

and traits like extraversion and conscientiousness. 

 The Moderate Balanced profile (45%) had a moderate level of traits and 

effectiveness (3.7/5.0), representing a balanced approach. 

 Mixed Profile (20%) had variable trait levels, resulting in lower leadership 

effectiveness (3.2/5.0). This profile might indicate a more situational or adaptable 

leadership style, though less consistent in effectiveness. 

3. Additional Findings 

Industry-Specific Analysis 

 Leaders in the Technology sector had the strongest overall relationships 

between traits and leadership (R² = 0.54). 

 The Healthcare sector placed the highest importance on emotional 

intelligence (β = 0.58), highlighting the need for empathy and emotional awareness 

in patient-centered environments. 

Gender Differences 

 Female leaders scored higher on Emotional Intelligence (M = 4.1 vs M = 3.7, 

p < .01), suggesting a greater capacity for empathy and social awareness. 
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 Male leaders scored higher on Extraversion (M = 3.9 vs M = 3.6, p < .05), 

which may relate to assertiveness and engagement in leadership settings. 

 There were no significant differences in overall leadership effectiveness 

between genders. 

Experience Level Effects 

 Leaders with more than 10 years of experience showed stronger links 

between personality traits and leadership, particularly for Emotional Intelligence 

(from β = 0.31 to β = 0.48), showing that experience can deepen the impact of these 

traits. 

 Authentic Leadership also increased with experience (r = 0.42, p < .01), 

suggesting that seasoned leaders are more likely to adopt a genuine, transparent 

approach. 

This study underscores the vital role that personality traits and emotional 

intelligence play in shaping effective contemporary leadership styles. The results 

affirm that certain personality traits—particularly extraversion, conscientiousness, 

and openness—are closely linked to transformational and authentic leadership 

approaches. Emotional intelligence emerges as a critical mediator, enhancing the 

positive effects of these traits on leadership effectiveness, especially in people-

oriented sectors like healthcare and education. Furthermore, the study highlights 

how organizational context and industry type moderate the influence of traits on 

leadership outcomes, with technology and finance sectors showing stronger 

relationships due to their dynamic environments. Gender and experience also 

shape leadership, with experienced leaders benefiting from an enriched interplay of 

emotional intelligence and authentic leadership traits. In practical terms, these 

insights emphasize the need for organizations to adopt tailored leadership 

development programs. By fostering key personality traits and emotional 

intelligence, organizations can create more adaptive and effective leaders. This 

approach not only aligns leaders with specific industry demands but also promotes 

the High EI/Positive Traits profile, which demonstrated the greatest leadership 

effectiveness. Ultimately, these findings guide organizations in refining leadership 

selection and development processes, ensuring they align with both individual 

strengths and industry needs. 
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