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Emotional Intelligence
Emotional intelligence is one topic that has sparked intensive debate since its emergence to the public domain. The weight given to the discussion of emotional intelligence is evident from the inability of top scholars and studies to concur on one specific definition to give to emotional intelligence. According to Collins & Cooper (2014), emotional intelligence is the use of components of mind related to emotions in contrary to rational thought in the application of intelligence. Moreover, this is the most significant definition of emotional intelligence widely shared among a varied school of thoughts. The relevance of emotional intelligence in leadership and management has been studied for over a decade now. Most accessible models of emotional intelligence put much emphasis basically on the personal management of negative emotions contained in a leader. Although it is valuable, it delimits the usage of emotional intelligence with its relation to leadership. Additionally, it hardly focuses on the significance of positive emotions regarding leadership. This paper discusses the results of two assessments concerning the metrics of emotional intelligence, leadership approach, and decision-making styles. 
How do the results of the assessments support or contradict your understanding of your own emotional intelligence, leadership approach, and decision-making styles?
The results of the assessment concur with the understanding I have about emotional intelligence. This is because people who have strong emotional intelligence can determine their feelings at a given time, the meaning of their emotions, and the impact their emotions can cause to the lives of others (Di Fabio & Saklofske, 2014). People with such qualities have great relationships, and they can handle difficult circumstances effectively and calmly. Furthermore, they can also be resilient in case of adversity. The findings of the assessment support the knowledge of my understanding similar to that of compelling studies as the findings encourage the evaluation of each statement according to the nature of the person rather than imagining on how one should be. 
The findings demonstrate that people with an intelligent, emotional score of about 15 to 34 usually are overwhelmed by emotional thoughts. It implies that such people need to work on the levels of their emotional intelligence. Moreover, such people also find themselves in excessive stressful situations, or they may happen to refrain from conflicts as they might think that it will bring more stress. Many scholars argue that emotional intelligence score of 35 to 55 is good score. This score indicates that the level of your emotional intelligence is fine. As a result, an individual would possibly have a mutual relationship with his or her colleagues, although some colleagues may be too extreme to work with (Karimi et al., 2014). 
Whatever the case, such an emotional intelligence score will allow one to adjust accordingly to create room for as many colleagues as possible. At a score of 56 to 75, emotional intelligence is excellent and great. At this stage, an individual is regarded as a highly intelligent person. Similarly, with this score one realizes that he or she has great relationships and many people will want your company for pieces of advice. Great scholars have demonstrated that emotionally, intelligent people portray excellent leadership skills. However, it doesn’t stop at that, and researches show that one still has to realize his or her potential by searching for more opportunities to advance further. 
Mayer et al. (2016) posit that psychologists have presented five elements that comprise emotional intelligence. These include self-awareness, motivation, Social skills, self-regulation, and empathy. People with great levels of self-awareness are advantaged as they can tell the nature and scope of their moods. Furthermore, self-awareness can be increased through mindfulness which implies necessarily concentrating on the current moments such as one’s feelings. It is advisable to have a journal in which to document and analyze each emotional scenario one experiences daily. Self-motivation of an individual greatly relies on the emotions that one has. Self-discipline is the necessary ingredient needed to boost motivation levels. Social skills, on the other hand, are essential in developing a people person in an individual. 
Self-confidence is the mother of social skills. One needs to have strong confidence to approach and face people to portray social skills appropriately. Empathy in emotional intelligence refers to the ability to recognize the emotions of other people and comprehend the perspectives drawn by those emotions. Empathy is developed by putting the views and opinion of other people into consideration. This involves trying to imagine how your colleague may be feeling concerning a certain scenario by the use of active listening skills. Through such mechanisms is when one can be in a position to express their minds fully to another person. 
The discussion about emotional intelligence concerning leadership approach is basically on transformational leadership behaviors. Researches have demonstrated that there exist two transformational leadership techniques. These are transactional and transformational leaders regarding motivational approaches. Transactional leaders are described as leaders who base their styles of leadership on exchange relationships with their staff (Van Deursen et al., 2015). Moreover, transactional leaders are also explained as leaders who yearn for outcomes, like financial rewards, higher status, promotion, and preferred treatment in exchange for the level of performance expected from their subordinate staff. While this kind of influence is potential, it can trigger intensive resentment, which can easily prompt negative results like reduced compliance levels, turnover, and lower performance. On the other hand, transformational leadership is characterized by the influence triggered by inspiration. Transformational leaders are believed to attain higher scopes of commitment that their counterparts in transactional leaders. Consequentially, it leads to positive organizational culture and increased performance. 
Compelling studies have discussed the relationship between emotional intelligence and the concept of leadership approach. The scholars have further endeavored to classify the existing research about the linkage between leadership and emotional intelligence and finally categorized it into leadership emergence, leadership effectiveness and leadership behavior. Leadership emergent refers to the extent to which an individual is regarded as a leader. A study on emotional intelligence examined the correlation between the leadership program, multi-rater evaluations, criterion group membership, and leadership positions. The study findings indicated that there is a high relationship between emotional intelligence and leadership approaches. Moreover, various published articles have shown that emotionally intelligent persons have high capacities to emerge as leaders.
Concerning the relationship between emotional intelligence and leader effectiveness, the researchers have proved more agreements and positive correlation. The results emerging from these studies have been promising. Tests based on both the emotional intelligence tests and mixed models have certified that emotional intelligence maintains a positive correlation with proper managerial behavior. Furthermore, leadership behavior is determined by the extent of one’s emotional understanding. Leadership starts with individuals and ends with the same individuals based on their feelings, aspirations, motivations and communication prowess (Miao et al., 2016). In other terms, leadership is the intelligent application of force. Studies carried about leadership approach has shown that the future belongs to visionary leaders, as well as the capacity to motivate others and those who can transform the vision into reality. 
Making decisions is among the pillars of an influential leader. Decision making is compulsory for the successful execution of all managerial operations. A proper decision system must have effective decision-making styles. There are four widely recognized decision-making styles. The styles are named following the four-quadrant model of the brain of Ned Herman. The functionality of each quadrant of the brain represents the basis for a specific style of decision making. Compelling studies determined the styles of decision making via mixing of cognitive complexity and value orientation. 
According to (Judgment in Managerial Decision Making) cognitive complexity originates from the application of the information to the conceptual ability of processing information in a parallel way and generalization. This is what is commonly known as the determining strategy. Value orientation, on the other hand, stems from the orientation of technical values and tasks to the orientation of the organizational people. The four styles of decision making include directive, analytical, conceptual and behavioral. Directive decision making policy is mostly applicable in autocratic leadership paradigm. These leaders usually show the trait of being aggressive. 
Their policy implementation is normally on the basis of very few information at hand. Furthermore, these leaders have no tolerance for vague information. Analytical leaders are those leaders who have analytical concepts in cognitive terms that are complex. Decision-making process by these leaders is based on the data obtained from vast researches.  Here there is a high tolerance for vague information. Conceptual decision-making style is a common factor in leaders who want intense recognition and success. These leaders are inventive and creative as well. As a result, they make decisions based on the wide explanation of data accessible.  Finally, there is a behavioral style which is mostly characterized by managers who excessive acceptance or affiliation desire (Borrero & Henao, 2017). They also want democratic relations with the subordinate staff. These leaders make decisions putting into consideration the life of employees and other staff. 
Which assessment results will help your career and which ones could hinder it? Why?
The assessment results that seem to be beneficial are the ones that score between 56 to 75. These are significant results that can make me grow my career to greater heights. Consequentially, these scores are capable of making me attain sufficient social skills through confidence build up. Empathy is an element that is mostly associated with emotional intelligence under this score. Having empathy is crucial for career growth. This is because empathy as an element allows one to examine the feelings and emotions of others. Mcclellan & Diclementi (2017) argue that developing high emotional intelligence is an excellent approach for a successful career. 
High levels of emotional intelligence, allow the building of strong working relationships and one can maneuver through difficult times and moments effectively. The scores between 15 to 34 cannot help me progress career-wise. This is because this score is mostly associated with frustrations and conflicted mentality. Much time is needed to work on my emotional intelligence, and these may make me feel extremely overwhelmed by negative emotions. As a result, the career gets affected, and no success can be realized hence. Furthermore, this result cannot assist growth in my career as I may be upset most of the times and calming down can be a challenge as well. This may make me struggle with building potential working relationships. 
Assuming the assessments provide an accurate picture, how can you align your career plans, emotional intelligence, leadership approach, and decision-making style to optimize your effectiveness
If the assessments provide an appropriate picture, I will align my career plans by establishing the objectives of my career. The initial step for a successful career is to outline objectives related to decision making, leadership approach, and emotional intelligence. Setting objectives is key to maximizing on profits and optimum effectivity. It also allows for the benefit-cost criterion. Another significant way I can align my career plans is to define the problem of my career. Identifying a problem is essential for success in any field. Defining the scope of the problem is a good element of emotional intelligence and decision-making approaches as they examine the magnitude of the problem. 
In conclusion, emotional intelligence and leadership approach are representing the ideation process whose value in society today is both interconnected and important as well. Moreover, it is imperative that scholars and theorists can access models that demonstrate the relationship between leadership and emotional intelligence. Consequentially, the management of negative emotions has become much easier than before. Promotion of positive emotional, and organizational environments is significant in the growth of one’s profession. Nikolic (2018) posit that positive psychology clarifies the correlation ship between positive and transformational leadership. Positive emotions play a significant role in career development. Elements of emotional intelligence such as awareness contribute to the growth of empathy as well as emotional attunement. This is significant in designing the vicarious reinforcement loops needed for career growth. High levels of emotional intelligence are crucial when career advancement is at stake. Social skills, motivation and so are the elements that one should have for proper career development.  
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