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performed kinesiology (muscle testing) on her. Basically, Jonelle
held her arm out and tried to resist when Dr. Robbins, our resident
kinesiologist, pushed it down. If she stayed strong, it meant that
whatever she was experiencing was beneficial to her. If she went
weak, it meant that whatever she was experiencing was detrimental
to her. I started with thumbs up. She received positive thoughts
from the group. She went strong. Then I did thumbs down. She
received negative thoughts from the group. She went weak. I did
thumbs up again. She went strong. After this, we heard someone
from the audience say, “That’s bulls#&*”.
It was David, the COO of a glass installation company. David is a
big, tough guy, a Marine, and a skeptical, no-nonsense person. His
boss was kind enough to push him to the front of the room and
said, “You try it.” So, David came up in his camouflage ball cap,
and we sat him down. Since he had seen the exercise, we decided
to do a verbal version of it. Dr. Robbins tested him. He was quite
strong, and David is a big guy. Keep in mind that Dr. Robbins is
5’ 2” and weighs only 107 pounds. I told David all things positive,
that he was a valued employee, that he was a great guy, great dad,
great employee. His arm stayed strong. No matter how hard Dr.
Robbins tried, she couldn’t get his arm to go down.
Then, we went negative. I said, “David, you’re a worthless piece of
crap. I don’t like you. I’ve never liked you. You’re a horrible father.
You’re destroying your kid’s lives.” His arm went down easily. In
fact, Dr. Robbins pushed it down with one finger. Then we went
back to positive so as not to leave David with all of that negativity.
Here is the link to David’s video:
https://bit.ly/2W7u6mG
David was a little shaken. We saw him later that evening and he
told us, “There was no way in hell I was gonna let that little woman
push my arm down.” A few weeks later, we did an interview with
David and asked him about his experience of starting off skeptical
and then embracing this work. He replied, “I would encourage
anyone to go without being made to go, because it will better you
in more ways than you realize.”
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with the highest levels of technical or academic ability. Many of the
most successful people have average IQs and education levels. So if
it isn’t technical skill, higher education, or intellectual intelligence,
what makes people successful?
All things being equal, the people who excel are the ones with
higher levels of emotional intelligence. Not that technical ability
is unimportant. It is important for success, especially in the AEC
industry. But technical ability and experience can only take you
so far. One construction leader called it “the price of entry”, but
once that technical knowledge is in place, emotional intelligence is
vital for ongoing success. One program participant put it this way,
“Relationships and impressions are just as important as bricks and
mortar.”
The following is a graphical representation of the emotional
intelligence and knowledge axes.
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normative group. When this happens, we ask them to show the
results to the people who know them well, such as their spouse
or close friend or colleague. Each time they have returned and
told us that these other people agree with their EQ-i® 2.0 results
indicating that they probably do need to work on those particular
skills.
The following is a graph of 50 Superintendents:

Note the higher scores: Self-actualization (We love what we
do!), assertiveness (above average), independence (above average),
problem solving (above average), and stress tolerance (above
average). Note the lower scores: emotional self-awareness,
emotional expression, interpersonal relationships, and empathy
(all at or below the mean or average). We also see the following
patterns: alpha (high assertiveness, low empathy), control/
perfectionist (high problem solving and reality testing and low
flexibility), frustration, impatience, anger (low impulse control,
high assertiveness), and the lone wolf (high independence, low
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social responsibility). Note, when you see a five point or more delta
between the highs and lows, that is significant. When you see 19
(assertiveness and empathy), that is very significant.
After seeing hundreds of these EI profiles for construction folks,
this same pattern emerged. Although there were individual
differences, every group with whom we worked had virtually the
same EI profile. We have aggregated all of the scores from over
200 construction managers into a group EI profile for the AEC
industry. These are all operations people. This group includes
a dozen different companies and a wide cross section of people.
The positions include assistant superintendents, superintendents,
foremen, assistant project managers, project managers, senior
project managers, subcontractor owners and employees, architects,
engineers, building construction majors, business unit managers,
estimators, sales people, production people, vice presidents, senior
vice presidents, business developers, project executives, COOs,
CEOs, and CFOs. There was a wide range of ages from the 20s
to the 60s. The gender breakdown was 85% men and 15% women.
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Take a look at the higher scores (self-actualization, assertiveness,
independence, social responsibility, problem solving, impulse
control, stress tolerance, and optimism). Take a look at the lower
scores. The first thing that stands out is a relatively low score in
emotional self-awareness (100), which is key for good emotional
management. Emotional expression is always the lowest score for
most groups (96). Think of the consequences of that with regard
to communication. Other lower scores include interpersonal
relationships (98) and empathy (98), which are both below the
mean (100). Flexibility and happiness scores also tend to be
relatively low.
Keep in mind that this is an average profile. Some of the
participants scored quite high in interpersonal skills, making the
average higher. We have worked with some participants whose
interpersonal scores were in the 50s. Look at it this way, a group
of over 200 folks who manage the construction process couldn’t
get emotional expression, empathy or interpersonal relationship
skills to the mean. Low scores in the areas of emotional expression,
emotional self-awareness, empathy, and interpersonal relationships
are so pervasive, we call it “the quad”. Many industry professionals
we work with choose to develop one or more of these four
competencies.
More importantly, with a differential of six points between
assertiveness and empathy, most construction managers will be
perceived as aggressive, independent, and capable, but many will
come across as impulsive people who don’t listen well, seldom ask
for input from others, won’t involve others in decision making
processes, and are often blunt and undiplomatic. They also have
a tendency toward the control/perfectionist profile (high problem
solving and reality testing along with low flexibility). This group
has a need for control and getting things “right”. They have a hard
time delegating and a tendency to micromanage.
This group also tends to have high stress tolerance and low impulse
control. This is a chaos profile based on a reactive management style,
which is inherent in the industry. Most managers go from crisis to
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crisis. Due to this crisis management style, they usually spend little
time developing themselves or mentoring subordinates. Although
people with this profile can handle a lot of stress, we have found
that many exhibit physical symptoms of stress like fatigue, difficulty
sleeping, pain, stomach problems, headaches, and irritability.
Also, note that without the strong interpersonal skills to
balance competencies like assertiveness, independence, and selfregard, these strengths can become weaknesses. Someone with
high assertiveness can become aggressive, someone with high
independence can become a loner who doesn’t interact with others,
and someone with high self-regard can become arrogant.
We took this data and sliced it several different ways with some
very interesting results.
Here is male (265) versus female (64) scores:
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Note the highs for men: self-regard, self-actualization, assertiveness,
independence, problem solving and stress tolerance. Lows are
emotional self-awareness, emotional expression, interpersonal
relationships, and empathy.
Note the opposite for the women: Highs are emotional selfawareness, emotional expression, interpersonal relationships,
empathy, social responsibility, and optimism. Lows are assertiveness,
independence, problem solving, flexibility.
This is strictly a graph based on gender. Many of the females in
this graph are in support roles and are not managing projects.
With the industry gravitating toward more collaborative project
delivery methods, companies who recruit and advance more
women will be much more successful. As a group, they simply have
better emotional competencies for collaboration.
Here is a graph showing differences by age:
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Note that total EI generally increases with age, but declines from
age 50 to 60. The only exception are people in their 30s. They
have the lowest in total EI and several other areas. There is no
data behind this, but I know personally that my 30s was the worst
decade of my life.
Also note that emotional self-awareness, emotional expression,
empathy, social responsibility, impulse control, optimism and
happiness generally increase with age. The exception to this
is people in their 20s. They were the happiest of any age group.
Assertiveness, independence, social responsibility, problem solving,
and stress tolerance trend up, then down after 40 to 50. People
in their 50s had the highest independence. Note that people in
their 20s had the highest interpersonal relationship scores and it
generally decreases with age. People in their 20s and 50s were the
most flexible. This age graph can tell us a lot about the generations,
their strengths, and how we can all learn to interact in a more
positive way.
Here is a graph of 19 estimators:
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Note the high empathy, impulse control and stress tolerance, and
lower scores of emotional self-awareness, emotional expression,
independence, interpersonal relationship skills, problem solving,
flexibility, optimism, and happiness. This profile suits estimators
quite well. They tend to not be as social. There are many introverts,
and they tend to be methodical and careful. Can you imagine
an estimator with low impulse control, high optimism, and high
flexibility? The estimates would likely not be as accurate.
Here is a graph of administrative people (12, all women):

Note the high emotional self-awareness, interpersonal relationship
skills, empathy, social responsibility, optimism and happiness and
relatively lower emotional expression, assertiveness, independence,
problem solving, and flexibility. This serves administrative folks
well. They are there to support others and generally have the “selfsacrifice” profile (putting other people’s needs ahead of your own).
Folks with the self-sacrifice profile tend to have trouble saying no
and setting proper limits and boundaries. They may have trouble
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change. And these changes show up as statistically significant
increases in their EQ-i® 2.0 scores.
Take a look at the following before and after graph for construction
managers:

Note that total EI, reality testing and flexibility increased by a
statistically significant 5 points and emotional self-awareness
increased by 6 points. Also note the competencies that approached
statistical significance of four points (emotional expression,
empathy, social responsibility, and stress tolerance.)
The reason there weren’t even higher increases is that with a larger
group who are working on various competencies, the increases and
decreases tend to cancel each other out.
Emotional intelligence is imperative for effective performance,
especially with the shift toward more collaborative project delivery
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The new construction manager not only needs high levels of
assertiveness, self-regard, and independence, but it would benefit
him to have balance in his emotional makeup. With this balance,
he would be better able to deal with the myriad of people issues on
any project. He would have strong empathy, communication, and
relationship skills. He would be able to build teams and carry out
a project plan with a sense of cooperation, constantly looking for
outcomes that benefit everyone on the project. One of our program
participants put it this way, “It is not what you know, but the way
you present things. Leading and motivating is not just pointing
and screaming.”
Balfour Beatty is one of the top contractors in the USA. According
to John Tarpey, a top leader at Balfour Beatty, there are four basic
areas of product delivery for the AEC industry: schedule, budget,
quality, and relationships. Most contractors are fairly adept at the
first three, but it is the last area, the area of relationships, where
many contractors fail. What will a project team remember a year
after a project is complete? That the project was built on time,
within a budget, with reasonable quality, or the relationships?
The industry continues to shift, creating a need for a new set of
skills. Let’s take a closer look at some of these shifts:
Old Paradigm

New Paradigm

Large labor pool

Competition for talent

Homogenous, male dominated Multi-cultural labor pool with
more females and minorities
labor pool
Baby boomer workforce

Multi-generational workforce

Manage processes

Manage people

Low bid work

Negotiated work

Short, adversarial relationships Long, satisfying relationships
Projects run from silos
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Lack of client focus

Focus on client and his needs

Communication lacking

Communication focus

Decrease overhead

Increase performance

Safety a nuisance

Focus on safety

Environmental ignorance

Environmental focus

High Stress/burnout

Focus to reduce stress/burnout

Design/Bid/ Build

Collaborative Project Delivery

Low Tech/No Tech

Focus on Innovation and
Technology

Productivity Stagnant

Productivity Focus Using Lean

This new paradigm requires a different set of skills than the old
paradigm. The problem is that the typical emotional intelligence
profile for construction folks is in direct contrast to the skills
required for this shift. Let’s revisit the typical AEC industry EI
profile found in Chapter 1. In an industry where collaboration,
good relationships, teamwork, flexibility, and communication are
essential for success, the people who are attracted to this business
generally have low emotional expression (unable to articulate
feelings and connection), low self-awareness (lack of understanding
self ), high assertiveness (aggressiveness), high independence (not
a team player), low empathy (lack of understanding of others),
and low interpersonal relationship skills. The data is consistent
and undeniable. Think about it. Many of the people in the AEC
industry have this typical profile. No wonder it’s such a difficult
business!
Emotional intelligence is not some “touchy-feely” approach to
management. It’s not about group hugs, singing Kumbaya, and
everyone getting along like robots. It’s not about being nice or
giving in. It’s about positively affecting outcomes. As we said
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Primal Safety program specifics:
1. The purpose of this program is to enhance the safety program
that you already have in place.
2. The project team and any other appropriate parties take the
Emotional Quotient Inventory (EQ-i® 2.0). We also have a
free EI test available in Appendix A: Resources. You can also
download the test by visiting this link:
www.brentdarnell.com/resources
This measures their emotional self-awareness, empathy, social
responsibility, and interpersonal relationships. Without this
foundation, typical construction EI profiles will likely limit the
effectiveness of this program.
One of the highest competencies measured by the EQ-i® 2.0
for construction folks is independence. Most of the folks in the
industry defy death daily, working in a dangerous environment.
It’s like NASCAR drivers or bullfighters. There is an element
of danger in what they do, and they are not fearful of death.
But with high levels of independence, most have the fear of
being dependent on others. If you tell them to work safely or
die, you may get a smile or shrug of a shoulder. But if you say
to them, “If you don’t work safely, your wife may be feeding you
and wiping your bottom”, they sit up and take notice.
3. The basic premise of the Primal Safety® program is that
everyone in your company has a moral imperative to implement
an effective safety program for all workers, including trade
partners, affording every worker the basic human right to
go home each day uninjured to their family and loved ones.
This means ZERO TOLERANCE! No incident or unsafe
situation, no matter how small or insignificant, is acceptable.
This approach is similar to how Bill Bratton, the former New
York police commissioner, cleaned up the city. It was called the
“broken window” theory. When there was a broken window,
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negative. He didn’t think the course would help him, and he had a
difficult job to complete. Take a look at his before and after EQi:

Note, this is the older version of the EI test, which doesn’t include
emotional expression. We initially focused on his emotional selfawareness. Then, we shifted to self-actualization and created a plan
for the future. We also worked on stress tolerance and increasing
happiness. The change in this participant was amazing. A change
in five points is statistically significant and indicates a shift in
behavior. Take a look at the changes. This is a new human being.
In his words: “Without the program I would have never known
where I was and how to get me out of the hole I was in. Look at
these techniques and no matter how ridiculous you may think they
are, just try them and see what happens to you. Because it does
work.” He lost 20 pounds, quit smoking, and was much happier
with his life and work. The project was a big success and led to a
promotion for this participant.
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less stressed and more productive. Burnout also contributes to high
turnover rates. Employees may leave their jobs in order to reduce
their stress. Stressed workers also tend to make more mistakes,
which can negatively affect safety, increase costs, diminish project
results, and reduce the bottom line.
We have included our Body Battery Inventory, which will let you
know how you are doing with regard to stress and recovery. It is in
Appendix A: Resources. You can also download it with this link:
www.brentdarnell.com/resources
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behavioral changes required to realize his potential. In the past, Bill
struggled to maintain working relationships with individuals that
did not display his level of commitment and was not understanding
of those with lesser abilities. This created a lot of friction over the
years as Bill’s work ethic, determination, and ability are not easily
matched.
He is starting a new project (one of the largest retail projects in
the company’s history) as lead superintendent, and I think this will
be Bill’s opportunity to prove to all that he is truly one of our very
best.” Another superior added, “I completely agree. Bill has really
turned it around. I think he is a future star.”
Gabriel was a 50-year-old Superintendent who was sent to us after
being removed from a project due to poor relationships with the
Owner and with his own team. He was devastated. He had the
typical alpha profile, and we worked on emotional self-awareness
and empathy. Take a look at his before and after graph:
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Note the increases in emotional self-awareness, empathy, social
responsibility, and impulse control. Stress tolerance also went up
dramatically. Note the decreases in assertiveness and independence.
Empathy and assertiveness are oppositely correlated, so this makes
sense. This shows a much more balanced profile and a person who
is much more of a team player who is more aware of his emotions
and able to handle stress better. In ten months, Gabriel went from
being removed from a project to the Operations Manager for all
of Mexico. During this process, he created such great relationships
with a difficult client, that the client fired the construction
management company and decided to work directly with Gabriel’s
company. He also reported that he was much better able to handle
a difficult situation with a family member who had moved in with
them.
We have dozens of these stories about these alpha males and
how this work revitalized their careers. Before working on their
emotional intelligence, they were successful, but it came at a cost to
themselves and others. When we told them that other people saw
their driving approach as negative they were shocked. They tell me
that they care about those other people and the project so much
that they push very hard. So hard, in fact, that the people being
pushed get fed up with it.
Our approach is to tell them that we can help them to be even
more successful with a lot less wear and tear on themselves.
For the many alpha males in the AEC industry, this emotional
intelligence work can make them even more effective by tempering
their dominant attitudes and behaviors with great interpersonal
skills and impulse control. Alpha males are all about performance
and results. And this approach to create more balance in their
EQi-2.0 profile makes them more approachable. They are able
to better motivate others and make connections with people that
create amazing results.
They will likely be resistant at first, as most construction managers
and alpha males are, but once they see the benefits and become
aware of the errors associated with their present leadership style,
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they doggedly pursue this work and become better leaders. They
will also be able to more effectively deal with all of the project
stakeholders and increase project success and bottom line results.
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Chapter 7
EMOTIONAL INTELLIGENCE AND MARKETING

A

re most of your project chases based on price alone? Have
you cut your overhead and profit down to next to nothing
and still find it hard to compete? Do you find it hard to
differentiate your company in this highly commoditized market?
Do you think that owners only look at price? If this is the case,
then this chapter is vital for you and the future success of your
company.
The first thing we must look at is how people make buying decisions.
And although some contractors tell me that the buying decision is
made on price alone, in many cases, this is simply not true. And
if an owner does use a low bid process, it’s usually due to legal
or institutional requirements. Even this approach is starting to
change because owners know that this design/bid/build approach
oftentimes creates poor project outcomes.
At a recent Associated General Contractors national meeting, two
large owners’ representatives (Disney and MD Anderson Cancer
Center) were asked how they chose contractors. The contractors
in the audience had their tablets and pens at the ready. They
were going to find the magic formula, that one thing that would
differentiate them from the competition. Was it a fee below a
certain percentage? Was it resume? Was it schedule compression?
Innovation?
To everyone’s shock and amazement, they both said that, “It was
just a feeling we have during the interview process.” They could
tell which project teams would work well together and with them.
They emphasized that if you are in that room for an interview, you
were capable of building the project. It really comes down to those
intangibles of relationship and emotional connection.
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The latest neuroscience bears this out. Daniel Kahneman is a
Nobel prize winning psychologist who studied why people buy
stuff. And what he found out was a little shocking. Purchasing
decisions, whether they are for products or services, are formed
in our subconscious or System 1 mind. The System 2 mind is the
cognitive part and has zero input into decision making.
There is another great book called Habit: The 95% of Behavior
That Marketers Ignore by Neale Martin. It further reinforces this
concept. And yet, what do we do when we present for a project?
We focus on our resume, the experience of our project teams, the
site logistics, the schedule, and the budget. We say that we will
build the project on time, with good quality and safety. Blah, blah,
blah. You and everyone else.
According to Martin, your customer is looking for shortcuts to
good decisions. There are two basic ways that the brain approaches
thinking and decision making: Martin calls them the habitual
mind (System 1) and the executive mind (System 2). Take a look
at the following:

Your response is from your habitual mind or subconscious. You
don’t have to think about it. It’s automatic. You automatically react
positively to a smiling baby.
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group pride, and interpersonal alignment. It also measured team
integration: the degree to which team members from separate
organizations and disciplines are engaged in collaborative activities.
The study found that 58% of over budget projects had below
average levels of group cohesion. 60% of on budget projects had
above average levels of group cohesion. 70% of projects delivered
late had below average levels of team integration. 53% of projects
delivered on time had above average levels of team integration. In
short, collaboration works!
Take a look at the following graph from the Lean Construction
Institute (LCI):

Courtesy of the Lean Construction Institute research project: Why
do Projects Excel?: The Business Case for Lean, 2016
The LCI study showed team dynamics were much higher on
best performing projects than typical projects. Perception of
team chemistry was 72% on best performing and 9% on typical.
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so that everyone is clear on the overall goals and how
their personal goals and company goals tie into this entire
process. Discuss the basics of communication, roles, and
responsibilities for each project stakeholder and company.
b) Once these metrics are established, vigorously track them
with a cloud-based tracking tool. We recommend The
Client Feedback Tool or the Organizational Health Index.
c) There is a constant evaluation of project metrics and project
needs. Do they have the right resources? During the Lean
weekly work plan and update, determine what is holding
up work. Check your constraint log. If there is a problem,
it’s likely one of the following:
Tools
Information
Materials
Manpower
Equipment
Safety
Space

TIMMES courtesy of Unified Works www.unified-works.com

d) You can also use a customized list similar to the Gallup 12
questions so that every person knows all of the resources
needed to move the work forward. This information
ties into the Last Planner System™ and the near-term
schedules. This constant feedback loop assures minimum
down time and schedule delays due to a lack of resources.
Continuously track and adjust.
e) Also follow up with every individual and their plans. Are
they making progress? Do they need more accountability
and coaching?
f ) Resource allocation and flow are critical to the success of
the project, and this will be a top priority for the project
team, to ensure that all resources are available when they
are needed.
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personal, and future vision. At the top, they put their name
and their favorite piece of music. At the bottom, they
put some of their challenges for the project, personally,
and professionally. This is a great exercise. It breaks down
barriers and creates a lot of emotional threads among the
participants. Track this information for each individual
forever so you can check in occasionally to see what has
changed. You can also revisit this exercise at the end of the
project.
b) Have all project stakeholders write a letter to themselves
dated the last day of the project that lists all of their
accomplishments that they have attained as a result of the
program as well as the results of the project. This future
diary plants all of their accomplishments and project success
in their subconscious so that even if they aren’t thinking
about them consciously, they are still working on them. You
can also give the participants the option of making a mind
movie, which is a visual future diary. One other idea is
to make a mind movie for the project showing tangible
outcomes. What if people could see this perfect project
with no punch list and happy clients and stakeholders at
the beginning and throughout the project. With the magic
of movies, you can create something spectacular and watch
it when times get tough.
c) Individuals can track peak performance progress by taking
the Body Battery Inventory (Appendix A: Resources) or by
downloading it at:
www.brentdarnell.com/resources
This evaluation tracks stressors and recovery activities
to ensure that the individual is keeping an eye on all of
the things that contribute to peak mental, physical, and
emotional performance.
d) Teach everyone how to coach each other. There is a
simple methodology called Outcome Coaching. Project
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stakeholders perform peer-to-peer coaching and group
coaching, using the project as a backdrop and catalyst to
help each other attain all of their goals and overcome any
issues. It is in Appendix A: Resources and at this link:
www.brentdarnell.com/resources

5) ENSURE PROJECT SUCCESS:
Supports the project and all stakeholders throughout the duration
of the project. Offer continuous monitoring, 24/7 coaching
(internally and/or externally), and ongoing learning that supports
the project goals and individual goals. This ensures the greatest
possible chance of success for every single project.
a) Deliver learning modules spread throughout the project
on various topics such as team-building, innovation,
communication, relationships, stress management, peak
performance, time management, presentation skills,
innovation, and problem solving. All of these sessions
should be in the context of the project, so you can address
anything that is getting off track.
Utilize reflective learning continually because repetition
creates retention. Reflect each week you meet upon personal
success and project success and measure the metrics that
we have designated to determine progress. This ongoing
learning and checking in ensures success of individuals and
the project.
b) This process ensures project success by maximizing the
potential of every single person on the project, creating
measurable metrics for individuals and the project that are
continuously tracked, and making adjustments throughout
the project to maximize project success.
High performing teams are a thing of beauty when they come
together. So how do you create high performing teams on every
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Let’s take a look again at the male/female EQ-i® 2.0:

Men tend to have lower emotional self-awareness, lower empathy,
which prevents us from truly connecting with others. We also see
the control/perfectionist profile (lower flexibility, higher reality
testing and problem solving). The result is that we aren’t adept
at change and new ways of working. Opening up our industry to
more women and minorities is a big change that we will continue
to struggle with until we work on our emotional competence. At
the same time, women are more adept emotionally at collaboration
and teamwork. Note the high interpersonal relationships, empathy
and social responsibility. We need these women to thrive in this
new industry.
I did a recent survey for minorities and women asking them the
question, “As a woman/minority/LGBT, what is your biggest
challenge. Some of the responses were heartbreaking, almost
dehumanizing. We have to be more aware of how we act and how
people perceive us as an industry. We must be more inclusive and
open to new ideas and new folks entering our workforce.
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ranked their interpersonal scores (empathy, social responsibility,
and interpersonal relationship skills) from the highest to the
lowest. This company had their own ranking system in order to
identify their star performers, the ones who contributed most
to the success of the company. The astonishing fact was that the
company’s overall ranking and the ranking of interpersonal skills
correlated almost one-to-one. This told us that the managers who
had the best interpersonal skills were also the company’s stars.
They were the managers involved in the most profitable projects
who contributed the most to the company’s bottom line.
Take a look at a superstar profile:

Neha is a very smart woman. She’s a Stanford graduate and entered
our program as a Project Manager. Note her before scores. She has
a fairly balanced profile and the scores are quite high. Many are
well into the above average range. Note the relatively lower score
in empathy, which is what she chose to work on.
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provide 24/7 coaching and follow up for all participants in all
programs. They can call us any time with issues related to their
development, issues with other people, and situations where they
need help. We contact individuals every three or four weeks to check
on their progress, offer encouragement, and provide coaching. We
also do as many face-to-face coaching sessions during the program
as possible. We also send out weekly articles and weekly blogs.
Without this individual coaching and follow-up, the participants
tend to set aside their development plans. But if they know they
will be re-evaluated and that someone will be checking in with
them every few weeks, they are much more likely to work on their
development plans and create fundamental behavioral change from
within. One participant said this about the process, “I thought that
people are who they are by their mid-twenties. I definitely feel that
people are capable of significant change.”
Take a look at the before and after graph for the industry:
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the participants meet with their accountability folks and report
their responses to us.
11. Coach the participants during the learning process. This
ongoing coaching will reinforce the learning and hold the
participants accountable for implementing their development
plans. Without coaching and follow-up, there is little change.
See the following graph. I worked with a group of higherlevel executives for one day to show them the process that
their direct reports were experiencing. They took the EQ-i®
2.0, received feedback, and created detailed development plans.
They had the best intentions of carrying those plans out. Then
I went away.
There was no coaching or follow-up. Fast forward three years.
Because the most common comment we get from participants
is, “My boss needs to take this course,” these same guys ended
up in a full-blown course with coaching and follow-up. They
re-took the EQ-i® 2.0. Look at the scores between the first
and second EQi 2.0 in the following graph.
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other people’s feelings. We still have a lot of work to do but we
now have individual plans to help us become better employees and
better people.”
This program changes people’s lives and transforms companies. If
you want more information, visit www.brentdarnell.com.
We have recently partnered with CMAA to put all of these courses
on their learning platform. You can visit brentdarnell.com and
click on the online courses tab for more information and to try
out some sample courses. All courses are eligible for continuing
education credits.
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Resources and Other Books

Other resources by G. Brent Darnell:
The Tough Guy Survival Kit (includes Communication and
Presentation Skills, Relationship Skills, and Stress Management, Time
Management, and Life Balance:
The Tao of Emotional Intelligence: 82 Ways to Improve Your Social
Competence:
The Primal Safety Coloring Book:
Big Mama’s Country Cookbook: Recipes from the True South:
Meditation CD with 3 tracks of music and four guided meditations.
The Tao of Emotional Intelligence App.
All books are available as paperback or e-books on all online
booksellers. The meditation CD is available on CD Baby. The App
is available on Android and Apple. Please visit the online store at
www.brentdarnell.com for links to all resources.
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Biography and Contact Information

Brent Darnell is a mechanical engineer by education, is a leading
authority on emotional intelligence and is a pioneer of its use in the
AEC industry. Brent has helped to improve the social competence
and mental, physical, and emotional performance of thousands of
people working with over 200 companies in more than 20 countries
around the world. There is constant demand for him to deliver
speeches and train others using his comprehensive and unique
approach that leads to lasting behavioral transformation.
An engineer, author, actor, playwright, and musician, Brent gives
presentations that are insightful, perceptive, and wildly entertaining.
The AEC industry has embraced his work, and many top
companies like Beck, Clark, Granite, Kiewit, Caddell, BatsonCook, Brasfield & Gorrie, INPO, S&ME, Langan Engineers,
Geotechnical Services, Inc, Pinkerton & Laws, Randall Paulson,
Manhattan, Lyles, Newcomb & Boyd, Guarantee Electric, Hardin,
McCarthy, Heery, Jacobsen, Cousins Properties, WS Nielsen,
Balfour Beatty, and Skanska, have utilized his methods for their
managers. He has also worked with the CMAA, the COAA, CII,
CURT, DBIA, ASFE, the Associated General Contractors, and the
Associated Builders and Contractors. In addition, he is an adjunct
professor at Auburn, Virginia Tech, University of Cincinnati, and
Northwestern, teaching people skills to their technical students.
Brent believes a person’s emotional intelligence is one of the
most important predictors of ultimate success for individuals and
companies, and his proven program creates fundamental behavioral
shifts in employees, improving their performance and increasing
the company’s bottom line. Brent is a graduate of the Georgia
Institute of Technology and lives in Atlanta.
If you wish to contact Brent Darnell concerning this emotional
intelligence work, please visit www.brentdarnell.com.
You may also email him at brent@brentdarnell.com or drop him a
line at 1940 The Exchange, Suite 100, Atlanta, GA 30339 USA
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Appendix A: Resources
Ghyst Emotional Intelligence Test and
Workbook
Name:

Date:

Point Value
1

I have a healthy level of self-‐respect.

2

I’m comfortable with my general appearance.

3

If someone criticizes me, I’m able to put their feedback
into perspective and keep my emotional balance.

4

I make it a habit to take time for personal and
professional development.

5

My plans for the future are motivating and energizing.

6

It's easy for me to stay active doing things that I find
most fulfilling.

7

My emotional life is rich and varied.

8

I'm in touch with the way I feel in most situations.

9

I'm seldom, if ever, "hijacked" or caught off guard by my
emotional responses to situations.

10

I easily express my feelings.

11

I enjoy showing my feelings to others.

12

People tell me they always know how I feel about things.

13

I am able to express my needs and opinions to others.

14

I let others know when I believe they are ignoring my
rights in a situation.

5 4

STRONGLY DISAGREE(SD)

DISAGREE(D)

NEUTRAL(N)

AGREE(A)

Emotional and Social Skills

STRONGLY AGREE(SA)

Work your way through the test, then read through the interpretive
guidelines for the various typical profiles and pairings of
competencies. Then, read through how these typical profiles affect
the different areas of your life and work.

3 2 1
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15

I believe that expressing my honest opinion is important
in maintaining good relationships.

16

I prefer to make my own decisions.

17

When working alone, I maintain a sure sense of purpose
and directions.

18

When working with others, I take the initiative on
independent projects.

19

I am comfortable sharing my deep feelings with good
friends.

20

My life is enriched by family and close friends.

21

Others feel comfortable confiding in me.

22

I'm good at discerning the way other people perceive
their situations, even if different from mine.

23

I easily tune into the feelings of others around me in
order to assess the 'emotional climate' of any group.

24

I appreciate it when people treat others with respect and
kindness.

25

Helping others outside my immediate family and group
of friends is important to me.

26

I impress others as dependable and reliable.

27

It's not in my nature to take advantage of others.

28

When confronted by a new challenge, I find it easy to
decide on the best course of action.

29

Even if it takes a long time to deal with a problem, I
rarely get discouraged and give up.

30

Even with an overload of information about all the
options, I can still make the tough decisions.

31

I'm aware of how my thoughts and beliefs impact my
evaluation of circumstances.

32

I learn about different aspects of any issue or problem
before taking action.

33

I like to double check my facts to ensure the accuracy of
assumptions.

34

I'm not quick to anger or hot-‐headed.
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STRONGLY DISAGREE(SD)

DISAGREE(D)

NEUTRAL(N)

AGREE(A)

Emotional and Social Skills

STRONGLY AGREE(SA)
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35

I am steady, patient and focused in achieving goals.

36

I don't give in easily to temptations or distractions.

37

It's my nature to remain balanced and calm even when
things don't go as planned.

38

Others tell me that I deal well with change.

39

I am energized by the excitement, even the uncertainty,
of beginning a new project.

40

I usually calm down quickly after a crises has passed.

41

I seldom get annoyed or stressed out by events.

42

People look to me for calm assurance and guidance
when things get tough.

43

I move forward with confidence despite setbacks.

44

I am confident about my ability to handle the
unexpected.

45

In my experience, disappointments, in the longer term,
are just stepping stones to success in disguise.

46

I'm an upbeat person who enjoys life.

47

People consider me uplifting and fun.

48

I'm seldom, if ever, depressed or 'down' about things.

STRONGLY DISAGREE(SD)

DISAGREE(D)

NEUTRAL(N)

AGREE(A)

Emotional and Social Skills

STRONGLY AGREE(SA)
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DIRECTIONS
For each competence below, go to the statements listed and add up
your total results for those three statements. For each 3-statement
competency:
•
•
•
•

If you scored 3-9 total, this is probably an area that needs
improvement.
If you scored 10-11 total, your score is better, but still indicates
you’d likely benefit from improvement.
If you scored 12-13 total, you are probably in the average range.
If you scored 14-15 total, you are probably above average in
this area.
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Often the most revealing aspect of this assessment is the degrees of
difference between different scores, an amazingly helpful indicator
of performance and behavior. Graph your results on the graph page.
SELF-PERCEPTION
Self-Regard (Statements 1-3) is respecting oneself while
understanding and accepting one’s strengths and weaknesses. Selfregard is often associated with feelings of inner strength and selfconfidence.
Total points:
Self-Actualization (Statements 4-6) is the willingness to
persistently try to improve oneself and engage in the pursuit of
personally relevant and meaningful objectives that lead to a rich
and enjoyable life.
Total points:
Emotional Self-Awareness (Statements 7-9) includes recognizing
and understanding one’s own emotions. This includes the ability
to differentiate between subtleties in one’s own emotions while
understanding the cause of these emotions and the impact they
have on the thoughts and actions of oneself and others.
Total points:
SELF EXPRESSION
Emotional Expression (Statements 10-12) is openly expressing
one’s feelings verbally and non-verbally.
Total points:
Assertiveness (Statements 13-15) involves communicating
feelings, beliefs, and thoughts openly, and defending personal
rights and values in a socially acceptable, non-offensive, and nondestructive manner.
Total points:
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Independence (Statements 16-18) is the ability to be self-directed
and free of emotional dependency on others. Decision-making,
planning, and daily tasks are completed autonomously.
Total points:
INTERPERSONAL
Interpersonal Relationships (Statements 19-21) refers to the skill
of developing and maintaining mutually satisfying relationships
that are characterized by trust and compassion.
Total points:
Empathy (Statements 22-24) is recognizing, understanding,
and appreciating how other people feel. Empathy involves being
able to articulate your understanding of another’s perspective and
behaving in a way that respects the feelings of others.
Total points:
Social Responsibility (Statements 25-27) is willingly contributing
to society, to one’s social groups, and generally to the welfare of
others. Social Responsibility involves acting responsibly, having social
consciousness, and showing concern for the greater community.
Total points:
DECISION MAKING
Problem Solving (Statements 28-30) is the ability to find
solutions to problems in situations where emotions are involved.
Problem solving includes the ability to understand how emotions
impact decision making.
Total points:
Reality Testing (Statements 31-33) is the capacity to remain
objective by seeing things as they really are. This capacity involves
recognizing when emotions or personal bias can cause one to be
less objective.
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Total points:
Impulse Control (Statements 34-36) is the ability to resist or delay
an impulse, drive, or temptation to act. It involves avoiding rash
behaviors and decision making. Total points: _________________
STRESS MANAGEMENT
Flexibility (Statements 37-39) is adapting emotions, thoughts, and
behaviors to unfamiliar, unpredictable, and dynamic circumstances
or ideas.
Total points:
Stress Tolerance (Statements 40-42) involves coping with
stressful or difficult situations and believing that one can manage
or influence situations in a positive manner.
Total points:
Optimism (Statements 43-45) is an indicator of one’s positive
attitude and outlook on life. It includes remaining hopeful and
resilient, despite occasional setbacks.
Total points:
WELL BEING INDICATOR
Happiness (Statements 46-48) is the ability to feel satisfied with
one’s life, to enjoy oneself and others, and to have fun.
Total points:
Note: Although this evaluation may give an indication of areas
which need improvement, it should not be used for in-depth,
personal development. In order to do that, we recommend that
you take the Emotional Quotient Inventory (EQ-i) 2.0, the
validated and most widely-used emotional intelligence evaluation
in the world. You can then obtain feedback on your results from
a qualified, certified emotional intelligence professional. Visit our
website and online store for more information.
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GRAPHING YOUR RESULTS FOR ANALYSIS /
DISCUSSION
3

4

5

6

7

8

9

10

11

12

13

14

15

SELF-PERCEPTION
Self-Regard __________________________________________
Self- Actualization _____________________________________
Emotional Self-Awareness _______________________________
SELF-EXPRESSION
Emotional Expression __________________________________
Assertiveness _________________________________________
Independence _________________________________________
INTERPERSONAL
Interpersonal Relationships ______________________________
Empathy _____________________________________________
Social Responsibility ___________________________________
DECISION MAKING
Problem Solving _______________________________________
Reality Testing ________________________________________
Impulse Control _______________________________________
STRESS MANAGEMENT
Flexibility ____________________________________________
Stress Tolerance _______________________________________
Optimism ____________________________________________
WELL BEING INDICATOR
Happiness ____________________________________________

INTERPRETIVE GUIDELINES
It is desirable to have a balanced profile. Avoid the trap of thinking
that a high number is good and a low number is bad. Any strength
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taken to the extreme may become a weakness, especially if the
balancing competency is low. For example: assertiveness is a great
leadership skill, but if it is high and empathy is low, you may be
perceived as someone who doesn’t listen, doesn’t ask for input or
opinions, and doesn’t understand others. Look at the highs and
lows of your EI profile. Put an “h” beside your three highest scores
and an “l” beside your three lowest scores. Do you have any of the
characteristics listed for the following highs and lows?
SELF PERCEPTION COMPOSITE
SELF-REGARD
High: Arrogant, full of yourself.
Low: Shy, lack confidence.
SELF-ACTUALIZATION
High: Have a clear plan for your future, feel good about the
direction of your life.
Low: No plan, aimless, no clear vision for future, unhappy in
present situation, you may see no way out.
EMOTIONAL SELF AWARENESS
High: Overly sensitive to comments, to others, and possibly to
your environment.
Low: Unaware of others, your surroundings, and even your body,
you “check out” often.
SELF EXPRESSION COMPOSITE
EMOTIONAL EXPRESSION
High: Easy to win the trust of those who appreciate exuberant
expressiveness, though may alienate those who are more reserved.
Low: The opposite: more likely to fail to connect with those
who are expressive - but generally better received by emotionally
reserved types.
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ASSERTIVENESS
High: Bowl people over, don’t take into account others’ feelings or
input - often perceived as aggressive.
Low: Don’t speak what is on your mind, don’t stand up for yourself,
aren’t clear in setting expectations or declaring own needs.
INDEPENDENCE
High: Would rather work alone and be alone, not comfortable in
groups or teams or social settings.
Low: Dependent on others for self worth, would rather be told
what to do, thrive in groups and teams.
INTERPERSONAL COMPOSITE
INTERPERSONAL RELATIONSHIPS
High: Gregarious, have a lot of friends, create instant rapport, stay
in touch.
Low: Uncomfortable in social settings and meeting new people,
do not stay in touch, may come across as a wallflower.
EMPATHY
High: Very sensitive to the needs of others and their feelings.
Low: Oblivious to others and their needs and feelings.
SOCIAL RESPONSIBILITY
High: Great team member, good neighbor, joiner, like to interact
with groups, very social.
Low: You do not do well in groups or teams, not social; don’t like
to be a member of groups.
DECISION MAKING COMPOSITE
PROBLEM SOLVING
High: Able to arrive at workable solutions to problems quickly
and understand how emotions can affect problem solving.
Low: You struggle with defining problems and arriving at solutions
and are often overwhelmed emotionally by the problem-solving
process.
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REALITY TESTING
High: You see things as they really are despite emotions surrounding
the situation.
Low: See all of the possibilities, do not investigate or reflect on the
specific facts of a situation, live in a world where objective reality
is unclear.
IMPULSE CONTROL
High: ‘Paralysis of analysis,’ over-thinks things, won’t pull the
trigger.
Low: You may have compulsive or addictive behavior such as eating,
drinking, gambling, smoking, sex, spending, talking, etc., in which
there is a consistent ‘hijacking’ of your long-term best interests resulting in possible profound physical as well as emotional effects.
STRESS MANAGEMENT COMPOSITE
FLEXIBILITY
High: Trouble saying no, take on too much, float from one thing
to the next, trouble finishing things.
Low: Very rigid in your approach to things, want to maintain
control.
STRESS TOLERANCE
High: Have the ability to handle a lot of stress, good coping
skills. Note: We have found that some people with very high
stress tolerance may first start to show physical signs of stress like
fatigue, headaches or other pains, stomach issues, trouble sleeping,
irritability, diminished sex drive, lowered immune response, and
depression.
Low: Cluttered, harried, hurried, reactive, unable to stay on top of
things, probably have symptoms of stress, feel overwhelmed.
OPTIMISM
High: You consistently see your future as bright and sunny,
sometimes to your own detriment. - Glass half full.
Low: The curmudgeon who always looks on the dismal side of life.
- Glass half empty.
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WELL BEING INDICATOR
HAPPINESS:
High: Shiny, happy person who always seems to be in a good
mood and full of joy.
Low: Always seem down and out, life is not fun, you find no joy,
INTERPRETING YOUR HIGH-LOW SCORE
DIFFERENCES
Again, the most revealing aspect of this assessment is often the
degree of difference between scores. These differences are relative.
The relative scores of one competence to another is often an
excellent indicator of behavior and performance. Any strength
taken to extreme can become a weakness, especially if the balancing
emotional competence is low. For example, reality testing is a great
decision-making skill, but if it is high and flexibility is low, a person
may come across as overly controlling. It is always good to have
balance in your profile. For the Ghyst EI Test, a difference of even
one point can be significant.
Take a look at your Ghyst EI graph. Put an “H” by the four
highest scores and an “L” by the four lowest scores. If you have
more than 4, choose the ones most relevant/significant to you.
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Look for the following competencies. If you see these relative
emotional highs and lows, ESPECIALLY the underlined
competencies, you may have the
ALPHA PROFILE:
High: assertiveness, self-regard,
and/or independence
Low: empathy, self-awareness,
social responsibility, interpersonal
relationships, impulse control,
emotional expression, flexibility
Take a special look at assertiveness
and empathy. These are the main
indicators of this profile. If you have the other highs and lows as
well, it means that it is highly likely that you have this profile.
Note: If you see a difference of 2 to 3 points on the Ghyst EI
evaluation, you may be perceived as abrasive, abrupt, and without
tact. You likely don’t listen well, don’t ask for opinions or input
from others, and tend to take charge or take over. If coupled with
high self-regard, you may be seen as arrogant. At its most extreme,
these ultra alphas can be seen as aggressive, abusive, or bullying.
Alpha Strengths: Strong personality, driver, gets things done,
results driven, high performer.
How does this Alpha Profile affect the following?:
Time Management: You may take on way too much because you
don’t think anyone can do it as well as you can. You may have
trouble delegating.
Relationships: Doesn’t listen, doesn’t ask for opinions or input
from others. Takes charge, takes over. If coupled with high selfregard, may be seen as arrogant.
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Team Interaction: Has a tendency to take over and not work in a
collaborative way.
Communication: Poor listening skills. Lack of understanding of
others and their needs.
Presentation Skills: Usually good presenters, but lower empathy
prevents a connection with the audience and understanding what
they want.
Stress Management: Alphas are frequently stressed and hurried.
They rarely take the time for themselves or build in daily reflection
and recovery time.
Things to Work On: Empathy is a big key for alphas. By
tuning in more to the needs of others, you create more intimate
connections with others, which will help with your success both
personally and professionally.
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Look for the following competencies. If you see these relative
emotional highs and lows, ESPECIALLY the underlined
competencies, you may have the
SELF-SACRIFICE PROFILE:
High: empathy, self-awareness, interpersonal relationships, social responsibility,
flexibility
Low: assertiveness, independence, emotional expression, stress tolerance, selfregard, problem solving
Take a special look at assertiveness and
empathy. These are the main indicators of
this profile. If you have the other highs and lows as well, it means
that it is highly likely that you have this profile.
Self-Sacrifice Strengths: Great team player, very helpful to others,
good with people.
How does this Self-Sacrifice Profile affect the following?:
Time Management: Because you may not set proper limits and
boundaries and are reluctant to say no, you will likely take on too
much and be pulled into other people’s agendas. This adds to stress
levels and your work suffers.
Relationships: You may have scored lower in relationship skills
because your relationships may not be mutually satisfying. You
may give more than you get. Self-sacrificers think that when
they start setting better limits and boundaries, that people won’t
like them anymore. The opposite is true. These limits create clear
expectations and communication.
Team Interaction: You are a great team member, but you may not
speak up and contribute your ideas.
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Communication: Because you may be reluctant to say what you
are thinking and feeling, there may be miscommunications. You
may overpromise and under-deliver because you don’t want to say
no.
Presentation Skills: You may be reluctant to “put yourself out
there” and connect with the audience.
Stress Management: Because you say yes a lot and don’t set limits,
you will likely take on too much and be overwhelmed much of the
time. Stress levels stay high.
Things to Work On: Assertiveness is the key to this profile. Be
clear in your communications. Set better limits and boundaries.
Begin each day with YOUR list of things to accomplish and
don’t be pulled off track by others. Have times when your door is
closed. When these communications are clear, there is a deeper
level of understanding from the people in your life and work.
Reduce carbohydrates and sugar and always defer a decision. If
someone asks if you can help, tell them that you will let them
know in an hour or tomorrow. Then, you will have time to
formulate a response. You can also say, “I can’t say yes to that at
this time.”
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Look for the following competencies. If you see these relative
emotional highs and lows, ESPECIALLY the underlined
competencies, you may have the
CONTROLLER /PUPPET MASTER/PERFECTIONIST
PROFILE:
High: reality testing, problem solving,
impulse control
Low: flexibility
Take a special look at reality testing,
problem solving and flexibility. These
are the main indicators of this profile. If
you have high impulse control as well,
it means that it is highly likely that you
have this profile.
Look at self-regard. If self-regard is low, you may be a perfectionist
who beats yourself up because you don’t live up to your own
standards. If self-regard is high, you may think that no one else
can do it better than you. Either way, people with this profile have
a hard time letting go of control and delegating. You may tend to
be a workaholic, but are rarely seen as a leader. This is one of the
biggest stumbling blocks to moving past a middle management
position.
Control/Puppet Master/Perfectionist Strengths: Very detail
oriented, good at planning and adherence to specifications, high
quality work.
How does this Control/Puppet Master/Perfectionist Profile affect the
following?:
Time Management: Trouble delegating. You tend to work a lot,
but never get everything done. You won’t let others do things their
way. You won’t let them make their mistakes. You are the “go to”
problem solver. You stay in the details.
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Relationships: You may try to control too many things in
relationships, which leads to conflicts. Remember, you can be right
or you can be happy.
Team Interaction: You tend to try and control the process and
control the direction of the team. Negatively affects collaboration
and the team process.
Communication: Preconceptions on how things should be may
prevent understanding and connection with others.
Presentation Skills: May be rigid in your approach to presenting.
Try being more spontaneous and improvisational. You don’t have
to have a perfect speech.
Stress Management: Overwhelmed because of lack of delegation.
Works too much. Wants to be in on all decisions and know all
information and details.
Things to Work On: Flexibility: with yourself, with others, with
outcomes. By having a more flexible approach. Delegate more.
Ask yourself: Is it wrong, or is it just different? Also, better stress
tolerance can be helpful.
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Look for the following competencies. If you see these relative
emotional highs and lows, ESPECIALLY the underlined
competencies, you may have the
ANGER, FRUSTRATION, IMPATIENCE PROFILE:
High: Assertiveness,
Low: Impulse Control, Flexibility
Take a special look at assertiveness
and impulse control. These are the
main indicators of this profile. If you
have low flexibility as well, it means
that it is highly likely that you have
this profile.
How does this Anger, Frustration, Impatience Profile affect the
following?:
Time Management: When experiencing anger, your thinking
brain shuts down. This cognitive impairment reduces efficiency.
Relationships: Explosions directed toward others creates negative
experiences and diminishes relationships. People won’t come to
you with anything negative for fear of an explosion.
Team Interaction: Team members may not connect with you.
Your explosive nature diminishes interactions.
Communication: Anger, frustration, and impatience limits
your communication skills. People will avoid you and not share
information because of you over- reactions.
Presentation Skills: May have trouble settling into a calm, easy
presentation.
Stress Management: This is a huge factor that adds to stress levels.
You are in a low-level fight or flight most of your day, which wears
you out. By the end of the day, you are likely exhausted.
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Things to Work On: Work on impulse control and empathy.
Empathy will decrease assertiveness and impulse control will
help with the reactions. Remember, take a deep breath and
respond instead of reacting.

If you see the following low scores, you may have the
BURNOUT PROFILE:
Low: self-regard, interpersonal relationships, self-actualization, stress tolerance,
optimism, happiness
Five or six out of six = total burnout. Three to
four out of six = highly stressed. Two out of
six = pay attention. These six competencies
contribute to an overall level of happiness
and well-being.
Low stress tolerance indicates an inability to handle stressful
situations, especially when there are strong emotions involved. You
feel overwhelmed and hurried.
NOTE: If you have high stress tolerance, but also are experiencing
the physical symptoms of stress (trouble sleeping, headaches or
other pain, fatigue, stomach problems, diminished immunity:
frequents colds or flu, diminished sex drive, diminished cognitive
ability, melancholy or depression) you are racing toward burnout.
Just because you have the capacity to cope with stress emotionally
doesn’t mean it’s not taking its toll on your body.
How does this Burnout Profile affect the following?:
Time Management: Don’t have the energy to get all of your
work done. Overwhelmed, in fight or flight, cognitive processes
impaired.
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Relationships: Very little time and energy for the relationships in
your life and work. May come across as withdrawn and disinterested.
Team Interaction: In survival mode, don’t create connections and
interactions, also too tired to contribute, you do the minimum.
Communication: Cognitive impairment reduces communication
ability. Also, because you are exhausted, you may come across as
disinterested.
Presentation Skills: Great presentation is all about energy. When
your energy is low, there is no connection with the audience.
Stress Management: Self-explanatory.
Things to Work On: Stress Management is a key here. Build in
recovery throughout your day. In addition, if your emotional
self-awareness is low, that is the place to begin. You must be able
to identify when you are tired, overwhelmed, etc. You must know
what is happening in your body. Also, focusing on taking care of
yourself, finding purpose and meaning in your life, connecting
with others, and cultivating an optimistic outlook will help with
this profile.

Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
CHAOS, REACTIVE MANAGEMENT PROFILE:
High: Stress Tolerance
Low: Impulse Control
How does this Chaos/Reactive
Management Profile affect the
following?:
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Time Management: You get a lot done, but are just reacting to
things. You do not plan proactively. You will usually have low
problem-solving skills as well. Work place usually cluttered and
cramped.
Relationships: No time for meaningful relationships. Reacts to
everything.
Team Interaction: Living in a world of chaos, team interactions
are usually frantic and frazzled.
Communication: You don’t take the time to cultivate relationships.
You may be trying to check emails and work while you are
interacting with others.
Presentation Skills: Disorganization contributes to poor
presentations.
Stress Management: Always feeling behind, on the treadmill.
Feeling stress constantly.
Things to Work On: Increase impulse control while working on
managing stress. Remember, respond instead of react.

Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
OVERLY OPTIMISTIC PROFILE: Glass half full

High: Optimism Low: Reality Testing
Overly Optimistic strengths: They always
think positively about people and situations and
sometimes change the outcome.
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How does this Overly Optimistic Profile affect the following?:
Time Management: You think you can get more done than you
actually can, so you tend to try to schedule too much.
Relationships: People like to be around optimistic, upbeat people.
Sometimes over-commitment can lead to misunderstandings and
not honoring promises.
Team Interaction: Unrealistic expectations that cannot be met.
Communication: May over-reach with expectations and not
communicate clearly with details.
Presentation Skills: Good for presenting. Optimistic, upbeat
energy is a magnet.
Stress Management: Mostly good for stress management.
Optimistic people tend to cope with stress better, but overcommitting and taking on too much may add to stress.
Things to Work On: Would benefit from reality checks with
someone you trust. Try to temper your optimism with reality
checks and working on your reality testing.

Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
PESSIMIST OR REALIST PROFILE: Glass half empty

High: Reality Testing Low: Optimism
Overly Pessimistic Strengths: They bring a reality
check to their social and work groups
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How does this Pessimist Profile affect the following?:
Time Management: Negative attitude may reduce performance
and results. May get mired down in all of the things that are
impediments to progress.
Relationships: People shy away from negative people.
Team Interaction: Bring the team down. Be the curmudgeon who
always looks at the negative side.
Communication: May take communications down a negative
path by focusing on the negative.
Presentation Skills: Audiences may not connect with a negative
presentation of a message.
Stress Management: Pessimistic people have higher levels of
stress.
Things to Work On: Increase optimism and create more balance.
Would benefit from reality checks with someone you trust.
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Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
TEAM PLAYER PROFILE:

High: Social Responsibility
Low: Independence
Team Player Strengths: Works well in groups or teams.
How does this Team Player profile affect the following?:
Time Management: You may take on too much for the team and
not be able to complete your own work.
Relationships: Generally good at relationships, especially in a
team setting.
Team Interaction: Excellent with team and collaboration. But
may be reluctant to contribute your own ideas.
Communication: Your lower independence may hinder good
communication if you hold back saying what is on your mind. But
generally, these folks are good communicators.
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Presentation Skills: Good presenters. Good connections with
audiences.
Stress Management: You may take on too much, which adds to
stress levels.
Things to Work On: If there is a large gap between independence
and social responsibility (3 points or greater), you may want to
work on independence to create some balance. Assertiveness
would also be helpful to create the balance.

Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
THE LONE WOLF PROFILE:
High: Independence
Low: Social Responsibility
The Lone Wolf Strengths: Can work
well alone and be self-motivated.
Lone Wolf Liabilities: Can be held
back by lack of motivation to invest in
interpersonal potential with others.
How does this Lone Wolf profile affect the following?:
Time Management: Watch isolation that may lead to overwhelm
and not relying on others for help.
Relationships: Generally, relationships are not strong.
Team Interaction: Sometimes a good contributor, but usually
behind the scenes.
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Communication: Without meaningful connections and
relationships, sometimes communication is on a superficial level.
Presentation Skills: Generally low energy for presentations and
not a great connection with the audience.
Stress Management: Stress levels can be high, especially if you
don’t ask for help.
Things to Work On: Work on social responsibility and
relationships (especially if there is a difference of 3 points or
greater on the Ghyst EI Test).

Look for the following competencies. If you see these relative
emotional highs and lows, you may have the
CHASES SHINY OBJECTS PROFILE:

High: Flexibility
Low: Impulse Control
Chases Shiny Objects Strengths: Able to embrace something
new in a moment’s notice.
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How does this Chases Shiny Objects profile affect the following?:
Time Management: Generally cluttered workspace. You start
more than you finish and go from one thing to the next.
Relationships: You may come across as scattered and unfocused.
This may negatively affect relationships.
Team Interaction: Scattered and unfocused, team members may
not trust you to complete and contribute.
Communication: Hard to pin down. Unclear communication at
times. Unfocused.
Presentation Skills: Presentations seem to be scattered. Goes
down rabbit trails and loses the audience.
Stress Management: Stress levels can be high. You rarely slow
down and build in recovery.
Things to Work On: Increase impulse control and assertiveness,
which will reduce flexibility. Would benefit from learning
rhetoric for communication and presentations.
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CONTACT INFORMATION
Note: This test and workbook are for individual use only. If you use
this for a group or your company, please request permission first.
Test devised by
Dennis Ghyst , Ph.D., Ghyst & Associates
ghystca2@gmail.com
310-221-1334

Contributions on interpretive guidelines by
Brent Darnell/Brent Darnell International
brent@brentdarnell.com
www.brentdarnell.com
System survey contributions
Andrea K Robbins DC ND
docrobbins@naturallybalanced.com
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The Four Quadrants

The Four Quadrants: Fill in the boxes with words and pictures
that represent these areas of your life.
Favorite Piece of Music:
Favorite Quote:
Personal

Work

Family

Personal Future Vision

Perfect Project Outcome

Personal Challenges

Project Challenges
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INSTRUCTIONS:
1. Use flip chart paper (Post it is best) or regular paper for smaller
groups. If you have very large groups, you can do this in groups
of 4-6. Be sure the groups are totally mixed.
2. Instruct everyone to fill out the four quadrants. They can use
pictures or words or whatever they want. This should take
around 20 minutes.
3. At the end of the 20 minutes, everyone should present their
quadrants one at a time to the group.
4. They can put their flip charts up on the wall and leave them
there. Be sure to take photos of each one for future reference.
You can go through these several times throughout the project
to see what has changed.
5. After each person goes through their information, open it up
to the group for any additional questions.
6. Create a project or team playlist from the favorite pieces of
music and play this prior to meetings, during lunch, and at
team events.
7. This breaks down barriers, creates connections and trust, and a
great foundation for collaboration.
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Body Battery Inventory

Many stress management seminars talk about
reducing the stress in your life. I’m sure there is
something to that. But work and life can be very
stressful. We take a slightly different approach.
Imagine that your body is a battery. There is stress
and other things that discharge your body battery
and deplete your energy. Those things will always be there. There
are also things you can do to recharge your body battery and
replenish that energy. So, do your best to decrease the things that
are depleting you and increase things that recharge your battery.
Try to adjust how you react to stressful situations. If you can build
in more ways to recharge your body battery throughout your day,
you will have much more energy and be much less stressed at the
end of the day.
Fill out the following body battery inventory & plan and see where
you are.
Take the tests by placing an “X” on your choice.
Step 1:
Click on the second tab and determine your body battery
dischargers.
Step 2:
Click on the third tab to determine your body battery rechargers.
Step 3:
Click on the fourth tab to see your score of the body battery
rechargers minus the body battery dischargers.
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Step 4:

Personal Stress

3

Emotional Stress

4

Travel/Commute Stress

5

Physical Stress (like training or exercise)

6

Family Stress

7

Health Stress (colds, illness, fatigue, etc)
Cigarettes per day

8

I am overweight

Total number of points for dischargers:
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1

2

3

4

0

1-5

6-10

11-15

16+

0

1

2

3

4+

0

5

10

10

16+

I drink alcohol
Overweight by lbs

12

0

I use nicotine
Drinks per week

10

INSANE

2

A LOT

Work Stress

MODERATE

Point Value
1

SOME

Discharge Body Battery

NONE

Still on the fourth tab, fill out your body battery performance plan
for daily and occasional stressors and how you will recharge your
body battery before, during, or after that stressful event. We include
many ways to recharge yourbody battery throughout your day.

The People-Profit Connection

Physical Symptoms of Stress and Stress Related Illnesses: Put an
‘X’ next to all that apply to you. These discharge your body battery
and deplete your energy.
Headaches: 40 million chronic sufferers
Pain: back, joint, chronic, Fibromyalgia
Fatigue: exhausted at the end of the day, tired when you wake
up in the morning, Chronic Fatigue Syndrome
Difficulty sleeping: falling asleep or waking up and can’t go
back to sleep
Stomach Problems: Acid Stomach, Acid Reflux, Ulcers,
Chron’s, Irritable Bowel, constipation, diarrhea
Irritability, feeling on the edge, explosive nature, chest pains
Allergies, Asthma, sinus problems
Skin problems (dry skin, eczema, psoriasis, rashes, hives,
shingles)
Depression or anxiety: melancholy, no drive, or anxious
feelings
Frequent illness, frequent colds or flu, diminished immunity
Cognitive impairment: can’t think clearly, memory issues
Diminished sex drive
Diabetes
Arthritis
Cancer
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High Blood Pressure
High Cholesterol
Pancreatitis, Lupus, MS, other autoimmune
Multiply the number of physical symptoms/illnesses by 4
Total number of points for stress related symptoms/illnesses:

If you have had a major life shift or transition in the past twelve
months:
Death of a loved A physical move Graduation
A new job
Being let go from a job Bankruptcy, a failed endeavor Major or
life threatening illness Marriage or divorce
A new baby or family member
Any other major life transition or major life stress
Multiply the number of major life shifts by 5
Total number of points for major life shifts:

Total number of points: Dischargers, Physical Symptoms
of Stress, and Major Life Shifts: This is your Body Battery
Discharge Number:
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Point Value
1

I sleep well and awake refreshed:

2

I take naps or have complete down time daily:

3

I have passive recovery times daily [reading (no
news or violence), television (no news or violence),
movies (no violence or upsetting movies), video
games (no violence or upsetting images), music
(hopefully soothing and relaxing), radio(no talk
radio, news, or violence)]:

4

I do relaxation exercises for recovery daily
(meditation, yoga, breathing, massage):

5

My diet is filled with nutritious foods and limited
simple sugars:

6

My diet is many small meals spread throughout my
day:

7

I eat only around 1,500 to 2,000 calories per day:

8

My day has fun in it every day:

9

I have at least one hour of personal time just for
me each day:

10

I find time for reflection (prayer, meditation, quiet
time) each day:

11

I connect with family, friends, and community
daily:

12

I am grateful and thankful each day:

13

I take my full two weeks of vacation without
checking in at the office:

14

I have down time every weekend without checking
in at the office:

15

I am positive each day:

16

I seek rest and recovery every 90 to 120 minutes:

1 2

ALL THE TIME

MOSTLY

SOMETIMES

NONE

Recharge Body Battery

RARELY
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3 4 5

This is your Body Battery Recharge Number:
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Body Battery Recharge Number:
Body Battery Discharge Number:
Body Battery Total Number:

If this Body Battery Total Number is positive, keep up the good
work. If it is negative or nearly equal, it is recommended that you
either find more ways to reduce your body battery discharges or
find more ways to recharge your body battery.
See below for your Body Battery Performance Plan. You likely have
battery dischargers that deplete your body battery: things such as
a daily commute, a daily or weekly meeting, weekly or monthly
travel, an annual report, tax time, monthly progress or accounting,
bill paying time, stressful family gatherings, encounters with
difficult people, etc. These dischargers may be daily or occasional.
Put down the activities that are discharging your body battery and
depleting your energy, then fill out what recharging activities you
will do before, during, or after to recharge your body battery. The
list of 85 battery rechargers are below.
Daily body battery dischargers

Recharging activities

Occasional body battery
dischargers

Recharging activities

226

The People-Profit Connection

Sample Body Battery Performance Plan:
Daily body battery dischargers

Recharging activities

commute

music, make weird noises

deadline driven project

positive attitide, take breaks

stressful daily situation

be conciously thankful, smile

meetings, stress at work

deep breathing, turn negative talk into
positive

Occasional body battery
dischargers

Recharging activities

Monthly or Quarterly reports, Meetings

massage, nap, quiet my mind

Paying Bills, April 15th

spend time with my pet, stay hydrated

Holidays

dance, laugh, connect with family

Annual Physical

exercise, drink water, tell jokes

Sample Body Battery Performance Plan:
1. Eat Breakfast and 5 to 6 small meals per day
2. Eat 1,500-‐2,00 calories per day
3. Have daily connection and support from family, friends and
community
4. Be consciously thankful most days
5. Find time to laugh and have fun every day
6. Stay hydrated throughout my day
7. Don’t eat many simple, refined sugars
8. Sleep regular hours most nights and get plenty of sleep
9. Take naps when I need to in order to recharge
10. Use caffeine, nicotine and/or alcohol in moderation
11. Exercise regularly (at least 3 times per week)
12. Quiet my mind each day with meditation/prayer/etc
13. Seek rest and recovery every 90 to 120 minutes
14. Take my vacations and enjoy my weekends without checking
in at the office or project
15. Maintain a positive attitude even during stressful times.
16. Take five deep breaths.
17. Think of something you are grateful and thankful for.
18. Drink water.
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19. Do something silly. Make a face or stick out your tongue.
20. Start a laugh club and laugh daily.
21. Put Scotch tape on your face and distort it.
22. Play hopscotch on the sidewalk.
23. Play a game with kids.
24. Do something extremely physical.
25. Go to an amusement park.
26. Yell at the top of your lungs.
27. Sing or hum a song.
28. Smile. It creates physiological changes.
29. Take a nap.
30. Spend some time with your pet.
31. Go make someone’s day with a surprise visit.
32. Change your body.
33. Throw your shoulders back
34. Stretch your arms over your head, then touch your toes
35. Plant your feet firmly on the ground. Feel the heaviness.
36. Feel yourself as you become assertive and powerful.
37. Turn your negative self-‐talk around.
38. Create a mantra and repeat it.
39. Visualize yourself being relaxed, calm, and full of energy.
40. Dance around the room.
41. Go to a different place physically.
42. Work out with weights or do something that gets your heart
rate up.
43. Shake all over like a dog.
44. Get some protein either in shake or bar form.
45. Go for a walk in nature.
46. Call someone who is supportive and talk to them.
47. Look at cool videos or your mind movie.
48. Ask for a hug.
49. Zone out with music.
50. Watch a sitcom or standup comedy show.
51. Take an acting class or a dance class or an aerobics class.
52. Get a massage, acupuncture, reflexology or Reiki.
53. Take an improvisation class.
54. Play nonsense song on the musical instrument of your choice
even if you can’t play a musical instrument.
55. Tell a joke.
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56. Open a window and get some fresh air.
57. Go to some funny websites with jokes or funny videos.
58. Look at a photo of someone you love.
59. Explore your feelings.
60. Doodle, draw a picture.
61. Do the two minute de-‐stressor: Notice your breath. How are
you breathing? Breathe deeply. What are you thinking?
62. Are there thoughts that cause this stress? Think of things you
are grateful and thankful for. Tap the tip of your tongue on the
gums just above the top front teeth.
63. Look in Stress Tolerance section of the Total Leadership
Program Resource book.
64. Read a kid’s book.
65. Look at fish in an aquarium.
66. Look at birds, squirrels and other animals near your house.
67. Look under a rock and observe what is there.
68. Go to a museum or aquarium.
69. Help someone in need.
70. Visit an assisted living place and sing a song for the residents.
71. Have lunch at Chucky Cheese or other kid’s restaurant.
72. Have a mindful meal that lasts at least one hour.
73. Make faces in the mirror.
74. Give yourself a massage on your shoulders and face.
75. Take a Jacuzzi.
76. Run as fast as you can.
77. Try to not think about zebras.
78. Put on some disco and do the robot.
79. Pretend to be someone else.
80. Make weird noises.
81. Do a puzzle.
82. Make a prank phone call to a friend.
83. Eat an ice cream cone or frozen yogurt.
84. Get a mani pedi (that’s manicure and pedicure).
85. Gargle sing a song or burp the alphabet.
86. Strike a Power Pose (hands on hips, hands up in the air, spread
yourself out and take up a lot of space) for 2 minutes. This will
increase your testosterone by 20% and decrease your cortisol
(the stress hormone) by 15% from the baseline. For more
information, Google Amy Cuddy Ted Power Pose.
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OUTCOME COACHING
Ask these questions of the other person whether this is an inner
conflict or conflict with another person or persons. If this is an
inner conflict, skip the highlighted questions. After each question,
explore more possibilities by saying, “Tell me more about that.” or
“Let’s explore that in a little more detail.”.
Current Reality:
1. What is the issue?
2. What have you done about it to date? Was there a response
from the other person or persons?
3. What do you want?
4. What do they want?
5. What are the stumbling blocks? For you? For them?
Future Vision:
1. What is the perfect, desired outcome?
2. Put yourself in the other person’s shoes. How do they see it?
What do they want?
3. Helicopter view: Fly above this situation as an observer. Does
this perspective change your viewpoint?
4. May I ask some questions/give you some advice (keep in mind
it’s just my opinion)?
5. Are any of these ideas sounding good to you? Enough to take
action on?
Step-by-step:
1. What would be the first step to move this forward to a
conclusion?
2. What is the next step after that? After that?
3. What are the obstacles for you? For them?
4. How can you overcome these obstacles? How do you think
they can overcome these obstacles?
Follow up and changing future behaviors:
1. How will you know when this issue is resolved?
2. What did you learn from this process?
3. What will you do differently going forward/next time?
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Primal Safety Toolbox Safety Topics

The toolbox safety meetings should be fun and informative. You
should not only discuss best safety practices, rules, and regulations,
but address the emotional side of safety as well. We recommend
walking safety meetings and mini-safety meetings. Walk around in
large or small groups and point out safety issues like housekeeping,
working from heights, scaffold and ladder safety, barriers and
handrails, personal protective equipment, and any other safety
topics that you find to be relevant. Ask them for their input. Ask
them what they see. Ask them to point out what is wrong.
1. Stretch every morning. Have some theme from Rocky or James
Brown I Feel Good playing.
2. Pair up. Have everyone introduce themselves and tell about
their family (whatever that definition is for them).
3. Pair up. Get back to back. Remove a piece of safety equipment.
Face each other and see if you can guess what is missing.
4. Get in small groups and discuss the potential dangers for the
day and how to overcome them.
5. Walk around in small groups and have everyone point out
potentially unsafe areas and situations.
6. Celebrate everyone’s birthday for each month and give each
person a small gift. At lunch, have a big sheet cake for everyone.
7. Pair up. Tell each other why it’s important that you go home
safely that day.
8. Tell a story about a near miss or a save and what it meant to
that person.
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9. Hand out Primal Safety Coloring books and crayons. Have
their kids color the pages, laminate the pages and put them up
around the project.
10. Discuss the importance of glucose in your brain and decision
making.
11. Tell everyone to take five deep breaths and relax. A nonstressed brain makes better decisions.
12. Pair up. Tell each other a lifelong dream that you have.
13. Pair up. Tell each other a family story.
14. Pair up. Ask each other, “Why is it important that you work
safely?”
15. Pair up. Tell each other what would happen if they went to
work today without any personal protective equipment on.
16. Discuss how stress shuts down your thinking brain and keeps
you from making good decisions.
17. Hand out some healthy snacks for the day like some nuts or
healthy protein bars.
18. Show the group an unsafe situation or scenario and see if they
can come up with an intervention and solution. Make it a
contest.
19. Actually show how a harness can protect against a fall.
20. Tell everyone how dehydration affects them: Increased thirst,
dry mouth, swollen tongue, weakness, dizziness, palpitations,
confusion, sluggishness, fainting, no sweat, decreased urine.
21. Celebrate a safety milestone with a short party with food.
22. Read an obituary from someone who died on a construction
project and what family was left behind.
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23. Have everyone take the Ghyst EI Test and discuss how their
profile can affect safety.
24. Tell them that if they are working unsafely, you will send them
home and they can’t return until they have a note from their
spouse or family member.
25. Discuss how their judgment can be impaired from lack of sleep.
26. Discuss how their judgment can be impaired from drugs
(OTC, prescription, recreational).
27. Discuss how good nutrition will not only positively affect
performance, but they will also live a longer, healthier life.
28. Discuss why they are so tired at the end of the day: poor
nutrition, poor sleep, not enough breaks, dehydration, holding
muscles in tension, distracted thoughts, energy vampires
(people who suck the life out of you). Also discuss how you
can reduce these.
29. Discuss safety and alpha males and how this hypermasculine
environment is not good for safety. A caring environment
yields much better safety and productivity numbers.
30. Have everyone tell how they celebrate Holidays.
31. Have everyone tell how they celebrate birthdays.
32. Have everyone tell how they celebrate becoming an adult.
33. Tap into a larger purpose for your project and create a family
work environment where everyone values and cares for each
other.
34. Have everyone tell about how their kids reacted to The Primal
Safety Coloring Book.
35. Have everyone tell each other that they want them to go home
safely today.
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36. Pair off. Tell each other how you overcame a struggle during
childhood.
37. Have everyone jump up and down 10 times. Get the energy up
for a safe day.
38. Have everyone discuss how their mental state (stressed, angry,
etc.) affects safety.
39. Have everyone discuss the importance of taking breaks.
40. Have everyone discuss the importance of not working while
tired or hungry.
41. Discuss how mobile phones can be distracting and unsafe
while working.
42. Use mobile phones during the meeting to call or text a loved
one and let them know that you will work safely that day.
43. Discuss how safety can increase productivity.
44. Discuss how organization and cleanup can affect attitudes and
safety.
45. Have everyone get into small groups and tell a joke or good
story.
46. Show what multi-tasking is a myth. It’s really multi-switching
and it is not good for high levels of safety. Tell them to count
to 24 by 2s. Then spell multitasking. Time each one. Then tell
them to alternate them: 2, m, 4, u, 6, l, etc. Time that. It usually
takes two to three times longer.
47. Have everyone shut their eyes and do a visualization of a safe
day and what it looks like.
48. Pair off. Have everyone tell a story about the kids in their life.
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49. Pair off. Have everyone tell a story about how they met their
spouse or partner. If they don’t have a partner, tell them to tell
a story about how they met their best friend.
50. Have a discussion on what family means and what it means to
look out for each other.
51. Pair off. Have everyone discuss how they would teach their
kids about how to use their personal protective equipment.
52. Have a discussion about the future, such as their life five
years from now or when they retire and what they hope to
accomplish.
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