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Reader’s Note

THROUGHOUT THIS BOOK, I recount stories from my clients—the good, bad, and ugly. These are real stories about real people. In some cases, I’ve changed names and other identifying details for confidentiality. In others, I’ve been able to speak more openly. Regardless, I hope these stories help to convey my underlying point about the importance of perceptivity. We all face difficult choices concerning people as we go about our lives. If we get these choices right, we’ll ultimately be happier and more successful.




Introduction

DURING THE LATE 1970S and early ’80s, when I was a boy, my parents and I attended hockey games, concerts, and other events together, taking long subway rides around my hometown of Toronto, Canada. To pass the time in transit, Mom and I played what we called “the game.” When someone with an intriguing appearance sat down across from us, Mom would elbow me and whisper, “What do you think?” That was my cue to invent an elaborate narrative about this stranger, one that was plausible enough, but wholly theoretical.

Let’s say it was a Sunday afternoon, and a businessman in his late twenties wearing a finely tailored, pinstriped suit got on carrying a heavy bag of groceries. This man was dark-haired, slender, and wore a wedding ring. He was freshly shaven. He carried a newish-looking leather briefcase in addition to the groceries. He seemed tired and a bit jittery.

Getting the elbow from my mom, I’d lean over and mutter, “Okay, the guy’s name is Mike, his last name is . . . Simpson. Mike works at a bank, and his wife, whose name is Cheryl and who also works at the bank, is eight months’ pregnant. Even though it’s Sunday, Mike’s overbearing boss made him come in to help him finish up a big project. His boss was old-school, so he expected Mike to dress up.”

Taking another furtive glance at “Mike,” Mom would nod and encourage me to continue.

“So here’s what happened,” I might have said. “Mike and his boss just began their work when Cheryl called. She was feeling sick and had a craving for pickles and ice cream. She wondered if Mike would be a dear and bring her some as well as a few other groceries they needed. Mike is a nice guy and deeply in love with his wife—he just can’t say no to her. So even though he knew he’d get in trouble with his boss, he excused himself and went to go pick up the pickles and ice cream.”

These stories went on and on like this. When “Mike” got off at his stop and someone else with an interesting vibe sat down, we’d start a new story and spool that one out as far as we could. It was great fun, and the subway rides flew by.

For many years, I didn’t think too much of these stories. Our game was just that—a game. By the time I reached my twenties, though, I realized that this distraction had taught me to become keenly observant of the world around me, and perhaps more importantly, to develop a rich vocabulary for describing people. Wherever I went, I tended to notice others and their behavior, down to the smallest details—how they spoke, how they carried themselves, how they dressed, how others responded to them.

I never really stopped playing “the game.” Today it’s not much of a stretch to say that I make a living doing it. I’m an organizational psychologist specializing in the assessment of personality. Personality traits determine our behaviors, encompassing as they do our motivations, values, social inclinations, reactions to crisis or complexity, and patterns of thinking, among other things. If you want to make sound decisions about people, you’ll need to be able to predict how they will likely behave. And the best way of doing that is to understand their personalities.

Put another, more unusual way, with the help of well-established science and artful experience, I judge people for a living. Some of the world’s biggest, most recognizable companies hire me to quickly size up leadership candidates and potential partners to inform their decision-making. I also coach high-profile CEOs and their key executives, helping them raise their games and navigate job complexities. My value to these leaders hinges on my ability to generate penetrating insights into who they are, what makes them tick, and how they come across to others. Applying what we might call perceptivity—the ability to discern the character of others and reliably predict their behavior on the basis of said character—I develop an accurate reading of my clients’ inherent traits and advise these leaders accordingly.

Such science-based assessments have important practical applications. Many of the companies I work with face critically important business decisions about people, such as which candidate they should hire as their new CEO, whether they should acquire another company and its leadership team, or how to handle difficult personnel matters. In making such decisions, my clients typically consider traditional criteria like an individual’s experience and track record, educational background, interpersonal impact, strategic thinking ability, professional reputation, and so on. Increasingly, companies also consider factors like individuals’ “emotional intelligence” (more on this concept—and its shortcomings—later) and their personal values. Before these companies proceed, however, they ask me to come in and explore the character of the people they’re going to hire or place a bet on, because character is what truly sets successful candidates apart from the rest. Do these individuals have the specific temperament and behavioral inclinations they’ll need to succeed? If not, it’s essential to know now. If so, what do companies need to do early on to integrate these new hires most smoothly into their organization?

My conclusions often have profound impacts, both personal and commercial. A person’s career might be made or ended. A company or team might thrive or fail, get acquired or be ignored. In my assessment process, I administer formal psychological tests to give me a rough sense of an individual’s personality, but the real magic lies in a very specific, three-hour interview I have crafted over the course of my career. During this semi-structured session, I show curiosity about my interviewee’s personal journey and ask them to take me chronologically through their story. Our individuality is in many ways a function of our lived experiences, so I ask interviewees to describe pivotal experiences in their lives. This interview is semi-structured because while it follows a deliberate methodology, I intend it to feel natural and be flexible. It’s not a formal encounter like a job interview, but rather the sort of informal, reflective talk you might expect to have over a beer or glass of wine.

During this assessment, I ask the person about their parents, their childhood, what college was like for them, and so on. I inquire about decisions they made, the friends they had, and the values they learned as kids. I ask them to reflect on how their life experiences influenced who they are today. Rather than rely on a preset list of questions and attempt to draw out specific answers, I pose just the right questions to reveal true character. In processing their responses, I’m focused squarely on their personalities—how diligent they are, how outgoing, how prone to strategic thinking, and much more—in order to discern whether these individuals possess the specific traits that my clients require of them, and further, whether they tend to express those traits in specific ways suitable to my clients’ goals.

A company’s board might need its next CEO to be decisive, focused, and a strong communicator. Investors backing a start-up might want its leader to be not only a visionary but also capable of working well with others and accepting constructive feedback, and so on. Will the individuals under consideration fit these criteria? And do they possess any qualities that, given the specific role they’ll have to play, might prove destructive? I assess individuals for relevant traits they might have and give my clients a clear answer: yes, or no.

I’ve assessed thousands of individuals over the past two decades for companies in industries like professional sports, technology, fashion, and global banking, and on every continent except Antarctica (although I have visited there as a tourist, and it is stunning!). When clients ignore my recommendations—for instance, hiring someone whose personality I consider ill-suited to the role for which they’re being considered—they almost always find that the traits I warned them about come back to haunt them.

One client of mine, a private equity firm, was about to invest in a fast-growing company that had already bought up a number of small medical practices across the United States, bundled them together, and was now running them as one organization. In general, the value of medical practices that are bundled together significantly exceeds the value of these practices when run as independent businesses. If this company could accelerate its acquisition and integration of practices, the private equity firm stood to make tens of millions or more on the deal. Similar health care roll-up strategies have created billions of dollars in value.

When the private equity firm came to me, they had already run their detailed financial analysis, had assessed the strategic plan, and had run a legal review. Everything looked good, and they were ready to do the deal. Still, as part of their due diligence, they wanted to confirm one more thing—that the leaders of this consolidating company had what it took to execute the proposed strategy and scale the business according to their expectations.

Upon interviewing the key players for several hours and applying the framework you’ll learn about in this book, I spotted a big problem. The CEO of the consolidating company—I’ll call him Jay—was smart and well organized, but he had personality traits that would impede him from growing this company. Skeptical by nature, he held strong points of view and didn’t change his mind easily. Rather than embrace change and pursue progress, he gravitated toward tradition and to what had worked in the past. Jay was also a prickly character—reserved, restrained, unempathetic. Although he cared about others, he didn’t show it. Finally, it became obvious that Jay wasn’t motivated very much by commercial interests (yes, private equity firms want their CEOs to be motivated by money) or even by a passion for his work. What he cared about was maintaining a sense of independence, being in control of his destiny. He just wanted to do his own thing.

Based on my assessment, I concluded that Jay wouldn’t be able to grow his company much more than he already had. His success so far at convincing medical doctors to sell their practices to his company looked good on paper, but he had relied on long-standing personal relationships and hadn’t adhered to a sound acquisition strategy. He didn’t have the people skills or the flexibility to sell his strategy to doctors across the country, nor would he be able to adapt well to the new demands of running a much-larger organization. On a personal level, he would be a terrible partner for my private equity client. Because he needed autonomy and didn’t really like feedback, he would feel stifled by support from my client and other members of the company’s board of directors, regardless of their positive intention. Viewing the board’s advice as impinging on his independence, he most likely would reject it outright.

I counseled the private equity firm to walk away from the deal. My clients bristled at this advice. They had already sunk hundreds of thousands of dollars into performing due diligence and the business looked strong on paper. In the end, though, they listened to me. Good thing: other investors put money into this venture, and a few years later it flamed out completely because Jay and his team couldn’t grow the business, as I had predicted based on my assessment of him. “Thank God we didn’t do this deal,” my client later said to me. “We would have lost our shirts.”

The ability to read others’ personalities quickly and accurately, overcoming biases and prejudices that might skew our perception, is critical when making decisions and managing relationships both professional and personal. I would argue it’s among the most fundamental aspects of judgment, and perhaps one of the most fundamental human skills in general. Possessing certain other skills related to judgment, such as the ability to reason critically, take a long-term view, manage risk, and think ethically, helps us to arrive at good decisions. But the most difficult and consequential decisions we face—whom to marry, what job to take, which business partner to take on, what tactic to adopt in a big negotiation—almost always hinge on judgments we must make about the people involved. Good judgment is, in essence, good people judgment. In this regard, the prehistoric human skill of determining whether someone is a friend or a foe has evolved over time to become a powerful tool that separates those who thrive from those who don’t.

You might be thinking at this point about another widely discussed ability associated with judgment: emotional intelligence (EQ). Over the past two decades, popularizers of EQ have presented it as a panacea for anything that negatively impacts personal and leadership behavior. Some of you reading this undoubtedly believe that we all need EQ to make better decisions and perform better. Let me state here, as a licensed psychologist whose peers have sometimes been similarly duped, that what you have heard about emotional intelligence is largely overblown and minimally effective. EQ sounds good, it feels right, we can wish that it were a real concept in its popularized form, but it just isn’t.

A basic tenet of EQ is the value of emotions in human behavior. I wholeheartedly agree: emotions are important, and the ability to read and respond to others’ emotions is the essence of empathy. However, because emotions are transitory, they don’t tell us very much about how a person will behave long-term. Personality traits, by contrast, are stable and consistent. If we wish to cultivate good judgment, gaining insight into someone’s emotional state is much less powerful than understanding their character traits (and our own, too).

Imagine that you had a kind of secret X-ray vision when it came to people—an uncanny ability to see past what others might want you to know about them and instead see who they actually are. Employees you hire would thrive because they’d have the right capabilities and temperament for the job. Your relationships with business partners, colleagues, customers, vendors, bosses, and others would last longer and be more fulfilling because you’d be better able to manage and deepen those connections. You’d like your job more, because you would surround yourself with people who would contribute to your success rather than get in the way. Almost every relationship at work and indeed in your life would function better if you exercised good judgment based on your insights into others’ personalities. You would choose the right people and understand better how to nurture relationships over time, interpreting others’ actions and responding to them in more productive ways.

You might think good judgment isn’t something you can obtain—that you’re either born with it or else unable to acquire it with age, maturity, and experience. It’s true that some highly successful people do seem to have a gut instinct for assessing people, and that older people possess better judgment thanks to their life experiences and the wisdom they’ve accumulated (grandparents, for example, seem to just know about people). But there’s another route to becoming a good judge of personality, one that has made a huge difference in my own career: applying powerful insights and techniques from the science of human personality.

Early scholars within the field of psychology tended to focus on our collective experience rather than on what makes us unique as individuals—our personalities. They studied the “human condition,” or the nature of human behavior and why we behave the way we do as a species. This type of research culminated most famously in Sigmund Freud’s early but brilliant work on the different levels of consciousness and the underlying mechanisms that drive human behavior. Such research also gave rise to social psychology, which studies our behavior in social contexts, our natural biases, and the environment’s impact on our behavior. Over time, however, psychologists became more interested in understanding individual differences, the characteristics that differentiate you from me. This study of individual differences is what we now call personality psychology.

Two key insights emerged from this research. First, human beings are far more knowable to ourselves and others than we think. Second, we can distill personality down to just a handful of dimensions of inherent characteristics, otherwise known as traits. Scientists differ in exactly what these dimensions are, but the most commonly accepted scientific model of personality—often called the Big Five—corresponds to the acronym OCEAN: Openness, Conscientiousness, Extroversion, Agreeableness, and Neuroticism. As the science shows, we can describe our personality as a function of all five dimensions. We tend to be higher or lower in certain dimensions than in others, and we also tend to manifest specific traits differently in our behavior.

The practical implications of this research are enormous. Think about all the words you could use to describe someone. There are so many thousands of options that the task quickly becomes unwieldy. Isn’t it reassuring to know that we can boil down this entire vocabulary to just five dimensions? Instead of driving ourselves crazy trying to analyze hundreds of personality traits when making important decisions about people, we can use a manageable personality framework (or one derived from it) to analyze character in the real world. Linking behaviors to the five dimensions, we can determine patterns in individual behaviors and on that basis qualitatively characterize people according to their traits. Adjusting for our own biases, we can wind up with an assessment of people that, although hardly exhaustive, is stunningly accurate and useful for practical purposes.

Personality frameworks are a uniquely powerful way of seeing the world. When trying to decide whom to hire, marry, become friends with, do business with, and so on, or when trying to better navigate relationships with others, you can quickly assess individuals and make better judgment calls. You can evaluate broad categories of traits along with the nuanced ways in which they are expressed simply by observing and interpreting behavior. It turns out that other people’s deepest, most enduring tendencies—the traits that make them special and that determine whether they’ll make good partners for you in work and in life—are right there for you to see, readily perceptible in how people move in the world. You just need to know how to look. This book teaches you, presenting a powerful, proven method you can use right now to enhance your life by judging the character of others more effectively.

Over the past two decades, I’ve greatly updated the observational skills I developed as a child, grafting on to them a version of the framework described above as well as other science-based tools and techniques for sizing people up quickly and accurately. Drawing on decades of research, including some of the most empirically validated findings in all of psychology, I’ve formed these into a concise, practical approach that allows you to discern whom someone you meet really is in a surprisingly short time. Mastering this approach requires practice, but its basic contours are so easy to learn that anyone can use it right away to improve their perceptivity, in any social context—and without a PhD in psychology. When you start using it, you’re able to make better choices about people and steer relationships in desirable directions. Perhaps more importantly, you’re able to understand yourself better and operate more effectively at work and in your personal life. And, as an added benefit, you become more alert to personality in any encounters you might have with others. As your general perceptivity increases, you can make good initial judgments about others you meet casually in your life, even if you haven’t thought about forming relationships with them beforehand. You have an extra edge that helps you to interpret their behavior and inform how you engage with them in turn.

I’ve organized this book to give you a concise, useful introduction to the art and science of good judgment. In Chapter 1, I explain more thoroughly than I have done in this introduction why an ability to understand others’ personality plays such an important role in our ability to interact effectively with others, and, in particular, why it’s far more important than emotional intelligence. Chapter 2 presents a powerful framework of personality you can use, and explains its underlying science.

Next, I convey how you might adapt this basic method for practical purposes. In Chapter 3, I explain how to conduct conversations so that they yield maximum insight into others. Chapter 4 discusses how to select potential partners. Chapter 5 explains how to set relationships up for more success by understanding others’ personalities. Chapter 6 explores how you can use my method to help yourself and others perform better and advance more quickly. Chapter 7 rounds out the book by showing you how to use my method to become more persuasive and influence others in all kinds of everyday situations.

I’ve written this book not only to share with you ways to improve your judgment, but because I am concerned that we are at grave risk of losing this elemental human capability. Since the introduction of GPS technology, younger people and even many of us adults have lost our ability to find our way in unknown surroundings. Something similar is happening with perceptivity—we’re outsourcing this cognitive capability to our screens and are thus losing our insight into other people. If you’re reading this in a public place right now, look around you. Chances are, most people aren’t focusing on you or anyone else around them, but on their phones. It’s pretty disturbing when you think about it. Many years ago, I did my doctoral research on overuse of and addiction to the Internet. Unfortunately, my research was way too prescient. We have succumbed to the digital world in a way that I feared, but with costs to humanity beyond what I predicted. Perceptivity is a cognitive muscle that makes us uniquely human, and by burying our heads in our screens, we allow any observational and interpretive skills we might have to atrophy.

Good Judgment can help. No matter how adept you are at sizing people up, the framework and tactics in this book will enable you to up your game. But I also intend this book as a rallying cry, inspiring you to take stock of others and their uniqueness once again. Put your devices down and play a version of the game I played on the subway with my mother so many years ago. Rediscover your childlike curiosity about others and their inherently distinctive qualities. Further, let’s appreciate and celebrate one another’s unique traits, and let’s account for them in how we interact socially. If you do, you’ll not only enjoy more success in your career and personal relationships—you’ll also discover a more satisfying and human way to live.




Chapter 1

Personality > EQ

FRANK, A BRILLIANT SOFTWARE entrepreneur, had a critical decision to make, one that hinged on his ability to assess others. Over the past several years, his firm had grown its core business to hundreds of millions of dollars in revenue. The firm was poised for even more impressive growth thanks to forthcoming product launches in new markets. But this rapid growth confronted Frank with a quandary: although he had poured so much of his focus into developing and managing the company’s core product, he now needed to devote himself to overseeing the company’s broader business portfolio. Another leader would have to step in to operate the core business, becoming president of the division and managing a team of hundreds while reporting to Frank.

After an extensive search, Frank wound up with three strong candidates for the job. One was a brilliant strategist currently working at a major Silicon Valley tech company. Frank knew him and had been his mentor for years. Another was a talented young executive who had worked at the company for a year and had already shown himself to be highly ambitious, loyal, and a big thinker. The third was another industry veteran who had distinguished himself in previous positions as an extremely hard worker and an exceptional decision-maker.

Frank had a lot of practice sizing people up over the course of building the company—it was a regular part of doing business. But never had the stakes been quite so high. If his core business faltered, he would have to drop everything else he was working on and reassume oversight. The company’s other growth prospects would suffer, translating into tens of millions of dollars in lost revenues.

Our ability to judge people—including ourselves—looms large throughout our lives. It determines how adept we are at choosing others to partner with as bosses, employees, spouses, and friends. It also determines how well we manage relationships in our lives and how well we handle conflict when it arises. It even determines how effectively we steer our own path in life—our ability to pick a direction for ourselves and take meaningful steps along that path.

But what constitutes good judgment? Until a few decades ago, most people equated decision-making prowess with intelligence, assuming that people who make the right calls and judge others shrewdly are, above all, smart. That is, they are able to analyze data, understand complexity, and determine the right course of action almost intrinsically. They are also wise, possessing a perspective that is informed by their past experiences (a subject covered in my previous book, The Intangibles of Leadership). Today, people tend to point to something else: the ability to read, understand, and respond to emotions—what is popularly known as emotional intelligence, or EQ—claiming that it is what sets the successful apart. Some individuals just seem to “get” others’ emotions and be in touch with their own. They’re more empathetic, more aware of their own feelings, more sensitive toward others, and easier to get along with. As a result, the thinking goes, they tend to make better decisions than those who are weak in these areas, and they tend to communicate their decisions in ways that inspire and engage others around them.1

Consultants, journalists, and business leaders often present emotional intelligence as somehow more critical to success in business and in life than conventional intelligence.2 In 2022, incoming New York City mayor Eric Adams proclaimed that emotional intelligence would be the “No. 1 criteria” he would use to pick top people for his administration, a trait more important, in his view, than raw intelligence or academic pedigree. “Don’t tell me about your Ivy League degrees,” he said. “I don’t want to hear about your academic intelligence. I want to know about your emotional intelligence.”3

But is emotional intelligence really the superpower we all need to make better decisions, manage relationships better, negotiate better, and generally reach our life and career goals? The answer is no. Emotional intelligence as popularly conceived is, to be blunt, bullshit. The popular definition of EQ is a mishmash of research-based EQ, aspects of personality, and common components of positive social behavior (for instance, being a nice person, showing empathy, and so on). EQ is appealing because it should mean that people who have more sensitive dispositions could be better leaders. We intuitively resonate with the idea that old, stodgy directive management styles don’t work, and we presume that we need a new, more emotional kind of leadership. We have to be nicer, gentler, and more sensitive now. Nice people apparently don’t finish last, don’t ya know—it turns out they’re more likely to finish first.

But are they really? Unfortunately, little, if any, evidence supports the idea that EQ actually predicts leadership success separate and apart from personality and general intelligence. The truth of the matter is that EQ has little actual effect on long-term success. New York City is a case in point. Despite Eric Adams’s move to hire people based on their EQ, the city hasn’t yet seen a renaissance in public management. On the contrary, residents have dealt with a rise in crime, worsening challenges with affordable housing, an immigration crisis, and a host of other socioeconomic issues.4 Of course, these are all highly complex matters, involving state and federal policy, and Adams himself has demonstrated strong leadership impact at times. The point is that EQ is not some sort of leadership panacea and should not be the basis of a hiring strategy.

Another, more profound approach to judgment does have science behind it: the ability to understand and assess human personality, what I call perceptivity. EQ is about cueing into emotional states, which are largely fleeting. As research has shown, the chemical signature of emotions triggered by external stimuli lasts only about ninety seconds, although our own thought processes can prolong this response.5 By contrast, our core temperaments—how creative, trustworthy, industrious, or sociable we are—remain constant, evolving at a slow pace, with changes only becoming apparent over a period of decades. I once read a journalist who likened personality traits to “tectonic plates shifting rather than an earthquake.”6 It’s true: personality is stable. It doesn’t change much, and in many ways it defines exactly who we are and how we differ from others. Personality is a deeply researched construct, one of the hallmarks of the science of psychology. We know a lot about personality, and it’s as real as it gets. Perceptivity is about cueing into these core, stable traits and extrapolating how they affect people’s ability to do something that needs to get done.

EQ can help us to recognize, say, anger in a manager or in a customer service representative, and adjust our style in the moment to navigate for that emotion. However, we’re dealing with a moment in time, a transactional awareness of and a reaction to what we might assume is a stand-alone event. How much more powerful might it be to determine if someone is an angry person—that is, anger as a trait—and adjust our general approach to dealing with this person accordingly? Put another way, EQ helps us modestly understand how a person is experiencing a given situation, while perceptivity helps us robustly understand who a person is. If we can understand people and how they tick, and if we can learn to discern deeper personality traits by analyzing behavior, we enjoy a decisive edge when making decisions in business and in life. We can anticipate how people are likely to behave, and shape our decision-making accordingly. Perceptivity, not EQ, is truly the essence of good judgment.

EMOTIONAL INTELLIGENCE: HOW INTELLIGENT IS IT REALLY?

TO UNDERSTAND HOW UNSCIENTIFIC, unhelpful, and ultimately meaningless popular conceptions of EQ really are, it helps to consider the history of the term. Although scattered references to emotional intelligence appeared in scientific literature during the 1970s and ’80s, the concept first received serious attention from scholars in a 1990 article by psychologists Peter Salovey and John D. Mayer.7 As they pointed out, scholars had been studying cognition for decades and had discerned different types of intelligence. Most notably, the American psychologist Howard Gardner, in his famous theory of multiple intelligences introduced during the early 1980s, had argued that different modalities of intelligence exist and that people can show a range of abilities in each.8 Gardner originally suggested seven types of intelligences: musical, spatial, verbal, mathematical, physical, social, and introspective. He later added naturalistic (understanding and being adept in nature) and existential (spiritual intelligence).

Naturally, Gardner’s theory appealed to the public. Musical children may not score high on a traditional IQ test, but they could still be regarded as brilliant in their talents. A person with linguistic intelligence who just didn’t get math should be deemed smart nonetheless. When introduced, Gardner’s multiple intelligences gained popular support and sparked all kinds of publicity and research investigation by other scholars. Educational systems latched on to the theory and adjusted system-wide curricula to suit it (you’ve probably heard of “learning styles”—this is the conceptual basis for them).

In the decades that followed, however, researchers rigorously tested the theory and found that the multiple intelligences Gardner proposed were not at all valid.9 These intelligences all correlate with our traditional definition of general intelligence, and nearly all psychologists now debunk the concept of learning styles (despite its appeal) as pseudoscience.10 At the time, though, it was considered leading-edge theory.

Salovey and Meyer’s concept of emotional intelligence emerged directly from Gardner’s work. It was a subset of what had come to be known as “social intelligence,” defined as “the ability to understand and manage people.”11 Emotional intelligence, they observed, was a specific skill set that included “the accurate appraisal and expression of emotion in oneself and in others, the effective regulation of emotion in self and others, and the use of feelings to motivate, plan, and achieve in one’s life.”12 Emotionally intelligent people were special in that they were able to cue into feelings well, moderate their own and others’ feelings, and use feelings—positive, negative, or otherwise—to help them get along in life.

Salovey and Mayer’s notion of EQ as a set of skills didn’t generate the kind of popular interest that Gardner’s work had. Research psychologists accepted the emphasis on emotions in the conversation about

























































	If you’re relying on emotional intelligence to help you make better people decisions, you’re in trouble. Popular notions of EQ are bunk.

	Another, more profound approach to judgment is backed by science: perceptivity, or the ability to understand and assess human personality.

	Popular proponents of emotional intelligence have bastardized a scientific theory that does have merit but is of limited usefulness when it comes to exercising judgment.

	Personality traits are real and consistent, and they influence our behavior. It follows that being able to spot certain personality traits can help us predict how others will likely behave. In turn, we can make better, more informed decisions in situations where people are involved.

	We can improve our ability to glean our own and others’ personalities. The key is to radically change how we judge.
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