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About Me
• 25 years HR experience
• Chartered Occupational Psychologist
• NLP Master Practitioner
• Coaching Psychologist
• Independent consultant since 1997
• MSc in Applied Psychology
• MA in Employee Relations & Labour Law
• Specialises in:

– Coaching & personal development
– Psychometric testing: ability, personality, EI
– Bespoke Training & Facilitation
– Team building & development
– Performance & Stress Management
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Who do I work with?

Business Services, Chemicals, 
Consultancies, Education, Engineering, 
Financial Services, Fire & Rescue 
Services, IAG, Local Government, 
Manufacturing, NHS, Nuclear Power, 
Pharmaceuticals, Police Services, 
Professional Bodies, Regional 
Development Agencies, SMEs, Social 
Enterprises, Telecommunications
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Old school approach?

People are like 
teabags.

You find out how 
strong they are 
when you put them 
in hot water!

Anon
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Coaching – today’s 
approach?

Coaching is unlocking a person’s potential 
to maximise their performance.

It is helping them to learn rather than 
teaching them.

Timothy Gallwey
Author: Inner game of tennis
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Coaching
Coaching is helping your staff to help 
themselves through structured experience 
and learning provided on the job.



Coaching for Improved Organisational 
Performance 

(c) M S Guttridge & Metamorph Consult 
ing 2006 All rights reserved 3

© M S Guttridge 2006 7

Coaching v mentoring
Mentoring may include coaching but it is
usually provided by someone who has 
experience of your role and/or organisation
(and who knows the ropes)
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Coaching v counselling

Coaching is helping your staff to close the 
gap between where they are and where 
they want to be

Counselling addresses emotional issues 
and may try to resolve issues from the past
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Coaching psychology (BPS)

Is for enhancing well-being and 
performance in personal life and work 
domains underpinned by models of 
coaching grounded in established adult 
learning or psychological approaches 
eg behavioural, psychodynamic, 
cognitive, person-centred.
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What kind of coaching?

Personal/Life 
coaching?
Work-place or 
corporate/business 
coaching?
Executive 
coaching?
Group Coaching?

© M S Guttridge 2006 11

Some generally agreed characteristics 
of coaching in organisations (CIPD)

Although there is a lack of agreement about precise definitions,
there are some core characteristics of coaching activities that 
are generally agreed on by most coaching professionals:

• It consists of one-to-one developmental discussions.
• It provides people with feedback on both their strengths and 

weaknesses.
• It is aimed at specific issues/areas.
• It is a relatively short-term activity, except in executive coaching, 

which tends to have a longer timeframe.
• It is essentially a non-directive form of development.
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The 2006 Survey on 
Learning & Development
• 80% said their organisations aspired to a 

coaching culture
• 75% were investing to achieve this but only 

27% said it was integrated with HR strategy
• 18% used a network of internal & external 

coaches. Large organisations such as BP, 
Unilever, AstraZeneca, BBC using preferred 
suppliers to maintain quality

• 73% of line managers trained in coaching cf
with 66% in 2005 eg HBOS trained 2,500 
managers x 2 days in performance coaching
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Executive coaching?
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Executive & work-place 
coaching has more actors

Coach Line Mgr

Organisation

Individual

Who is 
the client?
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Differentiating (Cavanagh & Grant)

Exec & 
Organisation

Employee & 
Organisation

IndividualClient

Organisational 
performance & 
career dev’t

Personal/ team 
performance –
Org agenda

Personal 
satisfaction

Key 
outcomes

Career issues 
& performance

Job task & 
performance 
focus - Org

Client’s 
agenda

Content

Leadership 
management

EmploymentWhole of lifeContext
ExecutiveWorkLife
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Coaching topics
� Strategy
� Determining priorities
� Performance
� Leadership style
� Anxiety about new role    
(first 100 days)
� Developing new 
relationships
� Work-life balance
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Performance issues

High Performance = Potential – Interference

or

Performance = (Ability x Motivation) - Interference
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Coaching for Leadership

• Clarifying the task for people
• Encouraging delegation
• Encouraging accountability
• Planning and checking progress
• Helping people to speak up
• Enhancing performance
• Role clarity
• Training & development
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Coaching topics

� Work-life overlap?

� It’s all life coaching      
after the 3rd session!
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Coaching?

• What do you 
want/expect 
from the 
coach?

• And from the 
coachee?
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What you expect from the 
coach
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What you expect from the 
coach?
Commitment Direction Time No interference Patience Feedback SMART targets Benefit from 

knowledge Goals achieved Same as for coachee plus Praise/reward

Support & belief Guide/ideas & pointers Accessibility Listening skills Expertise 
Trust/confidentiality Enthusiasm, encouragement & motivation Patience Empathy & 
unconditional positive regard Timelines/commitment & challenging

Listening skills Accessibility Approachable  Patience  Empathy Honesty Knowledge 
Constructive approach Push & Pull Support Challenges

Open and honest Will listen Available and keeps appointments Can describe options & 
opportunities En-courage Tell it like it is Trust On my side – a champion Different 
perspective Challenging positively Rapport Respect of the organisation Open, honest & 
direct Knows what they are talking about Credibility & respect Interested in coaching you 
A different perspective & impartiality Objective & not emotional Not providing the answer 
Sincerity Trusted Accessibility Challenge Support Feedback Not the answers – but 
possibly To make me think Not threatening situation Offering stretch Broader viewpoint 
Sharing network Not imposing their way of doing Instilling confidence Being explicit about 
when coaching Knowledge Experience Clarity Feedback (constructive) Time Honesty 
“Listen” Thorough information given Guidance learning opportunities Enthusiasm
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What you expect from the 
coachee
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What you expect from the 
person being coached?

100% Commitment Openness Effort Honesty Flexibility Feedback Reliability 
Results/improvement Willing to learn Ask for help (if unsure) 

Commitment Openness/being receptive Contribution Curiosity Ambition Time to do it 
Goals/objectives Willingness to learn or change 

Commitment & motivation Honesty & Trust Positive attitude & willingness to participate 
Respect for skills Reflection > self-awareness Agreed focus/goals Stretch Willingness to 
learn Feedback & 2-way communication Open mind Time

Open in terms of what they are looking for Bring their thoughts/ideas Recognition that this 
takes effort Pre-work Idea of where they want to be going Willingness to be receptive to 
new ideas Challenge back Honest feedback Realistic Talk to me! Be open & honest 
Trust me Willingness to be coached Feedback Motivated to develop Participation 
Willingness to try Take responsibility Commitment Openness to learning Ask questions 
Feedback Open & honest Have opportunity to “try it out” Share expectations Take 
action Share feelings Be realistic Show an interest Honesty The person will see & take 
advantage of it Questioning Accept what you are saying Listen Nt defensive Being able 
to help themselves – not wanting the answer Clarify what is expected of them 
Recognising their capabilities Ability to learn Realistic – not overcommitting Being 
prepared to step out of comfort zone Making mistakes is safe)
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Characteristics of successful 
coaches
� Interested in people
� Looks for strengths to develop
� Knows interests & ambitions of people
� Considers the person & the organisation
� Demonstrates confidence in their abilities
� Encourages freedom of thought & action
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Ten coach attributes (Clutterbuck)

1. Self-awareness
2. Communicating
3. Sense of proportion/humour
4. Interest in developing others
5. Goal clarity
6. Behavioural awareness
7. Conceptualising
8. Business/professional savvy
9. Committed to own learning
10. Relationship management
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Coaching skills

� Spoken communication
� Listening – actively & effectively
� Questioning  
� Summarising
� Challenging appropriately
� Giving high value feedback
� Using NVC – including silence
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To be regarded as a good 
executive coach (IES 2001)

� Personal credibility
� Ability to give feedback constructively
� Core skills eg listening, summarising
� Trained in range of diagnostic tools
� Understanding of individual TNAs
� Knowledge of training delivery methods
� Detachment from immediate work environment
� Respect for confidentiality
� Broad understanding of the organisation & how things get done
� Broad understanding of management context
� Alertness to culture & dynamics
� Chemistry or “fit” with the executive
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Coaching – manager’s role
� Knowing your staff
� Understanding the task
� Spotting coaching opportunities
� Selecting appropriate coaching methods
� Providing positive feedback
� Providing clear direction
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Preparing for coaching

• What kind of 
framework or 
models can you 
use?
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3 Coaching levels

• Level 1 needs:
– Clarity about performance against objectives
– Questions to gather information
– Questions to heighten self-awareness

• Level 2 needs:
– Structure and models eg MBTI, GROW, EI
– Questions to understand context and the “what ifs”
– Questions to encourage the person to think

• Level 3 needs:
– Awareness of Personality, Values, Drives, Behaviour
– Knowledge of leadership styles/flexibility
– Role modelling rather than training (inspirational)
– More Adult:Adult rather than Parent:Child interaction
– Preparedness to move outside comfort zones ie Risk-taking!
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Giving assertive feedback

• Prepare what you want to say
• Describe their behaviour

• Describe the effect(s) it has
• Tell them the impact it has on you
• Tell them what you would like them to 

do in future
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Giving feedback (continued)

• Signpost
• Reduce any “pre-ambles”
• Make the point - give examples
• Check understanding 
• Listen
• Be prepared to move on
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High Value Feedback Model

• S - situation
• T – task
• A – action taken
• R – results
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SMART coaching goals

• S – small changes + small steps = sizable 
achievements

• M – measurable; track your progress

• A – achievable

• R – be responsible for achieving your goal

• T – true to your values and by a definite 
time
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Well-formed outcomes

• How will you know 
when you have 
achieved X?

• How does it look?
• How does it sound?
• How does it feel?
• How does it taste?
• How does it smell?
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Stephen Covey’s 7 habits …

1. Be proactive
2. Begin with the end in mind
3. Put first things first
4. Think win/win
5. Seek first to understand .. Then be 

understood
6. Synergise
7. Sharpen the saw!
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Coaching by acronym!

• ABCDE 

• ACHIEVE

• CIGAR

• GROW 

• LASER

• LIE 
• POSITIVE

• SOLVE

• SCORE

• SPACE

• STEPPA
• T-GROW
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The LIE approach to coaching

� L Listen for: more than words, concerns, 
accomplishments, needs, values, motivations, 
conflicts and barriers.

� I Inquire to: focus the conversation, clarify the 
problem or challenge, increase awareness of 
options, obtain commitment to action.

� E Endorse who the person is, how the person has 
developed, what has been accomplished, 
capabilities and potential
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The T-GROW model of 
coaching

� T topic

� G goals

� R reality check of existing situation

� O options and alternative strategies

� W way forward
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The T-GROW model of 
coaching

� W way forward
• What
• When
• By whom
• And the will to do 

it
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3-D model

Diagnosing

Developing

Doing

G R

O

W
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Common features

• Where are you now?

• Where do you want to be?

• How will you get there?
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Coaching spectrum

Training &
Personal

Development

Counselling &
Psychotherapy

Acquisit ional
Coaching

Transformat-
ional
Coaching

Performance Development
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Preparing to give feedback

• Check your reasons for giving 
feedback

• Don’t store up feedback
• Be specific
• Feedback sandwiches don’t work
• Remember “however” is just a posh 

“but”
• Give examples
• Say what you’d like them to do in future
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Giving assertive feedback

• Prepare what you want to say
• Describe their behaviour
• Describe the effect(s) it has

• Tell them the impact it has on you
• Tell them what you would like them 

to do in future
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High Value Feedback Model

• S - situation
• T – task
• A – action taken
• R – results
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2 key areas for improving 
organisational performance

1. Developing emotional intelligence

2. Developing leadership capability
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Emotional intelligence (EI) can be described as;    
“a set of skills, competencies and capabilities, which 
makes the difference in being successful in life and 
in work”.

Goleman, who popularised the term, said it was;  
“the capacity for recognising our own feelings and 
those of others, and for managing emotions in 
ourselves and in our relationships

www.eiconsortium.org

Emotional Intelligence
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Generic model of emotional 
intelligence

Self- awareness

Self-management

Social awareness

Social skills
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EI: What is it?

• Knowing your feelings and using them to make a life 
you can live with

• Being able to manage your emotional life without 
being hi-jacked by it ... not being paralysed by 
depression or worry or swept away by anger

• Persisting in the face of setbacks and channelling 
your impulses in order to pursue your goals

• Empathy – reading other people’s emotions without 
their having to tell you what they are feeling

• Handling feelings in relationships with skill and 
harmony ... being able to articulate the unspoken 
pulse of the group

Goleman D
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• Research shows that Emotional Intelligence, or EQ, is:
twice as important as any other factors in predicting outstanding 
employees, and better at predicting top performance than higher 
degrees or technical experience. 

• In addition, top performers typically outperform those at the 
bottom by at least 10 times and are almost 100% more productive 
than the average.

EI research (1)
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•These results apply across a range of jobs and industries 
including sales, mechanics, perfume, beverages, furniture and 
manufacturing eg training manufacturing supervisors in EI has 
resulted in fewer accidents and lost time, a reduction in 
grievances and increased production.

• Unlike IQ (which peaks before 21), it continues to develop into 
late middle-age. 

•EQ can be developed!

EI research (2)
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EI: What it is and what it’s not

• Self-awareness; not self-obsession
• Managing feelings so they are expressed 

appropriately; not suppressing emotions or 
letting it all hang out

• Being aware of others’ feelings and 
demonstrating empathy; not being so 
sympathetic you are overwhelmed or lose 
your judgement

• Handling relationships; not being nice. It can 
mean confronting someone with an 
uncomfortable truth

Bagshaw M
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EI Competence model (Hay McBer
algorithm)

Relationship 
management
Influence
Developing others or
Leading others
Building bonds or Teamwork
and Collaboration or Conflict 
management
Communication or
Change catalyst

Self-
management
Self-control
Trustworthiness or
Conscientiousness or
Adaptability
Achievement drive 
(includes optimism) or
Initiative (includes 
innovation)

Regulation

Social awareness
Empathy
Service orientation or
Organisational (political) 
awareness

Self-awareness
Self-confidence
Emotional self-
awareness or
Accurate self-
assessment

Recognition
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Self- awareness

Self-management

Social awareness

Relationship
Management

Emotional competence
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• Across 12 different organisations, accurate self-
assessment was the hallmark of superior 
performance (Boyatzis, 1982)

• Found in virtually every star performer at AT&T 
and 3M. These individuals are aware of their 
abilities & limitations & seek out feedback and 
learn from their mistakes. They know when to 
work with others with complementary strengths 
(Kelley, 1998)

EI & self-assessment
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• On 360 degree assessments, 
average performers typically 
overestimate themselves, whereas 
star performers rarely do and may 
even underestimate themselves 
(reflecting high internal standards) 
(Goleman, 1998)

EI & self-assessment
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EI Competence model (Hay/McBer algorithm)

Relationship 
management
Influence
Developing others or
Leading others
Building bonds or Teamwork
and Collaboration or Conflict 
management
Communication or
Change catalyst

Self-
management
Self-control
Trustworthiness or
Conscientiousness or
Adaptability
Achievement drive 
(includes optimism) or
Initiative (includes 
innovation)

Regulation

Social awareness
Empathy
Service orientation or
Organisational (political) 
awareness

Self-awareness
Self-confidence
Emotional self-
awareness or
Accurate self-
assessment

Recognition
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EI Competence model (Hay/McBer algorithm)

Relationship 
management
Influence
Developing others or
Leading others
Building bonds or Teamwork
and Collaboration or Conflict 
management
Communication or
Change catalyst

Self-
management
Self-control
Trustworthiness or
Conscientiousness or
Adaptability
Achievement drive 
(includes optimism) or
Initiative (includes 
innovation)

Regulation

Social awareness
Empathy
Service orientation or
Organisational (political) 
awareness

Self-awareness
Self-confidence
Emotional self-
awareness or
Accurate self-
assessment

Recognition
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The Amygdala
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Amygdala Hi-jacking

• Tyson & Zidane?
• Emotional memory bank centred on 

Limbic system
• Linked to pre-frontal cortex, the 

executive centre
• Filters incoming information for threats
• Triggers fight or flight symptoms
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The marshmallow test

• Stanford University experiment
• 4 year old pre-schoolers
• Offered a marshmallow
• Offered two if they could wait
• 14 years later

– Differences in stress levels
– Differences in irritability & aggression
– Differences in impulse control
– 210 point s average difference on SATS (Max 

1600) college entrance exam
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EI Competence model (Hay/McBer algorithm)

Relationship 
management
Influence
Developing others or
Leading others
Building bonds or Teamwork
and Collaboration or Conflict 
management
Communication or
Change catalyst

Self-
management
Self-control
Trustworthiness or
Conscientiousness or
Adaptability
Achievement drive 
(includes optimism) or
Initiative (includes 
innovation)

Regulation

Social awareness
Empathy
Service orientation or
Organisational (political) 
awareness

Self-awareness
Self-confidence
Emotional self-
awareness or
Accurate self-
assessment

Recognition
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Empathy?
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Which emotions?

• Two young East 
Germans in West 
German embassy in 
Prague learn they 
are to be expelled 
to the West
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Which emotions?

Fans at a David Cassidy concert in 1973
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NB Recognising emotions is key 
part of emotional intelligence

Managing 
relationships

Self-
regulation

Awareness 
of others

Self-
awareness
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EI Competence model (Hay/McBer algorithm)

Relationship 
management
Influence
Developing others or
Leading others
Building bonds or Teamwork
and Collaboration or Conflict 
management
Communication or
Change catalyst

Self-
management
Self-control
Trustworthiness or
Conscientiousness or
Adaptability
Achievement drive 
(includes optimism) or
Initiative (includes 
innovation)

Regulation

Social awareness
Empathy
Service orientation or
Organisational (political) 
awareness

Self-awareness
Self-confidence
Emotional self-
awareness or
Accurate self-
assessment

Recognition
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• Decide on the skills you need
• Get feedback from other people 
• Motivate yourself to make the changes
• Don’t be put off by the occasional relapse
• Look for role models and copy their way of 

doing things
D Goleman

Developing E I
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• Knowing others is intelligence

• Knowing yourself is true wisdom
• Mastering others is strength
• Mastering yourself is true power

EI? Lao Tze



Coaching for Improved Organisational 
Performance 

(c) M S Guttridge & Metamorph Consult 
ing 2006 All rights reserved 25

© M S Guttridge 2006 73

Social Intelligence (Goleman 2006)

Concern capacity for 
compassion. Differentiates 
manipulative people with some SI

Social cognition knowledge 
about how the social world actually 
works, recognising social signals

Influence shaping outcomes 
using tact and self-control with 
empathy & social cognition

Empathic accuracy builds 
on primal empathy with explicit 
understanding

Self-preservation ability to 
spark emotions eg charisma

Attunement ie full sustained 
empathy that facilitates rapport

Synchrony of NVCPrimal empathy eg
detecting micro-expressions

Social FacilitySocial Awareness
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Climate & Leadership Styles

• Leaders create the climate for success
• Individual competencies influence leadership styles
• Leadership styles influence organisational climate
• Organisational climate influences business results
• HAY research shows that 50-70% of variance in 

climate is influenced by leadership styles
• Up to 30% of variance in financial results is 

influenced by organisational climate
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Leadership styles
• Leaders need to be 

agile and able to flex 
styles

• Need to be able to 
match their behaviours 
to the situation

• And to have the full 
array of styles

• LB = f p:s



Coaching for Improved Organisational 
Performance 

(c) M S Guttridge & Metamorph Consult 
ing 2006 All rights reserved 26

© M S Guttridge 2006 76

ABC Leadership capabilities

• Provide clarity re strategic direction
• Ensure commitment

• Focus on delivery
• Build relationships
• Demonstrate personal conviction
• Build self-awareness

cf EI model
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Leadership traits: converging success factors

• Dominance
• Extraversion (sociable)
• Agreeableness (cooperative flexible)
• Conscientiousness (achievement 

orientation, dependability
• Self-confidence
• Openness to experience (imagination, 

cultural interests)
• Energy
• Intelligence
• Emotional stability

Manfred Kets de Vries
(INSEAD)

© M S Guttridge 2006 78

Common Strengths of  Elite 
Performers (top 5% n=15,000 USA)

1. They think well
2. They are bold
3. They bounce back
4. They are disciplined
5. They have strong interpersonal skills
6. They are practical

Source: IAC August 2006
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Leadership Styles (HAY)

• Visionary } long-term buy-in

• Coaching } long-term development

• Participative } generating ideas

• Affiliative } creating harmony

• Directive } immediate compliance

• Pace setting } high standard – watch me do it
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Leadership Styles (Hay/McBer)

Use of multiple styles impact positively on 
climate

• Visionary } most impact

• Coaching }most impact

• Participative } effective when used with other 
styles

• Affiliative } effective when used with other styles

• Directive } -ve impact over long term

• Pace setting } -ve impact over long term
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Leadership research (HAY)

• In high performing healthcare 
teams at least 50% experienced 4 
or more styles

• Low performing teams experienced 
2 or fewer

• General managers who created 
high performance climates for their 
teams achieved better margins
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Leadership research (HAY)

• General managers who created high 
performance climates for their teams 
achieved better margins

ProfitGross

17%36%Demotivating
climates

29%48%Energising 
climates
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Coaching for Leadership

• Clarifying the task for people
• Encouraging delegation
• Encouraging accountability
• Planning and checking progress
• Helping people to speak up
• Enhancing performance
• Role clarity
• Training & development
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Coaching & Leadership Styles

Coaching

• Visionary

• Affiliative

• Participative

• Pace setting

• Directive
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How easy is it to
actually change 
behaviour?
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What is their current level of 
need?

Safety & physical security

Social needs

Ego needs

Self-Actualisation

Based on A Maslow

© M S Guttridge 2006 87

What level are they operating 
at?

Environment

Behaviour

Skills

Belief

Id.

Based on R Dilts

I

Can’t

Do

That

Here
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Values & Beliefs…

Values

Beliefs

Attitude

Behaviours
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Changing

You need
• Discontent with the 

present
• An inspirational vision 

of your future
• Skills and knowledge to 

reach your goal
• Continuous & 

deliberate action

Based on Beckhard & Harris change equation: DxVxF>R (1987)
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Coaching ?

• How do you 
measure its 
success?
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Corporate Coaching (CMI, 2000)

• In Achieving Management Excellence the CMI found that:

• The number of managers receiving coaching had increased 
from 58% in 1996 to 77% in 2000 ie 3 out of 4 managers were 
receiving coaching of some kind

• 85% of managers identified it as enhancing team morale

• 80% said it generated responsibility in learners

• 80% of executives said they would benefit from coaching 

• 96% thought that coaching should be available for all 
employees
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Corporate Coaching (A4C 10/04)

• Small scale in most organisations; directors largest group 
19%)

• 4-7 sessions over 3-6 months
• Line managers usually decide (60%)
• Also senior individuals (50%)
• Purchasers say proven effectiveness & personal knowledge 

main factors in choosing coaches
• Coach matched to coachee by business experience & skills
• 88% of coaching is face to face 
• Objective is usually about business performance (72%)
• Judged on feedback from coachees & their managers
• Coaching re-engages individuals & increases productivity 

(38%)
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Coaching in Organisations 
(Chartered Management Institute, 2000)

• In “Achieving Management Excellence” the CMI found that:

• The number of managers receiving coaching had increased 
from 58% in 1996 to 77% in 2000 ie 3 out of 4 managers were 
receiving coaching of some kind

• 85% of managers identified it as enhancing team morale

• 80% said it generated responsibility in learners

• 80% of executives said they would benefit from coaching 

• 96% thought that coaching should be available for all 
employees



Coaching for Improved Organisational 
Performance 

(c) M S Guttridge & Metamorph Consult 
ing 2006 All rights reserved 32

© M S Guttridge 2006 94

Key success factors 
(A4C research 2006)

1. Organisation specific understanding
2. A systematic approach
3. Choosing adequate level of coaching
4. Involving the top level in organisation
5. Marketing and branding coaching as positive & 

developmental
6. Creating win-win for everyone
7. Achieving consistency with strategy
8. Ensuring transparency of concept
9. Evaluating effectively
10. Ensuring high integrity & quality at all levels
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Q & A session
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If you always do, what you’ve 
always done....

So what are you 
going to do 
differently?
– Take more risks?
– Get people out of 

the “fur-lined” rut?
– Stop cloning 

yourself?
– Develop winners!
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Techniques?

Technique is 
what you fall 
back on when 
inspiration fails

Rudolf Nureyev
1938-1993
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Mistakes?

Do not fear mistakes;
There are none

Miles Davis
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Self-confidence!
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Books on coaching
• “The Inner Game of Work” by W Timothy Gallwey (2002), Texere
• “Coaching for improved work performance” by Ferdinand F Fournies (2000), 

McGraw Hill
• “Executive Coaching with Backbone and Heart” by Mary Beth O’Neill (2000), 

Jossey-Bass
• “Coaching for Performance” by John Whitmore (2001), Nicholas Brearley
• “Effective Coaching” by Myles Downey 2003) Thomson Texere
• “The Solutions Focus” by Jackson & McKergow (2002) Nicholas Brearley
• “The Psychology of Executive Coaching” by Bruce Peltier (2001), Brunner 

Routledge
• “Executive Coaching” by Richard R Kilburg (2000), APA
• “Cognitive Behavioural Coaching” by
• “Life Coaching A Cognitive Behavioural Approach” by Neenan & Dryden 

(2002), Brunner Routledge
• “Mastering Mentoring & Coaching with Emotional Intelligence” by Merlevede & 

Bridoux (2003) Crown House
• “The NLP Coach” by McDermott & Jago (2001), Piatkus
• “The Coach’s Coach” by Alison Hardingham et al (2004), CIPD
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