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A
Accountability: as benefit added by

coach, 148; with Powerhouse Plan,
144–145

Acquisition, coaching to deal with,
92–96

Action, 147–167; benefits of coach’s
involvement in, 148; as coaching
model step, 86, 91, 95, 99, 102–
103. See also Assigned activities;
Coaching sessions

Action plan. See Coaching action plan
Active listening, as coaching method,

155
Activities: assigned, 36, 155; billable,

70–71; collateral, 71
Ad hoc coaching sessions, 152, 153–

154
Age of coaches, 45
Agendas, for scheduled sessions, 151.

See also Coaching goals
Agilent Technologies, 17–18
Agreements: checklist on, 83; con-

sulting professionals about, 67, 69;
delegating responsibility for, 67–
68; key terms and conditions in,
68–76, 82; length of, 67; necessity
of, 66; parties involved in, 65; sam-
ple, 76, 77–81; written, rationale
for, 66–67

Alexander the Great, xii
Alliance for Strategic Leadership,

17–18
American Counseling Association,

118

American Psychological Association,
118

Anderson, M. C., 17
Angelou, M., 159
Anthony, S. B., xii
Approval, of Powerhouse Plan, 145
Arendt, H., 66
Aristotle, xii, 123, 158
Armstrong, L., 160
Arthur Andersen, 73
Assessment, 104–124; benefits of,

105–106, 116, 124; as coaching
model step, 86, 91, 94, 98–99, 102;
connection between coaching ac-
tion plan and, 132, 134; example
of value of, 123–124; gathering
data for, 86, 106–110; importance
of, 104–105; willingness to engage
in, of self, 30–31, 39. See also Per-
sonality assessment

Assigned activities, 36, 155
Attorneys, consulting, about agree-

ments, 67, 69

B
Bandura, A., 141
Bane, K. D., 17
Bar-On, R., 118
Bar-On Emotional Quotient Inven-

tory (EQ-iTM), 115
Baruch, B., 129
Beamon, A. (pseudonym), 87–91
Beginnings, 66. See also Agreements
Behavioral assessment. See Personality

assessment
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Benefits: of achieving coaching goals,
26–28, 39; of assessment, 105–106,
116, 124; of coach involvement in
action, 148; of coaching action
plan, 127–128. See also Return on
investment (ROI)

Bennett, S., 140
Billable activities, 70–71
Bohr, N., xii
Branson, R., 119
Brief targeted coaching: example 

of, 87–91; no written plan re-
quired for, 128; reviewing results
of, 184–185

Brown, R. J., 166–167
Brown, S., 139
Buffett, W., xii, 37
Burnout, coaching to avoid, 29–30,

203–205
Business: documents from, as source

of data for assessment, 110; evalu-
ating impact of coaching on, 172,
173, 175; facilitating results related
to, 5–6; metrics from, for review-
ing Powerhouse Plan–based pro-
grams, 182

C
Calloway, W., 159
Campbell, D., 139
Campbell Interest and Skill Inventory,

115
Cancelling coaching sessions, 74, 151
Candidate Coach Evaluation Form,

62
Carter, C., 18
Casey, A., 179
Change: difficulty in handling, 119;

necessity of breaking habits for,
164, 230–231; openness to, 28–30,
39

Churchill, W., 82, 96, 128, 168
Cicero, 64, 112, 129
Clients: disappointing results due to

role of, 187; information needed

by, for writing agreement, 76; not
given voice in coach selection,
196–197; as parties to agreements,
65

Coach candidates: evaluating, 57–61,
62; identifying, 55–57; interviews
with, 57–61

Coachability, 14–16, 18, 143
Coaches: background and experience

of, 13–14, 18; competencies of,
47–51; internal, 53–54, 67, 195,
205; mentors vs., 11–13, 18; as par-
ties to agreements, 65; role of,
159–161, 187, 205–206

Coaching: defined, 1; engaging in
both psychotherapy and, 208–209;
focus of, 5–6, 10–11, 18; increasing
demand for, xii–xiii; misinforma-
tion about, 1–2; psychotherapy 
or counseling vs., 5–6, 207–208,
227–230; purpose of, ix. See also
Employer-funded coaching; Pri-
vate-pay coaching; Retainer-based
coaching; Telecoaching

Coaching action plan: basics of, 126–
127; benefits of, 127–128; con-
nection between assessment and,
132, 134; goal setting for, 138–142;
importance of written, 144–145;
Powerhouse Plan vs., 130–131; sit-
uations not requiring, 128. See also
Powerhouse Plan

Coaching agreements. See Agree-
ments

Coaching competency, 48–49
“Coaching envy,” 3
Coaching goals: clarifying, as prereq-

uisite for coaching, 24–26, 39;
determining accomplishment of,
169–170; developed using 360-
degree survey feedback, 122; iden-
tifying, as coaching model step,
85; identifying benefits of achiev-
ing, 26–28, 39; importance of writ-
ten, 140; location of coaching
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sessions and, 150; selecting coach
and, 43–44. See also Coaching ac-
tion plan; Goal setting; Power-
house Plan

Coaching methods, 154–156
Coaching model. See Five-Step Coach-

ing Model
Coaching readiness. See Prerequi-

sites for coaching; Readiness for
coaching

Coaching relationship: dual, with
same coach for coaching sponsor
and employee, 219–220; renewing,
75, 170–171; supervisor’s involve-
ment in, 216–219; terminating, 75,
205, 210–212

Coaching sessions, 148–154; can-
celling, 74, 151; format for, 150–
153; frequency of, 149; learning in,
154, 157–158; location of, 149–
150; methods and techniques used
in, 154–156; truthfulness and can-
dor in, 156; unlearning in, 164–166

Coaching sponsors, 213–233; decid-
ing on counseling or coaching 
for employee, 227–230; do’s and
don’ts for, 233; duration of coach-
ing as concern for, 230–231; infor-
mation sharing issues for, 226–227;
proposing coaching for employee,
214–216, 221–223, 223–225; same
coach used by employee and, 219–
220. See also Supervisors

Collateral activities, 71
Communication: as coaching method,

155–156; e-mail, 72–73, 117–118,
156; importance of, to leadership,
178–179

Compatibility, as goal of coach selec-
tion, 42–43

Competencies: of coaches, 47–51; for
emotional intelligence, 118. See
also Skills

Confidentiality: of 360-degree feed-
back data, 72, 122; breach of, by

coach, 209–210; coaches’ explana-
tion of, 50; coaching sponsors’
concerns about, 226–227; of data
from personality assessments, 72,
117–118; details on, in coaching
agreement, 71–74; of e-mail, 72–
73, 117–118; of engaging in coach-
ing, 112–113; of job change
discussions, 199–201; of names of
coaching clients, 59; of participa-
tion in counseling, 207–208

Confucius, 73
Consultative retainer coaching, exam-

ple of, 100–103
Corporate employees. See Employees
Cost. See Fees
Counseling: coaching vs., 5–6, 207–

208, 227–228; deciding on coach-
ing vs., for employee, 227–230; dis-
closing participation in, to coach,
207–208; engaging in both coach-
ing and, 208–209

Crisis intervention, myth of coaching
for, 10–11

Criticism. See Feedback
Cron, W., 139
Crutch Myth, 8–9, 18
Curie, M., 129
Cuthbert, B., 159

D
Danzig, R., 143–144
Data gathering, for assessment, 86,

106–110
Definition (coaching model step):

examples of, 90, 94, 98, 102; over-
view of, 85

Delegating responsibility: for identify-
ing coaching goals, 44; for selecting
coach, 46, 57; for written coaching
agreement, 67–68

Dell, M., 51
Dependency Myth, 6–8, 18
Di Nunzio, G., 14
Diagnosis. See Assessment
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Dialogue: as coaching method, 154–
155; confidentiality of, about job
change, 199–201; importance of,
between coach and client, 191–192,
212

Direct observation, 109, 155–156
Disclosure: of confidential information

by coach, 209–210; in employer-
funded coaching, 199–201; with
personality testing, 72, 117–118; of
proprietary information, 74; when
seeing psychotherapist, 207–208. See
also Confidentiality

Discussion. See Dialogue
Disraeli, B., 106
Drake Beam Morin, 10
Dulles, J. F., 171
Duration of coaching: coaching spon-

sors’ concerns about, 230–231;
purpose of coaching as determin-
ing, 8, 18; relationship between
seniority and, 9

E
Economic buyers, with private-pay vs.

employer-based coaching, 65
Education, of coaches, 48, 51
Einstein, A., 22, 83, 87, 129, 171
Eisenhower, D., 184
E-mail, 72–73, 117–118, 156
Emergency Room Myth, 10–11, 18,

223
Emerson, R. W., ix, 26, 188
Emotional Competence Inventory

(ECI), 115
Emotional intelligence (EI), 118–119,

120–121
Emotional Intelligence (Goleman), 120
Employees: benefits of coaching vs.

counseling for, 227–230; expecta-
tions of improved performance by,
232–233; of large corporations,
coaching options for, 51–55; resis-
tant to engaging in coaching,
197–199, 224–225; same coach
working for coaching sponsor

and, 219–220; supervisor’s involve-
ment in coaching relationship of,
216–219

Employer-funded coaching: agree-
ments for, 65, 67–68, 75, 76, 80–
81; considering coach candidates
for, 55, 59; discussing job change
in, 199–201; nondisclosure issues
with, 74; privacy issues with, 72–74;
private-pay compared to, 52–53,
65; retaining coach from, after job
change, 201–202; switching to pri-
vate-pay coaching from, 202–203

Employers: coach selected/mandated
by, 196–199; financially constrained,
requesting funding from, 193–196;
as parties to agreements, 65

Enron, 73
Erasmus, 164
Erburu, R., 178–179
Ethics, coaches’ knowledge of, 49–50.

See also Confidentiality
Ethnicity of coaches, 45
Evaluation: of coach candidates, 57–

61, 62; of coaches, 171, 188, 189.
See also Reviewing results

Execution. See Action
Executive coaches. See Coaches
Executive coaching. See Coaching
Executive “onboarding,” 193
Expectations: of improved perfor-

mance, 232–233; of success, 140–
141

Expenses, billable, 71
Experience-based knowledge, of

coaches, 47–48
Experiential learning, 160
Extended coaching, examples of,

92–100
Extension policy, information on, 75
External coaches, internal coaches

vs., 53–54

F
Failure: fear of, 142; permission given

for, 163
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Family: commitments to, and time for
coaching, 36; modifying job to
devote more time to, 203–205

Fear: of failure, 142; of negative feed-
back, 123; of success, 142

Feedback: maximizing results from,
4–5, 18; negative, 32, 33, 123;
openness to, 31–34, 39, 123, 124.
See also 360-degree feedback survey

Fees: asking about, when interviewing
coach candidates, 59–60; common
arrangements for, 60, 70; informa-
tion in coaching agreement on,
69–71, 74–75, 75; range of, for
coaching, 21

Financial advisers, consulting, about
agreements, 69

Firing coach, 210–212. See also Termi-
nating coaching relationship

Fischer, P., 14
Fisher, A., 17
Five-Step Coaching Model, 84–103;

applications of, 90–91, 94–95,
98–100, 101–103; overview of, 85–
87; reasons for using, 84, 87. See
also Action; Assessment; Defini-
tion; Planning; Reviewing results

Fixed-program fees, 70
Flat-fee packages, 60
Fleming, R., 160
Focus: coach as aid to maintaining,

148; learning as involving, 158;
quotations on, 159

Follow-through, as prerequisite for
coaching, 37–38, 39

Forbes, M. S., 112
Format: for ad hoc sessions, 152; for

scheduled sessions, 150–151
Franklin, B., 8, 48, 129
Frequency of coaching sessions, 149
Fundamental Interpersonal Relations

Orientation-Behavior Survey (FIRO-
B), 113

Funding: corporate employees’ op-
tions for, 52–53, 54; as prerequisite
for coaching, 21–22, 39; re-

questing, from financially con-
strained employer, 193–196. See
also Employer-funded coaching;
Private-pay coaching

Fuzzy Results Myth, 16–18, 19, 169

G
Gandhi, M., 112
Gates, B., 124
Gattung, T., 120–121
Gender of coaches, 45
Geneen, H. S., 171
Gibran, K., 112
Goal: of coach selection, 42–43; facil-

itating business results as, 5–6. See
also Coaching goals

Goal setting: mental traps when,
138–142; as reason for disappoint-
ing results, 187; resistance to,
142–143; SMART method for, 127;
tips on, 142

Goldsmith, M., 9, 18
Goldwyn, S., 66
Goleman, D., 119, 120
Growth, coaching as tool for, 7–8, 18
Guilford-Zimmerman Temperament

Survey (GZTS), 115

H
Habits: breaking, 164, 230–231; resis-

tance to goal setting due to, 143
Hannum, K., 119
Harkins, P., 9
Harmon, B., 2
Heisenberg, W., xii
Heywood, J., 66
Hogan Development Survey (HDS),

115
Honesty with yourself, as prerequisite

for coaching, 30–31, 39

I
Ilgen, D., 139
Improvement, desire for, 22–24, 39
Individual, Myth of the, 2–3, 18
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Individualism, disadvantage of exces-
sive, 7

Information gathering, for assess-
ment, 86, 106–110

Information sharing. See Confidentiality
Instant messaging, 72, 73
Instruction, as coaching method, 155
Intangible results, 172–174, 177–178,

186
Internal coaches: dual relationship

with, 205; external coaches vs.,
53–54; in financially constrained
companies, 195; matching process
with, 54; written agreements with,
67

International Personnel Management
Association, 17

Internet, identifying coach candidates
using, 56

Interpersonal skills: as cause of exec-
utive derailment, 119; coaching
focused on, 96–100, 143–144;
videotape revealing poor, 229–230

Interviews: with coach candidates,
57–61; confidentiality of data
from, 72; to review Powerhouse
Plan–based programs, 182; as
source of data for assessment, 108

J
Jaded Myth, 4–5, 18
James, W., 105
Job changes: confidentiality of dis-

cussions about, 199–201; retaining
same coach after, 201–202

Joe Torre test, 6

K
King, B. J., 112, 171
Knowing-doing cycle, 160–161
Knowledge: ethics-based, 49–50;

experience-based, 47–48. See also
Self-awareness

Koch, E., 31
Kopelman, R. E., 17
Kramer, J., 2

L
La Rivière, M., xi
Landers, A., 112
Lao Tzu, 112
Latham, G. P., 140
Leadership: communication’s impor-

tance to, 178–179; developed with
coaching focused on interpersonal
skills, 143–144; emotional intelli-
gence’s importance for, 120–121;
learning’s importance to, 163;
mentoring experiences associated
with, 166–167; planning needed
for, 137; self-awareness’s value to,
110–111, 114; skills needed for,
xiii. See also Successful people

Learning: in coaching sessions, 154,
157–158; with coach’s involvement
in action, 148; evaluating, when
reviewing program, 172, 173, 174;
experiential, 160; importance of,
to leadership, 163; openness to,
28–30, 39

Lennon, J., 183
Leslie, J., 119
Lévy, M., 163
Linkage, 9
Location of coaching sessions, 149–

150
Locke, E. A., 140
Lombardi, V., 2, 171

M
Machiavelli, N., 92
Manchester Consulting Group study,

3, 17
Marburger, J. H. III, 114
Marcus Aurelius, 66
Martinez, V. (pseudonym), 96–100
Mayer, J. D., 118
McCormack, M. H., 140
McGovern, J., 17
Mentor Myth, 11–13, 18
Mentors: coaches vs., 11–13, 18;

leadership’s experience with/as,
166–167
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Metropolitan Life Insurance Com-
pany, 17

Michelangelo, 139
Micromanagement, coaching to over-

come tendency toward, 161–162
Misconceptions about coaching. See

Myths about coaching
Model. See Five-Step Coaching Model
Morgan, H., 9
Morgan, J. P., 103
Morrisey, G., 144–145
Motivation: assessing, to engage in

coaching, 22–24, 39; coach as rein-
forcing, 148; coaching plan as
source of, 128, 130–131; intrinsic,
142, 198

Mozart, W. A., 159
Multirater survey. See 360-degree feed-

back survey
Multisource survey. See 360-degree

feedback survey
Myers-Briggs Type Indicator (MBTI),

113
Myths about coaching: common,

1–18; positive restatement of, 18–
19. See also specific myths

N
Needs, coaching, identifying, as step

in selecting coach, 43–44
NEO Personality Inventory (NEO-PI),

115
Newton, I., 159
Nietzsche, F., 167, 230
Nightingale, F., 171

O
Observation, direct, 109, 155–156
Olivero, G., 17
O’Neill, P. H., 3
On-the-job application, evaluating,

when reviewing program, 172,
173, 174–175

Opinion surveys, 108–109, 182. See
also 360-degree feedback survey

P
Parsons, R., 119
Patience, as prerequisite for coach-

ing, 34–35, 39
Patton, G., 159, 214
Pavarotti, L., 14, 159
Pavlova, A., 129
Payment terms, 60, 70
Penney, J. C., 129
Perfect Coach: building profile of,

46–51; formula for, 43, 61. See also
Selecting coach

Performance: coaching as remedy for
poor, 221–223; expectations of
improved, 232–233. See also Emer-
gency Room Myth

Performance appraisals, as source of
data for assessment, 109–110. See
also Feedback

Persistence, as prerequisite for coach-
ing, 37–38, 39

Personal characteristics, of coaches
you prefer, 45–46, 50–51

Personal satisfaction, evaluating,
when reviewing program, 172,
173–174

Personality assessment: common tools
for, 113, 115–116; confidentiality
issues with, 72, 117–118; facts
about, 116; score generation in,
117; as source of data, 109

Peterson, T. (pseudonym), 92–96,
101–103

Phillips, B., 137
Planning, 125–146; as coaching

model step, 86, 91, 94–95, 98–99,
102; importance of, 125, 137; list
for reviewing, 145; quotations on,
129, 184; in scheduled sessions,
151. See also Coaching action plan;
Powerhouse Plan

Position descriptions, as source of
data for assessment, 109

Post, K. G., xii
Pottruck, D. S., 3
Powell, C., 66
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Powerhouse Plan: accountabilities
and, 144–145; approvals for, 145;
form for, 133; goal setting for, 138,
138–142; preparing, 134–135; re-
viewing results of programs based
on, 180–184; sample, 136; stan-
dard coaching plan vs., 130–
132. See also Coaching action plan

Preparation: billing for time spent
on, 71; importance of, 64, 66

Prerequisites for coaching: checklist
on, 39; clarification of coaching
goals as, 24–26; desire for im-
provement as, 22–24; follow-
through on commitment as, 37–
38; funding as, 21–22; honesty
with yourself as, 30–31; openness
to change as, 28–30; openness to
feedback as, 31–34, 124; patience
as, 34–35; persistence as, 37–38;
time as, 35–37; willingness to en-
gage in self-assessment as, 30–31

Privacy. See Confidentiality
Private-pay coaching: agreements for,

65, 75, 76, 77–78; e-mail com-
munication with, 73; employer-
funded compared to, 52–53, 65;
nondisclosure issues with, 74;
switching from employer-funded
coaching to, 202–203; telling -
employer about, 54–55; when em-
ployer is financially constrained,
195–196

PRN basis, 102
Promotion, coaching offered with,

192–193
Psychotherapy: coaching vs., 5–6,

207–208, 227–228; deciding on
coaching vs., for employee, 227–
230; disclosing participation in, to
coach, 207–208; engaging in both
coaching and, 208–209

Putnam, H., 137

Q
Q-scores, 50

R
Readiness for coaching: checklist on,

39; with employer-mandated
coaching, 197–199, 224–225; for-
mula for, 38, 211–212; lack of,
revealed in planning phase, 143;
myth about universality of, 14–16,
18, 143. See also Prerequisites for
coaching

Rehearsal, as coaching method, 155
Renewing coaching relationship, 75,

170–171
Resistance: to goal setting, 142–143;

to working with employer-man-
dated coach, 197–199, 224–225

Results: client’s long-term view of,
188, 190; duration of coaching
required for, 8, 18, 230–231; extra-
ordinary coaching, defined, xi;
intangible vs. tangible, 172, 177–
178, 186; myth about measuring,
16–18, 19, 169; production of busi-
ness, 5–6; quotations on, 171; rea-
sons for disappointing, 187. See
also Return on investment (ROI);
Reviewing results

Retainer-based coaching: example of
consultative, 100–103; fees with,
70–71; renewing arrangements for,
75; reviewing results of, 185; written
action plan unnecessary for, 128

Retirement, bequeathing coach to
successor after, 220–221

Return on investment (ROI): evaluat-
ing, when reviewing program, 172,
173, 175–177; expected, in appeal
for funding, 194–195; studies of, 3,
17–18; ways of calculating, 16–17,
19; written agreements and, 67

Reviewing results, 168–190; check-
list for, 186; as coaching model
step, 86–87, 91, 95, 99–100, 102–
103; evaluating coach when, 188,
189; evaluation levels when, 172–
178; importance of, 168; Power-
house Plan–based approach to,
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180–184; of programs without writ-
ten plans, 184–185; reasons for,
169–171

Richards, L., 34
Robert, K., 110–111
Rowling, J. K., 34
Ruderman, M., 119

S
Salovey, P., 118
Sampras, P., 14
Sarnoff, D., 129
Scheduled coaching sessions, 74–75,

150–151
Schlender, B., 37, 124
Securities and Exchange Commis-

sion, 73
Selecting coach, 41–63; compatibility

as goal of, 42–43; competencies
considered when, 47–51; delegat-
ing responsibility for, 46, 57;
employer handling, 196–197; eval-
uating coach candidates when,
57–61, 62; identifying coach can-
didates when, 55–57; identifying
coaching needs and goals when,
43–44; identifying personal pref-
erences when, 45–46; if you work
in large corporation, 51–55; im-
portance of procedure for, 41–42;
making final choice when, 61, 63;
Perfect Coach formula for, 43, 61

Self-assessment, willingness to engage
in, 30–31, 39

Self-awareness: as benefit of assess-
ment, 124; as element of emotional
intelligence, 118; importance of, to
leadership, 110–111, 114; quota-
tions on, 112

Self-efficacy, 141
Self-knowledge. See Self-awareness
Services, description of, in coaching

agreement, 69
Sessions. See Coaching sessions
Shakespeare, W., 66, 124, 129
Shrink Myth, 5–6, 18, 207, 227

16 Personality Factor Survey (16 PF),
115

Skills: coaching to develop, 10–11,
24–25; interpersonal, 96–100, 119,
143–144, 229–230; leadership, xiii,
92–96. See also Competencies

Slocum, J., 139
SMART goal-setting method, 127
Smither, J., 123
Socrates, 112
Sponsors. See Coaching sponsors
Stanton, E. C., xii
Stevenson, R. L., 171
Stonecipher, H., 73
Strong Interest Inventory, 115
Style: of coaches, 50–51; personal,

resistance to goal setting due to,
143

Success: expectations of, 140–141;
fear of, 142; potential for, 138–139

Success indicators, evaluation of,
172–178

Successful people: coaching as used
by, 2–3, 9, 10, 18; maximizing feed-
back given to, 4–5, 18; support
needed by, 7. See also Leadership

Supervisors: appropriate involvement
by, 216–219; improved employee
performance expected by, 232–
233. See also Coaching sponsors

Surveys: opinion, 108–109, 182; for
personality assessment, 113, 115–
116. See also 360-degree feedback
survey

T
Tangible results, 172, 174–178, 186
Targeted coaching. See Brief targeted

coaching
Telecoaching: gathering data for, 109,

110; responsibility for telephone
charges with, 70; sample agree-
ment for, 79–80

Telephone: ad hoc sessions via,
152–154; responsibility for charges
for, 70
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Terminating coaching relationship:
with internal coach, 205; policy
on, 75; when to consider, 210–212

Thatcher, M., 159
Therapy. See Psychotherapy
360-degree data mirror, 106–110
360-degree feedback survey: confi-

dentiality of data from, 72, 122;
example of coaching to aid inter-
pretation of results of, 87–91;
overview of, 121–123; as source of
data for assessment, 109

Time: as prerequisite for coaching,
35–37, 39; required for coaching, 8,
18, 230–231

Time-based fees, 60, 70–71
Torre, J., 171
Trapeze moments, 165–166
Travel, 36, 37, 60
Troubleshooting: as goal of coaching,

25; Powerhouse Plan section on,
131

Trust, lack of, revealed in coaching
sessions, 162

Truth, 148, 156
Twain, M., 125

U
Ulrich, D., 18
Universality Myth, 14–16, 18, 143
Unlearning, 164–166

V
Value. See Benefits; Return on invest-

ment (ROI)
Van de Walle, D., 139
Videotape: need for coaching re-

vealed in, 229–230; as source of
data for assessment, 109

W
Walk-in-My-Shoes Myth, 13–14, 18
Washington, G., 66
Watson, T., 2, 129
Welch, J., 160
Wells, H. G., 171
Whitman, M., 3
Williams, V., 141
Wooden, J., 49
Woods, T., 2
Working with Emotional Intelligence

(Goleman), 119
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