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Welcome to yet another exciting edition of the International Coaching News (iCN) online 
magazine! For our 14th edition, our theme is 21st Century Leadership. This edition 

is loaded with content on a variety of relevant topics on the issues that come with the latest 
trends of executive coaching, career evolution, and developing in executive existence.
 
This is the first time that iCN will release a 2 part special edition. Due to an overflowing article 
submission, we cannot let our readers/subscribers not read these brilliant articles. Thus, we 
came up with the two volumes. 

For the 1st volume, ICN is proud to have collaborated with several renowned international 
columnists, expert coaches and best-selling authors to provide insights on 21st Century 
Leadership. In this edition look out for ‘The Changing Demands of Leadership in 
the 21st century, Is Coaching Keeping up?’ by Malcolm Nicholson from United 
Kingdom. In this article, Malcolm interviews notable business leaders to know their thoughts 
on the continuing changes of leadership. Another noteworthy article ‘The New Domain of 
Leadership’ by Floyd W. Carlson from USA, explains four traits that define a modern 
leader. ‘How to Coach Confidence in the 21st Century Leader’ by Karen Keller of 
USA, emphasizes that as a leadership coach, life coach, or consultant, you can help your clients 
build confidence and see increased influence and successful results. ‘Leading into the 4th 
Industrial Revolution: Thriving in the realities and challenges of the 21st century’ 
by Dr. Paddy Pampallis from South Africa, shares a map that can help us find our way by 
introducing a common language of a conceptual map that holds the multiple complexity of the 
lived experience of ‘all of us’! Each of our columnists, too numerous to mention, has taken some 
really interesting perspectives, and I would encourage a thorough read-through of this edition.
 

Just like all our other editions, this edition is not just an interesting read, but it 
provides  you with helpful coaching  tools, personal development ideas and 

professional development techniques to grow your business.
 
We appreciate your support and look forward to your feedback!

Message from the Division Head

Leeann
Leeann C. Naidoo

Division Head,  iCN Magazine

DISCLAIMER: 
Disclaimer: The views and opinions expressed in this magazine are those of the authors and do 
not necessarily reflect the official policy or position of the International Coaching News Magazine, 
or Noble Manhattan Coaching Ltd.

http://www.colour-coaching.com
malcolmnicholson
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Overall, my sense is that leaders are having to 
deal with the paradox of setting a direction whilst 
reacting to events and making up a lot as they 
go along, such is the speed of change. In other 
words what worked yesterday isn’t fitting the bill 
today. A leader said:

It’s a constant paradox: you’ve got to 

be transparent and show empathy. But 

also show clarity and direction. You 

have to be inclusive, but then implement 

ruthlessly. It’s very rarely you will get all 

this in one person!

Lets hear the thoughts of a couple of notable 
business leaders.

Ruby McGregor-Smith is the first Asian, 
female CEO of a FTSE 250 company and has 
been honoured with numerous awards, including 
a peerage. Ruby is CEO of Mitie, with revenues 
of £2 billion and around 70,000 employees. 
Ruby began by saying  “There are some aspects 
of leadership that I am particularly passionate 
about:

“Dealing with change and being brave. 
We are seeing now that change is a constant, and 
we have to embrace it. The UK has had its biggest 
recession since the depression. It has been a very 
difficult time for everyone, including leaders, 
who need to keep resilient and lead change whilst 
tackling poor performance. This environment 
requires some VERY tough decisions, but you 
just need to get on and do it.”

“People. I am genuinely passionate about 
providing the right environment for our people 
to flourish by providing opportunities to grow 
and succeed in their careers. Our ‘product’ is 
people – it’s all we have – and motivating them 
is critical, especially in some very challenging 
environments.

I’m also really passionate about culture and 
values. I think this is more important than ever, 
particularly in large peoples’ businesses. We must 
not tolerate bad behaviour or ever compromise 
on values. Engagement and communication 
is so important – people want to work for fun, 
approachable people.”

Speaking to leaders I’ve been hearing how different everything feels to even a decade ago. How 
does a C21st business leader navigate their business through such waters? 

The Changing Demands of Leadership 
in the 21st century.

Is Coaching Keeping up?
Malcolm Nicholson

– iCN Journalist (United Kingdom)

“

„ 

“Innovation. We operate in a highly competitive 
industry and we have to innovate constantly 
in order to stay ahead and succeed. All of our 
clients are under constant pressure and we need 
to continually respond to that, to find better and 
more efficient ways of working.”

“However, you can’t innovate if you don’t take 
risks and make decisions. You won’t always get it 
right, but it’s important to learn from mistakes. 
We also embrace technology and social media to 
find out what people think and to encourage that 
innovation.”

“Positivity and belief. When we set our 
targets, we don’t put a limit on how far we can 
grow. This is important for the organisation, but 
also for the people’s own ambitions and careers. 
The sky really is the limit.”

“Diversity. I’m naturally passionate about 
diversity in the broadest sense as having a 
talented and diverse workforce is critical to our 
success. We all need to push the boundaries and 
seriously need more female executives in the UK, 
the numbers are too low and it needs to change. 
The ethnic mix is even worse. It really is time 
for more change and I encourage people to take 
risks on people, or it won’t happen.”

“To maintain a strong pipeline of talent, we must 
remain flexible to people’s needs and support 
people through having children and other big 
changes in their careers.”

At Mitie we have a dedicated diversity board 
and an equality, diversity and inclusion policy 
to tackle and raise awareness of diversity related 
issues, having introduced initiatives to improve 
our culture for women and I’m delighted to 
say we have been a Times Top 50 Employer for 
Women for the last four years running.”

“These things will not change overnight, but 
there is a big generational change coming with a 
lot more women coming through at senior levels 
who will chair organisations one day, who will 
think automatically about gender balance and 
wider diversity balance.”

For another in depth perspective, I spoke to 
Toby Peyton-Jones, HR Director at Siemens 
UK & North West Europe.  “We are currently 
enabling an ‘Ownership Culture’ within the 
business. Historically, Siemens has been a 
complex, process orientated organisation that 
invents, designs and builds amazing engineering 
technology. However, for an exponentially 
accelerating world we have to be more fleet of 
foot, to drive ownership down the business and 
get people constantly asking “How would I act if 
this were my business?”

“We are looking for people to have the will 
(empowered to do the work themselves) the 
skills (the ability to do the job) and the tools (to 
be slick at doing the job). We have spent a lot 
of time working with the senior leaders in this 
culture. As you would expect, it’s the messy bits 
not the procedural/linear things that will make 
the most difference. There is a real need for the 
TOP of the organisation to live the new culture, 
to make sure that it creates a safe environment 
for people to take ownership and experiment. 
If people do not feel secure they will continue 
as normal and also become organisational 
guerrillas. This can be a big ask for people with 
linear logical brains and training.”

Coaching needs to help leaders make this shift. To 
enable them to see new ways of working, to ‘lead’ not 
‘manage’ (which is about power, money & status) and 
to handle multiple perspectives and issues. And often, 
to ‘let go’.”
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So, we are living in exponential times with 

business leaders facing new challenges more 

rapidly than ever before. How is leadership 

coaching responding?

I spoke to Andy Shenstone, Director of 
Consultancy and Business Development at the 
Leadership Foundation for Higher Education. 

“The unpredictability of the future for higher 

education has never been so great which 

makes the need for high quality leadership, 

governance and management development 

even more relevant and needed. More widely 

the Leadership Foundation is committed to a 

wide range of interventions improving diversity 

amongst women and black and minority ethnic 

employees - where frankly there remains much 

for the sector still to do.”

“Higher education leaders are required to work 

within a Distributed Leadership Model, to effect 
interdisciplinary collaboration. Consequently 

the needs to develop their interpersonal /

professional networks and to leverage key 

stakeholders and colleagues has become 

paramount in order to effectively drive forward 

change, projects and cross disciplinary benefits.”

“Given this complex context, it is perhaps no 

surprise that Coaching is very much ‘alive and 

kicking’. We frequently work with both academic 

and professional services staff at key stages in 

their careers and Coaching in this context is 

usually focused upon supporting individuals to 

develop as senior leaders.  As a result, it typically 

has a focus upon action, and establishes an 

expectation of movement and change; and of 

doing or thinking differently. We are frequently 

seeing the need to develop “T-shaped thinkers”, 

with deep mastery in a field, but also with skills 
of collaboration to work with others outside 

their discipline”. ( ref article). Overall, Coaching 

is certain to remain a key and growing element 

of our portfolio.”

Penna is a global people management business 

operating in the HR Services industry. Jane 
Emmanuel is their Head of Coaching and 

oversees the quality and standards of the coaching 

practice, so well positioned to comment on the 

issues facing C21st leaders and how coaching is 
addressing these.

Jane feels that coaching provides ‘space’ for 

creativity and strategic thinking which is 

essential for effective leadership. “It allows 

leaders to raise their self-awareness and explore 

the impact of their behaviours and style.  

Additionally, it supports them to progress their 

personal development for the benefit of their 
teams, stakeholders and organisation.”   

Jane feels that one of the key challenges facing 

leaders is Communication; the how, when and 

where. “Leadership has moved beyond Command 

and Control now, and the range of stakeholders 

of a business – which can be global, multicultural 

and spanning a real age range – means a leader 

has to not only choose the most appropriate style, 

but the most appropriate medium. Focusing on 

the qualitative element of communication is so 

fundamental to C21st leadership.”

“Emotional intelligence is hugely important; 

interpreting and managing personal impact and 

that of others.  Leaders who generate fear can 

shrink creativity and inhibit resourcefulness and 

yet may be unaware they are doing so’ .  This can 

lead to disruptive political games and defensive 

posturing. Coaching that is built on trust provides 

a safe environment to practice and develop EI.”

“We also see a need for this ‘enlightened 

leadership.’ By this I mean leaders who get the 

right people around them, who listen and are 

aware of themselves and of others. 

“The need to develop resilience and well being is 

another trend we are seeing. If people are burned 

out, they revert to a task focus (which they know 

well) and their powers of communication and 

persuasion weaken. Leaders need to be aware 

of the impact of stress on the organisation’s 

performance.” 

“Lastly, we are seeing that more leaders want to 

create a coaching culture to have the courageous 

conversations and clear, direct communications. 

It’s about valuing people’s potentials – to enable 

them to find the answers themselves.” 

“In terms of trends within coaching, more and 

more coaches are being trained, however, to 

have credibility with senior business people, 

coaches need a credible corporate background. 

Understanding the ‘language’ of the particular 

business is also important. Bigger organisations 

are being more professional in how they procure 

coaching. Many HR people are trained coaches 

now and are looking for more quality and rigour 

when engaging as well as the gathering of themes 

from coaching programmes.”

“Additionally, in terms of coaching approaches, I 

think that Neuro Science will play a more central 

role going forward.”

So, a broad range of issues, perspectives and 

input. What are the implications for leadership 

coaching going forward? Coaching is a relative 

newcomer to the professional services. There 

are discernible changes occurring in the 

industry already. Just as client businesses have 

to deliver more for less, coaching is seeing a 

similar pressure as coaching becomes more 

proceduralised and integrated into the fabric of 

leadership development. 

Whilst C level execs continue making their own 

decisions around their coaching requirements 

(mainly preferring external coaches), the 

increase in collaborative leadership means that 

HR departments are usually involved and/or 

run and own coaching programmes. Some look 

to deliver internal coaching where possible. This 

is sometimes driven by cost or the desire of HR 

departments to add value to the business partner 

model of HR service delivery. Rather tellingly, 

many tell me it is the part they enjoy most…

Research into Leadership coaching also 

shows a steady increase in senior team based 

coaching, though this is not somewhere for 

the inexperienced coach due to the greater 

complexity and scope for derailment.

Leadership coaching is very highly rated for its 

ability to insightfully raise coachee’s awareness 

of ingrained patterns of behaviour and provide 

challenging feedback. 
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So here is a paradox. As coaching matures 
and becomes more ‘standardised’, it, like the 
businesses it works with, needs to reinvent itself 
to keep pace with the new reality of the changing 
global economy. These changes have created a 
new set of demands on business leaders who 
must now manage and lead effectively across 
the simultaneous dimensions of time, distance, 
and culture. Because of the interaction of these 
three dimensions, leaders face a level of global 
complexity that has not been accounted for in 
traditional models of leadership development. 

 “What is missing (and this has been demonstrated 
in research) is that people who are running 
businesses at multiple levels do not have a global 
mindset. I.e. they are not sufficiently across the 
breadth of the business landscape in order to 
make sense of the kind of business situations in 
which they find themselves. An effective leader 
in global business environments has a capacity 
to deal with uncertainty, ambiguity, complexity, 
and paradox. My view is that the latter is critical 
because it is a core ingredient of the former, 
though not many execs or coaches realise that.”
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Coaching involvement 
in 21st Century 
LEADERSHIP
Barbara J. Cormack (France)

It is not leadership from any one person that is required; it is an aspect of leadership 
each of us summons from within. In this respect, the same qualities we have sought in 
one person can be found distributed among many people who learn, in the community, to 
exercise their “leadership” at appropriate moments. This occurs when people are vitally 
concerned about issues or when executing their responsibilities. Leadership thus becomes 
a rather fluid concept focusing on those behaviours which propel the work of the team 
forward.  John Nirenberg (1993) in the Framework research, undertaken by Michigan 
State University Extension in 1994.

What this means is that they have determined 
that leadership has moved from being individual-
centred to being more collective-centred, which 
moves from a packaged curriculum to an 
evolving, customised education process focused 
on building relationships.

The task force involved in this research concluded 
that the definition of 21st century leadership is 
holistic. Leadership is centred on teams rather 
than individuals, and that leadership engages 
each member of the team in heart, mind, spirit, 
and energy. They explain that the driving force of 
this definition is that (1) community, which is the 
heart of the team’s leadership, (2) vision, which 
engages the spirit, (3) learning, which stimulates 
the mind, and (4) action, which compels the 
energy.

This is fabulous news for all coaches as this gives 
coaching the opportunity it needs to get involved 
in the development of individual members of the 
leadership team, or with the team as a whole.

As someone who is a Professional or Accredited 
Coach with the IIC&M you will have the ideal 
qualifications to approach organisations. This 
task force defined seven action values:

1. Visioning Together.  
2. Leading Together.
3. Learning Together.
4. Building Community.
5. Developing Energy.
6. Acting Together.
7. Communicating.

Organisations often feel that a staff member 
has the leadership qualities or values, without 
appreciating that each person may have these 
qualities or values, may not have these qualities 
of values, or may have only a specific range of 
them. Coaches have the ability to instil the 
confidence in each person who has a position 
in the organisation’s leadership team, from the 
most senior to the team leaders, to a point where 
that individual exceeds their own expectations.
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