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MESSAGE FROM THE DIVISION HEAD

Leeann C. Naidoo
Division Head, iCN Magazine

Welcome to another exciting edition of the International 
Coaching News (iCN) online magazine! 

Our 24th edition, is themed Relationship Coaching, inspired by 
coaches to guide coachees to explore personal insight, handling 
relationships with oneself & to others, generate new solutions 
and/or overcome inner and outer obstacles.

This edition is rich in content on a variety of related topics 
such as personal relationships, business relationships, conflict 
management & resolutions, tips & techniques used by seasoned 
coaches, to aid your coaching profession.

In this 24th edition, look out for the article ‘Enhance Your 
Emotional Well Being with One Life-Changing Practice’ by 
Jackie Woodside from USA. In this article, Jackie discusses 
how to amplify your wellbeing with a transformative method. 
Another noteworthy article ‘Relationship Coaching in the 
Work Environment’ by iCN Journalist from UK Malcolm 
Nicholson. Malcolm thoroughly discusses ways & materials 
to use to support workplace coaching. ‘Conflict Resolution 
- Negotiations and Problem-Solving’ by Gary Gasaway. In 
this article Gary shares the tools to successful negotiations and 
problem-solving in two individuals or with conflict in a group or 
team of people. ‘Coaching Entrepreneurial Couples with NLP 
A Premium NLP Program’ by Alina Tudorache from Romania, 
where she enumerates the benefits of NLP Coaching Program:  
Secret Tactics for Entrepreneurial Couples - NLP Mind Hacks©.

Each of our columnists, too numerous to mention individually, 
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 personal development 
ideas and professional development techniques to grow your 
business and improves lifestyle. I hope you enjoy this issue and 
do let us know if there are any topics you’d like to see covered 
in the future.

Leeann

pinterest.com/icnonline/pins/

twitter.com/ICN_online

fb.com/internationalcoachingnews

https://www.pinterest.com/icnonline/pins/
https://twitter.com/ICN_online
https://www.facebook.com/internationalcoachingnews
http://www.coachvantage.com
Malcolm Nicholson
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For a large part of the global population, work has become one of the most all-consuming 
elements of human endeavour in the late C20th early C21st. Interpersonal relationships within 
the individual’s microclimate of the work environment are consequently imbued with a great 
deal of significance, as a result of the importance we place on our work and our identity within 
it. Indeed the quality of certain relationships can affect the course of an organisation, as they 
can influence leadership decisions, customer relationships, business acquisition and deployment 
to interdepartmental relationships.

Relationship coaching is traditionally associated 
with Life Coaching, but is variously relabelled 
in business coaching, including communication 
skills and conflict handling. Just as the family 
unit over the last few decades has become more 
complex than ever before, so have organisations. 
A two thousand year old command and control 
pyramid dating back to the Roman army is being 
swept aside with multi-dimensional, complex 
and often paradoxical working relationships. As 
each extended step family has to create its own 
rules, so organisations have to create their own 
rules and values.

If, as the saying goes, you can choose your 
friends, but you can’t choose your family, then 
it is even more difficult and complex to choose 
the relationships you have at work. Take one 
example. There is a truism that ‘People join 
companies but leave their managers’, reaffirming 
that the relationship with your boss can be one of 
the most important in your life.

My work with several international boards around 
the world is evidencing that we have to learn to 
work with far more multiple memberships of 
groups as work relationships have to take into 
account a greatly diversifying set of colleagues. 
(See [1] below under ‘What are the implications 
for Coaches?) 

We are hard wired to be tribal (if in any doubt 
about this go along to a football match one 
Saturday afternoon). The paradox at work is 
‘which tribe do I belong to?’ or ‘with whom 
do I identify?’… This ranges from geographic 
proximity like work area, floors of an office, 
office locations and national boundaries. Add 
on to this the role dimension - exec member, 
function head/member, departmental head/
member, regional head/member; pile on top of 
this relationship question like ‘How do I work or 
manage remotely?’ If riven with internal politics, 
the canny chief executive or leader will often 
utilise tribalism and shift the tribal frame and 
go to the age old unifier of the external enemy 
of competitive organisations, or more recently, 
regulatory bodies.[2]

Relationship Coaching
in the Work Environment

by Malcolm Nicholson iCN Journalist (UK)

The globalising of trade and employment 
markets means that the more frequently people 
are working side by side with colleagues from 
other parts of the same country and often 
with international colleagues. This can bring 
many unspoken relationship issues, especially 
as social and cultural norms for very many 
people are shaped by their family and a narrow 
geographically based socioeconomic group. (For 
example; The esteem with which a manager is 
held will vary from person to person, let alone 
other countries) And that is just within the 
company. We have not even considered the 
competition, customers or concepts like co-
opetition yet! It is certainly unclear how well 
leaders, let alone employees, are equipped for 
working in such complex environments.

We like certainty, but now need to deal with 
the often paradoxical or conflicting meeting of 
social, religious and cultural influences which 
are all happening at different levels and ways.

Culture provides a group with a shared reality. In 
many areas, our shared reality – and consequently 
the nature and quality of relationships - at 
work is evolving far more rapidly than we are 
coping with.[3] For many, bewilderment at the 
degree and speed of change is being seen in the 
resurgence of right wing authoritarian, nativist 
and illiberal politics around the globe as people 
look for certainty. 

An inevitable bi-product of relationships and 
having people in close proximity is some form 
of conflict. Accepted norms vary significantly 
by geographical region as well as industry. 
Disagreements in a dispatch yard tend to be 
handled differently to those in the Bishop’s 
office…[4]

People need boundaries to understand what are 
acceptable and appropriate behaviours. Most 
organisations claim to be values based. Few 
stick by those values when ‘no one is looking’.  
Adherence to the values -as opposed to lip 
service - can have significant issues around trust 
and relationships. [5] 

Coaches today need to help coachees look at 
their resilience and wellness we need the energy 
& resilience to function with long term and 
consistent background levels of pressure that 
cause stress [6]

What are the implications for Coaches?

So, work relationships are becoming more 
complex. This requires an equivalent or greater 
increase in the depth of a coach’s toolkit and 
approach and this will be de rigueur as the 
complexity of relationships at work continues 
apace. 

Challenging questions enable a coach to shine 
a light into the dark corners. It is crucial that 
people – especially those responsible for others 
- are aware of the shadow they cast. In other 
words, it begins with self-awareness and taking 
responsibility for the emotional wake. Carl Jung 
said ‘Everyone carries a shadow and the less it is 
embodied in the individual's conscious life, the 
blacker and denser it is.’ Without this external 
light, work environments face becoming toxic 
and potentially divisive, increasing power 
struggles and polarising the organisation. 

For those coaches seeking a nuanced repertoire 
of responses, the Routledge Companion to 
International Business Coaching (Moral, M 
& Abbott G. [Editors] (2011) ‘The Routledge 
Companion to International Business Coaching’ 
New York. Routledge provides a significant 
body of material that can be used in workplace 
coaching.
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Intercultural relationships are not 
just about the ‘hard stuff’ - the rituals 
of behaviours. Far more profound 

and needing greater awareness are the ‘below 
the waterline’ issues around thinking styles, 
hierarchy, respect for leaders/elders, formality. 
A good introduction to this is the work of Gert 
Hofstede. See ‘Cultures and Organisations: 
Software of the Mind’ 2010 Hostede G. et al. 
There is also a useful app based on Hofstede’s 
work. See also Phiippe Rosinski https://www.
philrosinski.com

There is great scope for the coach to examine the 
coachee’s self-awareness and cultural awareness 
and the impact it has on working relationships.

In team coaching, coaches could 
examine the degree of ‘belonging’ that 
members feel to a certain team. For 

example, do they identify with their geography, 
their function, the leadership team, etc. This then 
provides scope to examine whether that degree 
of identification is appropriate for that role and 
provide openings to challenge these assumptions 
and the consequent potential barriers to peer 
relationships.

People working in complex organisations 
today have to develop a greater degree 
of curiosity than previous generations, 

who were often screened behind the walls of 
localisation, and the subsequent reinforcing 
of the local Geo-and ethnic culture. In order to 
maintain successful careers, individuals need to 
unlearn and become curious – a great area for 
coaches to work in. 

Helping individuals understand 
their conflict handling styles 
increases their self awareness, a key 

component in developing relationships in 
complex environments. See: http://www.
kilmanndiagnostics.com for a good opening to 
the coaching conversation.

We often lose sight of the fact that the 
majority of organisations are directing 
human endeavour to make money or 

provide a public service. Consequently, these 
organisations are inherently sociopathic. It 
is only the implementation of behavioural 
psychology in the knowledge worker economy 
relatively recently in human organisational 
history that has questioned command and 
control and hierarchical relationships and 
considered how to get more from people by 
engagement. Helping coachees accept this may 
help them to function in a way that is optimum 
for them and opens a deeper level of meaningful 
coaching conversation.  

h t t p s : / / w w w . b b c . c o . u k / n e w s /
education-39444997 Sleep loss 'starts 
arguments at work'. In order to increase 

their level of impact and richness of dialogue, 
coaches must expand their repertoire to talk 
about work life balance; this is a real example 
of where awareness can create a compelling 
coaching conversation to help change people’s 
routines.

The current workplace provides individuals 
with unprecedented challenges. Coaches must 
ensure that they are adding value for money by 
staying one step ahead. This includes tools and 
techniques, like those suggested above, but also 
a fundamental boldness to examine their own 
approach. Coaches time would be well spent 
reflecting on the implications for their practice 
discussed in Paul Lawrence & Allen Moore’s 
excellent book Coaching in Three Dimensions 
Publisher Publisher Taylor & Francis Inc

Every human has four endowments 
– self-awareness, conscience, 
independent will and
creative imagination.
These give us the ultimate
human freedom... 
The power to choose,
to respond, to change.

- Stephen R. Covey

'

' 

How Emotionally Tough Are You?
by Barbara Roux-Levrat (Switzerland)

How do you react when you miss your train? Or lose your Ray Bans? Or are facing bankruptcy? 
Do you immediately get angry? Like: ‘Life, can you give me a freaking break?!?!’ Or do you feel 
sad, like: ‘What a loser, you can’t even catch the right train!’ Or do you have suicidal thoughts? 
How easily do you lose your peace and joy?

That’s the best way to know how emotionally 
tough you are. Or are not. Going into sadness and 
self-pity reveals that you are operating under a 
victim mentality: ‘the world is out to get me and 
I can’t even manage the most simple things. Poor 
me… :( ‘ Going into anger is an indication that 
you feel entitled: ‘the world/God/the universe 
owes me and that bastard’s not delivering…! 
Arghhh!’ Both of these emotions - or attitudes 
- make our situations worse and rob us of our 
capacity to solve problems. 

Emotional strength does not mean that we have 
no emotions. Definitely not. In fact, individuals 
who are afraid to face their own emotions escape 
into a fantasy reality by becoming addicted 
to drugs, alcohol, entertainment, food, work, 
sleep… anything to numb their feelings and take 
their minds away from the unpleasant reality 
they feel incapable of handling. In other words, 
emotions are a necessary part of life. You could 
call them the entertainment of life! 

Too much entertainment, however, leads to 
chaos! When we find that our emotions are too 
easily triggered, we end up in an emotional roller 
coaster - shifting quickly between emotions all 
triggered by outer events, many of them outside 
of our control. One minute we are ecstatic 
because our team won the football match; the 
next minute we feel like sh*t because we spilled 
some milk on the floor. These ups and downs 
robs us of energy, life, and opportunities.  

So, what does emotional strength look like? 
Being emotionally strong means that we are 
neither dominated by our emotions nor afraid 
of them. Instead, we are emotionally strong 
when we are fully aware of our emotions and can 
decide when and where to release them and in 
what proportion. 

For instance, we might let out a sigh of frustration 
upon missing our train, but do not let it go further 
than that and can quickly shift into a problem-
solving attitude. 

However, when confronted with the death of 
a loved one, the demise of our marriage or our 
childhood traumas, we allow ourselves the 
necessary time and intensity to mourn our loss - 
without any shame. On the contrary, we dare to 
show our vulnerability. 

In practice, we can build our emotional strength 
through a 3-step process. I invite you to do this 
exercise with me right now: think of a difficult 
situation that you are facing in your life. Now go 
through these steps with me: 

Firstly, shift into an attitude/emotion of 
acceptance. Accept with all your heart that life 
is not perfect and that we will all face challenges 
in our lives. All of us. You are not a victim, you 
are not the only one facing difficulty, you didn’t 
get the worst lot in life. You are just a normal 
human being. 

https://www.philrosinski.com
https://www.philrosinski.com
https://www.bbc.co.uk/news/education-39444997
https://www.bbc.co.uk/news/education-39444997
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