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ABSTRACT

It is the duty of the manager to keep operationming smoothly throughout the work day. The duiids
management have not changed nearly as drasticligeastyle in which a manager must perform thegmsl Probably
one of the most important aspects of this taskaisry the appropriate relationship with employe&asunselling can help
reduce frustration, by helping the employees tooshoa mature course of action to remove blockagesepting goal
accomplishment, or by helping them to reconcilenwfite reality. Counsellors will have to work witbth, the employee
and the Management. This task is obviously notthag is simple, nor is there one sure method tdémpnt to insure

fluidity.
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INTRODUCTION

Counselling is defined as discussion of an emotipnablem with an employee, with the general objecof
decreasing it. Counselling is a process throughclvione person helps another by purposeful convensah an
understanding atmosphere. It seeks to establiskl@ng relationship in which the one counseled eapress their
thoughts and feelings in such a way as to clahjirtown situation, come to terms with some neweegmce, see their
difficulty more objectively, and so face their ptelm with less anxiety and tension. Its basic puep@sto assist the

individual to make their own decision from among tihoices available to them.

Counselling is a discussion of an employee’s pmokileat usually has an emotional content to it,riheo to help
the employee cope with the situation better. Collingeseeks to improve employee’s mental healthodke feel
comfortable about themselves and about other pemmdeare able to meet the demands of life when #neyin good

mental health.

In an effective counselling, the feeling of botle tmanagers and the employees are to be considasadselling
is basically an act of communication. Most of tlielems which require counselling have some ematioantents. It is

an advice giving activity.
Vigilance in Counselling
A counsellor may:
» Identify himself with the counselee and help hingide, motivate him to do what is jointly decidedR O
» Do the most of the above but help him make up higlrto act as he thinks fit.

But in any case, in the counselling relationsHhi, fiollowing conditions are essential:
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e Counsellee should psychologically accept the cdlorse
e Counsellor must be able to listen well and commateieffectively.

* An atmosphere of trust and confidence.

Credibility & Sensitivity of the counsellor.
Time for Counselling
An employee should be counseled when he or shpdraenal problems that affect job performance.

Some signs of a troubled employee includes sudtiange of behavior, Preoccupation, Irritability, remsed

accidents, Increased fatigue, Excessive drinkirggiuged production, Waste, Difficulty in absorbingjring.
OBJECTIVE OF THE STUDY

The objective of this study is enhancing the rdieaunsellor in an organisation. This study alsoveh various
approaches which are helpful for the managers togmize the issues of employees related to work taed life.
Manager's role as a counsellor is to providing afgssional assistance to employees by using vaappsoaches and

types which are discussed in this study.
FUNCTIONS OF COUNSELLING

Whatever may be purpose of counselling, functidnsooinselling can be categorized into six majomaarehich

are detailed as follows:

» Exposé guidance:lt is the function of coaching by the counsellahio may be the immediate boss or a
professional. Here the counsellor listens to thebjgms of the employees and then guides them taiginé

direction.

» Reassurancelt is the function of restoring the confidencetloé employees, helping them to feel courageous, to

gain strength, and to develop positive thinking.

» Expounding the philosophy: It is the function of encouragement to the empésyto be rational and realistic.
Employees often lose their emotional balance incetieg their assignments and jobs, and hence commit
decisional errors. Helping them to be rational layifying their way of thinking, puts them backanthe realities

and enables them to achieve the results.

* Liberate emotional apprehension:lt is the process of relief from frustration andess. The counsellor allows
the employees to share their grief. In the prooédsharing, employees get relief from their emadiotensions.
This does not lead to a solution by itself, butriégaks the ice, allowing the counsellor to undexdthe possible

ways for solution.

e Sharing: It is a process of sharing the information and usid®ding, through upward and downward
communication. Upward communication flows from tbémployees, who bring their feelings and emotional
problems to the notice of the management. Downwardmunication flows from the counsellors, who hiklp

employees get an insight into the activities ofdhganization.
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Reorientation: It is a process of encouragement to bring intechalnges in goals, values, and mental models,

helping employees to leverage their strengths aladding against their weaknesses.

THE COUNSELLING PROCESS

Describe the changed behavior:Let the employee know that the organization isceoned with work
performance. The supervisor maintains work starglagdbeing consistent in dealing with troubled evypks.
Explain in very specific terms what the employeedsto do in order to perform up to the organizesio

expectations. Don’'t moralize. Restrict the confetiain to job performance.

Comment on changed behaviour:Get employee comments on the changed behaviorttendeason for it.
Confine any negative comments to the employee’sgetiormance. No need to diagnose; Listen and grote

confidentiality.

Agree on a solution: Emphasize confidentiality. Don’t be swayed or meikslby emotional please, sympathy
tactics, or “hard-luck” stories. Explain that goirigr help does not exclude the employee from stahda

disciplinary procedures and that it does not operdor for special privileges.

Commitment to change: Summarize and get a commitment to change. Seekndoment from the employee to

meet work standards and to get help, if necessgatly the problem.

Follow up: Once the problem is resolved and a productiveioglship is established, follow up is needed.

PERSONA OF A GOOD COUNSELLOR

The set of attitudes required for an efficient cerllor are: « Respect i.e. High esteem for humanitj,

recognition of a person’s freedom & rights andHait human potential to grow.« Sincerity, authehficUnderstanding

Objectivitye Maintaining confidentialitys Empathy¢on-judgmental approach towards the counselee.

The set of skills required for an efficient coutelares Decency skills i.e. social etiquettes, wamnanners

Excellent communication skills which also includnrverbal communication and listening skills.

THERE ARE FIVE MAIN COMPONENTS TO CONSIDER WHEN FOR MING AND GIVING
CONSTRUCTIVE FEEDBACK (ESTEP, 2004)

Consideration: Know that counsellor is addressing an issue thaldgeossibly hurt the feelings on the recipient.

Timing: There is a lot of truth in the old adage of “Thé&sea time and a place for everything.” If the s38
private, do not address it in a public setting. #iddally, it is better to give feedback as closethe time of

occurrence of the issue.

Obligation: Know that counsellor can only influence a persuot, force them to do something. If counsellor is

dealing with an employee, make sure that they kiliconsequences of not correcting the behavior

Readiness:Make sure that the recipient is in as close to deali emotional state as possible when giving

feedback. As the person issuing feedback, theeerised to have a clear head, try not to give feddlden
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angry or agitated.
» Clarity: This means making sure that the message convetiel @e received. It is good to ask questions.
APPROACHES TO COUNSELLING
There are three main approaches used by professimmaselors:
e Psychodynamic Approach to Counselling

Psychodynamic counselling evolved from the workSigmund Freud (1856-1939). During his career as a
medical doctor, Freud came across many patients sufiered from medical conditions which appearechéwe no
‘physical cause’. This led him to believe that dnigin of such illnesses lay in the unconsciousdrofthe patient. Freud's
work investigated the unconscious mind in ordeuriderstand his patients and assist in their headwgr time many of
Freud's original ideas have been adapted, develagiscegarded or even discredited, bringing aboanhyndifferent
schools of thought and practice. However, psychadyo counselling is based on Freud’s idea that knmwledge of

people and their problems is possible through alerstanding of particular areas of the human ntimeke areas are:

The Conscious- things that we are aware of, these could bénfgelor emotions, anger, sadness, grief, delight,
surprise, happiness, etc.

The Subconscious- these are things that are below our consciowmeavess but fairly easily accessible. For
example with appropriate questioning a past evdnthva client had forgotten about may be broughdkbiato the

conscious mind.

The Unconscious- is the area of the mind where memories have beppressed and is usually very difficult to
access. Such memories may include extremely tracirasénts that have been blocked off and requinéghly skilled
practitioner to help recover.

Humanistic Approach to Counselling

In contrast to the psychodynamic approach to cdlimgechildhood events and difficulties are novem the
same importance in the humanistic counselling m®célumanistic counselling recognizes the uniquerdsevery
individual. Humanistic counselling assumes thatrgmee has an innate capacity to grow emotionally psychologically
towards the goals of self-actualization and persanfillment. Humanistic counsellors work with theelief that it is not
life events that cause problems, but how the iddial experiences life events. The Humanistic apgrda counselling
encourages the client to learn to understand hayathe responses to life events can lead to psggicdl discomfort.
The approach aims for acceptance of both the negatid positive aspects of oneself.

Humanistic counsellors aim to help clients to erpltheir own thoughts and feelings and to worktbefr own
solutions to their problems. The American psychisipdCarl Rogers (1902-1987) developed one of thstrmommonly
used humanistic therapies, Client-Centred Coumsggllivhich encourages the client to concentrateaw they feel at the

present moment.
Behavioural Approach to Counselling

The Behavioural Approach to Counselling focusestlom assumption that the environment determines an
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individual's behaviour. How an individual resporidsa given situation is due to behaviour that hesnbreinforced as a
child. Behavioural therapies evolved from psychalabresearch and theories of learning concerndtl wbservable
behaviour, i.e. behaviour that can be objectivagwed and measured. Behaviourists believe that bleaaviour is

'learned' and, therefore, it can be unlearned.

The behavioural counsellor uses the skills of tistg, reflection and clarification, but rather thase them as a
process of revealing and clarifying the clientsughts and feelings, the skills would be used @bnthe counsellor to

make an assessment of all the factors relatingetahdesirable behaviour.

TYPES OF COUNSELLING

A counselling session must be planned and organideel type to counselling will generally fall sormesve on a

continuum between extremely directive and extremely-directive. The continuum looks something lilkis:
Extremely Extremely Directive

» Directive Counselling: In a directive counselling session, the managkestahe lead and does most of the
talking. These meetings are relatively brief cowgronly enough time to fully cover the counselliplgn. The
manager opens the session with a definition ofpttedlem which initiated the need for the counsglliNext,
manager should explain the effect of the problenacsomplishing the work of the unit. This should\pde the

employee with a clear understanding of how theoastf the employee are adversely affecting the&kwiait.

* Generally, this approach is used for conduct staatwhere the violation is straight forward and éxpectations
are clear. When using the directive approach, lavielp meeting is not necessary unless the conkastnot

improved and change has not occurred. A follow-getimg is usually needed for performance counggllin

» Non-Directive Counselling: This approach differs considerably from the disectpproach. The manager is still
in control, but the employee is responsible for mo€ the discussion. In this approach, the managest use
advanced counselling techniques to keep the emplagking about the problem, its causes, and plessib
solutions. This approach is normally used for penfance related counselling where the employeeiliadaor
nearly failing, one or more critical elements oé thosition. Manager must keep the pressure on rtiogee
since performance problems are primarily that efémployee, not the supervisor. When using thedi@ctive

approach, manager need patience for the procegsrio

* Co-operative Counselling:It uses the co-operative efforts of both the collmsand counselee. It is a mutual
counsellor —counsellee relationship that estaldigto-operative exchange of ideas to help solveuasmlee’s
problems. Here, both the counsellor and the coletsalevelop close mental relationships, exchangasd
feelings, knowledge, and information, to overcorhe problem of the counselee. Since the possiblgisol

inputs are also collected from the counselee.

In organizations, managers have to adopt suitaypest of counselling depending on the reasons, type

employees for whom the counselling is intended, tardunderlying situation that prevails at a paitc point of time.
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CONCLUSIONS

Counselling will not correct every situation. Maeagwill correct the majority of issues with one two
counselling sessions, but manager will not be ssfakin all cases. Some cases will progress toiplisary action or a
performance-improvement period before getting tigleyee’s attention. Counselling takes time andepat, especially
performance-based counselling. A well-executed selling session occurs because the manager has tlaketime to
plan the session and conduct it. Unless the sessi@xtremely directive, it will take time to dissu all issues in
counselling plan and give the employee an oppdstuni respond. After the session, documentatioesgential. While
counselling, the employer or manager shows thatcéwes and has concern. Counselling service cangeham
organization’s culture because it introduces a#téve ways and perspectives of working with peopiewing people in

relation to organization and each other.
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