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WORKPLACE: 

A workplace or place of employment is a location where people perform tasks, jobs and             

projects for their employer. Types of workplaces vary across industries and can be inside a               

building or outdoors. Workplaces can be mobile, and some people may work in different            

locations on various days. 

Organization refers to a collection of people, who are involved in pursuing defined            

objectives. It can also be referred as the second most important managerial function, that              

coordinates the work of employees, procures resources and combines the two, in pursuance             

of company's goals. 

 

COUNSELLING: 

According to the American Counseling Association, counseling is defined as, "a professional            

relationship that empowers diverse individuals, families, and groups to accomplish mental           

health, wellness, education, and career goals." Counseling involves helping people make           

needed changes in ways of thinking, feeling, and behaving, and is a goal-based collaborative              

process, involving a non-judgmental, supportive counselor who works with a client in telling             

his or her story, setting viable goals, and developing strategies and plans necessary to              

accomplish these goals. For some people this process takes a small amount of time, in some                

cases as little as one or two sessions; for others, the process may last longer. 

Harriman-Counselling is the psychotherapeutic relationship in which an individual receives          

direct help from an adviser or finds an opportunity to release negative feelings and thus clear                

the way for positive growth in personality.” 

WORK PLACE COUNSELLING: 

Workplace counselling is a way to help your employees. These specialist resources are             

independent of the workplace and are a way to assist with sorting things out before they lead                 

to potential disciplinary issues. It is often described as employee counselling. 

Employee counselling can go a long way in helping employees face their day-to-day             

problems more effectively and deal with stress in a better manner. It helps them to take                

increased control over their job and life and maintain a healthy balance between work and               

personal life. 

https://www.healthassured.org/blog/employee-counselling-can-advantageous/


 
 

Counselling helps the organization to identify the problem areas at the earliest and handle              

them before they blow out of proportion. Workplace stress and anxiety can affect the mental               

health, productivity and behaviour of the employees. Counselling is necessary to manage the             

stress so that the productivity and efficiency of the employees is maintained. 

Counselling also addresses the psychological and behavioural issues of the employees,           

thereby helping them to become better human beings who are more loyal and enthusiastic              

about their workplace commitments. 

Employee Counselling is based on the premise that employee performance can be enhanced            

if the employee is properly counselled by skilled managers. Employee Counselling is defined           

as working to help poor or underperforming employees improve and therefore it is vital to               

have an effective and well-documented counselling for two important reasons – firstly to             

improve performance and secondly to serve as support and possible evidence for subsequent             

termination if the employee fails to improve. 

Managers frequently identify counselling as a task that they have trouble implementing. For             

successful counselling it is important to win the employee’s confidence that change is             

needed, identify the problem, agree to specific actions the employee would take, providing             

regular feedback and recognizing improvements. Counselling helps in improving employee          

performance when applied properly and at the appropriate time. 

Employee counselling is a vital part of performance review and potential appraisal, if these              

are to achieve their basic purpose of helping employees to improve and develop. Unless              

carefully and sensitively handled, employees may become more dissatisfied after the           

counselling than before. 

Counselling is described as the help provided by the supervisor to the subordinates in              

analysing their performance and other behaviours on the job, in order to improve their              

performance. Counselling is also used sometimes in the sense of coaching and reviewing             

one’s performance. Such a review identifies not only the potential for development but also              

the training needs for further improvements.  

Employee counselling is a method of understanding and helping individuals who have            

technical, personal and emotional adjustment problems interfering with their work          

performance. 

The personal adjustment of an employee is often improved when he is able to obtain               

information that he needs for reaching an intelligent solution to his problems or when he is                



 
 

able to express his feelings without fear of reprisal. Counselling is a sophisticated form of               

communication in which attempts are focused to maintain constructive attitudes. 

Viewed in this manner, counselling has been practised in one from or the other since the                

evolution of mankind. In every field which requires dealing with people, counselling is             

essential. The origin of counselling as a scientific procedure can be traced back to the               

psychoanalytical method of Freud and client – centred counselling method of Carl Rogers             

used in therapeutic setting. 

Though counselling in the context of employment is different from counselling in a             

therapeutic setting, what is commonly applicable to both is a strong relationship between the              

client and the counsellor by developing and expressing attitudes of congruence, acceptance            

and empathy by the counsellor. These attitudes must have been experienced by a client and               

he must feel that he is psychologically well received by the counsellor. 

The counselling activity in industries may be said to have emerged from the founding stages               

of the human relatives movement when the Hawthorn Plant of the Western Electric Company              

in Chicago installed a personnel counselling programme that utilized special rules for            

interviewing derived from the need of eliciting from the employees matters of emotional             

significance to them. 

Since then, counselling in industries has been found to be useful and of special assistance in                

alleviating attitudes that are detrimental to both the employee and the organization. At             

present, counselling in industries can be thought of as a type of interview in which attention                

is focused on the individual’s feelings and attitudes towards a problem area and in which an                

attempt is made to help the person to reach a satisfactory solution to his problem. 

Counselling in industries is a special method of problem solving which adopts the perspective              

that people can think well when they think aloud with someone else who will question their                

thoughts, help them to clarify their thoughts and help to start the process of generating               

solutions or managing situations more effectively. 

 

CONCEPT OF WORKPLACE / EMPLOYEE COUNSELLING: 

 

Counselling is a two-way process in which a counsellor provides help to the workers by way                

of advice and guidance. There are many occasions in work situations when a worker feels the                

need for guidance and counselling. The term ‘counselling’ refers to the help given by a               

superior to his subordinate in improving the latter’s performance. 



 
 

It is a process of helping the employees to achieve better adjustment with his work               

environment to behave as a psychologically mature individual, and help in achieving a better              

under-standing with others so that his dealings with them can be effective and purposeful.              

Thus, the basic objective of counselling is overall development of the employee. 

According to Keith Davis – Employee counselling involves a discussion of an emotional            

problem with an employee with the general objective of decreasing it. 

This definition has three concept: 

(i) Counselling deals with emotional problems. 

(ii) Counselling involves discussion i.e., it is an act of communication. Successful counselling             

depends on communication skills, primarily face- to-face, by which one person’s emotions            

can be shared with another. 

(iii) The general objective of counselling is to understand and/or decrease an employee’s             

emotional disorder. If two individuals merely discuss an emotional problem of either of them,              

a social relationship may be established, but hardly a counselling one, because intent is not               

there. For counselling to exist, an employee must be seeking an understanding or help and/or               

the other (known as counsellor) must be offering it. 

 

NEED FOR WORKPLACE COUNSELLING: 

Employees undergo tremendous stress of completing the targets, work-load, meeting          

deadlines, relations with subordinates or colleagues, work-life balance, lack of time and            

higher responsibility. Employees face through the stress of completing the targets, work-load,            

meeting deadlines, relations with subordinates or colleagues, work-life balance, lack of time           

and higher responsibility.Counselling helps the employees to come out from the problems,            

gives a new way to deal with the problems. Counselling shows how much the employer care                

for the employee. Counselling may help to identify the employee the work related problems              

and the poor performance. 

 

Therefore, following are some of the reasons as to why there should be counselling at work                

places: 

1. There is a need for the employees to come out from the problems, gives a new way to deal                    

with the problems. 

2. The employees need to know as to how much the employer care for the employee. 

https://surejob.in/work-life-balance.html


 
 

3. There is also a need to identify the work related problems and the poor performance. 

4. There is a need to increase the productivity of employee and the confidence about the                

work. 

 

 

● It provides a safe space for employees to voice concerns or talk about issues that               

could be holding them back. 

● It helps to foster a culture of learning and co-operation—knowing that issues can at              

least be discussed, if not solved, lets people try things together. 

● Employee performance improves when problems are easier to work out. 

● Absenteeism, employee turnover and general atmosphere are improved—especially        

when problematic behaviour can be addressed sensitively. 

OBJECTIVES OF EMPLOYEE COUNSELLING: 

● The objectives of employee counselling are multidimensional and all concerned          

parties are benefitted due to employees counselling. The parties involved in benefits            

from employee counselling are employee, family member, peers, subordinates,         

seniors, organisation and society as a whole. 

● Due to this the popularity of employee counselling is increasing day-by-day in            

corporate section and mainly in medium and large sizes of organisations. The role of              

employee counselling in future will be more important. 

● The objectives of counselling could be stated as follows: 

● (i) Counselling is an exchange of ideas and feelings between two persons. 

● (ii) It is concerned with both personal and work problems. 



 
 

● (iii) Counselling may be performed by both professionals and non-professionals. 

● (iv) Counselling is usually confidential so as to have free talk and discussion. 

● (v) It tries to improve organisational performance by helping the employees to cope             

with their problems. 

i. Helping employees to realize their potential. 

ii. Helping employees to understand their strengths and weaknesses. 

iii. Providing employees an opportunity to acquire more insight into their behaviour and             

analyse the dynamics of such behaviour. 

      iv. Helping employees to have a better understanding of the environment. 

v. Increasing personal and interpersonal effectiveness through effective feedback. 

vi. Encouraging employees to set goals for further improvement; and 

vii. Providing employees an atmosphere for sharing and discussing their tension,           

conflicts, concerns, and problems. 

In an organizational setup, the trusting relationship with the supervisors is known as a              

dyadic relationship but the dyad need not always be the subordinate’s supervisor. He/she             

may be his/her mentor with whom the subordinate has developed a trusting relationship             

which nurture, support, and guide him/her. 

The concept of mentoring relates to emotional support and guidance usually given by a              

senior person to a younger one known as protege. Both counselling and mentoring             

involve help and support by a senior person to a younger one. 

The three basic ingredients of the process are: 

i. Communication 

ii. Empowering, and 

iii. Helping. 



 
 

Communication involves receiving messages (listening), giving messages (responding),        

and giving feedback. The counsellor or the mentor does all these. The process of              

empowering enables the other person to exercise more autonomy, providing positive           

reinforcement so that the desirable behaviour is further strengthened and creates           

conditions in which the person is able to learn from the behaviour of the mentor. Finally,                

helping primarily involves identification of the developmental needs of the person being            

counselled so that he/she may be able to develop and increase his/her effectiveness. 

 

EMPLOYEE COUNSELLING TYPES: 

Effectiveness of counselling largely depends on the methods and techniques as well as the              

skills used by the counsellor. Methods and techniques of counselling change from person to              

person and from situation to situation. 

Normally employee counselling involves the following types: 

1. Directive Counselling, 

2. Nondirective Counselling, 

3. Cooperative Counselling, 

4. Participative Counselling, 

5. Desensitization, 

6. Catharsis, 

7. Insight, and 

8. Developing the new patterns. 

 

Directive Counselling: 

It is full counselling. It is the process of listening to an employee’s problem, deciding with                

the employee what should be done and telling and motivating the employee to do it. This type                 

of counselling mostly does the function of advice, reassurance and communication. It may             

also perform other functions of counselling. 

It centers on the counsellor. The counsellor, after hearing the problems of an employee,              

decides what should be done and gives advice and suggestion to him to resolve the problem.                

But directive counselling seldom succeeds, as people do not wish to take up advice normally,               

no matter how good it might be. 



 
 

 

Non-Directive Counselling: 

It is the process of skilfully listening to the emotional problems of an employee, understand               

him/her and determine the course of action to be adopted to resolve his problem. It focuses on                 

the counselee hence it is called ‘client centered’ counselling. Professional counsellors usually            

adopt this method of counselling. The unique advantage of this type of counselling is its               

ability to cause the employees reorientation. The main stress is to ‘change’ the person instead               

of dealing with his immediate problem only. 

The non-directive counsellor deals with respect the person so affected. He takes the person as               

best to solve his own problems and he facilitates the person to reach his goal. 

In non-directive counselling, the employee is permitted to have maximum freedom in            

determining the course of the interview. It is the process of skilfully listening and              

encouraging a counselee to explain troublesome problems, understand them and determine           

appropriate solutions. Fundamentally, the approach is to listen, with understanding and           

without criticism or appraisal, to the problem as it is described by the employee. 

The employee is encouraged, through the manager’s attitude and reaction to what is said or               

not said, to express feelings without fear of shame, embarrassment, or reprisal. The free              

expression that is encouraged in the non-directive approach tends to reduce tensions and             

frustrations. The employee who has had an opportunity to release pent-up feelings is usually              

in a better position to view the problem more objectively and with a problem-solving attitude. 

 

Cooperative Counselling: 

Is the process in which both the councillor and client mutually cooperate to solve the               

problems of the client. It is not neither wholly client centered nor wholly counsellor centered               

but it is centered both councillor and client equally. It is defined as mutual discussion of an                 

employee’s emotional problem to set up conditions and plans of actions that will remedy it.               

This form of counselling appears to be more suitable to managerial attitude and temperament              

in our country. 

Among the three from of counselling, the advice offered in directive counselling considers             

the surface crises; the nondirective counselling goes to the underlining cause, the real crisis              

that leads the employee to understand his problem. It is thus suggested that nondirective to               

counselling is, probably, the best among the three forms. 

In attempting to help an employee who has a problem, a variety of counselling approaches               

are used. All of these counselling approaches, however, depend on active listening.            



 
 

Sometimes the mere furnishing of information or advice may be the solution to what at first                

appeared to be a knotty problem. 

More frequently, however, the problem cannot be solved easily because of frustrations or             

conflicts that are accompanied by strong feelings such as fear, confusion, or hostility. A              

manager, therefore, needs to learn to use whatever approach appears to be suitable at the               

time. Flexibility is a key component of the employee counselling process. 

Participative Counselling: 

Both directive and non-directive methods suffer from limitations. While the former is often             

not accepted by independent employees, the latter needs professionals to operate and hence is              

costly. Hence, the counselling used in most situations is in between these two. This middle               

path is known as participative counselling. 

Participative is a counsellor-counselee relationship that establishes a cooperative exchange of           

ideas to help solve an employee’s problems. It is neither wholly counsellor centered nor              

wholly counselee-centered. Counsellor and counselee mutually apply their different         

knowledge, perceptions, skills, perspectives and values to problem into the problems and find             

solutions. 

 

Desensitization: 

According to Desensitization, once an individual is shocked in a particular situation, he/she             

gives himself/herself no chance for the situation to recur. This method can be used to               
 overcome avoidance reactions, so as to improve the emotional weak spots. If an employee is              

once shocked by the behavior, approach or action of his superior, he would continue to avoid               

that superior. 

It is difficult for such superiors to be effective counsellors, unless such superiors prove              

otherwise through their behavior or action on the contrary. Similarly, once an employee is              

shocked by a particular situation, he can be brought back to that situation only if he will be                  

convinced through desensitization that the shock will not to take place further. Counsellor can              

make use of desensitization in such situations. 

 

Catharsis: 

Discharge of emotional tensions can be called catharsis. A Catharsis is an emotional             

discharge through which one can achieve a state of moral or spiritual renewal or achieve a                

state of liberation from anxiety and stress. 

Catharsis is a Greek word and it means cleansing. 



 
 

Emotional tensions can be discharged by talking them out or by relieving of the painful               

experience which engendered them. It is an important technique as a means of reducing the               

tensions associated with anxiety, fear, hostility, or guilt. Catharsis helps to gain insight into              

the ways an emotional trauma has been affecting the behaviour. 

Originally, the term was used as a metaphor in Poetics by Aristotle to explain the impact of                 

tragedy on the audiences. 

The most common interpretation of the term ‘Catharsis’ is purgation and purification, and are              

still widely used. The most recent interpretation of the term catharsis is “intellectual            

clarification” 

 

Insight: 

Founded by Sigmund Freud, psychoanalysis or insight delves deep into an employee’s past             

and brings to light past experiences and current unconscious thoughts and behaviours of the              

employee, that are believed to be the cause of their current problems. Specifically, it targets               

how inner drives such as the id, superego, and ego conflict with outside pressures such as                

cultural or religious obligations. 

Insight is the ability to acquire a new accurate awareness or comprehension about a thing or                

person. Insight therapy is a type of therapy that helps the employee to understand how events                

in the past are negatively influencing the current thoughts, emotions, and behaviours. This             

type of treatment can be quite empowering for employees, because it is identifying the source               

of their problems. Identifying the reasons for low self-esteem, insecurity, depression, anxiety,            

etc., is the first step towards resolving those conflicts and issues. 

With the help of insight one may find that he/she has devalued himself/herself unnecessarily,              

or his/her aspirations were unrealistic, or that his/her childish interpretation of an event was              

inaccurate. Then he/she can overcome the weakness. 

 

Developing the New Patterns: 

Developing new patterns becomes very often necessary when other methods to deal with             

weak spots remain ineffective. In order to develop new, more satisfying emotional reactions,             

the individual needs to expose himself to situations where he can experience positive             

feelings. The manager who deals with such individuals may motivate or instigate them to put               

themselves into such situations, so that their self-confidence may increase. 



 
 

Every counsellor must concentrate his/her full attention on two aspects viz., using of             

assessment tools, and utilizing counselling methods, choice of which differs from person to             

person, situation to situation, and from case to case. 

i. The id represents a constant in the personality as it is always present. Fraud saw sexual                 

energy as the only id, however, Freud added another instinct to the id Thanatos – the death                 

instinct. The id is unconscious by definition – “It is the dark, inaccessible part of our                

personality”. It is filled with energy reaching it from the instincts, but it has no organization,                

produces no collective will, but only a striving to bring about the satisfaction of the               

instinctual needs and is based on the ‘pleasure principle’. 

ii. The ego is the surface of the personality; the part one usually shows the world. The ego is                   

governed by the ‘reality principle’, or a practical approach to the world. It seeks to turn the                 

id’s drive to behavior which brings benefits in the long term rather than grief. Conscious               

awareness resides in the ego, although not all of the operations of the ego are conscious. 

iii. The Super-ego aims for perfection. It comprises that part of the personality, mainly              

unconscious, which includes the individual’s ego ideals, spiritual goals, and conscience, that            

criticizes and prohibits his or her drives, fantasies, feelings, and actions. 

“The Super-ego can be thought of as a type of conscience that punishes misbehaviour with               

feelings of guilt.” For example – having extra-marital affairs. 

 

EMPLOYEE COUNSELLING – PROCESS: 

● Rapport Building,  

● Exploration and  

● Action Planning 

Counselling, basically, is to help the employee grow and develop in the organization. An              

effective counsellor is one who helps employees to make them aware of their strengths and               

weaknesses and to improve upon them. Through mutuality, he/she helps the employee to             

develop providing them the proper emotional climate. 

Mutuality involves working together with the employees and developing future plans of            

action for their growth in the organization. Counselling requires certain interpersonal skills            

which can be acquired easily if a person is genuinely interested in developing his/her              

subordinates. Such skills are important at the time of potential appraisal and performance             

review. 



 
 

The counselling process has three important phases: 

(1) Rapport building 

(2) Exploration, and 

(3) Action planning. 

1. Rapport Building: 

Rapport building is essential for any effective counselling outcome. In this phase, a good              

counsellor attempts to establish a climate of acceptance, warmth, support, openness, and            

mutuality. He/she does this by listening to the employees’ problems and feeling, by             

communicating his/her understanding to the employees, and by expressing a genuineness of            

interest in them. 

2. Exploration: 

In the exploration phase, besides accepting the employees, listening to them, and establishing             

a climate of openness, the counsellor attempts to understand as well as help the employees               

understand their own situational strengths, weaknesses, problems, and needs. Counselling          

skills lie in this. 

3. Action Planning: 

In the action planning stage, the counsellor and the employee jointly workout or plan specific               

action steps for the development of the employee. 

STEPS-WORKPLACE COUNSELLING: 

 

The counselling techniques are used to help employees deal with personal problems that may              

interfere with the achievement of these goals. Counselling may address such issues as             

substance abuse, stress management, smoking cessation, or fitness, nutrition and weight           

control. 

The employees counselling helps lot in the performance achievement. 

Let us analyse the various steps involved in employees performance counselling: 

 

(a) To establish rapport or prepare a base for communication – This step is very              

necessary as it generates the necessary confidence in the subordinate and assures him             



 
 

of his superior’s genuine interest in helping him. For the success of this step it               

necessary that the counsellor carefully listens to what the subordinates says and            

displays warmth and responsiveness from his behaviour. 

(b) To explore information about performance – During this stage the counsellor puts to              

the subordinates various questions, which may elicit elaborate information on the latter’s            

achievement, strengths, failures and short coming. The object is to make the subordinate             

himself to introspect and define his strengths and weakness. 

(c) To help define the future goal and internalise the problem – Once the counsellor has                

succeeded in making the subordinate reflect on his strengths and weaknesses he can easily              

make him realise what his problems are. There is generally a tendency to attribute ones’               

failures, weaknesses or shortcoming to external reasons. The counsellor has to help the             

subordinate to internalise the problem and its causes. He must also help him in setting his                

future goals. 

 

(d) To draw action plan – Both the counsellor and the subordinate jointly consider all               

possible alternative solutions to the problems. Their pros and cons are weighed and the best               

alternative selected and a stepwise action plan is prepared along with the timetable. The              

subordinate is allowed to monitor the plan himself. The plan is reviewed by the two parties at                 

regular intervals. 

Counselling the employees should be taken utmost care in the HRD. It is one of the                

prestigious functions and the great intervention of HRD in which the employees can be              

motivated and his latent skills can be extracted for the benefit of the organisation. 

 

REQUISITES OF WORKPLACE COUNSELLING: 

 

1. Individual’s Desire to Improve: 

The first most important requirement for effective counselling is that the individual to be              

given counsel should be interested in developing himself. Superiors usually hold the view             

that subordinates do not take sufficient interest in their growth and development. On the other               

hand, subordinates allege that they do not feel free to participate in the process of the review                 

and feedback. 

 

2. Continuous Dialogue: 



 
 

Counselling is not one-way process of communicating to the employee what he should or              

should not do. It is a process of continuous dialogue directed toward better understanding of               

the situation. This presupposes the existence of a general climate of openness, mutuality and              

trust. 

 

3. Interest of Superior in Subordinates’ Development: 

In order to make counselling effective it is necessary that the counsellor should have              

empathetic attitude towards his subordinates. To put it differently, counselling should not be             

considered as a burden or an unpleasant task and practised half-heartedly or as a compulsion. 

4. Mutual Participation: 

Both the superior and the subordinate should whole-heartedly participate in the goal setting             

and reviewing of goals and performance. Without such collaboration counselling would be            

reckless. 

 

FUNCTIONS OF WORK PLACE COUNSELLING: 

 

The basic objective of counselling is to help employees to improve their mental health and               

develop self-confidence, understanding, self-control and ability to work effectively. This          

objective can be achieved by performing various counselling functions. 

They are: 

Suggestions 

One of the important functions of counselling is offering suggestions “to the counselee.” The              

counsellor has to understand the problem of the counselee completely, before suggesting a             

course of action. 

 

Reassurance: 

In order to give courage to face a problem confidently, counselling provides employees with              

reassurance. Normally reassurance is not acceptable to the counselee. However, it is useful in              

some situations. 

 

. Communication: 

Counselling helps improve both upward and downward communications. In an upward           

direction, it is a key for employees-to make the management know their feeling. Counselling              



 
 

initiates an upward signal. Another part of the counsellor’s job is to discover emotional              

problems relating to company’s policies and to interpret those problems to top management. 

 

Release of Emotional Tension: 

Releasing emotional tension is an important function of counselling. People feel emotional            

release from their frustration after counselling. Release of tension may not solve the entire              

problem, but it removes mental blocks to the solution. 

 

. Clarified Thinking: 

Another function of counselling is that of clarified thinking. As emotional blocks to straight              

thinking are relieved while narrating the problems to the counsellor, one begins to think more               

rationally. Clarified thinking tends to be a normal result of emotional release, but a skilled               

counsellor can act as a catalyst to bring about clear thinking more quickly. The client begins                

to accept responsibility for his own problems and strives to be more realistic in solving them. 

 

Reorientation: 

It involves a change in the employee’s psychic self through a change in basic goals and                

values. Mostly, it needs a revision of the employee’s level of aspiration to bring it more in                 

line with actual attainment. It is largely a job of the professional counsellor. 

 

QUALITIES OF A COUNSELLOR: 

 

1. Counsellor should be a morale booster for the employee 

2. Counsellor should be unbiased and must never compare one employee with other             

employees 

3. Counsellor should have warm manners and social etiquettes 

4. He/she must be well versed in excellent communication skills 

5. The counsellor should possess professional qualifications, experienced, maturity 

6. Effective listening skill 

7. Pleasing personality 

8. Immense Patience 

9. Compassionate approach 

10. Non-judgmental towards a problem or an employee 



 
 

11. Research-Oriented as counselling is an ever evolving profession 

12. Empathetic and sympathetic towards the employees 

13. Discrete outlook 

14. Ever encouraging to employees to come forward for redressal. 

Employee counselling has a positive impact on the employee’s life as their problems are              

solved and they lead a stress free life. 

 
 ROLE OF COUNSELLORS: 

 

Counselling is a two-way process in which a counsellor provides help to an employee by way                

of advice and guidance. There are many occasions in work situations when a worker feels the                

need for guidance and counselling. In big organisations, counsellors are appointed who are             

experts in industrial psychology. 

They help the employees in the following ways: 

(i) To provide emphatic atmosphere of genuine concern about his difficulties, tensions,            

worries, problems, etc. so that he can freely discuss and share his views with counsellor; 

(ii) To understand himself better and to gain knowledge about his potential, strengths and              

weaknesses; 

(iii) To gain an insight into the dynamics of his behaviour by providing necessary feedback; 

(iv) To have better understanding of the environment in which he functions; 

(v) To increase his personal and interpersonal effectiveness by assisting him in analysing his              

interpersonal competence; 

(vi) To prepare alternate action plans for improving his performance and behaviour. 

The counsellor enjoys a good status in the organisation as he provides an important service in                

achieving good human relations. He essentially communicates with the employees (listening           

and responding to their psychological problems) and tries to influence them. 

 

TECHNIQUES OF BUILDING WORK PLACE COUNSELLING: 

 

The philosophy behind a counselling program is based on the belief that each person is a                

unique individual with specific needs and talents. Believing and promoting a respect for             

human dignity and fostering that concept among employees are important for their positive             

growth. 



 
 

The counselling program plays a key role in coordinating and facilitating growth and             

development of the employees. One of the most widely used counselling programs is             

interviewing which maybe directive, authoritarian, non- authoritarian or non-directive.         

Whatever the method of Interviewing, it is directed at finding a solution to the problem at                

hand. 

Counselling is essentially helpful. Morrisey in 1972 has suggested many techniques, some of             

which are as follows – 

1. You-we technique where in the compliment is directed towards ‘you’ and the            

criticism towards ‘we’. This is effective way of establishing a rapport since collective             

acceptance of blame instead of throwing it on others help to break the ice and build in                 

confidence. 

 

2. Second hand compliment technique is passing on the compliment received from a            

third party on behalf of the counselee. 

 

 

3. Advice-request technique as the name itself suggests it is seeking the solution to the              

problems. 

 

4. Summary technique is summing up the decisions and fixing responsibilities and           

integrating the whole decision. 

 

The counselling programs are aimed at developing the employee and eventually developing            

the organization. It includes supplementing the Developing Capable People program through           

self-awareness guidance; decision making and problem solving strategies on various issues.           

The counselling works on the dictum of Bradley which says that “If you touch me soft and                 

gentle, If you look at me and smile at me, If you listen to me talk sometimes before you talk,                    

I will grow, really grow” and should be as a rule by every manager. 

 
 Factors Necessary to Build a Successful Counselling Program: 

The corporate world is getting changed and so the HR process also. Counselling not only               

helps employees but also show how much the organization cares for employees. 



 
 

Employee Counselling needs to be tackled carefully, both on the part of the organization and               

the counsellor. 

1. The counsellor should be either a professional or an experienced, mature employee. 

2. The counsellor should be flexible in his/her approach and a patient listener. 
 3. The counsellor should have the warmth required to win the trust of the employee so that                

he/she can share thoughts and problems without any inhibitions. 

4. Active and effective listening is one of the most important aspects of the employee               

counselling. 

5. Time should not be a constraint in the process. 

6. The counsellor should be able to identify the problem and offer concrete advice. 

7. The counsellor should be able to help the employee to boost the morale and spirit of the                  

employee, create a positive outlook and help employees to make decisions to deal with the               

problem. 

8. Counsellor must give that kind of suggestions which is workable and possible to follow by                

the employee. 
  

BENEFITS OF WORK PLACE COUNSELLING: 

 

Employee Counselling offers employees a facility that is confidential, easily accessed,           

provides a properly qualified and supervised practitioner, does not raise the threat of a              

diagnosis of psychiatric disorder, and promises to alleviate distress within a reasonably short             

period of time. 

Workplace counselling offers a service that is valued by employees. It has the potential for               

reducing sickness, absence, takes pressure off managers through the availability of a            

constructive means of dealing with ‘difficult staff or situations’, and contributes to its             

reputation as a caring employer. 

Employee Counselling is often viewed by employers as an insurance policy against the threat             

of compensation claims made by employees exposed to work-related stress. 

Some benefits may be highlighted as under: 

1. It helps employees to tackle with the problems effectively 

2. Employees are able to sort out their problems with ease 

3. Counselling Helps in taking correct decisions, be it personal or official 

4. Counselling gives a new way to look at the situation with a new perspective and positive                 

outlook 



 
 

5. It also May reduce the number of absenteeism of employee 

6. It may prevent termination from employer or resignation from employee 

7. It reduces the cost of hiring new employee and training new staff as old staff is retained 

8. It results in Possibility of smooth coordination between employer and employee 

9. It Helps the individual to understand and help him/herself 

10. It provides Alternate solutions to problems 

11. Counselling helps in Coping with the situation and the stress 

12. Employees frustrations and stress are removed with the help of Counselling 

13. The employee is able to overcome his personal weakness, his emotional irritants and              

come out with refined behaviour 

14. He/she is able to improve his/her behaviour to full potential. 

WORKPLACE COUNSELLING, SKILLS & RESPONSIBILITES 

Workplace counselling provides an empathic, non-judgmental, and accessible means for         

employees to find the best way forward. Some employers however often mistake it for giving               

advice, which isn’t entirely the case. The process involves giving an employee a safe place or                

sounding board to air out issues troubling them, which allows a counsellor to help find better                

ways to manage such matters or help the employee work through their issues and uncover               

potential solutions. 

It is vital to retain trained counsellors that are equipped with a specialist skill set and                

viewpoint that makes it easier for them to handle both employees and employers without              

creating any conflict.  Workplace counsellors also have an understanding of the working          

environments the staff so can be helped within the workplace.  

The counselling may take up to 8 one-hour (integrative) sessions that involve using core              

therapeutic approaches to help clients cope better. The counsellor may focus on individual             

employees or use cognitive behavioural therapy (CBT), Gestalt therapy, transitional analysis,           

or solution-focused therapy to achieve the central goal. All counsellors rely on openness and              

trust to build a counsellor-client relationship with either the employer or the employees. 

In the organizational context, it is a sort of discussion with an employee about a problem that                 

has usually emotional content in order to help him cope with it in a better way. The basic                  



 
 

objective of counselling is to bring an employee back to his normal mental position in which                

he was before the emotional problem emerged. 

Such an emotional problem might have emerged due to the mal-adjustment of the employee              

because of organizational factors or his personal factors. Some of the organizational factors             

causing this mal-adjustment may be nature of job, nature of supervision, apathetic work             

group, interpersonal conflict, etc. 

Employee’s personal factors may be his personal and family life, unwelcome happening in             

his family life, his inability to meet job requirements, etc. All these factors lead to emotional                

mal-adjustment, and if it is not overcome by proper counselling, the employee may show the               

sign of breaking up which is dysfunctional to both the organization as well as the employee. 

There may be situation in an organization when despite of everything being in perfect shape               

the employee does not perform well. This poses serious threats. An employee, who may be               

doing the work, but not performing well, is a liability for the organizations. The most               

effective and proven method of dealing with these kind of problems is counselling.             

Counselling has numerous benefits it not only supports good employee performance but also             

addresses the causes of poor and marginal performance. 

Employee Counselling is the most important tool of a supervisor who wants to improve the               

performance and behavior of employee. If performance problems persist even after feedback            

and coaching which are other two important tools with a manager, one may need to proceed                

to counselling. 

Counselling focuses on the problem, not the employee, and is positive and constructive.             

Counselling is a formal straight, face-to-face conversation between a supervisor and an            

employee concerning conduct, and performance. It is an efficient means for a supervisor to              

have a positive effect on employee performance. 

There are certain prerequisites of a successful counsellor. The first and foremost is that he/she               

should be approachable and possess good interpersonal and communication skills. Armed           

with an open mind and flexible and challenging attitude, should have a genuine desire to help                

others. 

Employee Counselling takes place in the context of a helping relationship in which both the               

counsellor and the employee work together to resolve a problem, change behavior or foster              

personal growth and awareness. The counselling relationship is confidential and not           

reciprocal. The focus of a counsellor is to offer support and encouragement to the employee. 

 



 
 

 BENEFITS TO CLIENTS & EMPLOYERS OFFERING COUNSELLING AT WORK 

Workplace counsellors are experts and are able to offer support to people across all sectors               

and locations in an organization or business. Although the NHS may be a viable option for                

many, time wastage, inflexibility, and lack of specialist insight are factors that make most              

employers opt for workplace counselling as an alternative when it is available. Depending on              

the workforce size, an employer may choose between recruiting a full-time workplace            

counsellor, or an ad hoc counsellor who can be called on as and when a need                

arises.  Employee assistance programs (EAP) are increasingly including workplace        

counselling as a benefit. EAPs are standalone packages offered by vetted affiliate counsellors             

(from a national pool) to help employers adopt counselling support provisions. 

Workplace counselling should be not only voluntary but also confidential. This, therefore,           

means employers should not/cannot use counselling to discipline staff or as a conditional             

requirement. 

Some administrators may also think that counselling should only cover work-related issues            

and not private matters because they are paying for the provision. Employee performance and              

engagement at work is influenced by both personal and work-related problems and this can              

impact their staff productivity. This is why counsellors cover all issues that staff may              

experience in an aim to help ease the pressure. Some stress factors may include bullying,               

overwork, difficult colleagues, depression, and personal issues not work-related directly but           

that is affecting their mental well-being. 

Family difficulties included divorce, bereavement and loss, substance abuse, and depression.           

These life-crisis issues when they occur can and often do have a profound impact on your                

staff. Such life events can understandably preoccupy your mind, leading to distraction all day              

long. This can be a significant risk, especially in safety-sensitive industries. 

 

Workplace counseling services can play a powerful role in supporting a healthy work             

environment. A 2012 study that looked at the outcome of over 28,000 clients who              

participated in counseling through their workplace showed that 70 percent experienced           

improvement after their counseling services.  

http://www.eapa.org.uk/


 
 

The benefits of workplace counseling for employees include: 

● Easy access to trained counselors 

● A safe space to talk about their problems 

● Helping employees to better understand themselves 

● Establishing or improving coping skills 

● Developing effective solutions to problems 

● Learning to look at issues with a more positive outlook and different perspective 

While workplace counseling can be helpful to employees, there are also many benefits for              

employers: 

● Improved employee performance, leading to productivity gains 

● Decreased employee absenteeism 

● Lower turnover rates among employees 

● Productive way to handle sensitive situations or staff members with problematic           

behaviors 

● Establish a reputation as an employer that cares about staff 

THERAPEUTIC INTERVENTIONS: 

 

The idea is to use your strengths and set goals, in order to make the changes needed to sort                   

the  

Other methods of employee counselling are available: 

● Cognitive behavioural therapy (CBT) 

● Neuro-linguistic programming (NLP) 

● Eye movement desensitisation and reprocessing (EMDR) 

● Hypnotherapy 

But these tend to be more expensive, and more specialist, than the short-term method              

described above. 

They’re perfect for longer-term problems—if you’re looking for counselling for stress in the            

workplace, for example, sometimes CBT is a much better way to deal with it. Talk to your                 

EAP provider about your options. 

https://www.mseap.com/the-importance-of-worklife-balance/
https://www.healthassured.org/blog/stress-management-workplace/
https://www.healthassured.org/blog/stress-management-workplace/


 
 

When something a little harder to deal with happens—a traumatic event in the             

workplace—then more specialised workplace trauma counselling is appropriate. 

Critical incident stress management is a technique where trained counsellors are sent directly            

to a workplace within 48 hours of an event such as a suicide, robbery or attack. They’re                 

trained in de-escalation and immediate solutions to psychological trauma. 

Employee counselling programmes should follow the BACP framework for ethics. This          

doesn’t shore up the concept completely from the above issues, but a good EAP,              

recommended by the EAP Association, can at least be trusted to deal with ethical issues in a                 

sensitive manner. 

Workplace counseling is therapy offered to employees of a company, often through an             

employee assistance program, that provides employees with a safe place to discuss any issues              

that they’re struggling with.1 A counseling service offered by an EAP often includes both            

in-person counseling as well as a telephone-based helpline. 

Because workplace counseling is short-term, the focus of the counseling sessions is on             

problem-solving. Counselors help clients implement solutions to the issues in their lives or             

develop more effective ways of coping with challenges. 

 

MODELS OF WORKPLACE COUNSELLING: 
 
Various models portray the tasks and roles of counselors in the work place. The following 

is not an exhaustive list nor indeed do models exclude each other. The 7 models presented                

here are: 

1. Counselling orientation models 

2. Problem focused models 

3. Work oriented models 

4. Manager based models 

5. Externally based models 

6. Internally based models 

7. Welfare based models 

https://www.healthassured.org/trauma-management/critical-incident-management/
https://www.bacp.co.uk/events-and-resources/ethics-and-standards/ethical-framework-for-the-counselling-professions/
https://www.mseap.com/benefits-workplace-counseling/#references
https://www.mseap.com/for-employees/


 
 

1. Counselling orientation models 

It is characterized by its use of a counselling approach as the key factor in what is offered to                   

employee clients. Counsellors by and large, subscribe to or are affiliated to, and often trained               

in, a particular therapeutic approach which they use when working with organisational            

clients. Individual counselors were appointed by companies who were more concerned with            

individual appointed than the theoretical orientation from which they emerged. The main            

interest is focused almost exclusively on individuals and is the organizational dimensions of             

counselling work are largely ignored. 

2. Problem focused models 

The problem focused model of counselling sees the counselor’s role as helping individuals to 

work with the immediate problems they bring. Where as these problems may not be entirely 

work based, counselling confines itself to working with immediate issue. One model of this is 

contained in a training manual for counselors in the work place. 

Formulate problem 

Generate solution 

Action plan 

Several problem focused models are available. Nelson –Jones (1995) developed DAISE, a 

five stage model in what he calls ‘life skills counselling’. The five stage comprises a very 

helpful problem solving methodology: 

D – Develop the relationship, identify and clarify problems 

A – Assess problems and redefine in skills terms 

S – State working goals and plan interventions 

I – Intervene to develop self helping skills 

E – End and consolidate self helping skills. 

3. Work oriented models 

The work oriented is named because it is centered solely on issues blocking an individual in 

his or her work. Counselling confines itself to the issues interfering with effective 

employment. Work oriented models of counselling pinpoint the immediate problem as a work 

place issue and work with it. They do not spend time on the underlying areas of why 

problems exist, nor are they interested in problems/ issues that are not related to the 



 
 

workplace problems and move back to work as quickly as possible. This is an attractive 

model for managers who want value for money and want to think that time spent in 

counselling is for the welfare of the organisation through the individual. 

4. Manager based model 

Though not wide spread, there is a tendency in some organisations to view managers as quasi 

counsellors for their staff. Since much managerial time and many of their tasks involve 

working with and managing people, it is a short step to propel them into the counselling role. 

Nixon and carol (1994) have argued strongly against managers taking on a formal 

counselling role. Not only does it cross boundaries, in their view, but it puts employees in an 

impossible situation: asking on one hand , that they share personal issues with their manager 

and on the other, that they be ready for appraisal in relation to their careers with the same 

manager. Much work place counselling is not counselling in modern definition of the term 

but relates to situations which require the use of counselling skills. 

5. Externally based models 

Externally based models of counselling are those brought in and bought in from outside 

organisation. Usually in the from of an EAP, they are administered and organized from 

outside. The format can use any of the model or indeed a mixture of them. 

Strengths and weakness of external based models: 

Strengths 

Not part of the politics of the organisation 

Can challenge what is taken fro granted with in the company. 

Can offer training as well as counselling 

Can offer clear confidentiality 

Can provide a range of services 

Can offer a number of counselors with different skills, backgrounds etc. 

The organisation of responsible for malpractices of the counselors 

Weaknesses 

 May not be flexible in what they offer 

 Have to make a profit 

 May not adapt easily to individual companies 

 Can unwittingly get involved in the politics of the organisation 



 
 

 May not understand the culture of the organisation 

 May be seen as ‘outsiders’ by potential clients 

 May not be able to educate the system to what counselling means 

 Their counsellors may not have had experience of workplace counselling 

 The counsellors may know nothing about the organisation from which clients come. 

6. Internally based models 

A part time or full time counsellor, or in some instances a team of counsellors, is employed to 

work with employees. The counselling service can be part of an already existing department 

or an independent unit in its own right. 

Strengths and weakness of internally based models: 

Strengths 

 Counselor in touch with the culture of the company 

 Can make assessment in the light of the various organizational systems. 

 Counsellor has access to the formal and informal structures of the organisation 

 Can build up great credibility fro the counselling service 

 Is able to get feedback into the system from the counselling work 

 Can adapt counselling work to organizational needs. 

provide mediation 

 Is a visible human face 

 Can provide multiple roles 

Weaknesses 

Counselor can be more subjective in his/her assessments 

 Can be vulnerable if re organisation takes place 

Counselor can get pulled vary easily into identifying with either the organization or the 

individual. 

Counselor can be identified by employees with management and vice versa. 

 Can be isolated 

 Can be used by management to do its ‘dirty work’ 

 Counselor is involved in politics of the organisation 

 Can be used by individuals against the organisation 



 
 

 More difficult to maintain confidentiality: employees may be worried about leakage of 

personal information. 

7. Welfare based models 

It combines a number of roles with employees, one of which is counselling. Welfare officers 

have traditionally been employed in a number of organisations to fulfill several tasks 

depending on client needs: befriending, information giving, advocate, home visiting during 

sickness, giving legal and financial advice, advising on a range of topics, counselling. 

 

 

 

CHALLENGES TO EFFECTIVE EMPLOYEE COUNSELLING: 

 

(i) Employees are not comfortable sharing their problems with manager/counsellor. 

(ii) Lack of trust in counselling procedure. 

(iii) Providing counselling to employees is a time-consuming and costly process. 

(iv) The very purpose of counselling is defeated if the counsellor is ineffective. 

Problems of counselling at workplace 

Employee will not be able to discuss their official or personal problems with the counsellor, if                

they don’t trust or have faith in counsellor. 

They may think of getting leaked their problems or else may become worse if the counsellor                

let know their problems to others in the organization. Counsellor should be able to keep the                

confidentiality about the counselling session with the employee. 

At the last employee counselling has a positive impact on the employee’s life as their               

problems are solved and they lead a stress free life. 

Counselling increases the productivity of employee and the confidence about the work. The             

corporate world is getting changed and so the HR process also. Counselling not only helps               

employees but also show how much the organization cares for employees. 

https://surejob.in/ways-to-beat-stress-at-work.html
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