
 COMMUNICATIONS  TRAINING FOR NATIONAL STANDARDS 

ESSENTIAL KNOWLEDGE 

COUNSELLING 

WORKBOOK SIX

READING TIME 1 1/2 HOURS 



11 Words that define and 

Signify—COUNSELLING
Definition of Counselling 

‘the provision of professional assistance and guidance in resolv-

ing personal or psychological problems’.  

Such as: 

CONSIDERING 

OPINIONING 

UNDERSTANDING 

NEGOTIATING 

SUMMERISING 

ENGAGING 

LIAISING 

LISTENING 

INFERING 

NUANCING 

GUIDING 



The Scale of Counselling
required

Issues raised

Empathy

Mental Mechanisms

Tactics

Focus

Honesty

Dependability

Reliability

Support

Listening

Fairness

No
Sympathy

or Poor
Counselling

Here!

8



1 

COUNSELLING 

'There is so much good in the worst of us, 
and so much bad in the best of us. 
That it hardly becomes any of us 

to talk about the rest of us.' 

Anon 
Definition of Counselling 

Advice or guidance given by someone qualified to give an opinion. (Such as a Barrister). 
Give guidance, to urge, to recommend. To discuss issues and provide direction. 

Words with Similar Meanings 
Deliberation. Design. Recommend. Inform. Caution. Instruct. Opinion. 

'Lets face the music and dance.' 
Irving Berlin (Song Written 1936) 

General 

Counselling is an integral part of any Home's activities, which includes Appraisal or Supervision. It plays an important part of the 
day to day workings of a Home, and as such it is treated in this section as an issue in its own right. Much Counselling is done on a 
day to day basis in the form of advice, information or in conversation. Sometimes it is stated in mild tones of conversation and 
sometimes it is demonstrated as being overt and has stark clarity. In many cases advice given may be an indication of how the 
employee is viewed by their Managers and peers. In some circumstances, Counselling is done on a more formal basis, either as a 
group or on a one to one basis, such as in a disciplinary situation, Training session or information distribution. 

In the Appraisal or Supervision, once the overview of performance is reviewed and agreed by Managers, there is an interview at 
an appropriate time and place in a generally formal setting. Rarely is an Appraisal or Supervision or Supervision or Supervision 
full of positive aspects or negative comment, usually it is a mix of both. There will be an element of tension, anxiety and 
apprehension felt by the employee, who may know their Strengths and Weaknesses prior to the Appraisal or Supervision. The 
Worker, who has to treat the Appraisal or Supervision fairly, with comments that may both enhance performance and diminish 
any Weaknesses of the employee may be anxious that they have got the balance right. There may be a good working 
relationship between the two of them, which may make the Worker anxious about discussing the negative aspects. So both 
parties may have apprehensions. The important point is that the Appraisal or Supervision or Supervision or Supervision is an 
accurate description and overview 
of the performance of the employee, which is accepted by both parties as a fair and true account.  

Always be Honest, Dependable and Reliable 

Purpose of Counselling 

Counselling is required to review the employee against their work requirement, performance in the workplace and against their 
Job Description to see if they have attained a satisfactory level of achievement in all the relevant departments, and then looking 
forward to future advancement and improvement. The outcome should be an agreed statement of the employee's contribution 
to the Home and their future development. Both positive and negative features should be weighed equally so that a fair, 
equitable and balanced view of their performance can be elicited. Counselling should improve the overall performance of the 
employee by the skills used by the Counsellor in the process. 

FACTORS INFLUENCING COUNSELLING 

TACTICS 

Different situations may require a variety of strategies in order to achieve the required outcome. Most situations may be really 
uncomplicated and relatively simple to carry out, the employee and Counsellor have an agreed time, date and venue to meet 
and a Counselling session takes place. It may be that the session is not too formal, with tea and biscuits as a sign of a relaxed 
interview. It may be necessary to include a box of Kleenex if an issue raised causes an emotional reaction. Occasionally, 
counselling is not that easy, and as such tension rises as the need to resolve a situation becomes urgent. It may be necessary to 
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take statements from other employees, workers, other persons and / or the employee. This may take time due to the employee 
being off duty, on holiday or sickness. The full weight of evidence must be in place before the Counselling session commences. 
The date of interview may be decided and it may be made well in advance, in a written letter, setting out the situation, the 
issues, the employee's rights and any other relevant information, together with the date to meet. There may be an air of tension 
and concern. Generally it is better to resolve issues as soon as possible, and gain an agreed solution. A positive and negative 
approach may be required in some situations (Carrot and Stick). The control of the interview must remain with the Counsellor 
otherwise the authority of what is to be said and done will be diminished, and the resolution of the issue may not take place. 
 
HONESTY 
 
It is always best to be honest as a Counsellor. If the Counsellor comes across as being less than honest with the employee, they 
will lose confidence in their ability to trust what is said, however there is no value in being brutally honest as this may be 
counterproductive. To tell an employee that they are totally unsuited to the job may be honest, but that in part may be due to 
the lack of or poor Training, neglect of proper Induction and / or interest in the employee. It may be better to accept the 
employee's limitations honestly, then look at the reasons for failure and plan a better future. Honesty should be balanced and 
thought through. Keep the process to the same standard. Do not apply that standard selectively and appear to have favourites, 
as having favourite employees will dent the Counsellor's credibility of being the Honest Broker. Keep the confidentiality of what 
is said within the defined range of people who ‘need to know’ about the Counselling and its outcome and under no 
circumstances allow others outside this group to know what the problem or issue is and do not discuss the outcome. 
 

'But you only need to know things on a “need to know” basis.’ 
“Bernard, I need to know everything, how else can I judge whether 

or not I need to know it” 
Bernard Woolley / Sir Humphrey Appleby (Script from ‘Yes Prime Minister’, 1986) 

 
FAIRNESS 
 
The employee must be allowed to have a fair hearing. Any feeling of bias against them will only serve to make their ability 
improvement more difficult and may cause a lowering of morale. If the Counselling is seen to be fair then the employee will be 
able to feel reassured that any weak points can be worked on and improved. Fairness is also about balance, so a weakness can 
be balanced with a Strength, e.g. an average employee may not be seen as a star, but their sickness record may be very good 
and therefore the balance is that the good sickness record counters an average performance; a high flier with great skills and 
flair may be told that whilst these features are commendable, measured against their sickness record, the overall performance 
was average. 
 
LISTENING 
 
Whilst much of the Counselling can be in the form of advice, guidance and comment, there will be periods of listening required, 
e.g. when justification by the employee of why a certain situation or issue was dealt with and why the outcome caused benefit 
or concern. Interruption or ignoring the points raised may cause genuine frustration and cause any required improvement to 
fail. Eye to eye contact is important, with the recipient body language and reflection on issues discussed. 
 
EMPATHY 
 
Empathy has real value in difficult situations, where personal factors have influence on why an employee has not fulfilled their 
work based requirements. It allows the Counsellor to understand the employee's difficulties and communicates that to them, 
but also takes an overall view of the situation and looks to find agreed resolutions. It takes all relevant factors into consideration 
and can be seen as being fair and unbiased. Other employees can then see the reasons for actions and as long as the situation 
does not require an open ended commitment, will accept the Counsellor's extra help and guidance to an employee in difficult 
circumstances. If the commitment is open ended, then the other employees will see any help as a bonus which they are not 
party to and this eventually will cause bad feeling and reduce performance, job satisfaction and morale. 
 
ISSUES RAISED 
 
It is important for a Counsellor to keep to each issue and not be side-tracked. If there are problems then those should be 
identified and acted on. If the employee tries to involve others or deflect criticism by adding irrelevant facts or information then 
the Counsellor must bring the employee back to the point of issue and stay with this issue until it is discussed and talked 
through, until it is understood and resolved. Also Counsellors should not loose sight of the objectives of Counselling, that is to 
gain improvement of Weaknesses by discussing areas of concern whilst promoting development and praising good practice. Do 
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not dwell on issues that are peripheral and marginally relevant, whilst spending no time on and gliding over important issues. 
The input of what is said should be relative to the need to say it. The issues raised may take more than one session, if so; plan 
them where possible, deal with each issue and seek a resolution on each one, seek targets for improvements and diary further 
sessions. 
 
POOR COUNSELLING 
 
The Counsellor who fails to apply their role adequately makes a rod for their own back as they do not gain a better performance 
from their employee and may also lower morale at the same time. Where a Counselling session has gone wrong then advice 
should be sought from a Senior Manager, or the situation brought back to the Management Meeting for discussion, to find ways 
to move the situation forward and prevent a repetition of any untoward situation happening again. If the evidence for particular 
issues was inadequate and poorly thought through, or some information was biased with conjecture rather than fact, further 
efforts to find accurate evidence should be made, and at the same time a resolution of the problem should be sought. Did other 
employees back up their verbal complaints, were they prepared to formally write and complain, or were they just moaning or 
harbouring a grudge. A reassessment of the situation may be required, a different approach may be needed with some practical 
advice included, e.g. there may be a need for someone to seek medical advice, Citizens Advice Bureau or other specialists due to 
personal reasons. The Counsellor may need a further Counselling course to update their skills. 
 
SYMPATHY 
 
Sympathy is unhelpful to a Counselling session. It clouds the real issues and pulls the Counsellor from a work based review to a 
employee centred situation. This can cause dilemmas that will ultimately fail to resolve issues because in order to achieve a 
resolution of any situation, there must be fairness. The danger of sympathy in any situation is that decisions may be based on 
emotional involvement and not a practical work centred resolution. The Counsellor may become emotionally involved and try to 
help beyond their ability or responsibility to do so. In this situation they leave themselves open to complaint, can be seen to be 
helpful for the wrong reasons, or cloud their judgement eventually failing the person they are trying to help, failing other 
employees whose time could have been used more effectively and failing the Home, its Managers, workers and reputation. See 
Mental Mechanism on Transference below. 
 
SUPPORT 
 
This is important when the Counsellor wants to improve the performance of the employee and makes positive actions or words 
that communicate that they are behind the employee and will support them to achieve a better performance. Body Language 
such as leaning forward to appear more attentive and interested, nodding of head, or facial expression may be signs of support.  
 
Developmental 
Helps employees confront and deal with specific developmental tasks in their employment. Allows them to map out their vision 
of where they want to be within the Home's structure. Allows them to be able to show self-awareness. 
 
Problem Focused 
Helps employees overcome problems, and learn to adapt their coping mechanisms to master their specific problems. 
 
Decision Making 
Helps employees make specific decisions, which they need to make, though may not make without input. 
 
Crisis Interviews 
 
Helps employees who feel overwhelmed and are having difficulty coping. They are often highly emotional, and the Counsellor 
works on them getting over the worst of the crisis, so getting them back on course to give the work effort. 
 
Using Good Counselling Skills 
 
The way MANAGERS treat people affects their behaviour. 
 
The ability to Communicate well affects working relationships, builds morale, improves care and 
makes work time more effective. Effective Counselling occurs through a variety of means and methods. 
 
Always use language that is best suited to the employee. Speaking, listening, feedback and actions affect everything the 
Manager does to improve performance. Here are some desired effects: 
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• provide proper Input 
• show concern 
• show interest in what the employee does 
• reduces conflict 
• reports observations 
• gives direction 
• follows direction 
• learns by listening and hearing 
• sends accurate messages 
• explains procedures 
• defines problems 

 
MENTAL MECHANISMS 
 
Here are some Mental Mechanisms that feature in many day to day situations which can affect the Counselling session. These 
are unconscious or subconscious ways that people interact and defend their positions as a human being, however the same uses 
happen in all walks of life every day, including the Care Industry, so I am including the more common ones, so that Managers 
may well be able to understand what employees will use in the Home to justify their particular actions. 
 
Super Ego 
Concerned with Moral Standards and ideals, unconsciously derived from parents, teachers and environment. What we would 
like to be. 
 
Ego 
Civilised Conscious Mind, What we are. The closer the Ego is to the Super Ego the more mature we are, and the closer the Ego is 
to the ID the more immature we are. 
 
ID 
Unconscious mind. Primitive instincts. A basic caveman mentality, which we fall back on when social structures break down. 
 
Transference 
Whilst trying to help others, the Counsellor becomes so involved with a problem that the problem begins to involve the 
Counsellor. The involvement may be so great, that the emotional difficulties transfer from the employee to the Counsellor. This 
can be compounded when the identification of a problem also reflects on the Counsellors own life, e.g. Domestic Violence. 
 
Denial 
Defence Mechanism to protect the Ego. Knowing that something usually negative has happened to the person, he/she states 
otherwise. e.g. Denies alcoholism. Projection. Pushing feeling and emotions to another, i.e. 'it's his/her fault' substitute for 'it's 
my fault'. 
 
Rejection 
Refusing to accept something painful and difficult to cope with. Turning away from uncomfortable emotions. e.g. Marriage 
failure, parental rejection. 
 
Repression 
Keeping painful and difficult emotions below the conscious to alleviate pain and sadness, allowing a normal life pattern to 
continue. e.g. Abused Child as an adult may have emotional difficulties seemingly unconnected to anything tangible, but under 
hypnosis may relate to abuse when young. 
 
Suppression 
Thoughts and worries are 'Shelved' into the subconscious but are brought out on demand, as opposed to Repression which is 
forced too far into the unconscious and cannot be brought back without medical intervention. 
 
Disassociation 
Separation or splitting up of ideas, emotions or experiences from the rest of the mind can be described in two ways: 
 

• Of bodily parts. e.g. Hysterical Paralysis. 
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• Of the environment, where the person feels they are not whole, or the person feels they are unreal. Depersonalisation 
is a clinical symptom. 

 
Regression 
Reverting back to previous life patterns, could be childlike behaviour, perhaps an era when life was safe and secure. 
 
Isolation 
Locking away feelings and/or emotions likely to cause pain, sometimes put into 'Boxes' in the mind where they are safe from 
finding. 
 
Sublimation 
Utilising a sociably acceptable vehicle for unacceptable subconscious reasons. e.g. artist painting nudes, boxer fighting in ring. 
 
Rationalisation 
Justifying acts or omissions which are not acceptable, putting into a context to explain actions. e.g. shirt not ironed as could not 
find ironing board, in fact did not attempt to find ironing board. 
 
Internal Validation 
Jumping to conclusions, seeing a situation or an activity and believing it is something else, or believing that something other 
than what occurred happened. May be because of preconceived ideas, or a wish to believe what was seen was something else. 
 

SUPERVISION 
 
Introduction 
 
Supervision is a cornerstone of Counselling Psychology training and practice and a requirement of every practitioner, however 
senior, throughout their working life. Counselling in supervision is a valued and protected time, and a relationship within which 
the practitioner may review more objectively their own work with the help of another professional for the purpose of upholding 
good practice, professional development and personal support. 
 
These Guidelines seek to identify good practice for both supervisors and supervisees and to offer general principles related to 
supervision. The implementation of these Guidelines is intended to assist and clarify the judgements of individual practitioners 
subject to their particular circumstances.  
 
Actions and practices by either supervisor or supervisee that are contrary to these Guidelines warrant serious and careful 
consideration in consultation with other senior practitioners. The Guidelines are open to revision and development and 
therefore mention or lack of mention in the Guidelines of a particular act or omission shall not be taken as conclusive on any 
question of professional conduct. 
 
Defining supervision 
There are many different ideas about what constitutes 'supervision' and, therefore, many definitions. The following document 
outlines the major conceptualisations of supervision in  
 
Counselling Psychology.  
Some practitioners may prefer the term 'consultative support'; in this document, the terms are to be considered 
interchangeable.*Style notes: Although supervisor and supervisee are referred to in the singular, the plural is implied for cases 
of peer and group supervision. 
 
 
EXTENDED DEFINITION OF SUPERVISION: 
 
Supervision is: 
 

• An activity where one or more practitioners discuss issues about their work, in order toreflect on that work and have 
the work reflected on by one or more other professionals. Because it is conducted in a boundary space the supervisee is 
supported in a way that allows for uncensored and even playful reflection as a basis for analysing and evaluating the 
work that has been done and the possibilities for work to come. Supervision is also an ethical activity that recognises 
the complexity of involvements and relationships in human interaction and the critical importance of support for all 
participants in the supervisory process beyond Codes and Guidelines. 
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• A process of ongoing, collaborative, experiential and transformational learning using theoretical understanding and 

evidence from research and practice that is reflected upon and applied to practice. or the willingness and ability of all 
participants in the supervisory process to be equally involved is particularly valued. However, supervision is not therapy 
and the activity of supervision is separate from line management. The relationship between supervision and line 
management is, therefore, negotiated at the outset so that all parties are clear about their respective responsibilities. 

 
* A relationship of mutual trust, respect and integrity, which models best practice and sensitivity to the learning, needs of the 
supervisee. It is flexible and appropriate to the different roles and purposes, domains and disciplines in which practitioners work. 
 
* A practice that is based on shared and explicit models of supervision. 
 
It is bounded by a regular, formal, and explicit arrangement that is mutually negotiated by the supervisor and supervisee, which 
defines roles and responsibilities between all parties as well as the limits of confidentiality. Its frequency is proportional to the 
amount and nature of work.  
 
AIM OF SUPERVISION: 
 
The aim of supervision is to promote best practice in the interest of the worker. 
 
OBJECTIVES OF SUPERVISION: 
 
* To provide practitioners with consultation on their work with both primary workers (therapy patients) and secondary workers 
(organisations, stakeholders or teams); 
* To enhance the quality and competence of practice offered to all workers; 
* To offer the supervisee intellectual challenge enabling reflection, transformational learning and psychological support to 
maximise a supervisee's self-responsibility for appropriate self-care; 
 

and 
 
* To contribute to the continuing professional development of both supervisee and supervisor by developing competence in the 
practice and use of supervision. 
 
FORMS OF SUPERVISION: 
 
* one-to-one; 
* facilitated group; 
* peer - individual or group (where responsibility is held by each member); 
* live supervision (while the work is in progress); 
* a combination of the above. 
 
GOVERNING PRINCIPLE: 
 
Supervision is a requirement for every worker and covers all aspects of their practice throughout their professional life. This 
principle and, therefore, these Guidelines apply equally to all workers regardless of their level of qualification or seniority. 
 
RESPECT 
 
General Respect 
Supervision values all forms of difference, is anti-oppressive and non-exploitative in nature. It models respect for different 
theoretical and professional approaches and experience as well as work undertaken in different contexts. It is conscious of the 
multiplicity of relationships that affect the supervisory relationship and actively manages the different values that each person 
brings to the supervisory process. 
 
Privacy and Confidentiality 
Supervision is a confidential process but, as in therapy, the worker's confidentiality cannot be absolute. The boundaries of this 
confidentiality between supervisor, supervisee, primary and secondary workers are negotiated at the outset of the supervisory 
relationship in order to enhance trust and facilitate open, transparent debate and learning among the participants.  Exceptional 
circumstances which require the disclosure of confidential information to other professionals are  discussed with the supervisor 
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whenever possible. The process of disclosing confidential information is managed on a need-to-know basis that respects the 
interests of all parties and other potential legal requirements. 
 
The purpose for which records of supervision are kept and the limits of their confidentiality are  made clear to all parties. All 
records are subject to the relevant data protection legislation and, therefore, may be accessed in accordance with the provisions 
of that legislation. 
 
Informed Consent 
All workers need to know that supervision is a non-negotiable requirement for all Counselling 
Psychologists. However, the worker's confidentially is respected, their material is to be treated with sensitivity and only 
information necessary for the task of supervision is to be brought into the supervision. Where there are conflicts of interest 
because of other personal or professional connections, supervision with an alternative supervisor is to be arranged. 
 
Self-determination 
Supervisors value the knowledge and experience of their supervisees, even as trainees, and their right to determine how they 
will work with a worker within the boundaries of ethical and legal practice and appropriate clinical and professional standards of 
practice. Where there is serious or continual and unresolved disagreement about the supervisee's work both supervisor and 
supervisee will seek the opinion of a suitably qualified third person. 
 
COMPETENCE 
 
Awareness of professional ethics 
 
Where either supervisor or supervisee is subject to other professional codes, these are made explicit and taken into account in 
the supervisory relationship and in the management of work. 
 
Ethical decision making 
The welfare of the primary worker is paramount. Supervision requires that all assessors be able to think through, explain and 
justify their decisions. Reflecting on and discussing the ethical grounds for decisions about practice are major functions of 
supervision. Good supervision also recognises the involvement of and relationship to secondary workers and their 
responsibilities (e.g. social, medical or legal care) as relevant. 
 
Recognising limits of competence 
A competent supervisor demonstrates a considerable level of knowledge, skills and experience that have been learned through a 
combination of training and practice over time. Supervisors in training are conscious of their developmental level of competence 
and seek regular supervision of their supervision; experienced supervisors also access consultancy for supervisory work. It is part 
of the ongoing monitoring, maintaining and extending levels of competence, which comprise each supervisor's Continuing 
Professional Development programme. 
 
Supervision as a form of experiential learning recognises that sometimes the supervisee will have to work at the developmental 
edge of their competence and they will need informed support and guidance from their supervisor. Supervisors also recognise 
their own limits in offering specialist support and when necessary will refer the supervisee to other, more appropriate sources of 
help. 
 
Recognising Impairment 
Self-respect implies that all those involved in the supervisory relationship seek consultation when circumstances negatively 
impact upon their competence even for short periods of time. When necessary, and with respect for the disruption to the 
working relationships involved the best course may be to suspend their work for a period and transfer responsibility to others as 
appropriate. 
RESPONSIBILITY 
 
General responsibility 
The primary responsibility of supervision is to ensure best practice in the interest of the worker. Lines of responsibilities are 
clearly defined and negotiated with regard to different levels and domains of experience. This is especially important when 
working within a multidisciplinary group. All those in the supervisory relationship are then aware of what and to whom they are 
responsible and accountable for the ethical practice of supervision. Consultation with the supervisor is essential when a conflict 
of interest, a question of ethical priority or a legal issue arises; another supervisor should also be consulted. In an emergency, 
the worker's welfare takes priority. 
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Termination and continuity of care 
The termination of a supervisory contact by either supervisor or supervisee is to be undertaken with respect for the supervisory 
relationship and the ongoing care of all workers. 
 
 
 
Research 
Research supervision requires a clear contract and respect for ethical boundaries between all the parties, including the research 
participants. Issues which arise in the research process are discussed openly, recognising the impact of the research process on 
the participants and their relationship. When research interests conflict with those of supervision, all parties involved work 
together to negotiate a solution that will be in the worker's best interest. 
 
INTEGRITY 
 
Honesty and accuracy 
Supervisors are open and honest about their qualifications and level of competence as supervisors and the services they offer. 
Supervisees are similarly open and honest about their qualifications, the circumstances and methods of their work and their 
requirements for supervision. 
 
The supervisor is responsible for providing the conditions necessary for the development of an environment of openness, trust 
and respect for professional vulnerability. The supervisee is responsible for presenting their work with transparency and 
openness, valuing the reflections and support of others. Both supervisor and supervisee share the responsibility for being aware 
of and negotiating any area of difference between them with respect and openness in order to further their own understanding, 
learning and development. The requirements of secondary workers and their relationship to the supervision are made explicit. 
All contracts are reviewed regularly. 
 
Avoiding exploitation and conflicts of interest 
Supervision entails responsibility and, therefore, the ethical exercise of power in the best interests of the worker. Both 
supervisor and supervisee are aware of, recognise and contract for the role and structural dimensions of power in their 
relationship and that of their working context. Any form of exploitation is incompatible with the values subscribed to by the 
homes management. 
 
The supervisory relationship may intersect with other professional and personal boundaries. Such interconnections need to be 
made explicit and held in awareness as they have ethical implications for managing confidentiality and the dynamics of the 
supervisory relationship. 
 
Maintaining personal boundaries 
Personal relationships between supervisor and supervisee affect the integrity of the supervisory relationship and should be 
carefully monitored. Sexual relations between supervisor and supervisee are precluded. 
 
Addressing ethical misconduct 
Both supervisor and supervisee are responsible for addressing the potential for ethical mistakes in the practice of supervision 
and for seeking external consultative support in redressing any errors of judgement or practice made by either party as quickly 
as possible. 
 
COUNSELLING 
Counselling provides an opportunity for individuals to progress towards a more satisfying and resourceful way of life. It opens 
the door to solutions to personal emotional problems. All that takes place between therapist and worker is confidential. 
 
Person-centred therapy is based on the fundamental belief that human beings are essentially trustworthy, social and creative. 
The practical expression of this belief is the willingness of the therapist to vacate the position of expert and instead to work to 
enable a worker to realise their own resources and self-understanding. Person-centred counselling emphasises our internal 
perceptual and emotional world as the source of understanding for our thoughts, feelings and 
actions. The approach is humanistic and also contains existential elements. Although person-centred therapy stresses the 
importance of individual experience, in essence it  is a theory of relationships, it acknowledges our interdependence in a way 
which provides a route to deep and acceptant communication with others. 
 
Integrative counselling is a term used to describe either an integration of two or more therapies or an integration of counselling 
techniques (the latter may also be called technical eclecticism), or an integration of both therapies and techniques. Integrative 
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counselling is not tied to any single therapy since its practitioners take the view that no one single approach works for every 
worker in every situation. 
 
While integrative counselling is usually pragmatic in content and has no qualms about borrowing useful concepts, skills or 
techniques from any source, provided the application of these benefits the worker, this does not mean the approach is ad hoc or 
piecemeal in practice. Each worker’s problem is tackled systemically, typically in three or more stages, and the counsellor is 
obliged to be disciplined and thorough, but still flexible, in interacting with workers. 
 
An overall structure is essential but is not slavishly followed since counselling is not a mechanical process. The therapy must fit 
the worker, not vice versa. Research indicates that the most probable factors determining a successful outcome to therapy are 
the personal qualities of both therapist and worker and the relationship between them, rather than the particular approach 
used. 
 
Life skills counselling, otherwise known as life skills therapy or life skills helping, is an educational approach that has as its 
starting point the ‘problems of living of’ ordinary people rather than those who have been seriously emotionally deprived or 
possess a psychiatric disorder. To live effectively and affirm their existences all people require life skills Life skills counselling's 
philosophical basis is humanistic and existential - humanistic in terms of the value placed on the individual, in a sense a leap of 
faith about the improvability of humans; existential in terms of its emphasis on choice and on creating one's existence within the 
challenges presented by death, suffering, change, meaning, isolation and freedom. On top of this life skills counselling uses 
insights from 'cognitive-behavioural' approaches to counselling, those focusing on altering thoughts and actions, to sharpen the 
humanistic-existential message and provide workers with the skills they require to be more effective both now and in the future. 
Problem-focused counselling is a method of teaching or training individuals to identify current problems in their lives and then 
to learn a series of steps in order to overcome them. These problems can be of a practical nature (e.g. making a career decision) 
without any overlapping emotional difficulties (e.g. anxiety about making the wrong decision), but frequently these two 
elements, the practical and the emotional, are found together in workers' presenting problems. 
 
Psychodynamic/Psychoanalytical counselling is concerned with how we deceive ourselves as to our intentions, desires and 
beliefs and how these deceptions create conflicts between our expressed goals and our actions. The term psychodynamic means 
'of/or pertaining to the laws of mental action', and its use presupposes that there are some principles that determine the 
relationship between mind and action and that these can be formulated as a basis for therapeutic intervention. Traditionally, 
the principles underlying psychodynamic counselling are presented as derivations of the ideas of the psychoanalytic school 
founded by Sigmund Freud, a doctor, neurologist and psychoanalyst. 
 
Current psychodynamic counselling draws from a much wider range of theoretical influences. One of the most fundamental 
tenets is that we are unaware of many of our motives and that if these are known to us we are able to make better, less 
conflicted choices. However we are often resistant to or defended against recognising these hidden motives, termed 
unconscious by most psychodynamic theorists, and hence are unable to change - indeed we seem to have a compulsion to 
repeat past behaviour. These repetitions are thought to arise because of earlier experience where our behaviour successfully 
enabled us to cope by ignoring or repressing difficult feelings. Psychodynamic counselling thus has theory of why we are unable 
to change,  how this inability arises, and how it affects our lives. 
 
PSYCHOTHERAPY 
 
Psychotherapy is a process of discovery whose medical goal is to eliminate or control troubling and painful symptoms so that 
you can return to normal functioning. It is also used to help you overcome a specific problem or to stimulate overall emotional 
growth and healing. You work to identify, learn to manage, and ultimately, overcome emotional and mental problems. 
 
Multimodal counselling and therapy is a technically eclectic (selecting or borrowing from a variety of styles, systems, theories, 
etc; characterised by such selection or borrowing; choosing the best out of everything; broad, as opposed to exclusive) and 
systematic approach. It is an approach developed by Arnold A. Lazarus in response to the constraints of traditional behavioural 
therapy. Worker’s needs are often better served by working in multimodal rather than unimodal or bimodal fashions. The 
assessment procedure deals in great depth with sensory, imagery, cognitive and interpersonal factors and their interactive 
effects Cognitive Behavioural Therapy, often shortened as CBT, is a very practical treatment in which therapist and worker work 
together collaboratively. It centres on the understanding that our thoughts, beliefs and ideas affect the way in which we feel and 
act towards ourselves and other people in our daily life. 
 
CBT is based on the knowledge that many of our problems are caused and maintained by our unhelpful beliefs and deeply held 
assumptions about others and our selves in our life. These underlying assumptions and beliefs are usually learned through our 
past experiences and interactions with significant people around us. At the time when we learned these, they may have helped 
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us to cope with our experiences. Some of these beliefs may even now be helpful still, but there may be others that are no longer 
helpful and that really hinder our effective functioning. 
 
What is the aim of CBT? 
 
The aim of CBT is for therapist and worker to work together to try and understand those underlying beliefs and assumptions that 
are no longer helpful and affect a person’s current feelings, behaviours and functioning. Depending on the individual problems 
that workers are experiencing, therapist and worker work together to identify goals and develop a treatment plan. 
In CBT, the focus of therapy is to find solutions to the problems workers are experiencing that will help enhance effective 
functioning and well-being in daily life. The focus of CBT is mainly in the here and now. Sometimes it can also be very helpful for 
a person to focus and work through some of the negative experiences they have experienced in the past and then explore how 
they want to start living their life differently now. This often involves using the time between therapy 
sessions for workers to try things out differently. CBT can be used completely on its own, but it can also work well in conjunction 
with medication, that workers have sometimes been prescribed. 
 
How long does CBT take? 
CBT is usually time-limited and 10 to 15 sessions may be enough. However, the length of therapy depends on worker’s individual 
problems and the goals that they want to achieve and it can therefore sometimes take significantly longer than that. Usually, 
therapist and worker would meet for an initial assessment session, after which the therapist would often be able to give the 
worker some idea on how long it might take. 
 
After therapy is completed, it is helpful for workers to have a limited number of follow-up sessions, which usually have quite 
long time gaps between them, to monitor and maintain the progress that has been achieved. 
 
Rational Emotive Behaviour Therapy (REBT) is a system of psychotherapy which teaches individuals how their belief systems 
largely determine how they feel about and act towards events in their lives. For example, three people working for the same 
firm lose their jobs at the same time. The first person is angry because she believes she should have been promoted and not 
sacked; the second person is depressed because she believes that without a job she is worthless; and the third person is happy 
to have lost her job because she always found it boring. The important lesson to learn from this story is that though the loss of 
the job contributes to the various emotional reactions, it does not cause them: how each individual perceives being made 
redundant is the key factor in determining these emotional reactions. 
 
REBT's emphasis on the way thought influences feeling places it within the cognitive-behavioural school of therapy of which it is 
a founding member. Solution Focused Therapy (SFT) is a form of brief therapy which builds upon workers' strengths by helping 
them to evoke and construct solutions to their problems. It emphasises the future, more than the past or the present. In a 
solution focused approach the counsellor and worker devote a greater proportion of time to solution construction than to 
problem exploration. They try to define as clearly as possible what the workers would like to see in their lives. SFT fosters a 
sense of collaboration between the counsellor and the worker, with the latter being viewed as competent and resourceful. It 
pays little attention to the 'roots or causes' of a worker’s problem. This stance could be compared with driving a car where it is 
useful to look in the rear mirror from time to time but it is advisable to spend most of your time looking through the front 
windscreen! Solution focused counsellors believe in minimal intervention in the worker's life - their task being to initiate an 
impetus for change which the worker will continue after the counselling. The counsellor negotiates with the worker to identify a 
priority concern which has attainable goals. 
 
NLP (NEURO-LINGUISTIC-PROGRAMMING) is the art and science of personal experience. Art, because everyone brings their 
own unique personality and style to what they do and this can never be captured in words or techniques. Science, because there 
is a method and process for discovering the patterns used by individuals in any field to achieve outstanding results. This process 
is called modelling, and the patterns, skills and techniques so discovered are being used increasingly in counselling (and 
business) for more effective communications, personal development and learning 
 
NLP is a systemic way of working. This means we see people as a system of interactions (for example physical, mental emotional 
and spiritual) and also see the system within a system within a system (for example, a child within a family, living in a village, 
living in England and so on).NLP arose from studying the structure of an individual's everyday experience in detail, particularly 
focusing on people who were considered exceptional in their field. From this NLP developed: 
 

• a set of presuppositions (guiding principles and attitudes) 
• a methodology for modelling (what to observe and how to 'frame' that) 
• a system of coding (the how to - a detailed description) 
• a series of models (different ways of understanding) 
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• a trail of techniques (things to do) 
 
An NLP therapist will encourage you to interact trustingly with your unconscious, and help you learn how to do that using 
movements, sensations, sounds, language and visualisations. The words we use will be taken seriously and literally. By paying 
close attention to language, and sharing an understanding of the deeper implications of using certain words, phrases and tenses, 
the therapist will help you to explore and experience different ways of thinking, and to consider 
alternative meanings behind your hopes, behaviours and experiences. When coming for help you will probably have explored 
most of the conscious solutions (those we are aware of). The NLP process is designed to help you become more aware and use 
all the possibilities which are within you, including the unconscious ones, which have been out of your awareness, lying dormant 
and unknown. 
 




