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Abstract

The article emphasizes the importance of coachiogsulting to improve performance as one of thepmiemcies
which is absolutely necessary in the process aderaconsulting through Internet. The article analyshe similarities
and established the differences between onlinenteg@nd online counselling in career managemenplicitly, it is
revealed the role of using one of these onlineisesy underlining the advantages, but also thetéiraf each of them.
In the background, the work brings into questidie importance of multicultural competencies in tidine services
such as: counselling, consulting and coaching effeffor international clients, as forms of transgies of

psychological barriers and to build links betweéffiedent cultures
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Coaching/ consulting — terminological clarificatiors

“[...] before they were all consultants; today everybodien coaching”

(Weiss, 2014)

In the last century, theories of counselling andteamanagement were focused on the choice of
career and on the models of decision-making argddedssues of performance, advancement and

development of a certain type of leadership.

Today, centres have been set up in charge of carv@eagement, providing services of individual
counselling, vocational testing, training, placemsarvices and databases of potential work
places. The dynamics of the labour force and ofldbeur market has shown the need of the
emergency for a new intervention in career manageméich has led to a growing number of
career counsellors, skills addressed to these @xripsues. Also, there is an increase in the
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number of “paraprofessionals”/ “support staff” whepresent a new kind of aid, known as

“coach”/ “career coaches”.

Coaches are experts in career management. Asguwriithe Internet (“networking”) constitutes
an important strategy in career management, oolaehing/ consulting to improve performance
is an essential skill of career counselling. Listgth in the list of 11 career counselling
competencies necessary to the counsellors who witk international clienfs coaching/
consulting for performance improvement constititasessential skill to address the complexity
of the client issues that may occur beyond theetathoice, problems with performance at the

workplace, training, and career advancement.

Coaching is a new and special training and persdeaelopment method, which is literally
translated by “meditation” or “training”. Th€oncise Oxford Dictionarylefines the verb to
coach> as “to meditate, to train, to make suggestionstian «work with the facts»”. The
coaching brings results, to a great extent, becafitbe relationship of support, between the
coach and disciple, as well as to the means ahel gtgommunication used. (J. Whitmore, 2014,
p. 17).

Like education, motivation and management, coachingt take into account the psychological
development and the understanding of the way irchwipieople reach their full potential. The
coaching unleashes the human potential in orderaximize one’s performance. It helps people

learn for themselves rather than allow themselodmttaught by others.

Coaching does not resemble training at all, itse®3s consisting in thereation of all the
necessary conditionfor learning and development. Coaching aims toerdlie quality level of
performance and learning ability of others. It ilmas providing feedback, but also other
techniques as motivation and effective use of dqumest In the case of a manager-coach, it
includes the recognition of the availability ofeain member to assume a specific task, in terms

of skills and motivation.

Florence Stone defines coaching as a process lghwtiie employees gain the skills, abilities
and knowledge they need to develop themselves gmiofeally and become more effective in
their jobs” (Stone, 1999, p. 11). In the author'pinion, coaching is designed to boost
performance levels, by making clear to employ&katthey should do andowthey should best

do it (“instruction”), positively reinforce good wio (“praise”) and find ways to redesign the jobs

of employees or to increase their contribution (Pemverment” or “shared leadership”).

2 These are the additional competencies ofGhde of Ethics and Standards of Practifethe American Counselling
Association- ACA, 1994.
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Max Landsberg considers that the individual whies lmlecourse to coaching ensures that the
person who helps will be helped in return. It idy@amic interaction — not based on a one-way

communication of tasks or instructions (from cotxthe client). (Landsberg, 2007, p. 10).

In the workProcess ConsultingAlan Weiss puts a sign of equivalence betweerthiog and
consulting, defining coaching as “a type of busénesnsulting”, focused on individual, and not

on groups, systems, processes, procedures, sescaic. (Weiss, 2014, pp. 49).

On the contrary, other authors establish a clestindtion between coaching and consulting:
consulting has as its object of work the produpt®cesses and procedures that govern the
client’s interactions, while coaching has as itfeobof working the human individual (e.g., you
can't do coaching with a product). Coaching candiated to the development of the product in
qguestion, when there is one or more people resplenir this. Coaching is “for” and “about”

people.

As it happens in sports, when the coach allowsathketes to perform, the coach must intervene
only when he can help employees to improve thaifiopmance. Not everyone is able to provide
coaching, although he/she may be a good consulianguse the requirements of this profession

are very specific — just as not all consultantslmawery good coaches, strategists or negotiators.

“To ask” versus “to advise”: similarities and differences betweencoaching and

counselling

If some authors establish a clear distinction betweoaching and counselling, defining the
counselling as a continuous process of developrardtthe coaching as a means to improve
performance, others equate the two terms. Theralsie a third category, the authors who
postulate inclusions (considering either counsglis a form of coaching, or coaching a form of
counselling) or intersections between the sphefdéseotwo concepts (presence of the common
elements). We shall further analyse a few of thsitsations.

The definition of the coaching/ consulting undezlinby default, the difference between the goals
of counselling and coaching. While the coachingrimarily aimed at the individual, the field of

career counselling serves both the individual amtlety. The counselling is dedicated to the
“enhancement of worth, dignity, potential and umigess of each individual and thus, to the

service of society” (Boer, 2001, p. 86).
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Max Landsberg (2007, p. 11) considers that ondnefclear distinctions between coaching and
counselling consists in the fact that the procés®aching is largely proactive and counselling is

reactive. Coaching provides a proactive and foctisidting, attention and observation. Another

distinction is that the activity of coaching is geally addresses problems directly related to the
workplace, but it requires counselling skills ipeblem persists or has its origins in childhood.

In turn, Alan Weiss says that a person can’t beukameously counsellor/ psychotherapist,

consultant and coach in the relation with the saleat: “the sudden passage from one register to
another is at least improper, if not unethical”.e#$, 2014, p. 61). The duty of a consultant is to
focus on observed behaviour and to provide opinifaexiback, guidelines and assessments. It is

by its nature an occupation based on critical tinigk

In contrast, the task of a counsellor/ psychothstdp to focus on the deep motivations, often
determined by family or social factors, and to guilde client/ patient to self-discovery and self-
awareness. The counsellors don't judge the clieares,non-critical, and usually ask questions
like: “how do you feel regarding this matter” andtriwhat do you think about this problem”.

They are reluctant to express severe critical opii

The career counselling process is a non-criticdl mon-punitive process, which involves a one-
to-one meeting between a counsellor and an emplaf®eencounters a particular issue. In this
case, the purpose of the counsellor is to deterritireemployee to recognize the difference
between actual and expected performance, to igehtfsource of the problem and to develop an
action plan to achieve a level of performance asti@t minimal expectations. The secret of an
effective counselling is a good communication véathopen, direct and sincere character; active

listening; questions and checks.

According to John Whitmore, the coach is not the o solves problems; he/she is neither a
teacher nor a counsellor, instructor or expert.shie/is a facilitator, a guide, a person who
stimulates awareness. The coaching, in order terf@svareness and responsibility, works on the
short term in the fulfilment of a task or on thendoterm, for improving the quality of life.
(Whitmore, 2014, p. 67).

If the outcomes of coaching, respectively of collmgg may be similar when we refer to the
awareness and responsibility of the client, thehwetof achieving them is different: coaching
proves its effectiveness when performed predomipdnt questions, while in counselling, the

advices/ guidance prevail. A coach supports skdintng, without having a very didactic
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approach; and the most important decision is whethask a question, to give an indication or to

use a style of interaction, somewhere between tfhasextremes.

Max Landsberg pled for the applications of the Hiaque of effective questions” in the sessions
of coaching, underlining that “the key questiostionger than the advice”. (Landsberg, 2007, p.
20). Sometimes, the interaction of the coaching smnsist in a single sentence, most probably
only one question. However, the formulation, theemb and the effect of this sentence may be
different. (Whitmore, 2014, p. 27).

Regarding the period of time during which coachsiwuld be carried out, sometimes, the
process of coaching is forced to relate to thetsieoms (coaching can occur spontaneously, in a
minute or in a session of one hour), while the domaof counselling is greater. A good coach,
unlike a good counsellor, does not delve too deeplthe psychology of the individual, when
helping someone to develop their skills. He prosifkedback by working with the behaviours
and actions perceived. As John Weiss shows, “ahcogtwuld avoid at any cost the
“psychologising”/ “the exploring of the soul”, asaching represents an intention, not a guarantee

of a specific result” (Weiss, 2014, p. 61).

In turn, according to this idea, Landsberg poseslahe principles of coaching, showing that for a
“coach” it is important not to “psychologise” theaching process. (Landsberg, 2007, p. 97).

1. Do not “psychologise” the coaching process

Table 1. Coaching Principles (Landsberg, 2014)

Yes No:

Relation: coacl- athlete Relation: psychologis- patien

Focus on patient involvement in the conci Look for the psychological issues whi
tasks “might” exist

Adopt a professical and frank attituc Try to be “nice’

Verify that the real problem is not mis: Cause misunderstand

Moderate the breadth and depth of Do too much coachir

coaching

Send people with major personal problems Address thissues that go beyond you sk
qualified counsellor

2. Do not lose sight of the strategic and operatisnés that require a firm action.

Other differences between coaching and career etlimgsrefer to professional preparation and
training requirements. Career counsellors are redub hold a master’s degree in counselling or
in a related field, such as human development. abélemic training introduces them in career

development theories, as well as in individual gnolip assessment skills, considered essential
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for professionals in career counselling. Coachiray rmclude (without being compulsory!) a
broad set of skills, including advocacy (legal adyirelated to the career development and the

workforce planning.

If in the opinion of the author Florence Stone,rgrlling is an element of coaching (Stone, 1999,
p. 151), however, in th€ode of Ethics and Standards of Practafethe American Counselling
Association(ACA; 1994), coaching/ consulting is postulatedtlas “necessary competence in
career counselling”. Thus, in addition to the eifytdamental competency areas (regarding: the
specific/ the structure of the relationship coulesedlient; confidentiality; competence and
professional responsibility; relationships with ethprofessionals; evaluation, assessment and
interpretation of psychological tests/ inventorigsaining and supervision; research and
publication; resolving ethical issues etc.), neags$or career guidance set out in fiede of
Ethics and Standards of Practioé the ACA, career counsellors seeking a certiftcato work
with international clients, must demonstrate addai competency in 11 areas. These are as
follows: 1. career development theory; 2. individaad group counselling; 3. individual/ group
assessment; 4. informational resources; 5. programotion, management and implementation;
6. coaching, consultation and performance improvese. diverse populations; 8. supervision;
9. ethical/ legal issues; 10. research/ evaluafiéntechnology. (Boer, 2001, pp. 19-20).

According to Shannon Anderson: “career counseltars provide not only coaching skills, they
can provide assessment and individual counselbonghieir clients. The career coach is limited to
offering only one skills set.” (Anderson, 1999 iod3, 2001, p. 78).

Our opinion is: if the theoretical field of caremyunselling is wider (the counsellor must display
not only coaching skills, but also assessment,ndisig and counselling, strictly speaking), in the
applied and practical plan, the scope of coachingtch widet:

At present, in the opinion of Cheryl Richardsone af the former presidents of th@ernational
Coach Federatior(ICF), the popularity of coaches grew because kenk psychotherapist, a
coach helps the human individual to look to theifeiinstead of to the past and to actions instead
of causes”. (Richardson, 1999 in Boer, 2001, p. 78)

® Guidelines ofNational Career Development Associati®™CDA) of USA, on coaching and consultation skills,
postulated in the publication concerni@greer Counselling Competencig®gvised version, 1997), covering a wide
scope for coaching skills, including the followinly: use consultation theories, strategies and rap@ekestablish and
maintain a productive consultative relationshiphwgeople who can influence a client’s career; 3 Itiee public and
legislators to understand the importance of cateanselling, career development and planning wérithe impact of
public policy as it relates to career developmerd workforce planning; 5. analyse future organaal needs and
current level of competences of employees and dpvgtrformance improvement training; 6. mentorind eoaching
employees (in Boer, 2001, pp. 77).
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If the differences and the inclusions spheres ainselling and coaching have been presented
above, which are more obvious, we must underlieefaict that the similarity between the two
terms is due to mistaking one of them for the cphoé mentoring. Confusions about coaching,

counselling and mentoring abound!

A review of the literature would suggest confusionly at the semantic level: coaching is
mistaken for counselling or mentoring, and mentproenfused with coaching or coaching and
counselling, but, actually, the confusion can gepd#. Some authors use interchangeably the
terms mentoring and coaching. The mentor is a gudeise friend and a counsellor (to be
someone’s mentor is very similar to coaching hifde mentor’'s and the coach’s roles are very
similar. The only real difference is that the co@&focused on developing the skills of people in
concrete tasks, while the mentor has a wider petisge Usually, the mentor has a long-term
relationship with the person; it is a kind of coelis for a wide range of issues, at any time.

Online career counselling — definition and standard

The debate about online counselling services begtmthe sales of psychological assessment
tests and career interest inventories over theriateOnline administration and scoring of these
psychological instruments increased the numbeho$d who access such services. However,
online assessments constitute additional toolscéomsellors, but can’t replace the counselling

itself.

In the last few years, online career counsellinyises have evolved, becoming rapidly an
integral part of career management (in particutathe USA). Zunker describes this development
of career management as: “the story of human pssgrea nation founded on the principles of
human rights. It touches all aspects of human kée, it has involved political, economic,

educational, philosophical and social progress @rahge”. (Zunker, 1994 in Boer, 2001, p. 6).
Other evidence of the evolution and expansion ettebnic career counselling services and
interventions can be observed in the increasingbeunof Web sites dedicated to academic

centres for career guidance and commercial onkineer services.

Today, a growing number of electronic interventionsareer management, or online services are

available to the public. The list of these elecicanterventions is as follows:

e computer-based career guidance and informatioe st
* vocational assessments and interest inventories;

e message boards;
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e chats;

» telephone counselling;

e e-mail counselling;

* databases;

« video and teleconferencing;

* combinations of the above interventions.
The services of online career counselling are &chtb “providing information designed to help a
client with a specific need”. Specific needs rekatea review of a CV; assistance in networking
strategies; identification of occupations basednberests, skills and previous work experience;
support in the job-seeking process; assessmentelaysnof online inventories of interests, skills
and/ or work-related values. According to tational Career Development AssociatitNCDA)
from the United States, the career counsellinggs®goes beyond a specific need, and “implies a
deeper level of involvement with the client”. (NCOBuidelinesin Boer, 2001, p. 24).
Most authors consider that only online one-to-ooenselling via e-mail is considered a form of
professional counselling. Chats, online messagesints or other group activities, sometimes
associated with online career counselling are ebedurom the “official” definition. The e-mail
is the method to respond to applicants from anya/firethe world who ask questions “under the
protection of anonymity and confidentiality”. Théents receive answers quickly or within a
specified period of time, from a career counselanilar to individual face-to-face sessions, but
without financial costs. This type of counsellimggets also information and recommendations or
links with reference to the specific services reggliby the client.
The standards for counselling over the Interneeveatopted in September 1997, in the USA. A
month later, theéNational Career Development AssociatiQSA) approved thé&uidelines for
the use of Internefor the provision of career information and plammnservices. (in Boer, 2001,
pp. 4-5). The guidelines provide:

- four major ways to provide career planning sesito clients;

- differentiate career planning services from caoeeinselling;

- a list of eight means for the delivery of onlioeunselling services, including: developer/
provider qualifications, access and understandifigevironment; content of career
counselling and planning services; appropriaterefsglient to receive the services by
Internet; appropriate support for the client; ¢dladf the contract with the client; inclusion of

links to the various sites; use of assessment.
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There are also included: professional and ethiasiedines related to the jobs posted;

unacceptable counsellor behaviours on the Inteneet; for research and review.

Online coaching/ consultingversus online career counselling

It is important to distinguish between online caaghand counselling, in career management.
Firstly, because online career coaching can beauffén virtual environment, or on a public
forum (a situation disapproved by many professigijalor by e-mail, when establishing a
relationship as a type one-to-one, like classimeselling sessions. In each of the two situations,
the kind of online questions and answers diffets,also the roles and the responsibilities of the
coach, respectively, of the client. The advantagekthe limits related to the online environment,
especially wherthe environment is a public forum and not the eknzaie themselves different.
Therefore, in each case, the online questions aistvexs must have an appropriate content
context, and the roles and responsibilities of epahticipant should be clarified from the
beginning.

For example, career counselling on a public forsra service where clients submit questions that
are publicly posted (online), that career expertstnrtespond by posting messages, generally
within 48-72 hours.

In contrast, online career counselling by e-masimilar to telephone counselling, is performed
in the form one-to-one and “implies a deeper lefdhvolvement with the client”. Most online
career counselling professionals argue that e-roaiker counselling is practiced on an
individualized, one-to-one basis, with the e-maiéssages and responses written between the
client and the career counsellor. The counsellglgtionship by e-mail proceeds in a specific
framework and is similar to individual counsellisgssions.

Whitaker, a counselling expert, said that as cdlansi “we need to win the battle for structure
and loose the battle for power” (in Boer, 200189). By this assertion he defines the parameters
of the counselling sessions, namely: the role efdbunsellor to determine when and where the
sessions will be held, the duration, fees and ttemsa of expertise or practice used when
addressing clients.

Once this is established and the client agreebecstructure of the counselling, the job of the
counsellor is “to lose the battle for power”. “Thmttle for power” refers to the client's
availability and willingness to change, to moveward or to decide on whether or not to take

action. In coaching, the goal is to provide infotima to the client to take action (in the sense of
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acting!) and to make him accountable for his admeent. Whitaker believed the client must
have this freedom to choose, in order to have denfie in the counsellor and be motivated to
change. The battle for power (defining client issaad outcomes) is one of the major differences
between career coaching as a speciality and cepeeselling.

Online counselling implies a deeper level of ineshent than the coaching/ consulting in the
relationship with the client. A deeper level of alwement is what Whitaker understands by
“losing the battle for power or trusting the clienh this case, the individual transformation sest
not in action alone, but more in the client beiegarded by deeper inner insight / understanding
(as are feelings or affirmation and self-worth).wéwer, the author believes that the boundary
guidelines developed and established by careerhesaare valuable additions for career
counsellors to include in their practices. (Whitaké71 in Boer, 2001, pp. 81-82).

In online coaching, many clients ask informatiomabthe nature and content of the interview.
They want to know what to expect, the questionshich they could find answers or how to face
certain difficulties. For example, one of the mivefjuently asked questions in online interviews

of clients is: “Why did you leave your last job?”

Martin Yate (1995), professional career coach, eatgysix reasons for leaving a job, namely:
= Challenge: They were not able to advance professionallyat position.
= Location: The commute was unreasonably long.

= Advancement: There was nowhere for them to go. Although thayehstrengths and

competences, there were too many people befoidedrib promote.
= Money: They were underpaid for their skills and conttibn.
= Pride or prestige: They wanted to be with a better company.
= Security: The company was not stable.

This example of online coaching (Martin Yate, 19@5Boer, 2001, p. 83) highlights the
difference between responses in coaching, in oslato the messages in online career
counselling, where attention is paid to the tormemglage and emotional load of the client's
message. The response to the tone, language atit# oontext of a person’s life are related to
counselling skills which involve affirming or norti|ing the client’s feelings, focusing on
attitudes and decision-making processes. Carearsetiars know the importance of such skills
training, even when responding to routine questiaasn the previous example.
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Others differences between online career coachimgaunselling, can be deduced from the

limitations on assistance through online coachirs:

» coaching services are provided only to adults ddgedr over (usually, assistance through
online coaching is a process for helping clientsdagl to 51). If a career coach receives
any indications that the person they are communigatith is a minor they will cease

providing advice.

e acoach doesn't provide legal advice. (This linitatis questionable, some authors argue
for the need for advocacy skills in coaching!).

« acoach will provide assistance to the client ag las he or she will be able to have his or
her own options and make personal choices. Butjltirmate responsibility for their own

actions remains to them.

The principles on which career coaching relies dodeviate from career counselling standards
and there is no conflict between the codes of stbfcthe two areas. Rather, career counselling
may have something to learn from online coachintgims of setting limits in this environment.
From this perspective, the potential implicatiorfsonline coaching in career management,
recently introduced in Romania, are more than alwifor Romanian counsellors in practice.
They refer to the positive impact that online caagthas on counselling, an influence expressed
by a transfer of methodological norms and practigailicative aspects, with usefulness

especially in counselling centred on objectives soldtions.

If the differences between online career coaching eounselling bring to light not only the
advantages but also some specific limits, posiiseects, common to both, reside mainly in the

similarities between them.

The inherent advantages in online services repaltadoxically, from anonymity. Anonymity
brings unexpected benefits, such as giving clitresreedom to ask core and intimate questions,
anonymity adding the assurance of confidential&jthough it can maintain the one-to-one
relationship, as in the classic counselling, inrkoaching and counselling, the disappears the
direct contact of the type face-to-face, which oty reduces the client’s anxiety, but eliminates
the possible mistakes in interpreting the cliebtsly language. Online coaching and counselling
facilitates the integration of interpersonal comioation skills, regardless of individual
differences related to gender, sexual orientati@te and ethnicity, physical and psychic

capacities. Facilitating the work with the variastegories of population, belonging to different
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cultures, online services enable and require, iakiapeasure, the training and the development of

the multicultural skills.

Multicultural competence in online coaching and conselling

Rayman (1999) reveals that “in this millennium, inel career counselling services raised the
need to new and alternative service delivery mo@eg., bilingual counsellors; counsellors

familiar with disability issues, counsellors witkpertise/ competencies in various cultural fields
etc.)”. (Rayman, 1999 in Boer, 2001, p. 61).

D. W. Sues and D. Sue (2008) describe culturaliypetent counsellors “as being aware of their
own assumptions, values and biases; understand@gvaridview of culturally diverse clients;
and using appropriate interventions strategiestadghiques. These criteria correspond with the
attitudes/ values, knowledge and skills typicalged to define competence in general. [...]
knowledge of a specific diverse population willlume such information as the definition of the
population, including its various segments, and history of oppression the population has
experienced”. (D. W. Sue & D. Sue, 2008 in CornikhA. E.et al, 2012, pp. 6-7).

The definition of the multicultural competence came underline one thing already known that
the competencies are not static, but ever chandihg. process of becoming a multicultural
competent counsellor resembles a complex andtifejourney. Multicultural competence can be
defined as “the extent to which a counsellor isvatt engaged in the process of self-awareness,
obtaining knowledge, and implementing skills” in nkimng with people from diverse cultures.
(Arrendondoet al, 1996; Constantine, Hage, Kindaichi & Bryant, 20&Ue, Arredondo &
McDavis, 1992 in Cornish, J. A. Et al, 2012, pp. 6-7).

The domains within the model of multicultural coelisg competencies can be thought of from
a double perspective: as fixed-goal or as prodeselifis & Pieterse, 2007 in Cornish, J. A. .

al.,, 2012, p. 7). The fixed-goal perspective impliegttthe final result of the competence is seen
through demonstrable behaviours, while the propesspective requires internal engagement and
change. Multicultural competence counselling magsigt in obtaining information relative to
“various worldview orientations, histories of opps®dns endured by marginalized populations
and culture-specific values that influence the aciiye and collaborative experience of
marginalized populations”. (Constant al, 2007, p. 24 in Cornish, J. A. E.; Nadkarni, L. I.
Henderson Metzger, let al, 2012, p. 7). The development and the implemamntaif the skills,
within the multicultural counselling competencyguées that the counsellor acts in a way that
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“draws from an existing fund of cultural knowledigedesign mental health interventions that are
relevant to marginalized populationsidém. The perspective process or domain of self-
awareness requires that the multicultural competeninsellor is aware of “one’s attitudes,
beliefs and values regarding race, ethnicity arltli®ialong with one’s awareness of the socio-
political relevance of cultural group membership terms of issues of cultural privilege,

discrimination and oppression” (Constarginal, 2007, p. 24 in Cornish, J. A. Et al, 2012, p.

7).

The differences between national and organizati@odtures can be grouped into four main

domains, namely:

» frankness/ sincerity (to get straight to the peitsusto leave the other to understand the

message);
« hierarchy (to follow ordergersusto engage in discussing them);
e consensus (to accept various opinivassugthe need for unanimity);
e individualism (individual winnersersusthe effectiveness of the team).
Online coaching/ consulting

When we make coaching with someone from a differdture, he or she can act or react
differently than usually. For example, individuasrk differently in a new job according to the
number of hierarchical structures in their backgehuSimilarly, the meaning and relevance of
“teamwork” may differ significantly or subtly, fromne culture to another, with implications for
those who are trying to build a team. Therefote,riecessary to reflect upon the mimsportant
cultural differences between the coach and theopettsat is being assisted through coaching, as

well as upon the context of the coaching.

a. Cultural differences have not only nationaljabkor religious causes; e. g., a new employee in
an organization can still be extremely influencgdhe previous employer’s culture, but in time,

by coaching, he/she can become efficient in anritifr cultural environment.

b. Cultural differences can lead to higher or lowsrels of perceived performance and to a
greater or lesser need of feedback, as well dgtadceptance thereof.

¢. When working with a multinational team or witidividuals from different cultures, a coach
must be explicit with himself and with the team,tba implications of cultural differences;
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d. It should be pursued the building of shared etgimns regarding management style,

timeliness, frequency controls, the need for kndgte
Online career counselling

Online career counselling increases people’s adwefize counselling services and encourages
them to ask questions to the counsellor. Surfimgltiternet is a specific skill to the international
clients and represents a strategy of searchingdarjobs, in various cultural spaces. In the case
of international clients, the Internet providesressed access from isolated areas to career
counselling and can equally serve as strategyiidibg bridges between cultural differences.

In the face-to-face counselling, the knowledge wdntes and subtleties of communication styles
specific to various cultures, are essential foritierpretations of the counsellor.

For example, Sue and Sue (1990) (in Boer, 200162). emphasized the importance of
understanding the differences between communicadiyles, charting nonverbal and verbal
styles for American Indians, Asian Americans/ Higipa, Whites and Blacks (see Table 2).

Table 2. Differences between communication stytlissiension nonverbal/ verbal (Sue & Sue,
1990)

1. American Indian | 2. Asian / Hispanic 3. Whites 4. Blacks

5.1. Speak softly| 6.1. Speak softl 7.1. Speak lud so| 8.1. Speak affecte

slower to control the listener

9.2. Avoid eyes| 10.2. Avoid eye|11.2. A higher eye| 12.2. Prolonged ey

when listening off contact when listen grcontact when contact when talking,

talking talk to people with listening but lower when
high status listening

13.3. Intervene| 14. 3. Similar rules 15.3. Head nods| 16.3. Interrupt the

more rarely in order give nonverbal communication  (and

to encourage the communication take over when they

communication markers can)

17.4. Respond witl| 18.4. Respond witl| 19. 4. Respon(| 20. 4. Respond quick

delay time (silence) | delay quickly

21.5. Manner 0| 22.5. Low-keyed,| 23.5. Objective.| 24.5. Affective,

expression lows indirect task-oriented emotional interpersonal

keyed, indirect

The differences between communication styles &g important, in the case of online career
counselling or of the communication through writteext. In this case, there may occur

misinterpretations depending on the questions asders or eye contact. The process of online
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communication allows interpretations for any stydé communication, thus establishing

connections between people from different cultures.

The fundamental characteristics of the online emrirent are: ensuring user anonymity,

increasing the probability to overcome culturafeti€énces and serving as an effective strategy for
international clients to use online counsellingvems. For example, unlike face-to-face

counselling, online clients (clients counselledebynail) are able to be completely anonymous,
sharing to the counsellor everything they like dvatever they want to know. These clients know
that they can ask a question without being disdosame, address, telephone number, sexual
orientation and even the country of origin, notsjgeak that they have no fears about the

counsellors’ interpretations related to the norbakcues or body language.

Online practice shows that complete anonymity isanpriority for online clients. Most volunteer
to inform on their identity and education, currprbfession and country of origin. It may seem a
paradox, but when they have the freedom offere@-byail communications, the clients decide

how much and what information to share.

The clients become freer to open themselves when #ne no longer forced to share their
feelings and intimacy, as in face-to-face counsgllfree from the misunderstandings that could
generate non-verbal communication from the usuainselling. Perhaps, online environment
allows clients to provide information that they W@uever reveal in direct contact with the career

counsellor.

Conclusions

Coaching aims to improve the performance and thenileg ability of human individuals. It
involves feedback from clients and tools such asvaton, effective use of questions and the
awareness and adaptation of the management stiyle fierson’s level of competence, relative to
the task that they have to fulfil. The purposehef toaching assistance is to help people find their
own solutions to their own problems through a dyitamteraction; it is not achieved by a
unilateral communication of hints, tips, instrucisoand orders. (Landsberg, 2007, p. 109).

The goal of a coach is to build awareness, respititsiand self-confidence. In order for people
to build and strengthen their self-confidence,ddition to achieving successes, it is necessary to
know that their success is a result of their owforef. The fundamental intention of coaching is

to build the self-confidence of the disciple (reljass of the nature of the task and of the problem
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to solve). Awareness and responsibility are, withdoubt, two crucial qualities in relation to

performance, in any activity.

For some people, coaching requests and causesdanfiemtal change in how they perceive
themselves and others. Coaching is not only a teahrthat should be spelled out and rigidly
implemented, in certain prescribed circumstancemc@ing is a way to lead, to treat people, a
mind-set, a way of being, and a sort of “a wayifef’l(Lionnet, 2015). We could waive to the

word “coaching”, or may add new terms to those #&hatady exist: counselling, advice, guidance,
facilitation, mentoring, support, guidance, psytieoapy, training etc. Their application differs to

some extent, but overlap, and although it is pdsddobe differently expressed, the fundamental
principles of awareness and responsibility are comno all, constituting the very essence of

human development, effectiveness and efficiency.
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