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IO4 – Coaching sessions 

Overview and Guidelines 
 

Definitions: 

Coaching is a form of development in which an experienced person, called a coach, supports a 
learner or client in achieving a specific personal or professional goal by providing training and 
guidance. (Passmore, Jonathan, ed. (2016) [2006]. Excellence in Coaching: The Industry 
Guide (3rd ed.). London; Philadelphia) 

Some other definitions: 

 “Unlocking a person’s potential to maximize their own performance.  It is helping them to 
learn rather than teaching them” (Whitmore 2003); 
 

 “A collaborative, solution focused, result-orientated and systematic process in which the 
coach facilitates the enhancement of work performance, life experience, self-directed 
learning and person growth of the coachee”  (Grant 1999, basic definition also referred to by 
the Association for Coaching, 2005); 
 

 “A powerful alliance designed to forward and enhance a life-long process of human learning, 
effectiveness and fulfilment” Whitworth et al (2007). 
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Coaching/Mentoring/Training – what is the difference? 

 

Criteria COACHING MENTORING TRAINING 
Focus Performance or 

behaviour 
transformation. 
Responds to: “I teach 
you a method”. 

Personal development 
(career, behaviour, all). 
Responds to: “I bring 
you my experience”. 

Acquiring new skills or 
upgrading skills. 
Responds to: “I 
transfer you skills and 
competences”. 

Inputs - 
Outputs 

Using the coachee’s 
ABILITIES to develop 
his/her TALENT. 

Sharing the mentor’s 
EXPERIENCE to develop 
the mentee’s WISDOM. 

Using the trainer’s 
KNOWLEDGE to 
develop the trainee’s 
SKILLS. 

Type of 
relationship 

Formal and task 
oriented. Task or 
performance driven. 

Informal and 
relationship oriented. 
Development driven. 

Formal and structured 
with measurable 
learning outcomes. 

Structure Regular meetings, 
formal structure, 
instructing, assessing, 
providing feedback, 
monitoring and 
evaluation methods. 

Formal or informal, 
sharing experience, 
suggesting, guiding, 
planned meetings 
based on needs, 
subjective goals’ 
achievement 
evaluation. 

Formal and high 
structured based on 
past learning, regular 
meetings, concrete 
information, 
evaluation methods. 

Time Short term  
(3-10 sessions). 

Long term (several 
months). 

Variable, depends on 
the purpose. 

Role of the 
facilitator 

Expert in the field, not 
necessary having gone 
through a similar 
experience as the 
coachee. 
 
Asks open questions. 
Enables self-discovery. 
Dispels false feelings 
and believes. 
Future-oriented.  

High knowledge and 
experience in the field, 
having gone through a 
similar personal 
experience as the 
mentee. 
 
Answers direct 
questions.  
Seeks alternative 
answers. 
Provides information 
sources. 

Expert in the field with 
high knowledge level 
and practical 
application experience. 
 
Asks directive 
questions. 
Seeks specific answers. 
Provides information. 
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The GROW Model: 

The GROW model was created by Sir John Whitmore and colleagues in the late 1980s. It has since 
become the world’s most popular coaching model for problem solving, goal setting and performance 
improvement. 

G = GOAL (What the coachee wants?) 

R = REALITY (Where is the coachee now?) 

O = OPTIONS (What the coachee can do to achieve the wants?) 

W = WILL (What is the coachee going to do?) 

 

For further information: https://www.performanceconsultants.com/grow-model  

 

EILM Coaching sessions’ model: 
 
Target groups: Those coaching sessions will be used by VET coached (advisors, trainers, counsellors) 
to coach VET learners and job seekers in developing the needed EI skills to enter the labour market. 

We define 3 specific groups of coachees based on which 3 coaching sessions models will be 
developed: 

• Young people that are about to enter the labour market for the first time 

• Young people that need to re-enter the labour market after a previous labour experience 
and a period of training or unemployment  

• Young entrepreneurs  

 

Structure: 

The recommended structure is that each session will be composed of 3 to 6 meetings with 
(recommended 1 hours – 2 hours max. per meeting) for a total duration of 5 to 9 hours. There 
should be a clear link between skills developed during the coaching sessions and the previous EILM 
project outputs.  
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Meetings’ objectives: 

1st meeting: Analysis for definition of professional objectives  

2nd meeting: Definition of professional objectives  

3rd meeting: Planning how to reach the objectives  

 

Coaching sessions for young people entering the labour market for the first 
time 

- 2 meetings for defining the professional objectives 
- 1 meeting for planning how to reach these objectives 

 

Resources that inspired the coaching sessions and recommended readings for vocational advisors: 

● Bolles, R. N. 2012 & 2017. What Color is Your Parachute? A Practical Manual for Job-Hunters 
and Career-Changers. 

● Clark, T., Osterwalder, A., Pigneur, Y. 2012. Business Model You. A One-Page Method for 
Reinventing Your Career. 
 

Coaching session title: Setting your professional objectives - Envision your career 
path 

Target group: Young people 

Number of meetings: 2 

Total duration: 3 hours 

Trained skills: Mastery of purpose & vision:  

● Understand one’s life purpose, values, interests, and 
personal assets. 

● Become authentic and transparent while aligning their 
motives, actions, intentions, values, and purpose in 
life. 

● Set professional objectives. 

 

1st meeting 
title/objective: 

Reflect on who you are and what you want 

● Analysis for defining professional objectives 
Duration: 1.5 hours 
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Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Mastery of purpose & vision:  

● Understand one’s life purpose, values, interests, and 
personal assets. 

Recommended 
questions: 

● What are your personal qualities that best describe 
you? 

● What are your personal qualities that best describe 
you and could be useful for a job/career? 

● What do you like to do the most? 
● Who are you in terms of your purpose/mission in life? 
● Who are you in terms of what you can do? 
● Who are you in terms of what you already know? 
● With what kinds of people do you most prefer to 

work? 
● What would be your favorite workplace/work 

conditions? 
● What would you prefer in terms of work responsibility 

and income level? 
● Reflecting on the answers from the previous 

questions, what activities/jobs would you like to 
explore more as potential career options? 

Used tools (VAK, WAK) 

(including from previous 
EILM outputs): 

 

 

● Buzz Quiz from https://icould.com/buzz-quiz/ or other 
personality tests, such as Holland/RIASEC test. The 
coachee takes the test, and together, you discuss the 
results and what these mean for their career choice. - 
approx. 30 min.  

● Flower exercise (see Annex 1 of this coaching session). 
With your guidance, the coachee works on the seven 
petals of the flower diagram, and then you discuss the 
results and what these could mean for their career 
choice. - approx. 45 min. 
For a shorter exercise, you may use the EILM 
infographic - Choose Your Career (see Annex 2 of this 
coaching session). 
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Task recommendations: ● Before working on the self-inventory, make sure that 
the coachee understands the relevance of this initial 
session, in which they learn more about themselves: 
most of the time, it is not about the jobs that are out 
there for them, but about learning more about who 
they are, what they can do, what is their added value, 
and what they would like for themselves in their life.  

● During the Flower exercise and the discussions around 
its results, make sure that the coachee gets as 
concrete as possible about the seven aspects of 
themselves. 

● Encourage divergent and convergent thinking in the 
process of developing the personal Flower diagram. 

● Lead the coachee into the reflection mindset about 
using the results of these exercises for their career 
choice. 

Expected outcomes at 
the end of the meeting: 

The coachee will have: 

● A better understanding of their personality traits and 
personal qualities and how these could be used in 
specific career paths/jobs on the labor market. 

● A clear and complete self-inventory to be used in 
defining their professional goals. 

Evaluation method: Summarize with the coachee the key information they will 
take from the session regarding who they are and what they 
want, and how these will serve them in choosing their future 
job/career path. 

Possible mistakes to 
avoid: 

● As this is a session focused on analysing who the 
coachee is in order to help them to develop their 
professional objectives, make sure that you lead the 
discussion in that direction, and maybe less on other 
aspects of life. 

● Personality traits are important in defining one’s 
career choice, but these are not the only elements the 
coachee should use to define their professional goals. 
Make sure the coachee understands that analyzing the 
external environment is similarly relevant in choosing 
and changing their career options/paths. 
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Annex 1 - 1st meeting -Reflect on who you are and what you want 

Flower Diagram 

Adapted from Bolles, R. N. 2012 & 2017. What Colour is Your Parachute? A Practical Manual for Job-
Hunters and Career-Changers. 

 

Ask the coachee to draw and fill out their Flower diagram by reflecting on the following seven 
petals/aspects of themselves: 

 

 

Source of the flower model: https://www.nicepng.com/ourpic/u2w7e6i1i1r5e6i1_colour-is-your-parachute-flower-
exercise/

People: what kinds of people one prefers to work 
with or help (age, problems, challenges, needs, 
interests, etc.). 

Workplace: favourite workplace or working 
conditions (indoors or outdoors, small or big 
organization, own office or open floor, remote 
work, co-working space, leisure, sports facilities, 
etc.). 

Skills: what one can do and their favorite 
functional or transferable skills for a specific 
job/career path. 

Purpose: one’s goals, mission and purpose in life, 
and the goals or mission of the organization you 

want to work for or to establish. 

Knowledges: what one already knows and their 
favourite knowledges or interests, among other 
information gained in time. 

Salary: one’s preferred salary and level of 
responsibility in a job position, such as working by 
themselves, working as a team member, 
supervising others, leading the organization, etc. 

Geography: one’s preferred surroundings (in one’s 
town, city, country, or abroad; in the mountains, 
or by the coast;  urban, suburban, or rural area, 
etc.; where one would be the happiest, would like 
to work from).
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Annex 2 - 1st meeting -Reflect on who you are and what you want 

EILM Infographic - Choose your career 
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2nd meeting 
title/objective: 

Identify and align your professional objectives with your 
values and life purpose 

● Definition of professional objectives 

Duration: 1.5 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Mastery of purpose & vision:  

● Become authentic and transparent while aligning their 
motives, actions, intentions, values, and purpose in 
life. 

● Set professional objectives. 
Recommended 
questions: 

● Two years from today, a media outlet has just 
published a big story about you. What is the story 
about, and why does the media outlet choose to talk 
about you? 

● Think about the previous coaching session’s results 
and the story you want the media to write about you, 
and make a list of 10 activities that you like, want, or 
know how to do. Then, from this top 10, select your 
favourite five activities. Finally, from the top 10 
activities, respectively, the favourite five, choose the 
three activities that you are excited about and you 
could use for work/job/career. So, what would you like 
to do? What people would you help through what 
specific activity? 

● What is the value that you want to bring through these 
activities? What would you like to get back in terms of 
revenue and benefits? 

● What resources and supporters do you need to be able 
to do what you want? 

● What costs will you have to reach your objectives and 
provide the value you want through those activities? 

Used tools (VAK, WAK) 

(including from previous 
EILM outputs): 

 

 

● Cover Story You (see Annex 1 of this coaching session) 
- approx. 20 min. 

● I’d like to… people… activity (see Annex 2 of this 
coaching session) - approx. 20 min. 

● Personal Business Model Canvas (see EILM Handbook 
for Trainers, Chapter 7, The Personal Business Model 
Canvas Workshop Plan or Annex 3 of this coaching 
session) - approx. 40 min. 
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Task recommendations: ● Agree with the coachee the objectives of the session, 
such as understanding the current internal and 
external reality of the coachee, in terms of values, 
interests, knowledge, skills, labour market demands, 
competition, while building a professional 
development plan with clear objectives, activities, 
people to serve and work with, resources, costs, etc. 

● Help the coachee imagine their near future, two years 
after entering the labour market, using an exercise 
such as Cover Story You. This exercise will emphasize 
their mission, values, interests, wishes, etc. 

● After the divergent thinking exercise about imagining 
the future, guide the coachee to select the top 
activities they would like to do in two to three years, 
through convergent thinking. 

● Finally, support the coachee to choose their 
professional objectives and detail them into a Personal 
Business Model Canvas. 

Expected outcomes at 
the end of the meeting: 

The coachee will have: 

● A list of activities that they would like to do in their 
future job/career. 

● Professional objectives, set as a Personal Business 
Model Canvas, with values they want to provide, 
specific activities they want to deliver, clear groups of 
people they want to work for or with, resources and 
partners they need to achieve these objectives, costs, 
and benefits of following this personal plan. 

Evaluation method: Ask the coachee to prepare a short presentation of their 
Personal Business Model Canvas for friends and collect some 
feedback on their plan that would be discussed in the next 
session. 

Possible mistakes to 
avoid: 

While the coachee establishes their professional goals, make 
sure they understand that these can change in time. The 
current labour market is very dynamic; people change jobs 
and shift careers more often to keep up the pace. Make sure 
the coachee understands that these professional objectives 
should be revisited and reviewed, and they are not set in 
stone.  
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Annex 1 - 2nd meeting - Identify and align your professional 
objectives with your values and life purpose 

Cover Story You 

Adapted from Clark, T., Osterwalder, A., Pigneur, Y. 2012. Business Model You. A One-Page Method 
for Reinventing Your Career. 

Two years from today, a media outlet has just published a big story about you. What is the story 
about, and why does the media outlet choose to talk about you? 

What is the name of the media outlet/media program 
you would be happy and proud to be featured in? 
Think about real magazines, newspapers, TV or radio 
shows, online podcasts, etc. 

 

What is the story about?  

 

 

 

Why does the media outlet talk about you? Why are 
you featured in? 

 

 

 

 

What quotes from the interview with you would you 
like the media outlet to use? 

 

 

 

 

What kind of visuals (images, videos, diagrams, etc.) 
would you like this cover story about you to include? 
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What other things would you like the cover story to 
include? 

 

 

 

 

Sketch how the cover story looks like in your mind.  

 

 

 

 

Annex 2 - 2nd meeting - Identify and align your professional objectives with your 
values and life purpose 

I’d like to… people… activity 

Adapted from Clark, T., Osterwalder, A., Pigneur, Y. 2012. Business Model You. A One-Page Method 
for Reinventing Your Career. 

I’d like to... 

 help (verb) people (noun) by doing activity (verb) 

1 Ex. 1: support young people to get better paid jobs, by improving their media and ICT 
skills. 

2 Ex. 2: empower young professionals to make better 
financial plans for themselves and 
their families, 

by providing them relevant 
knowledge, resources, and tools on 
financial literacy. 

3    

4    

5    

6    

7    
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Annex 3 - 2nd meeting - Identify and align your professional 
objectives with your values and life purpose 

Personal Business Model Canvas 

Adapted from Clark, T., Osterwalder, A., Pigneur, Y. 2012. Business Model You. A One-Page Method 
for Reinventing Your Career. Join for free the Business Model You community, and you may 
download the canvas at this link: https://community.businessmodelyou.com/. 

The Personal Business Model Canvas  

7. Key Partners 

Who helps you 

2. Key Activities 

What you do 

 

 

 

4. Value Provided 

How you help 

 

 

 

 

 

 

 

 

 

6. Customer 
Relationships 

How you interact 

3. Customers 

Who you help 

1. Key Resources 

Who you are and 
what you have 

 

 

 

5. Channels 

How they know you 
and how you deliver 

 

9. Costs 

What you give 

8. Revenue and Benefits 

What you get 

 

 

Key resources - who you are and what you have 
(the coachee should identify their strongest 
interests, abilities, skills, personality, knowledge, 
experience, networking, assets, etc.). 

 

Key activities - what you do (the key activities are 
driven by key resources, which are critical tasks the 
coachee could perform for specific customers; 
these should also include the most important 
activities that distinguish their occupations from 
others, similar to a unique selling point). 

 

Customers - who you help (the coachee should 
think about the organizations/people who would 
pay for their key activities; who could be those 
companies/people interested in the activities, 
resources, and values they can offer). 

 

The value provided - how you help the customers 
(the coachee should think about the benefits that 
their customers could get from their key activities). 
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Channels - how they know you/how you deliver the 
value (the coachee should think about how the 
customers they defined in block 3. will discover, 
select them among others, and how they could 
benefit from the values identified in block 4.). 

 

Customer relationship - how you interact (the 
coachee should think about how they would like to 
serve their customers - in person, face-to-face, 
online, through “hands-off” experiences, etc.). 

 

Key partners - who help you (the coachee should 
think of their supporters, mentors, coaches, 
advisors, or other persons who could help them  

 

with motivation, advice, 
opportunities to grow, 
recommendations, 
additional resources, etc.). 

 

Revenues and benefits - what you get (the coachee 
should think about what kind of income and job 
benefits they would like, including unquantifiable 
benefits, such as satisfaction, recognition, 
happiness, community involvement, etc.). 

 

Costs - what you give (the coachee should think 
about the “expenses” they are ready to make for 
their new professional plan/new job they want, 
such as time, energy, stress, money for 
commuting, training, devices, clothes, etc.).
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Coaching session title: Plan your career - Where to start? 

Target group: Young people 

Number of meetings: 1 

Total duration: 1.5 hours 

Trained skills: Mastery of purpose & vision:  

● Planning professional objectives. 

 

3rd meeting 
title/objective: 

Set and plan the first steps into your career path 

● Planning how to reach the professional objectives 

Duration: 1.5 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Mastery of purpose & vision:  

● Make the action plan for the professional objectives. 

Recommended 
questions: 

● What feedback did you receive from your friends on 
your Personal Business Model Canvas? What will you 
change on the canvas? 

● What do you know about the job/the career you 
want? 

● What will be the first steps you need to take in order 
to start implementing your personal plan? 

● What is your action plan for the next six months to 
make these steps? 

Used tools (VAK, WAK) 

(including from previous 
EILM outputs): 

 

 

● Personal Business Model Canvas (see EILM Handbook 
for Trainers, Chapter 7, The Personal Business Model 
Canvas Workshop Plan or Annex 3 of the previous 
coaching session) - approx. 20 min. 

● One-two relevant videos from the following collection 
of over 1000 videos of real people talking about their 
careers – explaining their job role, career path, and 
how different factors have shaped their choices: 
https://icould.com/explore/ - approx. 30 min. 

● Action plan for the next six months (see Annex 1 of 
this coaching session) - approx. 30 min. 
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Task recommendations: ● Guide the coachee to revise their Personal Business 
Model Canvas based on the feedback they collected 
from their friends. 

● Discuss and analyze the video stories chosen to better 
understand specific jobs/careers and encourage the 
coachee to take notes from the videos about the 
job/career’s requirements, steps needed to be taken, 
factors to consider, etc. You could also ask the coachee 
to identify role models for their career choice in their 
environment and ask them to research further the 
career they would like to follow by interviewing these 
people (if possible) or reading more about them. 

● Explain the action plan template to the coachee and 
support them in filling it out for the next steps they 
should take in the following six months. 

Expected outcomes at 
the end of the meeting: 

The coachee will have: 

● A better understanding of the career path they want 
to follow (job’s tasks & responsibilities, steps to take 
into the career path, factors to consider). 

● A revised Personal Business Model Canvas and an 
action plan to reach their professional objectives for 
the next six months. 

Evaluation method: Agree with the coachee preferred monitoring and evaluation 
ways of the action plan, setting ways of checking the process 
and the results. Examples: weekly emails/phone calls/calls 
discussing the outputs and outcomes of each step they take; 
celebration moments for achieved tasks and milestones; 
correction measures in case the plan does not work as 
wanted; and adjusting measures if there are some significant 
changes in life & environment, etc. 
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Possible mistakes to 
avoid: 

● While supporting the coachee to make their action 
plan for the most important steps to take in the near 
future, find out what other commitments and goals 
they might have in the next six months, and see how 
the action plan can realistically fit in their schedule. 
Consider that these young people might still be 
studying/finishing their studies, and might also need 
time to attend classes, do their school assignments, 
write their graduation thesis, etc.  

● As the coachee is part of a group of people at the 
beginning of their career, with less networking and 
resources access, help the coachee to identify 
reachable and manageable resources. These should be 
in accordance with their objectives, steps to take, and 
personal capacity to access and use these resources.  

 

Annex 1 - 3rd meeting - Set and plan the first steps into your career path 

Action plan for the next six months 

Objectives for the 
next six months: 

1. .……. 
2. .……. 
3. .……. 

Key activities: Key tasks Resources 
needed 

Key outputs & 
outcomes, and 

milestones 

Deadline Risks 

      

Activity 1: 

(short description) 

 

 

    

Activity 2:      

Activity 3:      

Activity 4:      
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Action plan-  
 

 Timeline* 

 

*Note: use the timeline according to your deadlines. This is just an example of a timeline. Fill it out or change it 
as needed. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Key activities: M1 M2 M3 M4 M5 M6 

Activity 1:       

Activity 2:       

Activity 3:       

Activity 4:       
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Coaching sessions for young people entering the labour market for the first 
time (SECOND PART) 

- 1 meeting for planning how to reach the professional objectives (1 hour) 
- 2 meetings for evaluation of the initial plan (re-planning and summarize on the step method 

applied – 2 hours) 
 

 Resources that inspired the coaching sessions and recommended readings for vocational advisors: 

● Bolles, R.N.(2011). Jakiego koloru jest Twój spadochron? Praktyczne doradztwo dla 
poszukujących pracy i chcących zmienić zawód. [What Color is Your Parachute? A Practical 
Manual for Job-Hunters and Career-Changers]. Warszawa: Wydawnictwo Studio Emka 

● Porzak, R. (red) (2018). Doradztwo w planowaniu kariery. Podstawy teoretyczne i przykładowe 
praktyki.[ Career Guidance. Theoretical assumptions and exemplary practices] Lublin: 
Innovatio Press Wydawnictwo Naukowe Wyższej Szkoły Ekonomii i Innowacji. 
 

Coaching session title: Plan your career: what else can you do to advance your own 
career 

Target group: Young people 

Number of meetings: 1 

Total duration: 1-2 hours 

Trained skills: Developing social competence and emotional intelligence: 

● Developing EI as a work-related competence 

 

4th meeting 
title/objective: 

Develop your competences on your career path: 

 How to develop and improve skills in relation to EI? 
Duration: 1-2 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials):  

Self-assessment 

 how you evaluate your emotional competences 
important for the job you want to do 
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Recommended 
questions:  

● Which emotional competences do you think are 
important in dealing with other people? 

● Which of these competences do you possess? 
● Which emotional competences are important for the 

job you want to do? 
● Which of these competences do you have? 
● Which of these competences would you like to 

improve? 
Used tools (VAK, WAK) 

(including from previous 
EILM outputs): 

 

1/ Storyboard with emotional situation pictures 

• Discussion with questions: 
• what you think, how should people react in this 

situation? 
• how do you react in such situation?  
• what other solutions can be effective in such 

situation? 
2/ Power Point Presentation  

• information on how to validate self-assessment 
through the use of the Emotional Competence at Work 
Questionnaire 

Task recommendations:  1/ Encourage the participants to talk about their emotions 
related to the pictures:  

• What situation did the characters in the picture find 
themselves in?  

• What might they feel in this situation? What would 
you feel if you were in a similar situation?  

• What could you do in this situation? 
2/ Discuss with participants the benefits of objective methods 
for verifying one's own emotional intelligence, such as 
Emotional Competence at Work Questionnaire (ECWQ) 

3/ Discuss with the participants what they can gain by 
checking their EI level before and after the Emotional 
Competence at Work Questionnaire (ECWQ) 

Expected outcomes at 
the end of the meeting:  

The coachee will have the opportunity to:  

● To better understand emotional intelligence, their own 
competences in this field and how to improve them; 

● Get to know the possibilities offered by the EI tests in 
order to use them to follow their own progress in the 
development of social and emotional competences 
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Evaluation method:  Agree with the coachee preferred monitoring and evaluation 
ways of the action plan, setting ways of checking the process 
and the results. Examples: weekly emails/phone calls/calls 
discussing the outputs and outcomes of each step they take; 
celebration moments for achieved tasks and milestones; 
correction measures in case the plan does not work as 
wanted; and adjusting measures if there are some significant 
changes in life & environment, etc.  

Possible mistakes to 
avoid:  

● While supporting the coachee to make their action 
plan for the most important steps to take in the near 
future, find out what other commitments and goals 
they might have in the next six months, and see how 
the action plan can realistically fit in their schedule. 
Consider that these young people might still be 
studying/finishing their studies, and might also need 
time to attend classes, do their school assignments, 
write their graduation thesis, etc.   

● As the coachee is part of a group of people at the 
beginning of their career, with less networking and 
resources access, help the coachee to identify 
reachable and manageable resources. These should be 
in accordance with their objectives, steps to take, and 
personal capacity to access and use these resources.  
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Annex 1 - 1st meeting - Develop your competences on your career path 

Charter of social and emotional competences 

Adapted from Porzak, R. (red) (2018). Doradztwo w planowaniu kariery. Podstawy 
teoretyczne i przykładowe praktyki.[ Career Guidance. Theoretical assumptions and 
exemplary practices] Lublin: Innovatio Press Wydawnictwo Naukowe Wyższej Szkoły 
Ekonomii i Innowacji (pp. 133)  

Fill in the table and discuss it with your trainer 

 
social and emotional 

competences 

 
importance of competences 

 
how to achieve it 

 
me - co-workers 

 
me - customers 

 

the competences required 
for the job you wish to do 

   

   

your best social and 
emotional competences 
 

   

   

your competences that need 
to be developed because of 
their importance for the 
work you would like to do 
(which social and emotional 
competences increase the 
chances of success in this 
job) 

   

  

  

  

 

In this part of the training, it is most important to discuss with the trainer: 

1/ If you evaluate your competences correctly?;  

2/ What you can do to develop your competences (how you can develop your 
competences)? 

Agree with your coach on an action plan for the next month; during regular weekly 
consultations, present to your coach the situations in which you found yourself, how you 
used your competences, whether you are satisfied with it, what you can improve in similar 
situations in the future.  
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Use the table below. 

COMPETENCES 
you want to talk 
to your trainer 
about 

SITUATION in 
which you used 
your social and 
emotional 
competences 

You’re 
ASSESSMENT 
(self-
assessment) 

Coaches’ 
ASSESSMENT 

WAY of 
further 
developing 
competence 

     

     

     

     

     

     

     

 

Coaching session title: Evaluation of the plan 

Target group: Young people 

Number of meetings: 2 

Total duration: 2 hour 

Trained skills: Social and emotional competence: 
 Testing of competences and discussion of the 

results. 
 Objective, test-based evaluation of the 

competences acquired during the training. 
 

 5th meeting: Evaluation of the initial plan and re-planning (1 hour)  
 6th meeting: Evaluation of the initial plan and summarize on the step method 

applied (1 hour)  
 

5th meeting title/objective:  Evaluation of the initial plan and re-planning. 

Duration:  1 hour 

Session Focus (related to skills 
mentioned in Handbook and 
training materials): 

Testing of competences on the basis of the Emotional 
Competence at Work Questionnaire 
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Recommended questions:  1/ What are social and emotional competences: 
what is the definition of these competences? 
(encourage participants to define them themselves 
and then give definitions based on the handbook); 
2/ How an emotional intelligence questionnaire at 
work helps to develop social and emotional 
competences? (explain to the client how an 
emotional intelligence questionnaire is constructed 
(information in the handbook) and what can be 
gained by using this tool in the training process 
(information in the handbook) 
3/ How to use the questionnaire? (based on the 
information given in the handbook, explain to the 
trainee exactly how to use the questionnaire) 

Used tools (VAK, WAK) 
(including from previous EILM 
outputs): 
 

Power Point presentation for trainers, included in the 
training 
The Emotional Competence at Work Questionnaire 
(ECWQ) 
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Task recommendations:  Make sure the coachee understands the importance 
of the session. 
Before the coachee starts filling in the test, explain 
what emotional competences are, why they are 
important in professional life and in non-work social 
interactions. You can use the Introduction attached 
to the Emotional Competence at Work Questionnaire 
(ECWQ) for this purpose. 
Indicate how the results will be generated once the 
participant has completed the questionnaire. 
Encourage coachee to take the task seriously. 
After completing the questionnaire, ask the coachee:  

 are they satisfied with the result? 
 Did they expect this result? 
 Which questions were most difficult for them 

and why? 
 what did they learn about themselves from 

the results? 
Referring to the concrete results, encourage the 
coachee to answer the questions: 

 how can they try to change their emotional 
and social competences themselves? 

 what are their expectations from the trainer? 
What kind of help do they expect? 

Encourage coachee to set their own goals: 
 Which competences do they want to change? 

To improve? 
 Where do they want to start the change: with 

a short list of priorities (1, 2, 3)? 
 What are their fears? What difficulties do 

they expect? 
 What ways do they see to deal with these 

problems? 
Expected outcomes at the end of 
the meeting:  

The coachee will have: 
 be more self-aware of their social and 

emotional competences 
 to know which competences are most 

important in the work they plan to do and 
how they can develop them in themselves 

 influence on self-development 
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Evaluation method:  Result of the questionnaire 
 Discuss with the coachee his/her strengths in 

terms of social and emotional competences. 
 Encourage the coachee to reflect on which 

competences are important for the job 
he/she wants to do and how he/she can do 
this. 

Possible mistakes to avoid: As trainer make sure to talk to the participant about 
how he/she can develop and improve his/her traits 
and how - in connection with the dominant traits - to 
look for a job. Do not steer the conversation in such a 
way that you believe that it is possible to change 
one's own temperamental or personality traits. 

 

6th meeting title/objective:  Evaluation of the initial plan and summarize on the 
step method applied. 

Duration:  1 hour 

Session Focus (related to skills 
mentioned in Handbook and 
training materials): 

1. Explain in detail what social and emotional 
intelligence is. 
2. On the basis of the questionnaire, identify and 
analyze carefully the strengths and weaknesses of EI 
in the context of the job the trainee would like to do. 
3. Identify how he/she can develop his/her strengths 
and propose a month to improve them. 
4. After this time, propose to do the questionnaire 
again. By comparing the results of the first 
questionnaire and the second questionnaire, you will 
be able to determine whether there has been 
progress and which areas of EI it concerns, and to 
what extent these areas are relevant to the work that 
the trainee wants to do. 

Recommended questions:  At the end of the training, check what the 
participants have learned. Each participant identifies: 
1. What knowledge they have gained,  
2. how this knowledge will be  
how this knowledge will be used at work, 
3. what he/she will really need in the future at work 
and in his/her relations with others. 

Used tools (VAK, WAK) 
(including from previous EILM 
outputs): 

Flipped Classroom 
The Emotional Competence at Work Questionnaire 
(ECWQ)  
Discussion 
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Task recommendations:  Before working on the training summary, make sure 
that the coachee understands what the purpose of 
the training was, what they learned about 
themselves, about emotional competence and its 
importance in professional and private relationships 
with other people.  
Encourage the coachee to reflect on their own how 
they can develop their own social and emotional 
competences.  
What competences has the coachee developed and 
what can he/she do to make this development 
systematic, continuous and cumulative? 

Expected outcomes at the end of 
the meeting:  

Progress in social and emotional competence 
Readiness to continue independent, systematic, 
continuous and cumulative 

Evaluation method:  Summary and comparison of results from the first 
and subsequent (including the last) completion of the 
Emotional Competence at Work Questionnaire 
(ECWQ) 

Possible mistakes to avoid: Inaccurate explanation 
Talking to the coachee without taking proper care of 
the meaning of the feedback 
Insufficient motivation and commitment 
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Coaching sessions for young people that need to re-enter the labour 
market after a previous labour experience and a period of training or 

unemployment 

 

Meetings’ objectives: 

1st meeting: Analysis for definition of professional objectives (1 hour) 

2nd meeting: Definition of professional objectives (2 hours) 

3rd meeting: Planning how to reach the objectives (2 hours) 

 

Coaching sessions template: 

Coaching session title: Know yourself, improve yourself ...  

Target group: Young people that need to re-enter the labour market after a 
previous labour experience and a period of training or 
unemployment 

Number of meetings: 3 

Total duration: 5 hours 

Trained skills: Communication, active listening 

 

1st meeting 
title/objective: 

Developing communication and active listening skills 

Duration: 1 hour 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Developing personal objectives (identifying strengths, 
weaknesses, opportunities and threats and realizing the 
importance of communication and active listening 

Recommended 
questions: 

- Why did you decide to undertake this coaching path? 
-  Which result do you expect? 
- What would you like to change in your professional life and 
why? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs): 

ANNEX 1 – The tree of achievement – 1 hour 
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Task recommendations: - Welcome the recipient, putting him at ease 
- Present the path 
- Investigate the recipient's expectations 
- Present the tools with which the participants will work 
during the sessions  
- Discuss and debrief in group/smaller groups 

Expected outcomes at 
the end of the meeting: 

- The participants will know themselves better (their strengths 
and weaknesses)  
- Identification of opportunities and threats 
- Analyze of the influence of the questions and the dialog in 
the information 

Evaluation method: Identification of at least 5 strengths, weaknesses, 5 
opportunities and 5 threats (attachment 1) 
After the application of the tool, discussing to see what each 
participant did good or wrong 

Possible mistakes to 
avoid: 

-Identification of too general strengths, weaknesses, 
opportunities and threats 
- Explaining the tools incorrectly to the participants 
- Paying attention to time passing in order not to risk to leave 
some parts of the attachments incomplete 
- While the participants are filling out the attachments try to 
be concise (identify keywords) to avoid not focusing on 
unimportant things 

 
Annex 1 –1st meeting – The tree of achievement 

Objectives: This dynamic is very appropriate to work with personal goals and objectives. It 
allows identifying strengths, opportunities, weaknesses and threats. It helps visualizing 
challenges and taking decisions. 
 
It allows the leader and his collaborators 
Time: minimum 15 minutes 
Participants: without minimum or maximum limit 
Materials: 

 White folios  
 Pens 
 Scotch tape 
 Flip chart/blackboard 

 
How is it performed? 
Using a sheet of paper of the flip chart, each participant draws a tree, with roots, trunk and 
branches; additionally he must draw clouds and rocks following the next instructions: 

- The roots represent the values and strengths of the participant 
- The trunk represents the participant 
- The branches contain fruit, which represent the achievements 
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- The clouds represent the goals, the desired future 
- The rocks represent the obstacles/threats 

 
Next, each participant presents his/her tree and explains the significance of the drawing. 
 
After, the group can reflect and discuss upon the following aspects: 

- The personal strengths and similarities between the participants 
- Regarding the obstacles/threats that each participant identified: Does the rest of the 

group encounter the same? Why are they barriers? Why are they not? 
- Seeing the tree of the other participants, what have the participants learn from the 

others? 
 

2nd meeting 
title/objective: 

Planning how to reach the objectives 

Duration: 2 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

The participants will learn how to better communicate with 
colleagues and especially learn to listen. Be aware of their 
strengths and weaknesses and learn to use them in the 
working world. In the end, the participants will learn to have a 
professional attitude and the appropriate attitude for the job 
they are searching for.  

Recommended 
questions: 

- Have you ever asked yourself what your strengths and 
weaknesses are? 
- How do you see yourself as a person? Do you think you have 
more strengths or more weaknesses? 
- Did you easily discover the real personality of the other 
participant? 
- What do you think needs to change to be more effective at 
work? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs) 

ANNEX 2 – GUESS WHO I AM! 
 

Task recommendations: - Before the activity begins, allow time for participants to get 
to know each other 
- After forming the groups, give instructions and let the 
participants do the activity alone 
- The coach should be present to answer questions and 
monitor the progress of the activity 

Expected outcomes at 
the end of the meeting: 

- Each group should reach a conclusion about the personality 
of each other and to guess  
- Reaching a conclusion without altercations or raising the 
voice to impose an opinion  
-  Evaluation of the feasibility of the result that each group has 
chosen 
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Evaluation method: - Discover the true personality of the other participants and 
explain the importance of giving details. 
- Get to know yourself better 
- Learn how to describe yourself  

Possible mistakes to 
avoid: 

- Fighting between the participants 
- Not letting the colleagues express their opinions  
- Suggest timelines that are not too long in order to prevent 
the recipient from losing motivation and interest in achieving 
the final goal. 

 

Annex 2 – 2nd meeting – GUESS WHO I AM! 

OBJECTIVES:  

To get to know each other, to communicate, to take the other person into account, to respect 
differences and to take advantage of each quality. To become aware of the infinite number of details 
in people that go unnoticed and yet are important to them. Also, to become more aware of one's 
strengths and learn how to use them to one's advantage in working life.   

DEVELOPMENT TIME: 2 hours 

MATERIALS: Paper and pens  

The exercise is done in groups of 2-3 people.  

DEVELOPMENT:  

We tell the story:  

You are a young person with previous education and experience, and you need to re-enter the 
labour market. To help you get to know yourself a little better, you are going to do an exercise with 
two other people. In a group of three people, for 10 minutes, you will talk and try to get to know 
each other. Then 1 or 2 participants will play the role of interviewers, their role is to guess the real 
personality of the candidate. The candidate (the role of another participant) will have to describe 
two different personalities, one is his/her own and the other one is invented.  

Before the interview, participants will have 30 minutes to prepare what they want to say about the 
two personality versions.  

After the half hour of preparation, participants have 30 minutes to do "the interview" and each 
exchanges roles, describing themselves and listening and the other way around. When you are 
describing yourself, keep in mind these details and don't be superficial: your hobbies, what you do, 
your worries What problems you have, what you think about things, how you enjoy yourself, what 
you like and don't like, etc...".  

At the end of the exercise, for half an hour, after all participants have finished, the coach debriefs on 
what he/she has heard and invites participants to talk about what they would like to change in order 
to improve their professional qualities. 
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3rd meeting 
title/objective: 

Evaluation of the initial plan and re-planning. 

Duration: 2 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Knowing oneself and the values that one searches for when 
being employed in a company or when working in a team.  
Analyzing how they would prefer to be the leader/manager, 
which could be the mission and the objectives which go in line 
with his preferences. Making participants be more aware of 
the expectations that they have from a job. 

Recommended 
questions: 

Before the application of the tools: 
- Why did you work in your past job? What did you like about 
it? 
- Did your values change since you worked there? 
- If you could, would you come back to your last job? 
After the application of the tools: 
- Which are you values when it comes to work? 
- Which are the values/the behaviours that you appreciate to 
a manager/leader? 
- Which are you expectations now from a job? 
- How would the ideal job for you look? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs): 

ANNEX 3: ALIGNED VALUES 
ANNEX 4: Recognised or undervalued? 

Task recommendations: - Monitor the participants´ attitude regarding the exercises 
and the questions  
-Identify all internal beliefs that can influence the 
achievement of the decision in terms of certainty and 
importance (values, expectations, beliefs, etc.) 
- Evaluate the process through which the decisions are 
made/evaluate the way in which they are thinking and 
visualizing their preferred job 
- Analyzing the communication process 

Expected outcomes at 
the end of the meeting: 

- Identifying unnoticed details about the participants’ 
mentalities 
- Being honest about their values, expectations  
- Debriefing in the end to see what to improve or what should 
be kept, plus what they enjoyed the most from the three 
meetings 

Evaluation method: -  Identification of at least 5 traits of a good leader  
- Identification of at least 5 expectations and 5 values of each 
participant 
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Possible mistakes to 
avoid: 

- The participants might struggle with recognizing which are 
their true values or might be insincere regarding it 
- Avoid discussions and contradictions regarding the values or 
how they would like their leader/manager to be  
-Each participant is entitled to have an opinion, which is 
completely valid, no matter what the other participants think 
because this exercise is about analyzing oneself and ones 
beliefs 
- There might not be a clear conclusion for the second task  

 
Annex 3 – 3rd meeting – ALIGNED VALUES 
OBJECTIVES: The objective of this dynamic, ideal for work environments, is to find out what values 
are shared by the company, management and staff, and to see to what extent it helps the 
organisation to succeed. 

TIME FOR DEVELOPMENT: 1h10 

MATERIALS: a sheet of paper and a pen.  

NUMBER OF PARTICIPANTS: without minimum or maximum limit 

STEPS TO FOLLOW: 
If a company, its management and its staff share the same values, then success will be much easier 
to achieve. The question is, how do you know if these values are aligned? 
A good way to find out is to directly ask the parties involved. Each participant is asked to write down 
the five values they consider most important for the leader or manager, the five most important for 
the employees and the five most important for the company. To carry out this exercise you will 
need:  
(Participants will have 30 minutes to fill in the circles and answer the questions). 

 a drawing of a company 
 Two interlocking circles to write the values of the company, in the left circle the values of 

the company and in the right circle the values of the worker/employee and in the centre the 
common values. 

 Two interlocking circles to write the values of the boss or leader. In the left circle write the 
values that the boss/leader has, in the right circle the values that the employee thinks a 
boss/leader should have and finally in the middle the common values. 

 Two interlocking circles to talk about expectations. The beginning is the same, in the right 
circle write the expectations of the company and in the left circle the employee's 
expectations of the company and then in the centre the common expectations. 

Participants will then be asked to answer some questions: 

1. Why have you decided to work in that company?  

2. Have your values changed after working in the company?  

3. If you could, would you go back to work in that company? 
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Debriefing  

Once the participants have finished, the coach will spend 40 minutes comparing the lists of values to 
discover and discuss those that they really share and those that differ among the participants.       
The coach will ask each participant to explain why he/she has chosen those values. 

Annex 4 – 3rd meeting – Recognised or undervalued? 

OBJECTIVES: The aim of this game is to highlight the impact that the leader or boss has on the 
development of certain emotions, both positive and negative, in their subordinates, enhancing both 
the self-knowledge of the workers and the social relations between them. 

Another objective is to give the participants the necessary tools so that they do not take negative 
comments to heart and can overcome them. In this way, participants can avoid feeling undervalued 
in the future 

TIME FOR DEVELOPMENT: 1h30 

NUMBER OF PARTICIPANTS: it is possible to work in small groups of 2 or 3 people, but also 
individually.  

MATERIALS: 

 Two paperboards, blue and red, for each group. 
  Medium paper cards 
 Black pens or markers 
 Tape for gluing 

STEPS TO BE FOLLOWED 

During the first 10 minutes the coach will explain the rules of the game and answer any questions. 
Then in groups of 2 or 3 people, participants will write on paper cards the behaviours or comments 
from their boss that made them feel important, such as giving positive references about the worker 
to other managers, informing them of a business decision, a pat on the back or telling them that 
they had done a good job. These paper cards should be stuck on the blue paperboard. Participants 
will also have to write down on paper cards the moments when they felt excluded or belittled, such 
as not being listened to in meetings, not being considered for an important or new project, a 
situation where they were ignored in a bad way. These cards should be stuck on the red paperboard. 
Participants will have 30 minutes to complete this first part of the activity. Afterwards, each group 
presents their cases and explains how they felt, after a negative or positive comment or behaviour 
from their boss. In addition, each group discusses how this influenced their way of working at the 
time it happened. It is important that the coach asks each participant the following questions: 

 In your opinion, what can be done so that negative behaviour or comments do not influence 
your work? 

 Do you think your way of working would have changed if there had been more positive 
recognition from your boss? 

The second part of the exercise can be done in 40 min. 

Finally, the coach will summarise the activity and give some advices. 
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Coaching sessions for young people willing to start-up 

Meetings’ objectives: 

1st meeting: Definition of professional objectives (2 hour) 

2nd meeting: Planning how to reach the objectives (2 hour) 

3rd meeting: Re-planning after evaluation of the initial plan (2 hour) 

Coaching sessions template: 

Coaching session title: The goals have legs … 

Target group: Young Entrepreneurs 

Number of meetings: 3 

Total duration: 6 hours 

Trained skills: Plan and achieve goals 

 

1st meeting 
title/objective: 

Definition of professional objectives 

Duration: 2 hours 

Focus on which skills: Define the satisfaction and importance of the main aspects of 
one´s professional life and identify areas for improvement. 

Recommended 
questions: 

- Why did you decide to undertake this coaching path? 
-  Which result so you expect? 
- What would you like to change in your professional life and 
why? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs): 

ANNEX 1 – The wheel of life – 1 hour 
ANNEX 2 – Action plan (Phase 1) – 1 hour 

Task recommendations: - Welcome the recipient, putting him at ease 
- Present the path 
- Investigate the recipient's expectations 
- Collect information on job prospects, constraints, skills, 
internal and external resources 
- Define the business goal to be achieved 

Expected outcomes at 
the end of the meeting: 

- Identification of the aspects to be improved, in terms of 
satisfaction with professional life. 
- Definition of a professional / entrepreneurial objective. 
- Identification of the achievement deadline. 
- Mapping of internal and external resources to achieve the 
goal. 
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Evaluation method: Identification of a SMART goal: 
- Specific: well defined, clear and unambiguous 
- Measurable: with specific criteria that measure progress 
through easily recognizable facts/steps towards the 
achievement of the objective 
- Achievable: not impossible to achieve (not fantastic) 
- Relevant: realistic and relevant for the purpose of my life 
(besides my values, my resources, ...) 
- Time Bound: with a well-defined deadline. 

Possible mistakes to 
avoid: 

- Identification of overly general objectives. 
- Focus the intervention on objectives that affect too many 
areas of professional life. 
- Pay attention to time passing in order not to risk to leave 
some parts of the attachments incomplete. 
- While filling out the attachments try to be concise (identify 
keywords) to avoid not focusing on unimportant things. 
- Suggest to identify the goal in the short/medium term, to 
prevent the recipient from losing motivation and interest in 
achieving it. 

 

Annex 1 –1st meeting – The wheel of life  Goals are legged dreams… 

 
The wheel of life: observing the important aspects of one's life 

 
The wheel is divided into 6 sections which represent the 6 crucial areas that affect your 
professional life: 
 
1. In the rectangles inside the wheel of life, you should define for each sector a percentage 
according to the importance that each area has for you in your life, it is not about 
establishing an absolute value but a value between 1 and 100 for each area. 
 
2. In the circles outside the wheel of life, for each sector of the wheel, you should define the 
degree of satisfaction at the current time for each area as a percentage, it is not about 
establishing an absolute value but a value between 1 and 100 for each area. 
 
3. For each area you should compare the two attributed values, the higher difference 
represents the area you should identify your goal in. 
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Fun and 
entertainment 

Physical Environment 

(places and objects) 

Carrer/Power 

Personal 
enhancement 

Relationships 

Finances/Earnings 
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Annex 2 –1st meeting – Action plan (Phase 1) 

My action plan             Goals are legged dreams… 

 
Phase 1. DEFINITION OF THE OBJECTIVE 
 

1. Which is the objective? 
 
 
 

2. Which is the deadline to reach it? 
 
 
 

3. How will I realize that I have achieved it? 
 
 
 

4. What do I need in order to reach my objective? 
 
 Objects (what do you need?): 

 
 
 People (who could help you? Who could you eventually involve?) 

 
 

 Time (how much time can you spend daily, weekly or monthly to reach your goal? 
 

 
 Role models (people you know, famous people in the sector…) 

 
 
 Personal qualities (which skills can you rely on? How could they help you to achieve 

your goal?) 
 

 

5. What will be the positive or negative consequences for other people (family, 

friends, colleagues, company,…)? 
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2nd meeting 
title/objective: 

Planning how to reach the objectives 

Duration: 2 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Plan the operational steps and related deadlines to achieve 
the goal 
 

Recommended 
questions: 

- What environment do you see yourself in once you reach 
your goal? 
- Who are you with? What kind of relationships do you have? 
- What are you doing? 
- What tools / equipment are you using? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs): 
 

ANNEX 3 – Action plan (Phase 2)  

Task recommendations: - Draw the time line. 
- Indicate the goal and the date of achievement. 
- Invite to have detailed view of the specific professional 
situation upon reaching the goal. 
- Define the intermediate stages and link them to a specific 
date. 
- Stimulate the recipient to conceive on a practical level which 
actions will lead him to reach the goal. 

Expected outcomes at 
the end of the meeting: 

- Definition of the intermediate steps to achieve the goal.  
- Scheduling of intermediate results over time in order to help  
evaluating the correct progression towards the goal.  
- Evaluation of the feasibility of the path to achieve the goal 
by the recipient. 

Evaluation method: Identify at least 5 intermediate stages of the path to achieve 
the goal, attributing a specific date for each. 

Possible mistakes to 
avoid: 

- Devote the same time to viewing the intermediate stages 
and the final goal, to avoid focusing only on the final goal and 
not dealing with the breakdown into stages that identify its 
feasibility. 
- Suggest timelines that are not too long between one stage 
and another, to prevent the recipient from losing motivation 
and interest in achieving the final goal. 
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Annex 3 – 2nd meeting – Action plan (Phase 2)  

My action plan    Goals are legged 

PHASE 2. PLANNING TO REACH TO OBJECTIVE 

The action plan divides the objective into smaller operational steps. It is the map of my path. 

1. Draw a line that represents your path over time to reach your goal. 

2. The starting point represents your present. 

3. Then mark on the line the point, projected on your future, when you will have reached 
your goal. Write near to the point the date you will reach it. 

4. Visualize your result, feel it, feel it within yourself. What benefits are you enjoying? 

5. Take a step back and mark the point corresponding to the action that immediately 
preceded the goal. What are you doing now? What did you do immediately before this 
moment to make it possible? 

6. Proceed as in step 5 backwards until you get to the present. 

7. Set now the exact dates when you intend to reach your operational steps. 

 

3rd meeting 
title/objective: 

Re-planning after evaluation of the initial plan. 

Duration: 2 hours 

Session Focus (related to 
skills mentioned in 
Handbook and training 
materials): 

Identify constraints and beliefs that could prevent you from 
achieving own goal 

Recommended 
questions: 

-Identify constraints and beliefs that could prevent you to 
achieve your goal 
- What are the aspects that could hinder the achievement of 
your goal? 
- Obstacles from the outside: Who is involved in achieving 
your goal and what role can they have (Reference Annex 4)? 
- Obstacles from the inside: Some obstacles may also depend 
on ourselves: what are the beliefs you have towards certain 
aspects of life that affect work? How sure are you of these 
beliefs? How important are they for achieving your goal? 

Used tools (VAK, WAK) 
(including from previous 
EILM outputs): 

ANNEX 4 – The perspectives´ wheel 
ANNEX 5 – Beliefs over time and the belief diagram 



 
 

 
 
 

 

41 

Task recommendations: - Monitor the recipient's motivation to achieve the goal 
- Position the recipient in 4 different perspectives with respect 
to their objective (from their point of view up to the most 
external one). 
- Identify all internal beliefs that can influence the 
achievement of the goal in terms of certainty and importance. 
- If necessary, review attachments 2 and 3, considering 
modifying some elements based on the considerations 
previously raised. 

Expected outcomes at 
the end of the meeting: 

- Identifying external obstacles to one's goal 
- Description of different points of view in relation to your 
goal 
- Identification of one's beliefs that might influence the 
achievement of one's goal 
- Attribution of the degree of importance and certainty of 
one's own convictions 
- Revision of the action plan, to prevent or stem certain 
obstacles 

Evaluation method: - Identify at least one consideration for each of the 4 
perspectives wheel positions (annex 4) 
- Identify at least one belief per area, regardless the age 
(Annex 5) 

Possible mistakes to 
avoid: 

- The recipient may struggle to recognize people to take the 
point of view that respect the characteristics proposed in the 
exercise, in this case suggest some examples (e.g. try to think 
about how your parents would see you, ...) and then place 
them in the wheel based on their degree of involvement in 
achieving the goal. 
- The recipient may never take a clear position on something, 
in this case retrace with him the fundamental stages of his 
professional life to help him to detect difficulties. 
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Annex 4 – 3rd meeting – The perspectives´ wheel   Goals are legged dreams… 

     
Perceptual positions allow us to see the world from different points of view as compared to the subjective ones. 

There are 4 types of perceptual positions: 

1. My reality, my point of view. 

2. The point of view of the other (someone who is directly involved within the path towards my goal, for example a colleague or friend). 

3. The detached point of view, neither mine nor that of the other; knowing the context and the situation, he grasps the links and relationships existing 

between the two and the interactions with the environment (e.g. a superior or a family member). 

4. The 'ecological' point of view, or the system in which we operate (extraneous to the situation and to people, therefore objective); notes the impact 

my decisions will have on other people. 

 

 

 

 

  

 

 

 

 

4. Fourth position 1. First position 

2. Second position 3. Third position 
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Annex 5 – 3rd meeting – The convictions of the time          Goals are legged dreams… 

- What are your beliefs regarding these topics (eg beauty fades over the years)? 
- How have your beliefs changed based on your age (see example)? 
- If you are under forty, try to think about what your beliefs might one day be ... 
 

Example Childood 15 years 25 years 35 years 50 years 65 years 
Age I cannot wait to grow 

uo in order to decide 
by myself 

  Today I am undergoing the 
choices I made before and I 
think I cannot change them 
 

  

 
 

Topic Childood 15 years 25 years 35 years 50 years 65 years 
 

Age 
      

 
Beauty 

      

 
Happiness 

      

 
Family 

      

 
Indipendence 

      

 
Carrer 

      

 
Possibilities 

in life 
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The beliefs´diagram             Goals are legged dreams…             
Number the beliefs you identified in the table on the previous page and put the numbers in the diagram below, for each belief ask 
yourself: 
1. How sure am I of this belief (certainty / uncertainty)? 
2. How important is this belief to achieve my goal? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Sure/certain 
(I am sure of this belief of mine) 

Uncertain 
(I am not sure of this belief of mine) 

Important 
(it has a big importance to 

reach my objective) 

Not important (it is not 
relevant to reach my 

objective) 


