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[bookmark: _Toc195814232]Introduction 
This report covers coaching and mentoring, two essential stages of personal and professional development. Coaching is a systematic discourse that helps people uncover their potential and surpass their goals. Goals, self-awareness, and autonomous thinking promote critical analysis and decision-making. Mentorship is a more casual, long-term connection where a seasoned mentor assists a less experienced mentee on career and personal improvement. 

Coaches and mentors empower, support, and build professional networks, according to the survey. It also discusses coaching skills, the GROW model for goal-setting, and coaching and mentoring experiences. The paper emphasises the importance of these developmental approaches in promoting ongoing improvement and participation in organisations.
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[bookmark: _Toc195814234]Coaching
Coaching is described as a conversation between a coach and a coachee that is thought out and methodical. The goal of coaching is to assist the coachee in realising their potential and, as a result, improving their performance. It is less about providing advice and more about facilitating the process of self-discovery, improving performance, and accomplishing specific objectives (Watt, 2004). In professional settings, coaching is frequently referred to using the following terms: Development of leadership abilities, Enhancements in terms of performance, management that is undergoing change or transition improving specific abilities such as emotional intelligence, time management, and communication are examples of such accomplishments. (Illeris, 2011, pp. 92-96).
Coaches are frequently trained by members of the team or by specialists from outside the organisation. They are instructed to not ask challenging questions, listen attentively, and encourage introspection; however, they are not required to have understanding of the coachee's particular industry that they are working with. 
The advantages of coaching: 
Develop with a Specific Aim: The focus of coaching is on achieving specific goals or outcomes, such as enhancing the performance of a team leader or preparing for a more senior position. Since it concentrates on subjects that want improvement, it is extremely effective (Orduña, 2024).
Enhanced Self-Awareness: Assists individuals in gaining a deeper understanding of their particular strengths, blind spots, and patterns of conduct. It encourages reflection, which is an essential component of development over the long term. When employees receive coaching on a regular basis, they are more likely to demonstrate measurable increases in their work effectiveness and production (Orduña, 2024)
In order to empower individuals to produce their own answers, coaching fosters independent thought and critical analysis, which in turn empowers the individual. Meeting with a coach on a regular basis helps individuals stay on track and motivates them to take action. 
Through providing support and posing challenges, the coach inspires the individual to maintain their passion and persevere through the process. It is common for individuals to improve their ability to communicate and make decisions, particularly when they are receiving executive or leadership coaching.
[bookmark: _Toc195814235]Mentoring
In a relationship that is still in the process of growing, mentoring is a process in which a more experienced person (the mentor) provides guidance, support, and advice to a less experienced person (the mentee). The difference between mentoring and coaching is that mentoring is typically less formal, lasts for a longer period of time, and places an emphasis on the whole person, including career development, attitude, and personal betterment (Illeris, 2011, pp. 92-96).
Mentoring is present in many different environments: 
Growth in the early stages of a career Transforms in one's Strategy for retaining talent and planning for succession promoting inclusiveness and diversity in efforts Enhancing the self-assurance of less experienced workers (Watt, 2004).
The mentor is typically from the same company or industry, and they have walked a similar path in their own life, allowing them to provide authentic life experiences.
Advantages of Mentoring:
Mentors provide mentees with the ability to view the bigger picture, including tips on how to manage their careers, seize opportunities, and avoid falling into traditional traps. 
Mentors have years of experience, and their mentees benefit from that expertise in terms of both knowledge and emotional intelligence (Orduña, 2024).
Through mentoring, the mentee is provided with a secure setting in which they can discuss their concerns, aspirations, and challenges.
Both tenacity and confidence are increased as a result of this emotional support. 
The mentors sometimes connect their mentees to influential contacts, which opens doors for the mentees, which can be rather significant for advancement. This results in stronger professional networks (Orduña, 2024).
Due to the fact that mentoring is a longer-term connection, it not only addresses short-term goals, but it also addresses strategic thinking and long-term planning. 
Strong cultures of mentorship assist firms have employees that are more engaged, happier, and more likely to remain with the company.
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Listening: Listening is the practice of actively and concentratedly engaging one's auditory system, which requires grasping the underlying message rather than only recognising the words that are being stated (Smith, 2018).
The importance of this lies in the fact that it helps to cultivate trust, exhibits respect, and ensures that the coach has a complete understanding of the coachee's perspective.
Questioning: The process of posing open-ended, reflective questions to a coachee in order to assist the coachee's introspection and subsequent finding of personal answers is referred to as questioning. 
Therefore, rather than delivering explicit responses, it encourages introspection and profound thinking, which is the significance of this (Smith, 2018).
Building Rapport: The process of cultivating a connection between a coach and a coachee that is characterised by trust, courtesy, and openness. •The significance of this is that when coachees have the perception that they are safe and that they understand the material, they are more likely to reveal and participate in substantial discourse (Smith, 2018)
Empathising: Understanding and sharing the feelings of the coachee without showing bias is what we mean when we talk about empathy. 
The importance of this subject is as follows: Shows compassion and support, which enables the people being coached to experience feelings of appreciation and acknowledgement (Smith, 2018)
Summarising & Reflecting: The process of rephrasing the remarks made by the coachee in order to validate their grasp and illustrate the most important components (Hawkins, 2021, p.216).
The importance of this subject is as follows: The coachee is able to perceive their own thoughts from a different perspective, which ensures alignment and increases the likelihood of success (Smith, 2018)
Unlocking Limiting Beliefs: Assisting the coachee in recognising and overcoming personal convictions that are impeding their advancement is the definition of transformational coaching. 
Significance: Changing one's way of thinking can help one realise their full potential and boost their self-confidence (Smith, 2018).
Staying Focused: By ensuring that concentration is maintained throughout coaching sessions, one may ensure that they are purposeful and goal-oriented. It provides assistance to both the coach and the coachee in avoiding distractions and ensuring that they remain aligned with their goals. 
The significance lies in the fact that it enables effective utilisation of time and drives forward progress (Smith, 2018)
Being Non-Judgemental and Open-Minded: An approach that is non-judgmental and open-minded involves accepting the coachee's points of view and experiences without expressing any form of criticism or prejudice. 
Importance: Creates a safe and inviting atmosphere that encourages the coachee to be authentic in their communication with the coach (Smith, 2018)
Giving Constructive Feedback: Providing Constructive Feedback This definition describes the act of providing honest and helpful observations that are intended to support growth and development. 
The importance of feedback lies in the fact that it is essential for improvement, but it must be communicated in a productive and respectful manner (Smith, 2018)
Resisting Temptation to Tell: Despite the fact that coaches frequently possess expertise or solutions, they should avoid delivering direct advice to their clients. Fostering persistent growth is accomplished by assisting the coachee in the process of discovering their own answers.
Why it is worth mentioning: A genuine coaching relationship gives the coachee the ability to find their own solutions, which is more sustainable (Smith, 2018).

[bookmark: _Toc195814237][image: ]GROW model 
John Whitmore, an executive coach, first wrote about the GROW Model in his 1992 book Coaching for Performance. It is a four-step method for setting and reaching goals 
(2023 Threadgould). 

According to Whitmore and his colleagues at Performance Consultants, the GROW Model was created as a way to help workers do better at their jobs, learn more, be more engaged, and find a sense of meaning in their work (2023 Threadgould).
Executive coaches frequently implement the coaching framework when collaborating with entrepreneurs and managers to establish objectives with their direct reports. This model has been widely adopted, according to experts, not only because of its adaptability but also because of its emphasis on the individual being coached.
The four steps of the GROW Model are carried out sequentially, with the coach asking questions and reflecting on the mentee's responses. It would be more accurate to analyse each step in more detail.
G - Define What Success Looks Like 
This stage is about establishing a clear, significant goal for the longer-term coaching path or the session. Goals provide drive and direction (Smith, 2021).
Coaching Questions Examples 
What would you like to achieve from this meeting? 
What is your final goal? 
Is this ambition your control? 

R - Reality: Investigate the Present Circumstance
At this point, the coach guides the coachee in evaluating the present condition, including strengths, shortcomings, obstacles, and background. This clarifies the distance between now and the objective. 
The Coach's Function: Promote honesty and introspection, assist in identifying any preconceptions, limiting beliefs, or blind spots do not rush to find answers. (Smith, 2021)
Coaching Questions: 
What is now happening? 
What have you attempted thus far? 
What is functioning well? What is not? 

O - Options (or Obstacles): Create Opportunities 

Creative thinking characterises this stage. The coach motivates the coachee to investigate every conceivable action—including those that at first glance seem improbable.

The Role of the Coach: Unless absolutely required, refrain from providing direct guidance 
Encourage the coachee to investigate several options. 
Assistance evaluates the advantages and disadvantages of every choice. (Smith, 2021)
Coaching Question: 
What choices do you have here?

W - Will (or Way Forward): Commit to Action 
This is the era of responsibility and action. The coachee chooses how they will remain responsible, by when, and what they will do. This stage turns knowledge into action. 

The Role of the Coach: 
Assistance the coachee develop a clear action plan. Promote confidence and commitment. Assess any roadblocks and incentive. 
Decide on follow-up or responsibility policies. (Smith, 2021)
Coaching Questions: 
What comes next for you? 
When will you have it?
[bookmark: _Toc195814238]Advantages and Disadvantages of the GROW model
A leadership strategy emphasising self-confidence, drive, and greater awareness in people is the GROW coaching paradigm. Proven benefits include higher output, greater communication, and a more pleasant workplace. Regardless of your leadership style, the GROW model provides a practical, straightforward way to get things done (Riddell et al., 2019)
The GROW model is becoming more popular for a number of reasons: it lets the coachee take responsibility while getting help, it assistances people find good practices and required changes, it promotes more awareness and responsibility, and it helps teams and businesses work together. By empowering teams to develop their own solutions, improve engagement and retention, and help people to discover their skills and potential, coaching may significantly affect whole companies (Upskillist, 2022).
The GROW approach, on the other hand, has shortcomings. Critics say it ignores philosophical aspects, which might not be appropriate for conversations about life coaching. 
On the other hand, a counter-argument claims that GROW has grown to include trans-personal goals throughout the years. Among the GROW model's many disadvantages are the lack of will, the coach's inexperience of practical situations, the necessity for realistic goals, and the coach's lack of interest in the coaching session (Bishop, 2015).
The efficacy of the GROW model depends on the coachee's desire to participate during the coaching session. Many workers might show little attention, drive, and interest in the material offered, so undermining the whole effort.
 
Finally, the GROW model describes for developing the will to complete tasks, which the coachee can ignore. People who are uninterested and lack drive to perform may obtain this extremely relevant.
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In the fourth week, my colleague and I had a coaching session in the lecture theatre, in which I tried to reduce the anxiety and worry that my colleague Roman was experiencing because of the replacement of a colleague at work by artificial intelligence. During the coaching session, I tried to reduce his anxiety and worry. 
During of the coaching session, I tried to help him through my ability to listen to him attentively. In this part, I asked him the questions I had prepared from the first moment. I prepared these questions by applying the GROW model (Mcleod, 2025).
The purpose of the questions was precisely to try to understand Roman's problem by applying the GROW model of coaching and to make him feel better by empathising with him.
I believe I could have paid more attention to the questions I prepared; I could have communicated with him more warmly and I also tried to apply my attention to understand him better and I realised my lack of attention for a moment.
As a result, because of the feedback I received from him, we ended the coaching session with a request to meet on another date to discuss his personal plan.

. 
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In the sixth week, my colleague and I had a mentoring session in the lecture theatre, in which I tried to reduce the anxiety and worry that my colleague Roman was experiencing due to the replacement of a colleague with artificial intelligence at work. We carried out a personal plan and swot analysis of his personal plan and swot analysis by doing my best to reduce this anxiety and how to reduce his anxiety so that he can embrace his job with more confidence.
By addressing the deepest notes of the subject in general of the mentoring session, I explained to him that artificial intelligence cannot change in every business group, and I gave an example like this. I noticed that Roman's facial expression was positive when I said that in no way can a human and artificial intelligence replace a hairdresser.
I reminded him of the swot analysis and guided him and stated that there may be opportunities related to his life not only in his current work environment but also in the future with swot analysis or with different training programmes. 
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	Strength
	Weaknesses
	Opportunities
	Threat

	Technical Knowledge
Good Listening Skills
Adaptability (Pereira, 2024)
	Lack of exercise
	Skill development through education and training
	Technological
Advancements



Individual Skills Audit
	SKILLS I HAVE 
	EXAMPLE

	Time Management
	Higher productivity thanks to good time management skills 
Reduced stress and as a taxi driver, as I am currently qualified, this skill helps me a lot

	Customer Services 
	Assistance: Helping customers to place their luggage and belongings in the luggage compartment of the car. I also share my experience during peak traffic times to ensure a safe and stress-free journey for the customers.

	SKILLS I’D LIKE TO IMPROVE 
	HOW? EXAMPLE

	Oral Communication
	I should practise regularly to improve my oral communication skills in English because I am a good active listener, and this is a good opportunity for me.


Action Plan

	Development
Objectives
	Resources Needed
	Target start date
	Target end date
	Review date

	Leadership
	Leadership training course, books
	20.04.2025
	31.07.2025
	15.08.2025

	SolidWorks
	SolidWorks license, online course
	22.04.2025
	30.06.2025
	15.07.2025

	Negotiation skills
	Online course, role-play sessions, reading materials
	01.05.2025
	07.01.2025
	15.07.2025

	Motivation
	Coaching, self-reflection exercises, SMART goals, wellness support
	18.04.2025
	15.06.2025
	30.06.2025

	Flexibility
	Mindset coaching, cross-functional experience
	18.04.2025
	30.06.2025
	15.07.2025


[bookmark: _Toc195814242]Conclusion
Finally, coaching and mentoring are complimentary activities that enhance personal and professional growth. Structured, goal-oriented coaching improves skills and performance via self-discovery and reflection. Targeted development, self-awareness, communication, and decision-making are its benefits. Mentoring, on the other hand, is a more informal, long-term connection where an experienced professional advises a novice. Mentoring offers career advice, emotional support, and professional networking. 

Coaching and mentoring use active listening, questioning, and empathy to build trust and communication. Coaching using the GROW model helps people define goals, assess reality, explore possibilities, and take action. The GROW model offers benefits, but its applicability is questioned. 

In coaching and mentoring sessions, reflecting on personal experiences shows how these procedures help resolve difficulties and develop progress. SWOT analysis and action plans can improve coaching and mentoring, preparing people for professional success. Organisations that encourage coaching and mentoring can boost employee engagement, satisfaction, and retention, benefiting both individuals and the company.
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