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[bookmark: _Toc193880652]Introduction
Leadership coaching and mentoring is a valuable practise in today’s managerial approaches to human capital development with the objectives of achieving the best and tapping talent and future careers (Hussey and Campbell-Meier, 2021). This unit also identifies how all these practises help in personal and professional development by providing structure in guiding, reflection and skills development. Coaching ordinarily is used for individual change in the short-term while mentorship is for long-term development and it provides training by example.
Coaching is a vital concept used by organisations in the modern complex and ever-changing marketplace where executive mentoring is considered as a critical solution. Such practises do not only solve performance deficits issues but also correspond to the mental health, self-confidence, and organisational succession.
The present material is an analysis of the coaching and mentoring that can be gained from actual issues that can occur in the LVMH company which is distributing luxury products and operating in sixty countries with 196 thousand employees. LVMH is a company that has prided itself with its creativity and high-performance culture and therefore deals with specific issues that affect creative workers namely innovation pressure, interdepartmental stress and burnout especially in the design departments. This paper aims to give a background of coaching and mentoring as important tools for developing talents within organisations with a diverse work force. The case scenarios applied in this report, depict actual, high-stress work settings, such as lack of recognition, work life conflict as well as communication challenges and these are areas that can be resolved by coaching and mentoring.
[bookmark: _Toc193880653]Coaching & Mentoring: Definitions & Advantages
Coaching is a skill based, time-bound and goals-oriented form of learning intervention that aims at enhancing the performance of a person on the job (Glow, 2007). They are client-centred; they focus on assisting a client work towards stated and agreed on goals, which could entail conversation and use of assignments and feedbacks. In the opinion of Cox, Bachkirova, and Clutterbuck (2023), aims and objectives of coaching can be summarised into the following; to help empower workers by establishing self-reflection, responsibility and behavioural modification. At workplace, coaching is most useful in situations that involve lack of compliance, performance enhancement, and identification of goals and objectives as well as leadership training. The most common benefits that make it easier to embrace coaching include boosting of confidence, achieving high performance and improving problem-solving skills.
The first essential benefit is that it makes people become more independent (Cornell and Salisbury, 2024). For instance, in the course of a class session, a staff member who complained of constantly feeling stressed due to the amount of work assigned had to be advised on ways on how to manage the amount of workload, learn how to express his/her concern, and use time management techniques to divide the work. Therefore, the employee was able to state that he had experienced productivity improvement and zero cases of depression within two weeks. Coaching provided for desired outcomes within a week from continuous discussion and plans developing.
While, mentoring is a long term, strategic, more socialised, and association-based method Jaffria et al. (2014), where a senior and experienced person i.e., the mentor helps the personal as well as the career development of the novice person, i.e., the mentee (Toni et al., 2025). Mentoring empowers young people through identifying with them, sharing valuable information and positive words with them. According to Garvey and Stokes (2021), mentoring is a positive means of developing trust within a relationship and confidence especially when working under conditions of uncertainty or when the job involves assuming new challenges.
Mentoring is especially useful in a situation of role transition or other career development purposes. For example, in class-based mentoring situation, one of the employees reported lack of promotion in his place of work, and because of this he had frequent mood swings and wished to quit his job. It was suggested to have a set of face-to-face and emails discussions in order to realise the individual’s long-term career goals, enhance the networking systems in the company and rearrange the failure as a success. The mentee then was able to build their ability to cope with adversity, regained interest in work, and was able to start involving in cross-functional works and getting ready for promotion.
Coaching and mentoring are viewed as forms of human development where coaching focuses on tasks, short-term, and on planned goals and objectives while mentoring on the other hand is on the developmental, and for the long term. Together, they provide a synergy that leads to effective promotion of employee interest, organisational commitment and performance in volatile work environments.
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(Source: https://www.makingbusinessmatter.co.uk, 2025)
Essential interpersonal skills that will form the base for an effective coaching is that which will help the coachee to explore the challenge, clarify the thinking and the development of solutions in ISM. Arguably, listening is the most basic skill because it enables the coach to be fully present and to understand what the coachee is concerned about without interruption or judgement. As Passmore and Brown (2022) point out, active listening means that it demonstrates empathy, it builds trust.
Another vital coaching skill is questioning. They are open and exploratory questions that stimulate self-reflection and let the coachee see and understand his or her situation from new perspectives. In other words, if a coachee posed a question such as “Is it a message that I should pursue something different,” the coach probed for that coachee’s core values. Cox, Bachkirova and Clutterbuck (2023) argue that effective questioning encourages self-ownership of development and independent thinking.
Maintaining rapport is a way of building a psychologically safe environment where coachees feel safe to disclose personal or professional challenges. The coach did this well when Rita complained that the noise in the office was killing her creativity and she wanted less noise so that she could actually be creative! Rita felt heard and being supported. Empathising (actually, close related to rapport) is the coach ability to grasp what underlines the coachees’ words in terms of feelings (rather than employment of a dictionary). Empathy allowed the coach in a session with a full-time working mother of twins to gain clarity on how she was feeling of being overwhelmed and helpless. Passmore and Crabbe (2023) research affirmed that empathy is core to keeping ethical, supportive coaching relationships.
To clarify the coacher’s thoughts in words and to ensure that both what is said and what is understood are aligned, this summarising and reflecting are techniques. When a coaches stated disappointment at missing out on a promotion, the coach reflected back: ‘‘Unsuccessful, you urge recognition of effort?’’ — stimulating further discussion. It is also important to unlock limiting beliefs, like self-doubt or fear. Another employee was afraid she’d be replaced by a more tech savvy employee. This belief was challenged by the coach who probed her past experience and opening her up to the option of upskilling.
With that, it helps you to stay focused throughout coaching sessions thereby getting the coaches to concentrate on their goals and also making the coaching time effective. For example, when the coach was running a session on flexible work arrangements, the coach helped the coachee refocus on getting an actionable solution in place: to prepare the proposal to the manager. Non-judgemental, open minded encourages the coachee to share open without judgement as they know they will not be criticised. 
Constructive feedback is helpful as it helps the coachee to look for blind spots, change of perspective and explore new approach. In the promotion case, the coach queried, ‘What can you do to seek that promotion the next time?’ which helped the coachee to ponder how assertive and visible she had been. Lastly, it is important not to reveal. Effective coaches are not much involved in ‘giving direct solutions’, they empower the coaches to create their own. In that respect, the coach stayed away from answering prescriptions in each session, favouring as an ally of discovery, which is a more enduring personal development (Garvey and Stokes, 2021). 
[bookmark: _Toc193880655]The GROW Model 
One of the most widely used coaching frameworks due to its clarity and instant effectiveness is the GROW model of Goal, Reality, Options and Will (Kuan and Abu Bakar, 2023). Sir John Whitmore introduced it, while in modern coaching practices his original main line is still being refined and used for structuring meaningful conversations which form the basis for making actionable outcomes. According to Cox, Bachkirova and Clutterbuck (2023), the GROW model presents a logical sequence with its G ROW introduces an approach to coaching where the coachee takes ownership for the development and increases the problem-solving skills.
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(Source: MBM, 2025)
In one classroom coaching session, used GROW to coach a coachee, who was a full-time employee and mother of twin girls. She wanted to bring some balance back between her work to the relationships she had with her partner and children. She disclosed in the reality stage that her husband had recently moved abroad and she remained alone in home and work duty responsibilities. She said she was feeling overwhelmed, exhausted and emotionally drained. In the options phase, the coach used the options to enter into a brainstorming process on what actions could be taken. This included negotiation of flexible hours, request for temporary workload adjustments and seeking support from family or external childcare services. 
Another coachee was in another session being overlooked for promotion. It was a case of rebuilding confidence to pave the way for promotion in the future. What actually happened was that this individual had not sought feedback actively or told anyone that they wanted to make management. The coach and coachee explored possibilities in connexion with requesting regular performance reviews, increasing visibility on visible projects and generally increasing workplace visibility. As confirmed by Passmore and Crabbe (2023), the GROW model enables coaches to encourage people from the point of problem identification to solution action driven by self-efficacy and responsibility. The model also showed its practical use in assisting individuals to structure their thoughts, recognise agency and make purposeful actions.
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[bookmark: _Toc193880634]Figure 3: Gibbs’ Reflective Cycle
(Source: Gibbs, 1988)
1. Description
One of the coachees I worked with was a full-time employee and mother to twin daughters in one classroom coaching session. "I have a demanding job and the household needs someone, too, who handles the childcare because my husband had just moved to another country and I was alone," she said. Feeling exhausted, frustrated and confused about how to get through all of this, she expressed her feelings. The session was in support of her in looking for options to gain control over her work life balance.
2. Feelings
When the session started, the coachee appeared visibly, stressed, overwhelmed with the sentiment to cry. There was a responsibility I needed to carry in order to be a supportive and empathetic space for her to express whatever was on her mind. There was some amount of nervousness that this wasn’t just something very simple I could fix, an emotional thing, and if I would really be able to help her. I, however, stayed cool and applied the coaching skills that we had been taught. The more session progressed, feeling more and more confident and connected with the coachee and it felt like she was starting to feel heard and understood.
3. Evaluation
The session went well overall. I think I set the coachee a feeling of safety and trust so the coachee could come out with her challenges. As I practised my active listening and use of open-ended questions she reflected deeply on her situation. The best thing was that she was able to come to realistic, actionable solutions like talking to her manager about flexible hours or delegating some things at home. Yet there was one aspect of mine that I needed to improve—foremost amongst these was that at first, I interrupted her when she was still speaking, but for some reason I soon stopped when I became more cognizant of my listening behaviour.
4. Analysis
I applied several of the ‘core’ coaching skills which included active listening, empathising, questioning and summarising. The session itself was structured well using the GROW model; she wanted to regain balance, reality was that she felt overwhelmed, we thought through flexible work options, and she committed to taking wilful action of talking to her manager. Cox, Bachkirova, and Clutterbuck (2023) explain, however, that the use of a structured coaching model offers a clearer approach, a sense of ownership and sustainable change. Likewise, empathy, as per Passmore and Crabbe (2023), was crucial in establishing rapport while discussing such an emotional topic.
5. Conclusion
The message from this coaching session reinforces the need to create a safe and non-judgmental environment for coachees to deal with their problems. I learned that even in situations characterised by extreme emotions, we can still employ a calm and structured mindset to enable people to find real solutions. Through this experience, I got confident in what I coach and I understood the meaning and advantage of silence and patience in reflective moments.
6. Action Plan
	Area
	Action
	Timeframe

	Improve listening
	Avoid interrupting; allow silence for reflection
	Immediate – ongoing

	Strengthen emotional support
	Practise more empathetic language and non-verbal cues
	Next session onwards

	Develop deeper questioning
	Use more probing, future-oriented questions
	Before next session

	Follow up with coachee
	Ask how the flexible work discussion went
	1 week after session


This reflection shows the fact that answers are not the main source of coaching, answers are merely given to create a space for others to find. In the future, I know that I will keep refining my approach with an increased level of empathy and strategic questioning to achieve meaningful outcomes.
[bookmark: _Toc193880657]Conclusion
To conclude, it has been shown that coaching and mentoring are very useful means in the development of personal and professional development in current dynamic workplace environment. Structured guidance and reflective conversations enable individuals to overcome obstacles, define their goals, and realise their potential. Performance-focused, short-term intervention with coaching versus long term relationship and development with mentoring; action, accountability and emotional support (confidence and career direction), respectively.
Core interpersonal skills like active listening, empathy, open questions and constructive feedback are central to effectiveness of coaching and mentoring. These skills then allow one to create a safe, safe space for people to think about what is on their mind without any fear of being judged. While all the scenarios explored mean something when combined together, it is clear when these skills are used over and over again, they create meaningful insights and people change their behaviour in the same way. Finally, a reflection on my personal use of Gibbs’ model allowed me to understand how my development as a coach has taken place. What the feedback highlighted to me was the areas of strength, empathetic and structured, and areas that could be developed, listening and emotional support. I believe this learning will change the way in which I coach in future.
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