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The Grow Model



· Goal - What do you want to work on?


· Reality - What is happening/ has happened?


· Options - What could you do?


· Will - What will you do and when?




Goal - What do you want to work on?


This opening part of the conversation is to establish the purpose of the session. Clarifying goals, aims and objectives at the start enables the coach to keep the conversation focused and on track and helps guide the coachee toward appropriate outcomes and actions.

It is worth the coach taking time during this section, as very often the opening issue that the coachee presents for discussion can change (sometimes beyond recognition) during these opening questions. 

This section has sometimes been likened to peeling back the layers of an onion. With each successive layer removed, a new layer of complexity sometimes emerges.

A selection of questions that work well in this opening section follows below, doubtless, as you work with your coachee, you will discover and invent new and better variations.

What is the issue you want to work on? Please describe in detail.

· What would make this a 10 out of 10 session for you?
· How far do you expect to get in this session? 
· How does this issue link to your longer-term goals?
· What else would you like to achieve in this session?
· Which of these would you like to work on first?  Which is the most important?
· What really is the “Nub” of the issue here?
· What shall we focus on to make best use of our time?


· Advice to Coach:

Feedback to the coachee, a summary of what you have just discussed to ensure that you fully understand.  When done, ask “Is that about right?  Anything I missed?  Anything to add?”


Reality - What is happening/ has happened?


Having established a clear purpose (goals) for the session the work of the coach is now to ask questions that will help the coachee to focus on each aspect of the issue. Helping them gain a sense of perspective and to separate what is real about the situation from what is imagined, hallucinated, distorted or misunderstood is the key purpose of this phase. 

Remember the work of the coach is to ask questions to help the coachee think through the issue rather than pursuing their own agenda. Good listening and the suspension of judgement are the core skills required.

Once again, some example questions for this stage are given below. Feel free to experiment with them, but importantly, create new and more effective questions of your own when “in flow” with the coachee.

· What is the present situation in detail? What else? What else? (Be tenacious yet respectful with this).
· What or how great is your concern?
· What similar issues have you encountered in the past?  
· What approach did you take then?  What happened?  
· What can you learn from that?
· What don’t you know about this situation?  What might you be overlooking?  How could you find out?
· How much control do you have over this issue?  How do you know that?
· Who else has some control over the outcome?  How much control do they have?
· Who else might be affected by this issue?
· What have you done about this situation so far?  What stopped you from doing more?
· What obstacles need to be overcome?
· What self-imposed obstacles are there?
· What resources do you have to help you?  Skills?  Contacts? Qualities, Time?  Money? Etc.
· What resources do you need?  Where could you get them?


Advice to Coach:
 
· Feedback to the coachee, a summary of what you have just discussed to ensure that you fully understand.  When done, ask “Is that about right?  Anything I missed?  Anything to add?”



Options - What could you do?


Having helped our coachee get clear and focused about all aspects of the issue, the work of the coach now is to inspire, coax, support and challenge a range of suitable options for the coachee to choose from. These options will be tangible action steps that the coachee will work on between now and the next session. 

Creativity and lateral thinking are allowed here! Sometimes it is better to begin by generating absurd or even bizarre options firstly, before getting more serious. Remember the coachee is not making a decision at this stage, merely generating possible options; so go for quantity rather than quality. The next section will test out the feasibility and narrow down towards what will actually be done.

Once again, some suggested questions would be as follows:

· What are all the different things you could do?
· What is the most radical thing you could do?
· What is the easiest thing you could do?
· Make a list of all alternative ideas you have?  What else?
· What could you do if you had more ... time, money, authority etc?
· What could you do if you were the boss?
· What could you do if you could start all over again with a “clean sheet”?
· Who is well placed to help you with this?  What allies do you have?
· Would you like a suggestion from me? (Only use this if you have a good idea, and if the coachee seems genuinely stuck.)
· Considering all these ideas, what are the strengths and limitations of each?  Which might produce the best outcome?
· Which of these options appeals the most? 


Advice to Coach:

Feedback to the coachee, a summary of what you have just discussed to ensure that you fully understand.  When done, ask “Is that about right?  Anything I missed?  Anything to add?” 




Will - What will you do and when?


This is the final section of the grow model. There are two main things for the coach to pay attention to here. Firstly ensuring that the coachee selects the best options open to them for future actions, and secondly that the coach has tested their level of commitment at carrying out what has been agreed.

Typical questions to get you started might include any or all of the following:

· Which options will you choose?
· Which will you do first, second, third etc?
· How far does this action go towards meeting your goal?
· What will your measures of success be?
· When precisely are you going to start each action step?
· When will each step be completed by?
· What might hinder progress?  What else?
· What personal resistance might you have?
· What will you do to minimise this resistance?
· Who needs to know about your plans?
· What support do you need?  From whom?
· What could I do to support you?
· What commitment do you have to keeping to this plan? (Ask for a number between 1 and 10.)
· What needs to happen to make it a 10 out of 10?
· When shall we meet again so you can update me on your progress?  (Get it in the diary now!)
· Anything else we need to discuss now?


Advice to Coach:

Feedback to the coachee, a summary of what you have just discussed to ensure that you fully understand.  When done, ask “Is that about right?  Anything I missed?  Anything to add?” 













