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[bookmark: _Toc182756039][bookmark: _Toc185360745]In the workplace, coaching models are vital resources that help people reach their objectives. The GROW model (Goal, Reality, Options, Will), created by Sir John Whitmore and associates in the 1980s, is a well-known framework for organised, goal-oriented discussions. It is perfect for performance-driven environments since it moves methodically from problem identification to solution implementation. The GROW approach is well-known for being straightforward and adaptable, making it appropriate for managers with little coaching expertise as well as professional coaches. Although it places a strong emphasis on quantifiable progress, it falls short when dealing with more complex personal issues, where more advanced models would be required. Yet, it is still a useful and well-liked option for encouraging accountability, clarity, and action in workplace coaching. (Yates,2022).
Purpose of Coaching in the Workplace
To help employees reach specific goals and acquire specific skills within a given time frame, coaching is typically utilized for performance purposes. They are typically professionals or outside facilitators who assist people in honing their skills, overcoming obstacles, and performing better at work. For instance, a coach can assist a worker in developing time or project management abilities so that both the worker and the company can attain quantifiable results. In order to boost motivation and job satisfaction, coaching is also very helpful for developing critical skills or competencies like problem-solving, role adaptation, and goal-setting that align with organizational objectives. (Schultz, 2024).
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Mentoring, on the other hand, is a more relationship-driven, and targeted development. Usually, less seasoned workers (mentees) are paired with more seasoned (senior) professionals (mentors), who use their experience to "guide," "know," and "see" what has succeeded, failed, etc. Through mentoring, mentees can gain confidence, career guidance, and leadership skills in a supportive setting with a wealth of resources. While coaching is typically a skill-focused activity, mentoring aims to assist the mentee in advancing their career by addressing obstacles, comprehending the culture of the workplace, and investigating opportunities for growth within the company. (Cook, 2024).
[bookmark: _Toc182756041][bookmark: _Toc185360747]Essential Coaching Skills and Their Importance
Effective coaching requires mastering various skills to create meaningful and productive interactions. Listening is foundational, as it ensures the coachee feels heard and understood. Active listening fosters trust and encourages open communication, which is essential for addressing underlying challenges. Similarly, questioning is vital for probing deeper, clarifying goals, and encouraging self-reflection. Asking open-ended, thoughtful questions helps coachees identify their own solutions and take ownership of their development (Maini & Rogers, 2016).
Building rapport creates a safe and supportive environment, enabling coachees to engage more openly. Trust and mutual respect form the cornerstone of effective coaching relationships. Alongside rapport, empathizing with the coachee’s perspective enhances understanding and shows genuine care, which motivates individuals to tackle their challenges more confidently.
Summarizing and reflecting are crucial for reinforcing key points and ensuring clarity. These skills help coachees process information and maintain focus on actionable insights. Additionally, unlocking limiting beliefs empowers coachees to overcome self-imposed barriers and unlock their full potential. Encouraging a mindset shift leads to greater confidence and motivation (Whitmore, 2009).
Staying focused ensures sessions remain productive and goal-oriented, avoiding unnecessary tangents. Equally important is being non-judgmental and open-minded, which fosters an inclusive atmosphere where coachees feel comfortable sharing freely, without fear of criticism.
Providing constructive feedback is another critical skill, as it helps coachees understand areas for improvement while reinforcing their strengths. Effective feedback is specific, actionable, and delivered with sensitivity. Finally, resisting the temptation to tell ensures that coachees are empowered to find their own solutions rather than relying on prescriptive advice from the coach. This promotes independence and self-reliance (Whitmore, 2009).
By integrating these skills cohesively, coaches can create a structured yet flexible process that drives meaningful development and empowers coachees to achieve their goals. These skills, when combined, form the backbone of impactful coaching practices.

[bookmark: _Toc182756042][bookmark: _Toc185360748]Comparison and Contrast of Coaching and Mentoring with their advantages 
The following table clearly compares coaching and mentoring based on their key characteristics and outcomes:
	Aspect
	Coaching
	Mentoring

	Duration
	Short-term, focused on specific goals and measurable outcomes.
	Long-term, focusing on overall career and personal development.

	Structure
	Highly structured, often follows a formal process or contract.
	Informal and relational, often flexible and customized to the mentee’s needs.

	Goal
	Immediate performance improvement, skill enhancement, or leadership readiness.
	Holistic development, including career progression and organizational belonging.

	Approach
	Task and result-oriented, emphasizes achieving specific objectives.
	Relationship-driven, emphasizes trust-building and guidance over time.

	Focus
	Developing technical or soft skills to meet organizational needs.
	Sharing knowledge, offering career advice, and building confidence.

	Impact
	Delivers quick results, such as improved performance metrics.
	Promotes long-term career growth and organizational loyalty.

	Example
	Coaching an employee on time management, resulting in a 15% productivity increase.
	Mentoring a junior manager to transition into a leadership role successfully.

	Challenges
	May not address deep-seated behavioral or emotional issues.
	Mismatched mentor-mentee pairs or over-dependency can hinder progress.


Source: Mundey (2023)
Both approaches are effective when used strategically. Coaching addresses immediate needs, while mentoring builds a resilient, skilled workforce for future challenges (Mundey, 2023).
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[bookmark: _Toc182756044][bookmark: _Toc185360750]GROW Model
Sir John Whitmore and his team developed the GROW model in the late 1980s, a widely used coaching framework. The GROW model, which stands for Goal, Reality, Options, and Will, is a self-directed problem-solving approach that provides clear, actionable goals.

[image: Image result for GROW Model]
Fig.1: The GROW model Coaching Framework [Source: coachingcultureatwork, 2024]
Goal (G):
In both coaching and mentoring, the goal is the desired outcome or objective the coachee or mentee wants to achieve. It is essential to establish a clear, specific, and achievable goal to provide direction for the coaching or mentoring process. For example:
· In coaching, a goal might be improving a specific skill, such as time management or project delegation.
· In mentoring, the goal could be longer-term, like career progression or developing leadership skills.
Coaching Goal Example: "I want to improve my time management to meet project deadlines more effectively." Mentoring Goal Example: "I want to develop my leadership skills to prepare for a managerial role."
Reality (R):
The real step involves understanding where the individual currently stands. It is about assessing the present situation, identifying challenges or barriers, and acknowledging the skills or resources the person currently possesses. This step involves reflection and self-awareness to ensure the coachee or mentee has a clear understanding of their current circumstances.
· Coaching Reality: The coach helps the coachee evaluate their current performance, what they are doing well, and what areas need improvement.
· Mentoring Reality: The mentor might discuss the mentee's career status, achievements, and any roadblocks they face in their development.
Coaching Reality Example: "I often miss deadlines because I procrastinate or don’t manage my time effectively." Mentoring Reality Example: "I’ve been working as a team leader, but I feel unsure about my ability to handle conflict management within the team."
Options (O):
The options phase encourages brainstorming potential strategies, solutions, or actions to bridge the gap between the current reality and the desired goal. This phase is about exploring different ways to achieve the set goal, considering all possibilities.
· In coaching, options involve focusing on actionable steps or skills that the coachee can adopt to address their specific challenges.
· In mentoring, options might include guidance on exploring career paths, training opportunities, or leadership practices.
Coaching Options Example: "I could use the Pomodoro technique to break my work into manageable chunks, or I could set a weekly review meeting to stay on track." Mentoring Options Example: "You might consider shadowing senior leaders, attending management workshops, or finding a mentor in a higher position."
Will (W):
The will phase involves commitment and motivation. Here, the individual decides which course of action they will take and what steps they are willing to commit to in order to reach the goal. This phase is crucial for ensuring accountability and driving action.
· In coaching, the focus is on ensuring the coachee takes responsibility for implementing the chosen options and is motivated to make necessary changes.
· In mentoring, the mentor helps the mentee stay accountable to their long-term goals and ensures they are motivated to progress.
Coaching Will Example: "I will commit to using the Pomodoro technique every day for the next two weeks and review my time management at the end of each week." Mentoring Will Example: "I will take on more leadership responsibilities in my current role and attend a leadership development program by next quarter."
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The structure of the GROW model is the biggest advantage. It is an easy and simple model, thus making it usable by people without the requisite coaching experience in any position, improving its effectiveness. This is a roadmap for goal-oriented conversations, which can veer off or lose focus without it. The GROW model also facilitates the coachee’s exploration and decision-making, which is coachee-led and encourages self-awareness, accountability, and intrinsic motivation. This structure is suitable in a workplace environment where time and resources are limited and for short times, they can drive to actionable conclusions. (Yates, 2022).
[bookmark: _Toc182756046][bookmark: _Toc185360752]Disadvantages
The GROW model is however limited. If the issue is more emotional or behavioral, then you may be better served with something more introspective like SOAP, Socratic, or any other methods. The solutions-based focus of the model can skip over underlying causes of performance or personal issues. However, coaches who rely too rigidly on the GROW model’s framework may omit opportunities to explore deeper motivational drivers and instead forgo any significant barriers to change. (Hoidn & Ritter, 2021).
[bookmark: _Toc182756047][bookmark: _Toc185360753]Ideal Situations for the Model
The GROW model is excellent for goal-based situations when the coachee has something specific to talk about. For instance, it could help an employee prepare for leadership by helping them define their competencies, resolve any skill gaps, such as decision-making or communication, and devise an action plan for improvement. One occasion was when a project manager employed the GROW model to improve team delegation skills, help trim project completion rates by 20%, and reduce employment strain.
The model is also suitable for the executive audience in performance improvement, such as coaching the underperformer to relate their work to the organizational goals. However, the GROW model is not perfect for dealing with complex interpersonal challenges or matters of therapeutic support that require attention to emotional or behavioural issues. It thrives with clients ready to self-direct their progress but must be tailored to those more complicated and complex problems (Yates, 2022).
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Reviewing coaching feedback with Kolb’s Experiential Learning Cycle allows for better thorough and deeper comprehension of strengths and limitations. These four phases, which are Concrete Experience, Reflective Observation, Abstract Conceptualization, and Active Experimentation are useful in improving the practice of coaching.
[image: Image result for Kolb’s Experiential Learning Cycle]
Fig.2: Kolb’s Experiential Learning Cycle [Source: Blogzenrgy, 2024]
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The coachee engaged in semi-structured conversations using the GROW model to address perceived time management issues. Interventions included attentive listening, non-predetermined questions, and allowing the coachee to lead the session. The coachee was guided by the SOLER technique and effective nonverbal communication. Feedback critiqued the coaching, highlighting the use of more-than-word answers and engaging the coachee in problem-solving. The feedback appreciated the coachee's patience and tolerance, which was seen as a trust factor. However, a smile or extra warmth could have improved the session. (McLeod, 2024).
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The coach used both positive and negative teaching methods in a session. Open-ended questions allowed the coachee to generate ideas independently, and their listening skills made the conversation feel safe. They avoided interjecting and encouraged clients to express their points, showing respect for their viewpoint. However, the coach noted that people wanted more warmth and friendliness, such as a smile. The structure of the session may have seemed more formal than friendly, but the advice to smile highlighted the importance of facial expressions in coaching, as being warm can encourage the coachee to reveal themselves. (Bell, 2023).
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The next stage in Kolb’s cycle is the last one, which is abstract conceptualization where I consider what I have learned from this experience and what it means to my overall coaching style. This provokes the idea of the need to provide structure but also a level of engagement between the instructor and the learners. As much as tools such as the GROW model must be used during the coaching process, it is also about developing rapport. This is especially important to remember as a coachee might feel overwhelmed or discouraged, a simple smile or nod, or using positive words can work wonders.
Another lesson I learned is the need to probe further into the coachee’s answers. Even though I followed their schedule and reaction tempo, I understand that trying to understand the ‘why’ of their problems could provide them with a deeper understanding of the situation. By asking deeper questions, I can help the coachee think more about some specific beliefs that may be driving the behaviors. It might also result in more significant change as the coachee can discover new constraints and have the feeling that they are ready for that.
Finally, I learned of the distinction between solution-focused and experiential coaching. As much as I intentionally did not offer solutions in the session, I think it might be better to find a middle ground between not offering solutions at all and the amount that I did. However, it can be as helpful to offer any suggestions that might help the coachee to make a decision or to introduce perspectives for consideration. Thus, the example of questions that would make the coachee look at the issue from another perspective could be used to make the coachee think more critically (Richlin, 2023).
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To make use of these insights in the next sessions I will have to modify my coaching approach in the following manners. First, I will try to look more friendly and welcoming, start with a smile during each session, and try to keep the same tempo. I feel that this change will set the right kind of tone and make the coachee more forthcoming with information.
Second, the improvement of the questioning skills to get a deeper understanding of the problems of the coachee. If I am going to follow the coachee’s agenda, I will be careful with asking probing questions that would force him or her to think about the reasons for these issues. For instance, if the topic is time management, I would pose questions such as: “What attitudes do you have concerned the use of time?” or “What fears or conceptions are you holding regarding the use of time?” It might be useful for the coachee to delve deeper into the reasons behind motivation and actions, which would make the process more significant.
Finally, I will try to provide recommendations without directly pointing them out, so people will come up with answers themselves. For example, if the coachee appears to be bored, I might ask them questions that encourage a shift of perspective, “Have you ever attempted this problem from a different angle?” or “What do you believe will occur if you give it a new direction?” In this way, by having presented those prompts, I will be able to expand the range of ideas further from the original goal, all the while maintaining the coachee’s independent decision-making process (McLeod, 2024).
Development of Plan
Table: Action Plan for Skill Development
	Development Objectives
	Activities Needed
	Resources Required
	Start Date
	End Date

	Time Management
	Learn the Pomodoro and Eisenhower techniques to avoid procrastination
	Computer, books, internet, AI tools
	Nov-24
	May-25

	Communication Skills
	Practice active listening, questioning techniques, and assertive communication
	Online courses, podcasts, communication workshops
	Dec-24
	Jun-25

	Leadership Skills
	Take a leadership course, read leadership books, practice delegation and team-building exercises
	Leadership books, online leadership courses, mentorship
	Jan-25
	Jul-25

	Analytical Skills
	Work on case studies, data analysis exercises, and problem-solving tasks
	Analytical software, books, online tutorials
	Feb-25
	Aug-25

	Conflict Management
	Study conflict resolution techniques, role-play scenarios, and engage in peer feedback
	Books on conflict resolution, online resources, peer feedback
	Mar-25
	Sep-25

	Emotional Intelligence (EI)
	Practice self-awareness and empathy exercises, seek feedback on EI skills, engage in reflective journaling
	Online EI courses, reflection journals, feedback from peers
	Apr-25
	Oct-25
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In conclusion, the GROW model of coaching is a practical, goal-centered model through which people can attain their desired goals in a structured way. The simplicity and clarity of the model make it easy to understand, and easy to apply to a wide range of workplace settings, by both experienced and novice coaches. Its strengths include allowing employees to set and solve problems on their own, which allows them to take ownership of their development. The structured approach in particular is great for tackling a specific skill gap or preparing for a new role, because it’s very clear what you are doing, and you have very clear milestones and very clear outcomes.
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‘The numerical rating system is based on the scale below.
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