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GROW Model

Category: Professional Learning, Coaching and Reflection

The GROW Model is a widely used structure for goal-focused coaching: Goal, Reality, Options and
Will or Way Forward. It helps a coachee clarify what matters, examine the present situation, generate
possible responses and convert choice into committed action. Questions are adapted to the person,
purpose and stage of the conversation.

GROW is a framework, not a complete theory of change or a fixed script. Coaching often moves
backwards and forwards between phases, and later sessions require explicit review of action, learning
and changing circumstances (Whitmore, 2017).

Four Phases and Review

1. Goal: Define the desired outcome for the wider issue and the value sought from this conversation.

2. Reality: Explore relevant facts, interpretations, emotions, previous attempts, resources and
constraints.

3. Options: Generate varied possibilities before comparing their consequences, feasibility and
alignment with values.

4. Will or way forward: Choose actions, strengthen commitment and specify responsibility, timing
and support.

5. Review: Evaluate progress and learning, then update goals, understanding, options or action as
required.

Examples in Practice

A doctoral researcher defines a goal of restoring a sustainable writing routine, examines workload and
avoidance patterns, generates environmental and scheduling options, commits to three protected sessions
and agrees to review both output and wellbeing after two weeks.

Why It Matters

GROW offers memorable structure and can protect coachee agency by delaying advice. Yet a linear
application may oversimplify uncertainty, identity, emotion or systemic barriers. Coaches should
contract carefully, test assumptions and distinguish coaching from supervision, performance
management and counselling. Review and evaluation are essential because a confidently stated action
does not demonstrate learning or effective change (Grant, 2011).
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