
Love the Lord with “Hands-on” Skills or Strength, “so that everyone may see your progress” 
(1 Timothy 4:15): Process Adapted by John McNally for Acadia’s Mentored Ministry 

 
“Example Questions for an Effective Coaching Conversation”1 

“The key to using GROW successfully is first to spend sufficient time exploring ‘G’ until the 
coachee sets a goal which is both inspirational and stretching for them, and then to move flexibly 
through the sequence, according to your intuition, including revisiting the goal if needed.” 

 
 
What are some potential biblical connections for parts of this process?   
1. Goal: The first coaching question is similar to the question Jesus asked blind Bartimaeus, as recorded 
in Mark 10:51: “What do you want me to do for you?” Our goals are not ends in themselves, but means to 
the end of delighting ourselves in the LORD and discovering the deep desires of our hearts (Psalm 37:4). 
Goals may relate to the foundation of character, task skills, relational skills, or ministry knowledge.2 
 
2. Reality: The general imagery of growing in our relationship with Jesus and the specific picture of 
pruning things hindering fruitfulness (John 15), fits well with a reality check. Numerous passages instruct 
us to search our hearts and test or examine our thoughts (Psalm 139:23-24, 1 Corinthians 11:28) or have 
“sober judgment” and an “honest evaluation” of ourselves (Romans 12:3, NIV & NLT respectively)  
 
3. Options: Considering options is similar to Proverbs 18:15 instructing wise people to seek new ideas 
and knowledge or the prophetic picture of perceiving new things God is doing (Isaiah 43:19). While 
obstacles may be a time for perseverance, it may be an invitation to a fresh direction (Acts 16:6-10). 
 
4. Will do: Psalm 37:5 speaks of our partnership with God in committed action: “Commit your way to the 
LORD; trust in him and he will do this.” James 1:22-25 instructs us to look intently and then do it. James 
warns of boasting about our plans and instructs alignment with God’s will to do good (4:13-16).  

                                       
1 To show sample questions in the GROW process, I selected a few of the "Example Questions for an Effective 
Coaching Conversation" (For a brief background about this approach, see this link and click on the summary PDF 
https://www.performanceconsultants.com/grow-model .). For a fuller picture of this process and related questions, 
see John Whitmore, Coaching for Performance: The principles and practices of coaching and leadership. (Boston: 
Nicholas Brealey, fifth ed., 2017), 95-152, 170-184, 254-264. For further suggestions, see Tony Stoltfus, Coaching 
Questions: A Coach’s Guide to Powerful Asking Skills. (Virginia Beach: Coach22 Bookstore, 2008). I thank Kathy 
Watt for both of these recommended resources that have been helpful in her organizational and leadership 
development work (http://www.lmicanada.ca/Members/KathyWatt.aspx ). 
2 George Hillman, Jr., Ministry Greenhouse, 72ff. This chapter has much wisdom on goals, strategies and measures. 

Goal
•What do you want?
•What does that look like?

Reality
•Where are you now? What are you doing that takes you towards your goal?
•What are you doing that is getting in the way of your goal? 

Options
•What could you do? What alternatives do you have?
•Is there anything else? 

Will do
•What will you do? How? When? Who? Where?
•What will it take for you to commit to that?



Love the Lord with “Hands-on” Skills or Strength, “so that everyone may see your progress” 
(1 Timothy 4:15): Process Adapted by John McNally for Acadia’s Mentored Ministry 

 
The GROW process includes follow-up with debriefing by “speaking the truth in love, we will grow” 
as we give and receive feedback3. Proverbs values constructive correction or focused feedback: “Listen 
to advice and accept discipline, and at the end you will be counted among the wise.” (19:20) “Whoever 
heeds discipline shows the way to life, but whoever ignores correction leads others astray.” (10:17) 
“Whoever loves discipline loves knowledge, but whoever hates correction is stupid.” (12:1) “Mockers 
resent correction, so they avoid the wise…The discerning heart seeks knowledge, but the mouth of a fool 
feeds on folly…Plans fail for lack of counsel, but with many advisers they succeed.” (15:12, 14, 22) 
“Wounds from a friend can be trusted, but an enemy multiplies kisses…Perfume and incense bring joy to 
the heart, and the pleasantness of a friend springs from their heartfelt advice.” (27:6, 9) 
 

“GROW Feedback Framework”4  
“Remember the golden rule for feedback is that in each step of the framework the coachee shares first and 

the coach adds their perspective second.”  

 
A mentor has the needed perspective to look into your life and ministry, seeing where the gaps 
are and where God is at work. A mentor must be relational, empowering you in a safe and 
challenging environment where he or she is able to speak lovingly and courageously to you to 
correct imbalances… Feedback from nonprofessional (lay) leaders and members who serve on 
the front lines of ministry alongside you can give you a unique and critical perspective about how 
they see who you are and what you bring to the ministry setting. This perspective “from the pew” 
is one that even the most qualified clergy member or faculty member cannot offer. The more 
people you have speaking truth into your life, the better.5 

                                       
3 Ephesians 4:15. Douglas Stone and Sheila Heen, Thanks for the Feedback: The Science and Art of Receiving 
Feedback Well. (New York: Viking, 2014). See the companion workbook and Bible study guide by Sheila Heen and 
Elaine Lin, Thank God for the Feedback: Using Feedback to Fuel Your Personal, Professional, and Spiritual 
Growth. (Cambridge, MA: Speck, 2015).  
4 Whitmore, 142-152, 262-264.  
5 George Hillman, Jr., Ministry Greenhouse, 99, 101. 

Goal

•ask your coachee quesions that focus attention and raise energy
•What do you/we want to get out of this?
•What would be helpful for you?

Reality

•ask your coachee quesions focused on the positive
•What is going/went well?
•What behaviors were most effective? 

Options

•ask your coachee quesions to raise responsibility for improving performance
•If you could do it again, what would you do differently? 
•What behaviors would you change next time? 

Will do

•ask your coachee questions that reinforce learning and agree next steps
•What are your learning about yourself? What are your learning about others?
•What will you/we do differently next time?


