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 Forum 1
Culture and leadership influence the success of the coaching process. These two factors can undermine coaching efforts regardless of the size of the organization. Some organizations acknowledge the importance of coaching and have leaders who engage in the process. In such organizations, several leaders ask for coaching as they consider it an opportunity to advance their careers and improve their future (Hunt & Weintraub, 2017). However, some organizations do not recognize coaching and view it as an exit strategy for leaders. 
Coaches cannot visit on-site while leaders cannot share what they learn during coaching sessions. Organizational culture determines whether an organization acknowledges the importance of coaching. Organizations with well-developed coaching methods highlight the importance of culture in supporting coaching and people development. The implementation of coaching in an organization relies on its culture. Therefore, organizations should create a culture that encourages coaching and personal development (Hunt & Weintraub, 2017). Companies that invest in leadership coaching have leaders who are skilled in coaching their subordinates. Such organizations have a better succession plan, talent development, and leadership development programs.
Coaching is an activity that occurs between a manager and a direct report. Both parties share the responsibility involved in such a partnership. Organizational leaders use this approach to express their concern toward employees’ strengths and the challenges they encounter. Coaching involves inquiry and exploration rather than dictating answers to a particular situation. Managers should acquaint themselves with the Coaching Manager Model basics and the basics of developmental coaching (Underhill et al., 2007). Coaching is a means through which a leader can improve learning and development to improve present and future performance. Managers can practice developmental coaching to enhance employee development within an organization. Employees should also support and embrace talent development to ensure that they become more competent in their roles. Coaching and learning form a critical part of an effective manager-employee relationship (Underhill et al., 2007). Therefore, managers should coach their employees to ensure that they become more competent.
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Discussion Board 1
            In the past, coaching has been used to address toxic behaviors in leadership (Athanasopoulou & Dopson, 2018).  Recently, executive coaching has realized massive growth and it is being utilized to develop high potential employees into corporate leaders (Underhill, McAnally & Koriath, 2007).  Coaching involves conversations focused on discovery and actions to help a person, group or team grow and achieve goals for the organization (Bennett & Bush, 2009).  Coaching usually involves 360-degree feedback that is gathered using assessments such as Meyers-Briggs, emotional intelligence and the Thomas Concept (Underhill, McAnally & Koriath, 2007). 
Coaching dialogue is the cornerstone of developmental coaching, in that it is used to promote employee growth in effectiveness on the job (Hunt & Weintraub, 2017). Executive coaching is literally the one-to-one development of an organizational leader or group of leaders (Underhill, McAnnally &Koriath, 2007).  Coaching is strongly influenced by organizational leaders and culture to the point that it may fail or succeed based on those two aspects (Hunt & Weintraub, 2017).  The main types of corporate coaching types are leadership development, performance coaching, career coaching and executive coaching (Bennett & Bush, 2009).
Main Aspects or Concepts
            One of the main aspects of executive coaching is the relationship or partnership developed between the coach and the executive being coached (Rekalde, Landeta, Albizu & Fernandez-Ferrin, 2017).  The relationship is established to clarify the purpose and objectives so an action plan can be developed to satisfy them (Underhill, McAnally & Koriath, 2007).  The executive coach designs processes to modify work related behaviors through the course of multiple meetings (Rekalde et al, 2017).  Coaching is a personal commitment to individual development that an organization makes to aid in successful succession planning (Underhill, McAnally & Koriath, 2007).
The Coaching Manager Model
            Another aspect of executive coaching is the coaching manager model which explores the culture and mindset of and individual in an organizational setting prior to developing the coaching relationship (Hund & Weintraub, 2017).  The central component of executive coaching is behavioural practice offered in a personalized intervention, where privacy and non-judgmental sessions help the coachee grow in a safe environment (Renkalde et al, 2017).  The four parts to the coaching manager model are opportunity, reflection, feedback and follow through/action planning (Hunt & Weintraub, 2017).  The coaching culture and mindset are needed first to afford leaders the opportunity for coaching and its success (Hunt & Weintraub, 2017).
Reflection
            Once the culture has been established to give a leader the opportunity to engage in a coaching relationship and the relationship has been established, actions can be put into place to foster growth and reflection (Hunt & Weintraub, 2017).  The actions that the coachee takes must link to strategic organizational objectives which can then be utilized to initiate reflection in the coachee (Athanasopoulou & Dopson, 2017).  Once actions are taken, reflection occurs as a result of the outcome of the action (Hunt & Weintraub, 2017).  This reflection when used in conjunction with coaching can lead to better future outcomes that result in higher degrees of success.
 
 
Feedback
            Feedback occurs between the coach and the coachee to convey performance information and to offer suggestions for improvement in future actions (Gladis, 2007).  Often times, reflection is enough for a coachee to alter their course in the future without the need of feedback however, to fill in the gaps left by personal reflection, feedback will bring better understanding to the impact of behavior (Hunt & Weintraub, 2017).  “The ear that listens to life-giving reproof will dwell among the wise. Whoever ignores instruction despises himself, but he who listens to reproof gains intelligence. The fear of the LORD is instruction in wisdom, and humility comes before honor (Proverbs 15:31-33, ESV).
Follow through and Action Planning
            Adult leaders learn through taking actions in relation to a goal or goals, reflecting on that action, receiving feedback and revising their plans or behavior to achieve the goal or goals (Hunt & Weintraub, 2017).  Action plan generation involves defining development objectives, specifying specific steps toward goal achievement, creating timelines, assessing the resources required to accomplish objectives, analyzing the barriers that my impede progress, finding ways to overcome the barriers, and developing metrics to measure improvement (Underhill, McAnally & Koriath, 2007).  The plan developed should be reviewed with HR, the manager and all leadership involved in development so action steps can be implemented to improve behavior and bottom line (Underhill, McAnally & Koriath, 2007).  “All scripture is breathed out by God and profitable for teaching, for reproof, for correction, and for training in righteousness (2 Timothy 3:16, ESV). Using the bible for feedback and action planning is always a great executive coaching method.
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