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Eaton’s coaching skills

Robert Eaton was executive and CEO of the Chrysler from 1993 to 1998 (The traveler auto brands of the DaimlerChrysler). Eaton even modernized the way in which Chrysler arranged autos in light of an investigation once in the past ignored by Iacocca. Sincerely speaking, Robert Eaton is a decent mentor (Armstrong, et. al., 2017). Eaton does a good job in giving advice. He described to the employees what should be done and how things should be done. He has an open door policy that allows his colleagues to learn from what he is doing and to communicate with them on what needs to be done. Eaton embraces sharing of ideas which is  good coaching skills to the learners (Bacal & McGraw-Hill Companies, 2012).

Eaton gives the learners/employees support in participation of building vehicles. He is a facilitator of the processes and activities that ensure there is improved performance in the organization and in the production sector. 

Eaton gives the employees confidence to engage in production of vehicles. Their points are welcomed by Eaton. When the employees are given the platform to express their points they feel appreciated and they will definitely perform well. This boosts the moral of the employee and encourages them to perform (Bacal & McGraw-Hill Companies, 2012). 
Eaton’s coaching skills promote greater competency among the employees. He encourages open discussions which have long term benefits in the organization. When the employees are involved, they tend to be productive and they collaborate with one another to reach the organizational goals. it is one way that employees develop  and use collective knowledge (Bacal & McGraw-Hill Companies, 2012).

Major functions missing

There are number of coaching items that are missing, for example, setting the methodology and vision, building affecting relationship, directing practices for overseeing rivalries and learn and reflect. Eaton must make a system and vision in light of the stages and needs of the change of the organization. For example he ought to delegate work and avoid micromanaging everything. He should encourage other employees to do some duties as he supervises them (Bacal & McGraw-Hill Companies, 2012).
Eaton should focus on establishing development objectives. He needs a plan that guides him in what he is doing. He should also be engaged in active listening and provide clear communication that improves the behavior and results of the employees. Employee motivation should not be ignored. Employees tend to perform well and better when they are motivated with rewards. It is one way of developing employees. It gives them a challenge to perform better (Aguinis, 2013).
Recommendations 

Eaton could have been a better mentor, for example, assembling the relationship, giving evaluation, testing suspicions and considering, empowering and supporting, driving outcomes, readiness to advance, moral fearlessness, and champion for champions. He needs to improve on documentation of performance and encourage employees to perform.
Eaton should be keen on the employee behavior and observe their activities. He should then provide feedback on the guidelines to improve on performance. He can benchmark the employee activity with certain set performance and encourage them to meet the goals. Eaton ought to encourage the employees to speak out in case they have a burning issue that should be looked into.
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