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[bookmark: _Toc228656283]Abstract
In this study, leadership development programmes (LDPs) are considered a means of improving the leadership capability and organisational performance. This study takes a qualitative approach where the analysis of secondary data is performed. Specifically, the study focuses on the extent to which LDPs affect leadership skills and abilities such as communication, emotional intelligence, and decision-making, among others. It further explores the indirect effects of LDPs on organisational performance through the improvement in leadership qualities.
It is clear from this study that LDPs play a very crucial role in improving leadership capabilities; nonetheless, their effects on organisational performance can only be achieved indirectly through enhanced leadership quality. The efficacy of LDPs in improving organisational performance highly depends on various contextual factors such as organisational culture, alignment of LDPs to organisational strategy, leaders' commitment, and effective LDP design. It is worth noting that the evaluation of LDPs poses various difficulties owing to the non-existence of established measures for such evaluations.
This paper contributes to the current body of literature on the significance of developing leadership within organizations by stressing the importance of leadership development programs not being considered in isolation. They should be part of a wider organizational strategy for achieving its objectives. It can be concluded from the findings of the study that despite the strategic importance of leadership development programs, they require consistent alignment with organizational objectives.
Keywords: Leadership Development Programs; Leadership Quality; Organisational Performance; Employee Engagement; Leadership Effectiveness; Organisational Culture; Strategic Leadership; Training Evaluation; Human Resource Development; Qualitative Research
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[bookmark: _Toc228656285]Chapter 1 – Introduction
[bookmark: _Toc228656286]1.1 Background of the Study
Leadership is widely recognised as a key factor influencing organisational success. Good leadership influences strategic focus, employee motivation, innovation and improved organisational performance. The need for capable and dynamic leaders in the contemporary organisational environments where the pace of technology has fastened, competition has globalised, and organisational complexity is escalating, has enhanced many folds (C Doueiry Verne, 2025). Organisations need leaders who can be able to deal with change, make strategic decisions and direct teams to attain organisational goals.
To address these challenges, most organisations have spent heavily on Leadership Development Programs (LDPs). These programs are designed to enhance leadership skills and prepare individuals for managerial and strategic roles within organisations. Leadership development programmes usually entail a mix of organized training programs, mentoring, coaching, experiential learning and professional development programs to enhance leadership performance. These programs aim to develop key leadership competencies such as communication, emotional intelligence, strategic thinking, and effective decision-making.
The increased focus on the leadership development is closely linked to the assumption that enhanced leadership skills may lead to enhanced organisational performance. It has been found out that effective leadership has a positive effect on employee engagement, job satisfaction, organisational culture and productivity (V Lefebvre, 2025). A good leadership style is also important to align the employees with organisational objectives and create teamwork. As a result, leadership development programs are being considered strategic investments that aid sustainability of organisations in the long run and competitive advantage.
[bookmark: _Toc228656287]1.2 Problem Statement
Despite the fact that leadership development programs are greatly used in various organisations, their effectiveness has not been established well. Most organisations invest significant financial resources and managerial time in leadership training programs without having clear processes of evaluating the effects on the quality of leadership or performance of the organisation. In other instances, leadership development programs may improve individual leadership competencies, which may not be reflected in the organisational performance.
The absence of evidence of the outcomes of organisational investment in leadership development combined with the wide gap between organisational investment in leadership development presents a big challenge to organisations. Unless properly evaluated, organisations can persist with leadership programs that fail to enhance leadership skills or organisational performance. Therefore, there is a need for research that critically examines the relationship between leadership development programs, leadership quality, and organisational performance.
[bookmark: _Toc228656288]1.3 Research Aim 
The aim of this research is to determine the effectiveness of leadership development programs and understand the extent to which they improve leadership capabilities and enhance organisational performance.
[bookmark: _Toc228656289]1.4 Research Objectives 
The objectives of this research are as follows: 
· To evaluate the effectiveness of leadership development programs in enhancing leadership skills, competencies, and behaviours among organizational leaders.
· To examine the impact of leadership development programs on organizational performance, including employee engagement, productivity, and overall effectiveness.
· To explore the relationship between improved leadership quality and organizational performance following participation in leadership development programs.
[bookmark: _Toc228656290][bookmark: _Toc216893625]1.5 Research Questions  
The research questions for this study are as follows: 
· To what extent do leadership development programs improve leadership capabilities and leadership quality within organizations?
· How do leadership development programs influence organizational performance outcomes such as employee motivation, productivity, and operational effectiveness?
· What is the relationship between enhanced leadership quality and organizational performance as a result of leadership development initiatives?
[bookmark: _Toc228656291]1.6 Rationale of the Study
Leadership role in the success of organisations has prompted organisations to invest a lot of funds in leadership development programs. There are however doubts on whether these programs succeed in enhancing quality of leadership and performance in organisations. This causes a necessity of research that critically assesses the results of the leadership development programs (Worek, 2025). This research will add value by trying to understand the relationship between leadership development programmes, leadership quality and organisational performance helping organisations to develop better leadership development programmes.
[bookmark: _Toc228656292]1.7 Significance of the Study
This study contributes to both academic knowledge and organisational practice. Academically, the research improves current literature on leadership development by studying the connection among leadership training, leadership quality and organisational performance. It also provides deeper insight into the role of leadership development programs in the organisation performances.
In a practical view, the results of this study can be used by organisations, managers and human resource professionals to determine the efficiency of their leadership development programs (KT Kumari, 2025). Also, the study can give directions to organisations that want to maximize their spending on leadership development initiatives.
[bookmark: _Toc228656293]1.8 Scope of the Study
This research aims to assess the effectiveness of leadership development programs in enhancing the quality of leadership and organisational performance. The study focuses on the leadership development programs that are applied in the organisational context and evaluates the impact of the programs on the leadership effectiveness and organisational performance (Kumar and Singh, 2025). The paper, in particular, takes into account the leadership skills, employee engagement, productivity, and organisational effectiveness as the measures of organisational performance. 
[bookmark: _Toc228656294]1.9 Structure of the Dissertation
This dissertation is organised into five chapters as:
Chapter 1 introduces the research topic and background, problem statement, research aim, objectives, research questions, rationale, significance, scope and structure of the dissertation.
Chapter 2 reviews literature review concerning leadership development programs.
Chapter 3 explains the research methodology, which describes research philosophy, research approach, data collection methods, and data analysis techniques.
In chapter 4, the analysis and discussion of the research findings are provided.
The chapter 5 is a conclusion to the study, summarises main findings, research limitations, and concluding with a recommendation to organisations and future research.
[bookmark: _Toc228656295]Chapter 2 – Literature Review
2.1 Introduction
It is well known that leadership is one of the most significant variables which influence performance of the organisations, behaviour of the employees and sustainability of the organisations in the long run. With the increased complexity and competition in organisational settings, organisations need effective leadership that facilitates strategic decision making, employee motivation, and innovation. With organisations still struggling with globalisation, change in technology, and the dynamic market environment, the demand of strong and flexible leaders has been on the increase. As a result, a significant number of organisations are spending a lot of money on leadership development programmes that seek to enhance leadership skills and better organisational performance.
Although leadership development programs are gaining more and more popularity, scholars do not agree on their efficacy (Radhika, 2025). According to some researchers, leadership training and development programmes contribute to the improvement of leadership abilities and performance of organisations to a considerable extent, whereas others doubt the existence of measurable changes in the organisational performance due to the implementation of the said programmes. 
The chapter is critical review of the literature available in terms of leadership styles, organisational culture, organisational innovation, technological development, and organisational performance. The comparison of past research results and the detection of the main controversy in the literature help highlight the existing gaps that support the necessity of the further investigation of the issue of the relationship between leadership development programmes, leadership quality and organisational performance.
[bookmark: _Toc228656296]2.2 Literature Survey
2.2.1 Leadership Styles and Employee Performance
The style of leadership has been a subject of thorough research as a factor that determines how employees perform and the success of an organisation. Transformational leadership is one of the leadership styles that have gained significant coverage in the management literatures because of its capability in motivating employees and organisational change. Transformational leaders inspire staff members by fostering creativity, building trust, as well as a common organisational vision.
The studies by (Kistler and Donohue, 2025) show that transformational leadership has a great impact on the performance of employees, especially those who work in educational institutions. The paper hypothesizes that transformational leadership enhances motivation of workers, commitment to the organisation and work engagement, which consequently results in better performance of the employees. The results also show that inspirational motivation and intellectual stimulation leaders are better at motivating workers to perform much higher than would otherwise be the case.
(P Aaltonen, 2025) looked at how leadership styles affected the performance of employees in both the public and private sector organisations. The researchers concluded that the leadership practices have a great impact on the productivity of employees, their satisfaction at work and their commitment to the company. Based on the results, good leadership will improve management to employee communication, employee involvement and organisational relations. (Azukas and Tamim, 2026) also points out the effectiveness of leadership can be dissimilar across the sections of an organisation since organisations possess dissimilar organisational structures, decision-making approaches and management systems.
Although these studies confirm the beneficial nature of the leadership style in employee performance, some other researchers claim that the leadership style alone cannot be used to explain all the organisational results. Other organisational factors that affect employee performance are organisational culture, organisational resources and external environmental conditions. Thus, the leadership style should be analysed along with other organisational variables to appreciate organisational performance better.
2.2.2 Organisational Culture and Organisational Performance
The culture of an organisation has been broadly accepted to be a significant aspect that affects behaviour of the employees as well as the performance of an organisation (Mannion and Coyne, 2025). The organisational culture is a set of values, beliefs, and norms of behaviour that determine interaction and practices in organisations. Good organisational culture promotes teamwork, creativity and sharing of knowledge and these may go a long way in enhancing organisational performance.
(Evans, 2026) claim that the organisational culture is pivotal in attaining competitive advantage and enhancing the performance of firms. Their research shows that organisations which facilitate knowledge sharing and organisational innovation have increased chances of attaining sustainable competitive advantage. The authors state that knowledge sharing enhances organisational learning and enables organisations to react well to the evolving market conditions.
(Zhang and Jehangir, 2024) both argue that organisational culture is crucial in enhancing organisational performance, there are other studies that indicate that organisational culture is not sufficient to ensure organisational success. (Manajemen Pendidikan, 2026) concluded that the organisational culture received leadership behaviour and employee motivation in an interaction to affect employee performance outcomes. This implies that leadership practices and organisational culture do not work independently but they work as a unit in influencing the performance of organisations.
This discussion helps to outline a significant concern of the leadership research. Although organisational culture is considered as an important determinant in the success of an organisation, its efficacy is highly reliant on the leadership practices, as well as organisational management strategies. It is thus the role of the leaders to influence the organisational culture and make sure that the cultural values and the organisational goals are aligned.
2.2.3 Leadership and Organisational Performance
The organisational performance is defined as the capabilities of organisations to pursue strategic goals, enhance productivity, and stay competitive. Leadership is the key in determining the organisational performance, as it determines the organisational strategy, employee behaviour and organisational culture.
(Riza and Hutahayan, 2025) examined the association between the participative leadership style, the organisational culture, and the innovation in tertiary institutions. The research established that participative leadership has a great contribution to organisational performance through involvement of employees in decision-making. The more the employees feel being valued and motivated through the effects of being involved in the organisation decision making, the better the organisational outcomes.
Other scholars however, believe that the nature of organisational context is a significant determinant of leadership effectiveness. (Mohan, 2025) proposes that the same leadership styles might have varied results in both the public and the private sector organisations owing to the variations in organisational structures and operations processes. This implies that the leadership practices cannot yield the same outcomes in all organisational contexts.
Moreover, the technological innovation and digital transformation are also becoming important in determining the organisational performance. (Binh and Majo, 2025) the role of Industry 4.0 technologies in enhancing organisational efficiency and supply chain performance is increasing. The authors state that the combination of digital technologies and quality management systems promotes the efficiency and organisational productivity of operations. Nonetheless, the effective application of technological innovations needs competent leadership that will help organisations to pass through technological change.
These results indicate that there are various interrelated issues affecting organisational performance such as leadership behaviour, organisational culture and technological innovation. Leadership is, therefore, one of the mechanisms which organisations use to deal with change as well as enhance organisational performance.
2.2.4 Monitoring and Evaluation of Organisational Initiatives
Monitoring and evaluation are the significant tools employed by organisations in measuring the success of organisational initiatives and programmes. These processes help organisations to gauge progress, define the areas of weakness and refine organisational strategies.
(Tholok, 2026) notes that monitoring and evaluation in organisations should be systematic. The study reveals that organisations have to adopt systematic assessment systems to be in a position to quantify the results of development programmes. Having continuous monitoring enables organisations to determine whether programmes are fulfilling their intended goal and where there is some need to improve.
Monitoring and evaluation are a concept that is especially relevant when it comes to leadership development programmes. Leadership training initiatives are often undertaken by organisations with high financial investments but the outcomes of these programmes are never measured in a systematic manner (Seabra and Pettigrew, 2026). Lack of effective evaluation processes can make organisations struggle to establish the efficacy of leadership development programmes in enhancing organisational performance or leadership capabilities.
Although it has been recognised that monitoring and evaluation are crucial, most organisations do not have elaborate evaluation systems to their leadership development programmes. This limitation underscores the necessity of the research that will analyse the effectiveness of leadership development programmes and their influence on the organisational performance.
2.2.5 Leadership and Organisational challenges
Leadership is also important in handling organisational challenges and performance crisis. There are times when organisations may suffer loss of performance as a result of an internal organisational change, market competition or a volatile economy.
(Jekauc and Jekauc, 2025) discussed performance crises in professional sports teams and came up with indicators that measure performance decline. This research established that performance crises have adverse effects in terms of cohesion, decision making, and organisational confidence in the team. Good leadership is thus a requirement to regain organisational stability and enhance performance results.
Though the research is done on sports organisations, the results can be generalised about leadership and management of organisations. The capability of leaders to address crisis and organisational issues can enhance resilience of organisations as well as enhancing performance of organisations in the long run.
2.2.6 Technological Development and Leadership Decision-Making
The organisational decision-making processes have been greatly changed due to technological changes. It is observed that in modern organisations, organisations are becoming more dependent on data-driven technologies to analyse organisational issues and aid strategic decision-making.
(Pham-Duc and Nguyen, 2025) performed a bibliometric review of the application of PlanetScope satellite data in environmental studies. Though the presented study centers on the environmental monitoring, it emphasizes the increased significance of data technologies that are advanced in supporting research and decision-making. The authors show that big data systems can help organisations to have a better analysis of complex issues and formulate evidence-based solutions.
In organisational setting, leadership decision-making can also be provided with the help of similar data technologies that can supply appropriate and timely information. Leaders who use data-driven technologies are able to make better decisions which result in better organisational performance and operational efficiency (Mebratie and Shanbel, 2025). Nevertheless, the growing presence of technology also shifts the leaders to acquire new digital skills and technological knowledge.
[bookmark: _Toc228656297]2.3 Research Gaps
Despite the fact that the available literature offers pertinent information on leadership styles, organisational culture, technological innovation, and organisational performance, there are still a number of gaps in the existing literature.
First, most studies lay much emphasis on leadership styles like transformational or participative leadership as opposed to how effective leadership development programmes are. Although the styles of leadership have been greatly studied, little has been done to learn how leadership development initiatives enhance leadership capabilities.
Second, most studies focus on leadership and organisational performance independently of each other, instead of identifying the impact of leadership development programmes on the performance results of organisations. This restricts the knowledge on the direct and indirect impacts of leadership growth programs.
Third, some of the literature tends to concentrate on a certain industry e.g. education or sports organisations. Consequently, there is a question mark on the generalisability of such findings to wider organisational settings.
The current study thus needs a follow-up to investigate the effect of leadership development programmes on quality of leadership as well as performance of organisations in various organisational environments.
[bookmark: _Toc228656298]2.4 Summary
The chapter critically evaluated the literature, which has to do with leadership styles, organisational culture, technological innovation, and organisational performance. According to the literature, leadership is significant in determining the performance of employees, organisational culture, and organisational innovation. Transformational Leadership and participative leadership styles are found to enhance motivation of employees, organisational commitment and organisational performance.
Nonetheless, the literature is also characterised by the continued controversies on the effectiveness of the leadership practices as means of enhancing organisational results. There are various factors such as leadership behaviour, organisational culture, technological innovation and organisational strategy that determine the performance of an organisation.
Although much has been done to determine the different leadership styles and organisational performance, little has been done in the assessment of the effectiveness of leadership development programmes. This gap poses a research question that requires more studies on the connection that exists between leadership development programmes, leadership quality, and organisational performance. The research methodology that is applied to explore these relationships is thus discussed in the next chapter.




















[bookmark: _Toc228656299]Chapter 3 – Methodology 
[bookmark: _Toc228656300]3.1 Introduction
This chapter identifies the methodological framework that was used in determining the effectiveness of leadership development programs in improving the quality of leadership and organisational performance. Since there was no primary data gathered, the research is based on a critical and systematic review of secondary sources. This becomes the focus, not merely in explaining the methodological decisions, but also in explaining why they are appropriate in generating valid and meaningful inferences.
[bookmark: _Toc228656301]3.2 Research Philosophy and Approach
The interpretivist research philosophy supports the study that the organisation phenomena including the effectiveness and performance of leaders are social and relative to particular circumstances. This philosophical position can be adequately described since leadership development cannot be measured objectively in isolation; instead, it is influenced by organisational culture, behaviour of individuals, and dynamics of situations.
A research approach that will be followed is inductive research approach and this will enable the drawing of patterns and relationships out of the data as opposed to testing preset hypotheses (AI, 2026). This is more appropriate in this study, where conflicting information concerning the effectiveness of leadership development programs is evident in the literature. This makes inductive approach more flexible and exploratory in the analysis, which in turn allows the research to critically approach a variety of perspectives and point out broad patterns across the studies.
[bookmark: _Toc228656302]3.3 Research Design
The research design of the study is qualitative research design, which is based on secondary data analysis. This design allows the study to generalise a wide spectrum of scholarly and organisational findings and provide a global picture of the leadership development practices in various settings. Secondary research is also in contrast to primary research, where research is sometimes restricted due to sample size or accessibility, thus secondary research can include the observations of a number of studies, increasing the magnitude and breadth of analysis.
Nevertheless, credibility and relevance of sources are also to be considered with care in this approach (Sugandha and Janamarta, 2025). The research design hence involves the use of critical review process so that only quality and relevant studies are added. This enhances analytical rigor of the study as well as the research dealing with usual criticism of secondary researches.
[image: ]
[bookmark: _Toc225251968]Figure 1: Research Methodology Framework
[bookmark: _Toc228656303]3.4 Data Sources and Selection Criteria
The research relies on the various sources of secondary literature such as peer-reviewed journal articles, academic books, industry reports, and published case studies. These sources present the theoretical bases as well as the empirical data concerning the leadership development, the quality of leadership, and the organisational performance.
A purposive sampling strategy is used to make sure it is reliable. The choice of sources is done according to whether they are credible, relevant to the research findings, and recent or not. Peer-reviewed studies and highly cited studies are given preference so that the analysis could be based on what is already known (D Woodring, 2026). Simultaneously, the integration of multiple views enables the research to implement differences in results and prevent the one-sided meaning.
[bookmark: _Toc228656304]3.5 Data Analysis Technique
The research utilizes the thematic analysis as the main method of analysis. This includes the methodical process of locating, classifying, and generalisation of common themes of the literature. It starts with familiarisation, which is followed by coding key concepts that are linked to the leadership development, leadership quality, and organisational performance. The codes are then categorized into wider themes, which are analysed in order to determine patterns, relationships and contradictions.
The thematic analysis used allows the research study to go beyond the description and get into a deeper interpretation (Weltermann and Huschbeck, 2025). Comparison of the results of various studies also allows the research to point out discrepancy, as well as to critically assess the degree to which leadership development programs lead to organisational performance.
[bookmark: _Toc228656305]3.6 Reliability, Validity and Ethical Considerations
The use of credible sources, consistent selection criteria and transparent analytical procedures also guarantee the reliability and validity of the research. The triangulation involves taking comparisons of findings of many studies thus minimizing the chances of biasness.
The ethical issues are resolved through proper reference to all used sources and upholding academic integrity during the research process (Woodring, 2026). Even though there is no primary data gathering, the issue of ethical accountability is relevant in the proper representation of the existing research and the prevention of the misinterpretation of the findings.
[bookmark: _Toc228656306]3.7 Summary
This chapter has supported the application of interpretive, inductive and qualitative approach of analysing secondary data. The research offers a solid basis of investigating the effectiveness of leadership development programs due to its strict and critical approach to the study.

[bookmark: _Toc228656307]Chapter 4 – Findings and Discussion 
[bookmark: _Toc228656308]4.1 Introduction
The chapter is based on the critical analysis of the results obtained on the basis of the secondary sources and is devoted to the effectiveness of the leadership development programs and their influence on the quality of leadership and organisational performance. Instead of simply stating what has been found, the discussion assesses trends, inconsistencies, and mechanisms, which have been related to the research questions and the theoretical knowledge presented in the literature review.
[bookmark: _Toc228656309]4.2 Effectiveness of Leadership Development Programs
The results of the analysis of the studied articles suggest that leadership development programs have a positive impact on leadership competency development, especially in such aspects as communication, emotional intelligence and decision making (Chong, 2026). The success of these programs however is not evenly spread. Some of the studies indicate that there is improved leadership behaviour but other ones demonstrate little or unequal results.
This difference implies that the success of the leadership development programs depends greatly on the contextual factors. Those programs that are closely aligned with the organisational strategy and are backed by the top management are more likely to have meaningful results. Conversely, generic or implemented poorly programs are not always translated into improvement that is visible. The finding contradicts the belief that leadership development programs are automatically positive results, which underscores the significance of alignment in organisations and the design of the program.
Moreover, the discussion shows that experiential learning techniques, including coaching and action learning, are more effective as compared to the conventional classroom-based training. This helps to argue that leadership is a practice-based skill that cannot be developed by mere theoretical teaching only.
[image: ]
[bookmark: _Toc225251969]Figure 2: Conceptual Framework of Leadership Development and Organisational Performance
Figure 2 shows how leadership development programs are related with organisational performance with leadership quality as a mediating variable. It further sheds light on the moderating factors including organisational culture, technology, and external environment that determine the extent to which the leadership competencies produce better organisational performance and overall outcomes.
[bookmark: _Toc228656310]4.3 Impact on Leadership Quality
One of the most important pieces of findings of the study is that leadership development programs are most likely to affect the organisational outcomes due to their impact on leadership quality. Those leaders who are undertaking well designed programs have better transformational behaviours like ability to inspire, motivate and engage employees.
The connection between development of leadership and quality of leadership is, however, not always simple (Kaswan, 2025). According to some of the studies, gains in leadership competencies do not always lead to the long-term behaviour change. This implies that learning leadership can be improved without necessarily taking into consideration more profound behavioural or cultural aspects.
The mediating variable of the concept of leadership quality is of interest especially. Leadership development programs do not directly improve the performance of an organisation but initially improve leadership abilities, which are then transferred onto the performance of the employees. This points to the significance of assessing leadership behaviour as a source of intermediate outcomes instead of concentrating on organisational performance measures.
[image: ]
[bookmark: _Toc225251970]Figure 3: Leadership Development Impact Chain
Figure 3 shows that the leadership development programs have a sequential influence on organisational outcomes. It demonstrates that training will increase leadership skills that will improve employee engagement and motivation. Such behavioural changes eventually result in high productivity and organisational performance, which underscores the indirect and gradual impact of leadership development to overall organisational success.
[bookmark: _Toc228656311]4.4 Influence on Organisational Performance
The results show that leadership development programs and organisational performance are positively but indirectly related. The quality of leadership is connected with a better level of employee engagement, productivity, and organisational effectiveness (Verma, 2026). The effect, however, is not always easy to quantify and might require time to manifest itself.
Notably, analysis reveals that various interconnected factors affect the organisational performance such as organisational culture, technological abilities, and external market conditions. The leadership development programs are thus run in a wider organisational environment and their effect cannot be separated on the factors.
This complication justifies why there are other studies that have reported low or contradictory findings. This is not to say that leadership development programs are ineffective but it is the fact that their influence is mediated and subject to other variables (Sharma, 2026). This observation supports the necessity of considering the organisational performance in a more holistic way.
[bookmark: _Toc228656312]4.5 Role of Organisational Context
The aspect of organisational context comes in as a major factor that dictates the success of leadership development programs. Such programs will be more favourable in organisations that have conducive cultures, a high degree of leadership commitment, and effective strategic direction.
On the other hand, when leadership development is seen as a one-off initiative in organisations, the effect can hardly be felt. This implies that leadership development must be part of the wider organisational processes such as the performance management, culture development, and strategic planning.
[image: ]
[bookmark: _Toc225251971]Figure 4: Factors Affecting Effectiveness
The figure 4 also shows the main factors affecting the effectiveness of the leadership development programs. It demonstrates that program design, leadership commitment, organisational support, and participant motivation are the aspects that jointly define the outcomes. The diagram points out that effectiveness does not just rely on training itself but on a combination of various organisational and individual factors.
This observation also underscores one of the major weaknesses of the current studies that do not tend to consider contextual variations (Radhika, 2025). Consequently, the findings of effectiveness of leadership development schemes can be overgeneralised.
[bookmark: _Toc228656313]4.6 Evaluation Challenges and Gaps
Another important point that was found during an analysis is the absence of systematic assessment of leadership development programs. In most cases, organisations allocate huge resources in training programs without having sound evaluation mechanisms (Awain and Jaboob, 2024). This restricts their capability to determine the real effectiveness of such programs.
Lack of uniform evaluation systems also lead to the contradictory results in the literature. There are no standard measures to compare the results of the studies and to make conclusions.
[bookmark: _Toc228656314]4.7 Discussion and Synthesis
On the whole, the results indicate that the leadership development programs are useful but multifaceted interventions. Their success lies in several issues such as the design of the programs, organisational situation and practices of evaluation.
The research also adds to the existing literature by highlighting the fact that the relationship between leadership development and organisational performance is indirect (Bolden and Gosling, 2023). It also emphasizes the need to be critical and context sensitive when assessing leadership development endeavours.
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[bookmark: _Toc225251972]Figure 5: Leadership Development Evaluation Model illustrating the multi-level assessment of training effectiveness from reaction to organisational results generate
Figure 5 provides an organized framework of assessing leadership development programs on four levels that include reaction, learning, behaviour, and results. It demonstrates the relationship between the feedback and skill attainment of the participants and the ultimate behaviour change, which subsequently influences the performance of the organisation, which is why multi-level measurement is a critical consideration of the actual effectiveness of the training programs.
The critical analysis of the results indicates further that the efficacy of leadership development programs is commonly overrated in the organisational discourse as a result of the tendency to confuse the participation in training programs with the improvement of capabilities (Beauchamp and Hulme, 2021). As much as most of the studies have identified positive links between leadership development programs and better results, the evidence shows that such relations are not always causal but correlational. This poses significant issues about how much the perceived changes in organisational performance can be positively related to the intervention of the leadership development, as compared to other changes inherent in an organisation at the same time of time like restructuring, technological advancement, or a change of strategic direction.
Besides, the analysis also indicates that leadership development initiatives can lead to the unequal results at the various levels in an organisation (Dicke and Ott, 2023). Executive and strategic training is commonly more helpful to senior leaders, as middle and lower-level managers have limited influence because of limited authority to make decisions and organisational limits. This underscores a significant structural drawback, which indicates that the development of leadership will be ineffective in the absence of structural organisational inhibitors that undermine the utilisation of acquired competencies.
The other important concern is the sustainability of the outcome of the leadership development. In the case of short-term leadership behaviour, it is common to hear that leadership behaviour is improved but there is scanty evidence of long-term behavioural change. This implies that the effects of leadership development programs may decrease with time unless the organisations are reinforced, supported and integrated into the performance management systems. This should make leadership development a process and not an intervention.
The results also show that most organisations tend to take a standard style leadership development approach and do not put into consideration the factors that relate to context including the size of the organisation, the industry forces, and cultural aspects (Crewe and Mowles, 2022). This decontextualization lowers the effectiveness of the program and can result in discrepancy between the capabilities of the leadership and the needs of the organisation. The leadership development initiatives have therefore to be relevant and impactful with a more tailored approach.
Besides that, the growing significance of digital change poses new challenges and opportunities in terms of leadership development. Leaders cannot just have the old-fashioned interpersonal skills but must have digital skills and capability to handle change that is driven by technology. Nevertheless, not all the current leadership development programs have been able to respond to these emerging needs effectively which restricts their applicability in the contemporary organisational setting.
The general conclusions of this point of discussion are that, although leadership development programs can and indeed tend to increase organisational results, they are rarely context-free in their application and are often limited by organisational structures and practices (Griffin, 2022). They need a more holistic and strategic approach in order to realise their potentials.
[bookmark: _Toc228656315]4.8 Summary
The findings have been critically analysed in this chapter, showing that the leadership development programs improve the quality of leadership and indirectly affect the organisational performance. Their effectiveness however depends on organisational context, implementation and evaluation.



















[bookmark: _Toc228656316]Chapter 5 – Conclusion, Limitations and Recommendations 
[bookmark: _Toc228656317]5.1 Conclusion
This research aimed at assessing effectiveness of the leadership development programs to improve the quality of leadership and performance of an organisation. The results prove that although these programs can enhance leadership skills, the effect is not direct and definitive.
This study portrays that the main impacts of the leadership development programs are reflected in the organisational performance in terms of enhancing the quality of leadership. This mediating relationship is so essential because it makes the training activities not the focus of the training but the behavioural outcomes (YE Rachmad, 2025). These programs however are largely effective depending on organisational context, strategic alignment and quality of implementation.
The study, especially, is a challenge to the assumption that leadership development programs will automatically result in better organisational performance. Rather, it emphasises the fact that organisational systems are intricate and that there are numerous issues that affect performance results.
[bookmark: _Toc228656318]5.2 Limitations
The research has limitations due to the use of secondary data, which lacks the possibility to regulate data quality and contextual variables. Lack of primary research also restricts the scope of the empirical understanding. There are also differences in the study methods of the studies, which complicate the child draw of unanimous conclusions. All these restrictions indicate that the results should be taken with caution.
[bookmark: _Toc228656319]5.3 Recommendations
The consequences of the findings are that the leadership development by organisations should be more strategic and integrated. Programs are supposed to be aligned to organisational objectives and are made to tackle particular leadership challenges (Lee, 2021). More attention is to be focused on experiential learning and behavioural change than on theoretical knowledge.
Also, organisations ought to adopt strong evaluation systems to determine the effectiveness of leadership development programs. This involves the measurement of short-term learning and the long-term organisation impact.
Another critical reflection of the findings is the use of the need to have a rethink on how organisations conceptualise the value of leadership development programs. Instead of considering these programs as stand-alone training initiatives, organisations ought to consider them as parts of a larger leadership ecosystem that encompasses organisational culture, governance systems, and performance management systems. It is impossible to have any meaningful or sustained impact without this integration even of well-designed programs.
The study too highlights the need to transition to outcome-based instead of input-based assessment of leadership development programs. Success is still being measured in many organisations in terms of participation rates or completion measures and these do not give much information about the actual behavioural change or impact on an organisation. To more effectively measure the actual effectiveness of the leadership development initiatives, a more advanced method of evaluation is required, which includes qualitative and longitudinal measurements.
The results have also indicated that organisations need to be more critical and evidence based in their efforts to invest in leadership development (Halkias and Neubert, 2022). A relocation to raw use of resources may be apparent because of blindly practicing popular models of training or training providers without thoroughly considering the applications. Rather, organisations are urged to focus on making decisions that are informed by data and keeping an ongoing evaluation of the ROI of leadership development programs.
Lastly, the study points out the role of flexibility in the development of leaders. The changing environment of organisations as they constantly progress with the technological development and uncertainty in the global arena is forcing the leadership development programs to change in order to keep up with the current environment. This involves an ongoing process of review, innovation and alignment with the emerging organisational challenges.
[bookmark: _Toc228656320]5.4 Future Research
The next study must concentrate on primary data gathering to give more information on the practices of leadership development. It would be exceptionally beneficial in longitudinal studies on the effectiveness of these programs (K Coopersmith, 2022). Standardised evaluation frameworks are also required so that more consistent and comparable findings could be achieved.
[bookmark: _Toc228656321]5.5 Final Reflection
To sum up, leadership development programs constitute a valuable yet rather complicated organisational investment. They do not simply work based on the design of the program but also on the wider organisational environment where they are applied. To ensure they have their maximum implications, a critical and evidence-based approach, therefore, becomes necessary.
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