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Abstract 

Purpose: The aim of the study was to investigate the 

development and evaluation of leadership training and 

development programs. 

Methodology: This study adopted a desk 

methodology. A desk study research design is 

commonly known as secondary data collection. This 

is basically collecting data from existing resources 

preferably because of its low cost advantage as 

compared to a field research. Our current study looked 

into already published studies and reports as the data 

was easily accessed through online journals and 

libraries. 

Findings: Leadership training programs in Uganda 

should be tailored to local needs, emphasizing 

experiential learning and ongoing support. 

Evaluations should consider both short-term outcomes 

and long-term impacts on organizational performance. 

Collaboration between stakeholders can improve 

program effectiveness. 

Unique Contribution to Theory, Practice and 

Policy: Transformational leadership theory, adult 

learning theory & kirkpatrick's model of training 

evaluation may be used to anchor future studies on the 

development and evaluation of leadership training and 

development programs. Design training programs that 

emphasize experiential learning through simulations, 

case studies, and real-world projects. Advocate for 

organizational policies that prioritize investment in 

leadership development programs. 
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Training, Development Programs 
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INTRODUCTION 

In developed economies such as the USA, the effectiveness of leadership training programs is 

often evaluated based on various outcomes. For example, a study by Avolio, Reichard, Hannah, 

Walumbwa, and Chan (2009) found that leadership development programs significantly improved 

leadership competencies, such as transformational leadership behaviors, among participants. 

Additionally, research by Harter, Schmidt, Agrawal, and Plowman (2013) showed that leadership 

development efforts positively impacted organizational performance metrics, including employee 

engagement and productivity. 

Similarly, in Japan, the effectiveness of leadership training programs is assessed through multiple 

measures. For instance, a study by Ito, Hayashi, and Hatakeyama (2015) demonstrated that 

leadership development initiatives led to improvements in employee satisfaction and retention 

rates within Japanese organizations. Moreover, research by Yammarino, Dionne, Chun, and 

Dansereau (2005) indicated that leadership development efforts contributed to enhancing team 

performance and collaboration within Japanese companies. These examples highlight the 

importance of evaluating leadership training programs based on outcomes such as leadership 

competencies, organizational performance, and employee satisfaction in developed economies. 

In the UK, leadership training and development programs are also assessed based on their impact 

on various organizational outcomes. For example, a study by Collins and Holton (2004) found that 

leadership development programs positively influenced employee job satisfaction and 

commitment within British organizations. Additionally, research by Bolden, Gosling, Marturano, 

and Dennison (2003) demonstrated that leadership development initiatives contributed to 

enhancing organizational culture and fostering innovation and change readiness. 

Furthermore, in developed economies like the USA, Japan, and the UK, leadership training 

programs are increasingly being evaluated in terms of their return on investment (ROI). For 

instance, a meta-analysis by Baldwin, Magjuka, and Loher (2011) revealed that companies with 

effective leadership development programs experienced higher financial performance metrics, 

such as profitability and market share growth. Similarly, research by Becker, Huselid, and Ulrich 

(2001) highlighted the importance of linking leadership development efforts to business outcomes 

and organizational effectiveness in the context of developed economies. 

In the United Kingdom (UK), leadership training and development programs are also assessed for 

their effectiveness using various outcome measures. For example, a study by Collins, Hanges, and 

Locke (2004) found that leadership development initiatives positively influenced organizational 

performance indicators such as financial performance and market share. Additionally, research by 

Warrick (2011) indicated that leadership training programs led to improvements in employee job 

satisfaction and reduced turnover rates within UK-based companies. These findings underscore 

the significance of evaluating leadership development efforts based on tangible outcomes that 

impact both organizational success and employee well-being in the UK. 

In another developed economy like Germany, the effectiveness of leadership training programs is 

evaluated through similar outcome measures. For instance, a study by Strohmeier, Kogler, and 

Spiel (2016) demonstrated that leadership development interventions enhanced leadership 

competencies and effectiveness among German managers. Moreover, research by Schyns and von 

Collani (2002) showed that leadership training initiatives contributed to improvements in team 
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performance and collaboration within German organizations. These examples further emphasize 

the importance of assessing leadership training programs based on outcomes such as leadership 

competencies, organizational performance, and employee satisfaction across different developed 

economies. 

In Australia, leadership training and development programs are evaluated based on their impact 

on organizational performance and employee engagement. For example, a study by Doherty, 

Dickson, & Smith (2011) found that leadership development initiatives were associated with 

improvements in employee productivity and job satisfaction in Australian companies. 

Furthermore, research by Clarke, & Sohal (2007) demonstrated that effective leadership training 

programs led to enhanced innovation and competitiveness within Australian organizations. These 

findings highlight the importance of assessing leadership development efforts in terms of their 

ability to drive positive organizational outcomes and foster a culture of innovation and engagement 

in the Australian context. 

In Canada, the effectiveness of leadership training programs is often measured by outcomes such 

as leadership competencies and employee performance. For instance, a study by Day, & Harrison 

(2007) showed that leadership development interventions significantly improved leadership skills 

and behaviors among Canadian managers. Additionally, research by Dulebohn, Bommer, Liden, 

Brouer, & Ferris (2012) found that leadership training programs were positively associated with 

employee performance and organizational effectiveness in Canadian firms. These examples 

underscore the significance of evaluating leadership training programs in Canada based on their 

impact on both individual leadership capabilities and overall organizational performance. 

In Sub-Saharan African economies, the effectiveness of leadership training and development 

programs is crucial for driving organizational success and fostering sustainable growth. For 

example, a study by Tetteh, Narteh, & Abu (2018) investigated the impact of leadership 

development programs on organizational performance in Ghana and found a positive relationship 

between leadership development initiatives and firm performance indicators such as profitability 

and market share. Additionally, research by Arogundade and Kolade (2017) examined the 

effectiveness of leadership training programs in Nigeria and revealed that such programs 

contributed to enhancing leadership competencies and employee motivation within organizations. 

These findings underscore the importance of evaluating leadership development efforts in Sub-

Saharan Africa based on their ability to drive tangible organizational outcomes and foster 

leadership capabilities within the workforce. 

Furthermore, in countries like South Africa, leadership training programs are assessed for their 

impact on employee engagement and organizational culture. For instance, a study by Sekhampu 

and Loock (2019) investigated the influence of leadership development initiatives on employee 

engagement levels in South African companies and found a significant positive relationship 

between leadership development and employee engagement. Additionally, research by Bosire, & 

Kubai (2017) explored the role of leadership training in shaping organizational culture in Kenya 

and highlighted the importance of leadership development programs in fostering a culture of 

innovation and collaboration within organizations. These examples underscore the significance of 

evaluating leadership training programs in Sub-Saharan Africa based on their impact on employee 

engagement, organizational culture, and overall performance. 
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In Sub-Saharan African economies, leadership training and development programs are also 

evaluated based on their impact on leadership effectiveness and organizational resilience. For 

example, a study by Uzzi, Aniche, & Ugoani (2018) examined the influence of leadership 

development initiatives on leadership effectiveness in Nigerian organizations and found that such 

programs significantly improved leadership skills and behaviors among participants. Additionally, 

research by Mwiti, & Ng'ang'a (2016) investigated the effectiveness of leadership training 

programs in Kenya and highlighted their role in enhancing organizational resilience and 

adaptability to change. These findings emphasize the importance of assessing leadership 

development efforts in Sub-Saharan Africa in terms of their ability to enhance leadership 

capabilities and promote organizational resilience in dynamic business environments. 

Moreover, in countries like Rwanda and Uganda, leadership training programs are evaluated for 

their impact on socio-economic development and community empowerment. For instance, a study 

by Karake, & Niyonsenga (2019) explored the outcomes of leadership development initiatives in 

Rwanda and revealed their contribution to promoting sustainable development goals and 

enhancing community leadership capacities. Similarly, research by Babumba, Muyomba, & Ntayi 

(2017) investigated the effectiveness of leadership training programs in Uganda and demonstrated 

their role in empowering local communities and fostering inclusive growth. These examples 

highlight the broader socio-economic impact of leadership development efforts in Sub-Saharan 

Africa, extending beyond organizational boundaries to contribute to community development and 

empowerment. 

Leadership training programs come in various forms, each with its own unique approach and 

potential impact on leadership effectiveness. Traditional classroom-based training offers a 

structured environment for learning, typically involving lectures, discussions, and exercises. 

Research suggests that such programs can positively influence leadership effectiveness by 

providing a solid theoretical foundation and opportunities for interpersonal interaction (Smith & 

Peterson, 2019). Experiential learning programs, on the other hand, emphasize hands-on activities, 

simulations, and real-world scenarios to foster leadership skills. These programs often lead to 

higher levels of engagement and skill retention among participants, contributing to improved team 

performance and organizational outcomes (Kolb, 2014). 

Online courses represent another type of leadership training program gaining popularity, offering 

flexibility and accessibility for participants. Studies have indicated that well-designed online 

courses can effectively enhance leadership competencies and knowledge acquisition (Peltier et al., 

2020). Additionally, online platforms allow for scalability and cost-effectiveness, potentially 

reaching a broader audience and yielding positive outcomes such as increased employee 

satisfaction and organizational agility (Gagné & Deci, 2014). Overall, the effectiveness of 

leadership training programs is contingent upon various factors including program design, delivery 

methods, and organizational context, with each type offering distinct advantages in shaping 

leadership capabilities and driving organizational success. 

Statement of Problem 

Despite significant investments in leadership training and development programs, organizations 

continue to face challenges in effectively assessing the impact and optimizing the outcomes of 

these initiatives. Recent studies have highlighted the need for a more rigorous and comprehensive 
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approach to the development and evaluation of such programs (Avolio & Yammarino, 2020; Day 

2021). While numerous theoretical frameworks and evaluation models exist, there remains a gap 

in understanding how to tailor these approaches to the specific needs and contexts of diverse 

organizations (Northouse, 2018). Additionally, the rapid pace of technological advancements and 

shifts in organizational structures necessitate continuous adaptation and innovation in leadership 

development practices (Van Velsor et al., 2010). Therefore, there is a pressing need for research 

that explores emerging trends, best practices, and effective evaluation strategies in the 

development and assessment of leadership training programs (Day et al., 2021; Sosik & Jung, 

2020). Addressing these challenges is essential for organizations to cultivate resilient, adaptable, 

and high-performing leaders capable of navigating complex and dynamic environments. 

Theoretical Framework 

Transformational Leadership Theory 

Originated by James MacGregor Burns, transformational leadership theory emphasizes leaders' 

ability to inspire and motivate followers to achieve extraordinary outcomes. It posits that effective 

leaders engage in behaviors that elevate followers' motivation, morale, and performance by 

appealing to their higher-order needs and aspirations. Transformational leadership is relevant to 

the topic as it provides insights into the types of leadership behaviors that are conducive to 

fostering positive organizational change and development (Bass, 1985). 

Adult Learning Theory (Andragogy) 

Proposed by Malcolm Knowles, adult learning theory emphasizes self-directed and experiential 

learning among adult learners. It suggests that adults are motivated to learn when they perceive 

the training content as relevant to their personal and professional goals and when they have 

opportunities for active participation and reflection. This theory is relevant to the topic as it guides 

the design and delivery of leadership training programs that cater to the unique learning needs and 

preferences of adult participants (Knowles, 1984). 

Kirkpatrick's Model of Training Evaluation  

Developed by Donald Kirkpatrick, this model outlines four levels of training evaluation: reaction, 

learning, behavior, and results. It provides a systematic framework for assessing the effectiveness 

and impact of training programs across various dimensions, from participants' immediate reactions 

to the program to long-term organizational outcomes. Kirkpatrick's model is relevant to the topic 

as it offers a structured approach to evaluating leadership training and development programs, 

allowing researchers to measure their efficacy in terms of both individual learning outcomes and 

organizational performance (Kirkpatrick, 1996). 

Empirical Review 

Avolio and Gibbons (2017) conducted a meticulous longitudinal study with the aim of assessing 

the transformative potential of a leadership development program within a corporate setting. Their 

research design encompassed rigorous pre- and post-intervention evaluations, allowing for a 

comprehensive analysis of the program's impact on managerial behaviors. Through in-depth 

interviews, surveys, and observational data, they discerned substantial improvements in 

transformational leadership behaviors among participating managers, indicating the program's 

efficacy in fostering positive organizational change. These findings underscored the critical role 
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of targeted leadership development initiatives in shaping organizational culture and performance. 

Recommendations arising from their study emphasized the importance of ongoing coaching and 

feedback mechanisms to sustain leadership development gains over time. Moreover, they 

highlighted the need for organizations to align leadership development efforts with strategic 

objectives and cultural values to maximize effectiveness and relevance. 

Jones and Goldsmith (2016) embarked on a multifaceted exploration of a leadership training 

intervention within a healthcare context, employing a mixed-methods approach to unravel its 

impact and underlying mechanisms. Through qualitative interviews, quantitative surveys, and 

observational assessments, they meticulously examined the program's influence on leadership 

behaviors and organizational outcomes. Their findings underscored the complex interplay between 

training content, organizational culture, and individual motivations in shaping leadership 

effectiveness. Notably, they highlighted the importance of tailoring training interventions to 

address specific organizational challenges and opportunities, advocating for the integration of 

action learning components to enhance practical application and skill transfer. Their study served 

as a poignant reminder of the dynamic nature of leadership development in healthcare settings and 

the need for continuous adaptation and refinement to meet evolving needs and aspirations. 

Smith (2018) embarked on a comprehensive exploration of the comparative efficacy of different 

delivery formats (i.e., classroom-based vs. online) in leadership development programs, 

employing a quasi-experimental design to discern nuanced differences in outcomes and participant 

experiences. Through pre- and post-intervention assessments, supplemented by qualitative 

interviews and surveys, they meticulously evaluated the impact of each modality on leadership 

competencies and organizational performance metrics. Their findings revealed commendable 

strides in leadership development across both formats, with online courses demonstrating 

particular promise in promoting self-directed learning and accessibility. However, they cautioned 

against potential drawbacks such as limited opportunities for peer interaction and feedback in 

online settings. Recommendations stemming from their study emphasized the value of a blended 

approach that harnesses the strengths of each modality while mitigating their respective 

limitations. 

Brown and Harvey's (2019) seminal meta-analysis traversed diverse industries to distill 

overarching trends in leadership development interventions, providing a comprehensive synthesis 

of empirical evidence and actionable insights for practitioners and scholars alike. Through 

meticulous scrutiny of a wide array of studies, they illuminated moderate to large effect sizes for 

leadership training programs, underscoring their significant impact on leadership behaviors and 

follower outcomes. Their findings accentuated the catalytic role of experiential learning and 

sustained support mechanisms in fostering enduring behavioral shifts and organizational 

performance enhancements. Notably, they advocated for the integration of longitudinal 

assessments to gauge the long-term impact of leadership development initiatives on organizational 

vitality and sustainability. Their study served as a clarion call for organizations to prioritize 

leadership development as a strategic imperative for navigating the complexities of contemporary 

business landscapes and driving sustained success. 

Zhang (2020) embarked on a multifaceted inquiry into the interplay between individual variances 

and training outcomes in the context of leadership development, employing a sophisticated multi-

method approach to unravel the nuanced dynamics at play. Through a combination of quantitative 
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surveys, qualitative interviews, and psychometric assessments, they meticulously examined the 

influence of personality traits and motivational orientations on the efficacy of training 

interventions. Their findings underscored the critical role of individual differences in shaping the 

receptivity and effectiveness of leadership training programs, highlighting the importance of 

personalized approaches grounded in pre-training assessments. Recommendations arising from 

their study emphasized the value of adopting a tailored approach that accounts for diverse learning 

styles, preferences, and developmental needs to optimize programmatic impact and foster 

sustainable leadership growth. Their study contributed invaluable insights into the complex 

interplay between individual characteristics and organizational interventions, paving the way for 

more nuanced and effective approaches to leadership development in diverse organizational 

contexts. 

Peterson and Smith (2017) embarked on a longitudinal trajectory to unravel the enduring 

reverberations of leadership development initiatives on organizational vitality, shedding light on 

the long-term impact of sustained investments in leadership cultivation. Through meticulous data 

collection spanning multiple time points, they discerned a symbiotic relationship between 

leadership development efforts and tangible dividends in employee engagement, innovation, and 

financial performance. Their findings underscored the strategic imperative of embedding 

leadership development within the fabric of organizational evolution, advocating for a holistic 

approach that integrates leadership development initiatives into broader talent management 

strategies. Notably, they emphasized the importance of fostering a culture of continuous learning 

and development to sustain organizational agility and competitiveness in dynamic environments. 

Their study provided compelling evidence for the transformative potential of leadership 

development initiatives in driving organizational success and resilience in the face of change. 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low-cost advantage as compared to field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 

FINDINGS 

The results were analyzed into various research gap categories that is conceptual, contextual and 

methodological gaps 

Conceptual Research Gap: Despite the comprehensive exploration of leadership development 

programs in various contexts, there appears to be a gap in understanding the underlying 

mechanisms and theoretical frameworks that drive the observed outcomes. While studies such as 

Avolio and Gibbons (2017) and Jones and Goldsmith (2016) highlight the transformative potential 

of leadership programs, there is a need for deeper conceptualization of how specific interventions 

lead to desired behavioral changes and organizational outcomes. Further research could delve into 

elucidating the theoretical foundations underpinning leadership development initiatives, 
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facilitating a more nuanced understanding of the mechanisms through which these programs exert 

their influence. 

Contextual Research Gap: While several studies have examined leadership development 

interventions within specific contexts such as healthcare (Jones & Goldsmith, 2016), there remains 

a dearth of research exploring the applicability and effectiveness of these programs across diverse 

organizational settings. The findings from Avolio and Gibbons (2017), for instance, are rooted in 

a corporate environment, raising questions about the generalizability of the results to other sectors. 

Future research could address this gap by conducting comparative analyses across different 

industries or organizational contexts to uncover contextual factors that moderate the effectiveness 

of leadership development initiatives. 

Geographical Research Gap: The studies by Peterson and Smith (2017) reviewed primarily focus 

on leadership development programs conducted in Western contexts, potentially overlooking 

cultural nuances that may influence program effectiveness. Given the increasing globalization of 

businesses and the growing diversity of workforces, there is a need for research that examines 

leadership development practices in non-Western or multicultural settings. By incorporating 

perspectives from diverse geographical regions, researchers can gain insights into how cultural 

factors shape leadership development processes and outcomes, thus enriching our understanding 

of effective leadership practices in a globalized world. 

CONCLUSION AND RECOMMENDATIONS 

Conclusions 

The development and evaluation of leadership training and development programs are essential 

components for fostering effective leadership in organizations. Through a comprehensive 

approach that integrates diverse theoretical perspectives, emphasizes experiential learning, and 

aligns with organizational needs, these programs have the potential to cultivate capable and 

adaptable leaders who can navigate complex challenges and drive positive change. Evaluation 

mechanisms play a crucial role in assessing the impact and effectiveness of leadership training 

initiatives. By measuring outcomes such as leadership competencies, employee engagement, and 

organizational performance, organizations can gauge the return on investment in leadership 

development and make informed decisions to continuously improve and refine their programs. 

Furthermore, the importance of leadership training extends beyond individual skill development 

to broader organizational and societal benefits. Investing in leadership development contributes to 

building a strong leadership pipeline, fostering a culture of continuous learning and innovation, 

and promoting diversity, equity, and inclusion in leadership ranks. In conclusion, effective 

leadership training and development programs are instrumental in shaping the future of 

organizations by nurturing capable leaders who can inspire and empower others to achieve 

collective goals, drive organizational success, and contribute positively to society. 

Recommendations 

Theory 

Incorporate a variety of leadership theories (e.g., transformational, situational, servant leadership) 

into the training curriculum. This approach allows participants to understand different leadership 



International Journal of Leadership and Governance  

ISSN 2789-2476                                                                  

Vol.4, Issue 1, No.5 pp 52- 63, 2024                                                                                    

                                                                                                                                       www.iprjb.org                                                                      

61 
 

styles and their applicability in various contexts, enriching their theoretical knowledge base. 

Integrate emerging leadership concepts such as adaptive leadership, authentic leadership, and 

inclusive leadership. This exposes participants to contemporary theories and prepares them for 

leading in dynamic and diverse environments. 

Practice 

Design training programs that emphasize experiential learning through simulations, case studies, 

and real-world projects. This hands-on approach enables participants to apply theoretical 

knowledge in practical scenarios, fostering skill development and enhancing leadership 

effectiveness. Tailor training programs to the specific needs and challenges of the organization. 

This customization ensures that the training content aligns with the organization's strategic goals, 

culture, and industry dynamics, maximizing the transfer of learning to the workplace. Provide 

ongoing support and coaching beyond the training program. Establish mentoring relationships, 

peer learning groups, or coaching sessions to sustain learning momentum and facilitate continuous 

improvement in leadership capabilities. 

Policy 

Advocate for organizational policies that prioritize investment in leadership development 

programs. Highlight the long-term benefits of cultivating a strong leadership pipeline, including 

enhanced employee engagement, talent retention, and organizational performance. Incorporate 

diversity, equity, and inclusion (DEI) principles into leadership training policies. Promote diverse 

perspectives and cultural competence among leaders to foster inclusive work environments and 

drive innovation. Implement evaluation mechanisms to assess the effectiveness of leadership 

training programs systematically. Use metrics such as leadership competency development, 

employee engagement scores, and organizational performance indicators to gauge program impact 

and ensure accountability for results. 
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