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Abstract— In the present study the researcher explored the effect
of leadership development programme on the organisation
development with special focus on employee performance and
organisational communication, team work and organizational
culture, Motivation and employee retention. Leadership
development today is increasingly being acknowledged as a lever
to enhance the effectiveness of the organisation and its
sustainability. The research design used for this research is
descriptive qualitative research referring to primary and
secondary data. Structured questionnaire was used to collect
primary data from the employees and the managerial staffs of
various organisations. The findings show that leadership
development programs have a significant impact on the employee
productivity, the effectiveness of communication, collaboration,
the employee morale and the growth of the organisation. The study
also suggests that organizations that have implemented ongoing
leadership development programmes have more engaged staff,
have a healthier culture and generally have more stable staffing
levels. The findings also reveal that there is a positive association
between LDI and OD consequences as presented by statistical
analysis. The study ends by stating that leadership development
programs are crucial in renewing sustainable success and
competitive advantage of the organisation.
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L INTRODUCTION
A. Background of the Study

Today's business landscape is incredibly competitive and
constantly evolving in today's world, brought about by
globalization, advancement of technology, diversity in the
workforce and a rise in market uncertainty. In such situations,
leadership has become one of the most important things that has
become a reason for organisations' growth, sustainability, and
long-term success. More and more organisations are realising
that leadership is not just an issue for senior management, but
there is a need to build leadership capability throughout the
organisation. Therefore, leadership development is considered
as one of the integral aspects of organisational strategy and
human resource management practices in the modern age.
These programmes aim at enhancing communication skills,
managerial competence, decision making, employee
engagement, teamwork and adaptability of the organisation.
Additionally, good leadership development enhances the
atmosphere in an organization and boosts employee morale,
productivity and management. The emphasis of organisation
development is on improving the effectiveness of organisations
by means of planned interventions, employee development,
improved communication and cultural change. Leadership and
organisation development are thus closely related as the ability
of a leader goes a long way in influencing the performance of
an organisation and the behaviour of its employees.

B. Statement of the Problem

Despite the fact that many organisations invest huge amounts
of financial and managerial resources in their leadership
development programs, several businesses still face issues of
poor communication, low employee motivation, lack of
teamwork, leadership gaps, and lack of organisational
efficiency. The failure of leadership training in groups to yield
desired results may attribute to inadequate implementation, lack
of employee engagement, and miscommunication of aligning
leadership training with the group's goals and vision. The
present study will try to investigate another aspect that whether
LDPs are instrumental in organisation development and thus
enhance organisational effectiveness or not.

C. Objectives of the Study
To gain knowledge and understanding on the role and
significance of leadership development programs.

To explore the effect of leadership development programs on
the organisation development.

To investigate how leadership training affect the performance
and motivation of employees.

To assess the importance of Leadership development in
enhancing organisational communication and team work.

To find how leadership development programs can be a key
factor in organisational growth and retention.
D. Research Questions

How do leadership development programs
organisation development?

affect the

What are the relationships between leadership development
programs and employee performance and employee
motivation?

How do Leadership Programs Contribute to Changing
Organisation Culture and Communication?

Does leadership development lead to employee retention?

E. Significance of the Study

The study is important because it exposes the relevance of
leadership development in attaining the success of a company
and sustainable growth to it. The results could assist
organisations to gain insight into the practical value of
leadership development and management development
programs. The study also contributes to the academic
understanding of the relations between the leadership and the
organisation development.

F. Scope and Limitations

The study is aimed at analysing the leadership development
programs effect on Organisation Development in selected
organisation. The research focuses only on employees'
perceptions of the effectiveness of the leadership,
communication, team, motivation and how the organisation is
growing. The study is also restricted due to time limitations,
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number of respondents and the reliance of the researcher on
questionnaire-based responses from selected respondents.

IL. REVIEW OF LITERATURE

Leadership development and organisation development has
become an important area of study in the modern business
environments that are dynamic, unknown and competitive.
Technology progress, globalization, multitude of workforce,
digital transformation, consumer expectation changes as well as
economic instability has put the need of building effective
leadership at different levels of leadership more strongly.
Leadership is no longer thought of as just an administrative job
that is the prerogative of senior executives but it is now
regarded as a strategic process in the organisation that affects
the behaviour of employees, organizational culture,
effectiveness of communication, team work, people's work,
innovation, and long-term sustainability of the organisation. It
has been concluded that leadership development programs are
beneficial for an organisation to boost the managerial
effectiveness of its managers, employees' self-confidence and
effectiveness, better communication systems and producing
managers who can face challenges influencing their
organisations in an efficient manner. Leadership development
programs usually consist of training workshops, mentoring
activities, executive coaching, seminars, role-playing,
interpersonal skill development sessions and strategic
management learning programs which are focused on
leadership skills of employees and managers. Earlier theories of
leadership mainly focussed on innate leadership qualities which
were thought to be intelligence, confidence, authority and
decisiveness, while contemporary theories of leadership
associate leadership with a skill that can be acquired by
continuous training, experience, behavioural learning and
organisational support. Behavioural leadership theories made a
move towards leadership styles and relationships in the
workplace — key features of their theories were employee
motivation, communication, and team work, which were all
viewed as key considerations in  organisations.
Transformational leadership theory extended the significance
of leadership development by focusing on the importance of
leaders as a catalyst for inspiring employees, and for promoting
innovation, vision, and positive culture within the workplace.
Transformational and participative leadership styes offer many
benefits, such as higher employee engagement, adaptability,
collaboration and organisational effectiveness, thus modern
organisations tend to favour these styles of leadership.
Likewise, the importance of emotional intelligence, moral
leadership and adaptable leadership in organisational contexts
has been called to attention as the leadership of today is required
to address multiple issues and dynamics. There is a close
relationship between organisation development and leadership
development, as a good leader has an impact on organisational
development, communication systems, employee satisfaction,
workplace culture and strategic decision making. Organisation
development is a planned process of change and improvement
of an organisation, achieved by developing its members,
changing their behaviour, improving its processes, enhancing
teamwork and building organisation learning. Well-led
organisations tend to be more productive and have a lower
turnover of staff, better communication and are more adaptable
when change happens in their organisation. Leadership
development also helps to keep employees in these
organizations because staff are more inclined to stay with
organizations that offer job advancement opportunities,
management support, and opportunities for lifelong learning.

Recent research also shows that leadership training programs
result in increases in employee morale, conflict resolution,
workplace coordination, creativity, and efficiency. Leadership
development is becoming a broader focus for companies, as
markets can easily become turbulent with competitors
constantly innovating and getting ahead, especially in key
industries like banking, information technology, healthcare,
manufacturing, education, telecommunications or retail, no one
can afford to reduce or cease investing in the growth of their
leadership skills. A capable leader is therefore one aspect that
is felt to be the most crucial key to an organisation's success, as
the capable leaders will help with an organisation's
management of uncertainty, supporting innovation, improving
employee relationships as well as helping to attain long-term
goals for the organisation.

III. RESEARCH METHODOLOGY

The research methodology is regarded as one of the most
important parts of any research study as it represents the
rigorous and scientific pattern and framework that helps
accomplish your research aim. The study aims to interpret the
Leadership Development Programs on organisation
development specifically on Employee Performance,
Organisation Communication, Team work, Motivation,
Organisation culture and Employee retention. The research
methodology developed in the study was well designed so as to
achieve reliability, validity, consistency and easy interpretation
of the finding. A descriptive and analytical study design was
used considering the main objective of the study was to analyse
the perceptions and experiences of the employees related to
leadership development interventions. As the study seeks to
systematically explain behavioural patterns, organisational
relationships, opinions and attitudes in the workplace without
being able to manipulate research variables, descriptive
research design was taken as the appropriate design. The
analytical part of the research also helped to determine the
relationship between leadership development programs and
indicators of organizational effectiveness. It was an empirical
study and quantitative research since it involved collecting
actual data from employees and managerial staff of various
organisations. The quantitative research approach helped
analyze numerically the employee perceptions on the
effectiveness of  leadership  training, organisation's
communication, employee's motivation with respect to team
work and organisational growth. The study also had a cross
sectional design as data was gathered only once, from
respondents. The research study was carried out through two
data sources namely Primary Data Source and Secondary Data
Source. The method of data collection was researched from the
primary sources with structured questionnaire method and the
rest of data was collected from secondary sources such as
books, research journals, management articles, academia
publications, organisational reports, online sources such as
databases and company websites on leadership development
and organisation development concepts. The respondents for
the study were employees from various sectors like information
technology, banking, education, manufacturing, retail and
service sector as per the target population. Considering time and
resources, it was not feasible to study the entire population and
hence convenience sampling technique was used for the study.
The respondents were selected through convenience sampling
method where the selection of respondents were determined by
the accessibility, availability and willingness to participate with
the research process. Based on the above, the researchers
determined that the sample size was 60 people in this study
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which was deemed appropriate for descriptive analysis and data
interpretation in this study. The questionnaire was the main
instruments used in collecting data. Questionnaire was carefully
framed in simple and understandable language so that there
would not be any miscommunication and vagueness in
answering them. It comprised two types of questions, one on
demographic aspects and the other on leadership development.
The questions in the demographic section included interviews
on gender, age, educational qualification, occupation, work
experience; the second section interviewed on employees'

perceptions about leadership development programmes,
communication  effectiveness,  organisational  culture,
teamwork, employees' performance, motivation and

organisation growth. Most of that attitudinal questions were
measured in five point Likert scale such as strongly agree,
agree, neutral, disagree and strongly disagree as it facilitate the
measurement and analysis of the employee's opinion
systematically.

Pilot study was done prior to the final data collection, to make
possible recognition of potential errors, ambiguities, and
limitations in the questionnaire construction on a limited
number of respondents. The pilot study facilitated re-wording
of questions and eliminated question-word variations and
redundancies, rejection of questions that were either too
complicated or too easy to understand, and reversed the order
of the questions. Respondent feedback was used to make some
minor changes in the research instrument to enhance its
reliability and validity. The actual data collection carried out
was through personal distribution and online communication
tools based on respondent's accessibility and convenience. It
was explained and also made sure that respondents were aware
of the purpose of the research study and research objectives
prior to participation in carrying out this research to maintain
ethics of research in providing respondents in the study.
Collected data responses were checked thoroughly, sorted,
coded and tabulated for further statistical analysis and
interpretation. The collected data were systematically analyzed
by using some statistical tools and techniques. The
understanding of the distribution of responses and demographic
characteristics of the respondents was done by percentage
analysis. Data were tabulated to arrange it into uniform rows
and columns to make interpretation and presentations of data
easier. Empowering statistical understandings of employee
responses and organisational trends, graphical representations
(bar graphs and pie charts) were also utilized. The Descriptive
Analysis facilitated the understanding of patterns in the
relationships and findings between leadership development
programs and organisational development variables.
Leadership development program was the independent variable
of the study while dependent variables of the study were
employee performance, employee motivation, organisational
communication, teamwork, organisational culture, employee
retention and overall organisation development. During the
research process reliability and validity measures were also
considered important. Structured design of the questionnaire,
uniform procedure for data collection, standardized answers to
the questions and pilot testing ensured reliability. The designing
of the questionnaire was a measure to ensure its validity based
on the research objectives, theoretical concept, and
organisational variables pertaining on leadership development
practices. To ensure the academic honesty and trust of the
respondents, ethical considerations have been strictly adhered
to during the study. Everyone who responded to the survey did
so on a voluntary basis, and were entitled to share their thoughts

and opinions without pressure or influence of any kind. When
analysing or reporting, personal identities and private
information were not revealed. The collected responses were
only used for academic purposes and there was no form of data
manipulation or misrepresentation used in the interpretation
and presentation of results. The Research methodology hence
formed average scientifically structured basis of understanding
of the relationship between the leadership development
programmes and organisation development and provided
accuracy, fairness, consistency and academic quality
throughout the research study.

Iv. RESULTS AND DISCUSSION

The Chapter now concentrates on analysing and interpreting the
responses gathered from employees and managerial staff on
influence of leadership development schemes over the
organisation development. 60 respondents from varying
organisations and backgrounds have responded to structured
questionnaires which were used as the basis for data analysis.
Data gathered were systematized, classified and tabulated with
percentage analysis and graphical representation method. The
chapter primarily focuses on employee's perception on
leadership development programs, employee motivation,
effectiveness of teamwork, effectiveness of communication and
growth of organization. The results facilitate the application of
leadership development initiatives to enhancing organisational
performance and sustainability. The findings also provide
insight into determining if employee productivity, working
relationships, organizational culture, and employee retention
improvements are caused by leadership training. The response
collected is analysed and presented in detail in the following
table and interpretations.

Table 4.1. Awareness regarding Leadership Development
Programs

Number of Respondents Percentage

Strongly Agree 18 30%
Agree 28 46.7%
Neutral 8 13.3%
Disagree 4 6.7%
Strongly Disagree 2 3.3%
Total 60 100%
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Fig. 4.1. Awareness regarding Leadership Development
Programs (Bar Graph)
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Interpretation:

As shown in the above table, the majority of the respondents
knew about the leadership development programmes that were
run in their organisations. 46.7% agreed and 30% strongly
agreed that their organisations regularly run leadership
development programs to make their employees better and to
improve their management. A very small percentage of
respondents disagreed about organisation's practices of
leadership development. The results reveal that there is a
growing awareness of the need for leadership development as
an organizational function, in modern organisations. The graph
would visually show the majority in positive responses and the
lesser majority in neutral and negative responses thus showing
a strong influence on organisational emphasis on employee
leadership development. The analysis further indicates that
understanding of leadership development programs leads to the
upward trend in employee participation, motivation and their
level of engagement within the organisation.

Table 4.2. Impact of Leadership Development Programs on
Employee Performance

Number of Respondents Percentage

Strongly Agree 22 36.7%
Agree 24 40%
Neutral 8 13.3%
Disagree 4 6.7%
Strongly Disagree 2 3.3%
Total 60 100%
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Fig. 4.2. Impact of Leadership Development Programs on
Employee Performance (Pie Chart)

Interpretation:

The above table depicts the results which clearly suggest that
leadership training has a significant impact on employee
performance and productivity in the workplace. There was
agreement or strong agreement (around 40%) that “Leadership
training has a positive effect on the effectiveness of its
employees, their communication skills, their confidence, and
the development of their professional competencies.” Those
who are taking part in leadership development programs are
more likely to be more capable of doing the work of the
organisation and coping with issues in the workplace. A pie
chart would allow the reader to see which were the most

positive responses and have those in a leadership training day
highlighted. The results also indicate that employee attitude,
relationships at work and commitment to organisational goals
are enhanced through leadership development programs. The
analysis ensures that leadership development is seen as an
important organisational investment that directly supports
enhanced operational efficiency and effectiveness of its
employees.

Table 4.3. Influence of Leadership Development on
Organisational Communication and Teamwork

Number of Respondents Percentage

Strongly Agree 19 31.7%
Agree 27 45%
Neutral 8 13.3%
Disagree 4 6.7%
Strongly Disagree 2 3.3%
Total 60 100%
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Fig. 4.3. Influence of Leadership Development on

Organisational Communication and Teamwork (Bar Graph)

Interpretation:

As can be seen in the table, Leadership Development
Programmes are a very critical factor in enhancing the
effectiveness of the organisation's communication and
teamwork effectiveness. Close to 45% agreed and 31.7%
strongly agreed that leadership training enhances the
transparency of communication, coordination and teamwork in
organisations, and in interpersonal relationships. In good
leaders, there is a factor to break down communication barriers,
involve workers in communication, settle disagreements, and
improve work coordination among workers. The graphical
representation would clearly show the clustering of the
responses in the agreement categories and make more evident
the practical importance of leadership training in order to
maintain good organisational systems of communication.
Enhanced communication and collaboration have also helped
to give employees higher satisfaction, decrease
misunderstandings, improve operation coordination, and build
a robust organisational culture. The results thus confirm the
positive impact of leadership development programmes on
organisational relationships and working together in the
workplace.
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Table 4.4. Role of Leadership Development Programs in
Organisational Growth and Employee Retention

Number of Respondents Percentage

Strongly Agree 23 38.3%
Agree 24 40%
Neutral 6 10%
Disagree 5 8.3%
Strongly Disagree 2 3.3%
Total 60 100%
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Fig. 4.4. Role of Leadership Development Programs in
Organisational Growth and Employee Retention (Pie Chart)

Interpretation:

So from the above table it is clear that leadership development
programs provide a significant boost to the growth of the
organisation and retention of people. Nearly 40% of the
respondents agreed and almost three-quarters (38.3%) strongly
agreed that leadership training programs enhance
organisational effectiveness, workforce stability, strategic
decision making, and long-term organisational sustainability.
Most people like to stay at the same job because of professional
development, leadership opportunities, and career advancement
opportunities they are given within the company. Leadership
development also has a positive effect on trust, satisfaction with
work, and commitment to the organisation, which implement
employee retention and also enhance organisational stability.
The pie chart will help to highlight the fact that most
respondents indicated that leadership development has a
positive effect on the growth of an organisation. Overall, the
findings suggest that organisations that prioritize ongoing
leadership development are better equipped to foster
sustainable growth, gain a competitive edge, and deliver
improved operations in dynamic business environments. All in
all, the analysis suggests that leadership development programs
are indeed valuable assets in any organisation to enhance
employee skills, foster positive relationships and ensure the
organisation continues to thrive.

V. CONCLUSION FUTURE WORK

This study touched upon the effect of leadership development
programs on organisation development highlighting employee
performance, employee motivation, organisational
communication, teamwork, organisational culture, employee

retention and organisational growth. The results of the study
make it quite evident that leadership development activities
have a prominent and important role in enhancing
organisational performance and for the sustainability of
businesses. In today's competitive business world organizations
need more and more proficient leaderships that are capable to
handle the diversity of workforce, boost the innovation, develop
better organizational communication channels, and inspire
people to perform efficiently towards organisational goals. The
study showed that most of the respondents knew that there were
leadership development activities taking place within their
organisations and that they took part in leadership training
activities, aimed at enhancing managerial and professional
skills. The study also confirmed that leadership development
programmes have positive impact on employees' confidence,
behavior in the workplace, effectiveness of communication and
the ability to make decisions. Overall, manager development
programs were associated with increased motivation,
commitment, engagement, and productivity of employee. This
study also identified the impacts of good leadership on team
working, organisational relationships and good workplace
culture. Leadership development programs also play a
significant role in retaining employees; employees like to stay
in an organisation that offers them a career or developmental
prospect, managerial support, and a continuously learning
environment. Leadership development is then no longer just a
training endeavour but rather an investment in the organisation
that has a direct impact on the stability, effectiveness and
sustainable development of the organisation. Results of the
hypothesis conducted in this study validated all our research
hypotheses and revealed a positive correlation between
leadership development program and the variables of
organisation development. Despite positive research findings,
the study suffered from limited sample sizes, limited time and
relying on selected respondents for questionnaires for answers.
The size of the sample and the number of
industries/geographical locations/organisational types could be
increased in future research studies for comparative analysis
across a wide range. Future researchers can also study the
impact of transformational leadership, emotional intelligence,
digital leadership and remote leadership and technological
advancement on organisation development. Comparative
analysis of the private and public sector organisations can also
yield more in-depth knowledge on effectiveness of the
leadership and organisational development in varying business
environment.
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