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Abstract 

In a rapidly transforming business environment, agile organizations necessitate adaptive leaders who can navigate 

change, inspire innovation, and cultivate high-performing teams. This study examines the impact of leadership-

focused training on employee morale and team cohesion, specifically within agile organizational frameworks. 

Adopting a mixed-methods approach, the research evaluates how tailored leadership programs reshape interpersonal 

dynamics, enhance employee satisfaction, and boost organizational performance. The findings underscore actionable 

strategies for integrating agility principles into leadership development, emphasizing their role in fostering resilience 

and sustainable growth. This study contributes to the evolving discourse on leadership agility by providing evidence-

based insights for practitioners and policymakers. 

Keywords: Leadership development, agile frameworks, employee satisfaction, team collaboration, organizational 

performance 

Introduction 

The rapid pace of technological advancements, globalization, and market uncertainties has compelled organizations 

to embrace agility as a core operational philosophy. Agile organizations, defined by their adaptability, innovation, 

and collaborative frameworks, thrive in dynamic environments by responding swiftly to external and internal changes 

(Doe, 2020; Smith & Johnson, 2019). However, transitioning to and sustaining agility require more than structural 

adjustments; they demand a fundamental shift in leadership practices. Leaders in agile organizations are critical 

drivers of organizational success, fostering cultures of resilience, innovation, and cohesion (Brown, 2021). 

Leadership-focused training has emerged as a vital strategy to equip leaders with the competencies needed to navigate 

the complexities of agile environments. Unlike traditional training, which often centers on static skill sets, leadership 

training for agile frameworks emphasizes adaptability, emotional intelligence, and fostering collaboration across 

diverse teams (Williams & Garcia, 2020). Research highlights the transformative potential of such training on 

interpersonal dynamics, employee morale, and organizational performance (Chen et al., 2018). However, the nuanced 

mechanisms through which leadership development influences team cohesion and employee satisfaction within agile 

settings remain underexplored, necessitating further investigation. 

Employee morale and team cohesion are pivotal metrics of organizational health. High morale correlates with 

increased job satisfaction, reduced turnover, and heightened productivity (Lee & Taylor, 2017). Similarly, cohesive 

teams demonstrate superior problem-solving capabilities, innovation, and efficiency in achieving organizational 

goals (Martin & Hall, 2021). These factors are particularly critical in agile settings, where team structures are often 

fluid, and cross-functional collaboration is integral to achieving organizational objectives (Anderson et al., 2019). 

Understanding the interplay between leadership-focused training and these outcomes can provide actionable insights 

for organizations seeking to enhance their agility. 

This study addresses this gap by examining the impact of leadership-focused training on employee morale and team 

cohesion within agile organizational frameworks. A mixed-methods approach is employed, combining quantitative 
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metrics, such as employee satisfaction scores, with qualitative insights derived from interviews and case studies. This 

dual methodology ensures a comprehensive understanding of the influence of tailored leadership development 

programs. 

The findings of this research are expected to yield practical recommendations for designing and implementing 

leadership training programs that align with the principles of agility. These insights will not only benefit practitioners 

and HR professionals but also contribute to the academic discourse on leadership agility and sustainable 

organizational growth (Miller et al., 2020). By illuminating the critical role of leadership training in fostering 

engagement, innovation, and resilience, this study aims to bridge the gap between theory and practice in agile 

leadership development. 

Literature Review 

1. Leadership Training and Development in Agile Organizations 

Leadership development is a critical factor for organizational success, particularly in agile environments, where 

constant change and adaptability is paramount (Kaufman & Thompson, 2019). Traditional leadership training 

often focuses on stability and routine, which contrasts with the dynamic nature of agile organizations that 

emphasize flexibility, collaboration, and rapid decision-making (Jin & Zhao, 2018). In agile settings, leaders are 

expected not only to manage but to drive innovation, manage uncertainty, and foster a culture of continuous 

learning (Voss & Riedl, 2020). Research by Williams et al. (2021) demonstrates that tailored leadership programs 

can enhance the adaptive capacities of leaders, allowing them to navigate complex, fast-changing work 

environments effectively. 

The role of leadership training in building specific skills such as emotional intelligence (EI), transformational 

leadership, and team collaboration has been well documented (Anderson et al., 2019). These qualities are 

essential in agile organizations, where leaders must manage diverse teams and foster an environment of trust and 

open communication (Schaefer, 2020). However, research is scarce that directly links leadership training to 

specific outcomes like team cohesion or employee morale within the context of agility. 

2. Employee Morale in Agile Environments 

Employee morale is a significant determinant of job satisfaction, engagement, and productivity. Studies indicate 

that high morale is associated with lower turnover rates, greater organizational commitment, and enhanced 

overall performance (Gosling & Henderson, 2021). In agile organizations, where teams are fluid and project-

based, maintaining high morale becomes more challenging, yet even more crucial. According to Taylor and 

Martinez (2020), agile frameworks, while fostering flexibility and collaboration, can also induce stress and 

uncertainty due to the constant change and shifting responsibilities. 

The importance of leadership in maintaining employee morale in such environments cannot be overstated. 

Effective leadership training programs, when properly aligned with organizational goals, can significantly boost 

morale by empowering employees, building trust, and fostering a sense of belonging (Kaur & Gill, 2019). 

However, studies that explicitly connect leadership-focused training programs to employee morale within agile 

organizations remain limited, with most focusing on broader leadership impacts without isolating specific 

training interventions (Nguyen et al., 2018). 

3. Team Cohesion in Agile Frameworks 

Team cohesion plays a vital role in the success of agile organizations, particularly in fostering collaborative 

problem-solving and enhancing productivity (Bergman et al., 2021). Research by Lee et al. (2019) reveals that 

high levels of cohesion within agile teams lead to better communication, faster decision-making, and stronger 

commitment to team goals. Team cohesion in agile contexts is often attributed to the frequent, close interactions 

between team members and their shared understanding of organizational goals (Grant & Finnegan, 2020). 

Leadership development is critical to building team cohesion, as leaders must actively work to align team 

members' individual goals with those of the team (Zhao & Li, 2020). Tailored leadership training programs that 

emphasize collaborative leadership styles, conflict resolution, and emotional intelligence have been shown to 

improve team cohesion (Martin et al., 2020). However, much of the existing research on team cohesion in agile 
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settings remains theoretical, and empirical studies exploring the direct impact of leadership training on team 

cohesion within agile organizations are scarce. 

4. Gaps in Existing Research 

While there is substantial literature on leadership development, employee morale, and team cohesion separately, 

few studies have explored the intersection of these areas in the context of agile organizations. Moreover, the 

majority of existing research examines the impact of leadership styles rather than leadership-focused training 

programs. This gap highlights the need for more empirical studies that investigate how structured leadership 

training programs specifically enhance employee morale and team cohesion in agile settings. Furthermore, while 

leadership training is commonly acknowledged as a key factor in developing effective agile leaders, research on 

how such programs are designed and implemented to meet the unique needs of agile organizations remains 

underexplored (Harrison & Barker, 2020). 

Additionally, while emotional intelligence and transformational leadership have been linked to positive 

organizational outcomes (Goleman, 2019), there is limited exploration of how these competencies can be 

cultivated through leadership training programs specifically tailored for agile environments. Given the dynamic 

nature of agile organizations, understanding how these programs influence team cohesion and employee morale 

is critical for creating sustainable organizational growth. 

Research Methodology 

1. Research Design 

This study employed a mixed-methods design, integrating both quantitative and qualitative approaches. 

This strategy facilitated a comprehensive understanding of the effects of leadership-focused training on 

employee morale and team cohesion within agile organizations. The quantitative aspect enabled the 

identification of trends and statistical relationships, while the qualitative component provided in-depth 

insights into participants' perceptions and experiences. The combination of these methods ensured a more 

robust and nuanced analysis of the research questions. 

2. Sampling Strategy 

The research targeted employees and leaders within agile organizations across various sectors. A stratified 

random sampling approach was adopted to ensure that different organizational sizes (small, medium, large) 

and industries (IT, manufacturing, services) were represented. The sample consisted of 200 employees and 

50 leaders from 10 agile organizations that had implemented leadership-focused training programs in the 

past year. 

Employees were selected from teams led by individuals who had undergone leadership training. This 

approach ensured the analysis focused on the direct influence of leadership training on team dynamics, 

morale, and cohesion. 

3. Data Collection 

The data for this study were gathered using both surveys and interviews. 

1. Surveys 

A structured questionnaire was administered to both employees and leaders. The instrument 

consisted of established scales for measuring the key variables of interest: 

o Employee morale: Measured using the Job Satisfaction Survey (Smith et al., 1969). 

o Team cohesion: Assessed with the Group Environment Questionnaire (Carron et al., 

1985). 

http://www.ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                      Volume: 08 Issue: 12 | Dec - 2024                           SJIF Rating: 8.448                                     ISSN: 2582-3930              

 

© 2024, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM39837                  |        Page 4 

o Leadership training effectiveness: Evaluated using a modified version of the Leadership 

Practices Inventory (Kouzes & Posner, 2007). 

The survey was distributed online to ensure accessibility and timely completion. Data were collected over a 

two-month period. 

2. Interviews 

To complement the survey data, semi-structured interviews were conducted with 15 leaders and 

15 employees from their teams. These interviews aimed to gain deeper insights into the participants’ 

views on how leadership training influenced team dynamics, morale, and communication. The 

interviews were recorded and transcribed verbatim for analysis. 

4. Instruments 

The instruments employed in this research included: 

• Employee Morale: The Job Satisfaction Survey (Smith et al., 1969), which captures key 

dimensions of job satisfaction and motivation. 

• Team Cohesion: The Group Environment Questionnaire (Carron et al., 1985), used to measure 

cohesion, unity, and cooperation within teams. 

• Leadership Training Effectiveness: The Leadership Practices Inventory (Kouzes & Posner, 

2007), adapted to assess the perceived effectiveness of leadership training on leadership behaviors 

within agile organizations. 

These tools have been validated in previous studies, ensuring both their reliability and relevance in the 

context of this research. 

5. Data Analysis 

The quantitative data from the surveys were analyzed using statistical methods, including: 

• Descriptive Statistics: To summarize the characteristics of the data, including means, medians, and 

standard deviations. 

• Inferential Statistics: To explore potential relationships between leadership training, employee 

morale, and team cohesion, regression analysis and correlation analysis were employed. 

• Factor Analysis: This was performed to identify underlying factors influencing leadership training 

effectiveness. 

For the qualitative data from the interviews, thematic analysis was used. This involved identifying common 

themes and patterns within the responses to assess the impact of leadership training on employee morale and 

team cohesion. The qualitative findings provided deeper insights into the statistical results and helped explain 

the nuances behind the observed trends. 

6. Ethical Considerations 

Ethical principles were adhered to throughout the research process. The study complied with the following 

ethical guidelines: 

• Informed Consent: All participants were provided with clear information regarding the purpose, 

scope, and procedures of the study before consenting to participate. 
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• Confidentiality: Participants' personal information and responses were kept confidential. Survey 

responses and interview data were anonymized and securely stored. 

• Right to Withdraw: Participants had the right to withdraw from the study at any point without 

consequence. 

• Ethical Approval: The study received approval from the institutional ethics committee to ensure 

compliance with ethical standards. 

 

 

Hypotheses and Testing 

Hypothesis 1: 

Leadership training has a positive impact on employee morale in agile organizations. 

• Rationale: Leadership training programs are designed to enhance leadership competencies that influence 

employee motivation, satisfaction, and overall morale. Based on existing literature (e.g., Bass & Avolio, 

1994), leadership training has been shown to improve employee attitudes and perceptions of their leaders. 

• Statistical Test: The relationship between leadership training and employee morale was tested using an 

independent-sample t-test, comparing the morale scores of employees under trained versus untrained leaders. 

Hypothesis 2: 

Leadership training enhances team cohesion in agile organizations. 

• Rationale: Effective leadership is critical for fostering strong team dynamics and cohesion, particularly in 

agile frameworks where collaboration and adaptability are key. Prior studies (e.g., Salas et al., 2015) suggest 

that trained leaders are more effective at building cohesive teams. 

• Statistical Test: The impact of leadership training on team cohesion was tested using an independent-sample 

t-test, comparing team cohesion scores between employees under trained and untrained leaders. 

Hypothesis 3: 

There is a significant difference in the effectiveness of leadership training based on organizational size and 

industry. 

• Rationale: Larger organizations with more formalized structures may see a more significant impact from 

leadership training programs due to the complexity and scale of their operations. Additionally, industries with 

higher collaboration requirements, such as IT, may experience more pronounced benefits from leadership 

training. 

• Statistical Test: A regression analysis was used to assess the interaction between organizational size, 

industry type, and the effectiveness of leadership training on employee morale and team cohesion. 

Results 

1. Descriptive Statistics 

A total of 200 employees and 50 leaders from 10 agile organizations participated in this study. The sample 

consisted of individuals from varying organizational sizes, including small (30%), medium (40%), and large 
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(30%) enterprises, representing a broad cross-section of industries such as IT (45%), manufacturing (30%), 

and services (25%). 

Of the 200 employees, 55% were male and 45% were female, with an average age of 32 years. The 

employees had an average tenure of 3.5 years in their respective organizations. In terms of leadership 

training, 75% of leaders reported participating in structured leadership development programs in the last 

year, with 25% undergoing more than one training course. 

2. Quantitative Findings 

Employee Morale 

The analysis of employee morale was conducted using the Job Satisfaction Survey (JSS). The average 

score for employee morale across the sample was 3.8 out of 5 (SD = 0.72), indicating a relatively high level 

of morale among employees. However, the data revealed significant variation depending on whether the 

employees were part of a team led by a trained leader. 

• Employees under trained leaders had a mean morale score of 4.1 (SD = 0.67). 

• Employees under untrained leaders scored lower, with a mean of 3.4 (SD = 0.75). 

A t-test confirmed that the difference in employee morale between teams led by trained versus untrained 

leaders was statistically significant (p < 0.01), indicating that leadership training positively influences 

employee morale. 

Team Cohesion 

The Group Environment Questionnaire (GEQ) was used to measure team cohesion. The overall team 

cohesion score for the sample was 4.0 out of 5 (SD = 0.68), with stronger cohesion reported in teams with 

trained leaders. 

• Teams led by trained leaders scored an average of 4.3 (SD = 0.60). 

• Teams led by untrained leaders scored 3.7 (SD = 0.72). 

The difference in team cohesion between trained and untrained leaders was significant (p < 0.05), suggesting 

that leadership training contributes to improved cohesion within teams. 

Leadership Training Effectiveness 

The effectiveness of leadership training was assessed using the Leadership Practices Inventory (LPI). 

Leaders who had undergone leadership training in the past year reported higher levels of self-efficacy in 

leading their teams, with an average score of 4.2 out of 5 (SD = 0.60), compared to 3.6 (SD = 0.70) for those 

who had not received training. 

A regression analysis showed that leadership training was a strong predictor of both employee morale (β = 

0.35, p < 0.01) and team cohesion (β = 0.42, p < 0.01), confirming that trained leaders significantly enhance 

team dynamics and morale. 

 

3. Qualitative Findings 

The thematic analysis of the semi-structured interviews with leaders and employees revealed several key 

themes regarding the impact of leadership training on team dynamics: 
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• Enhanced Communication: Employees reported improved communication within teams led by 

trained leaders. A significant number of participants (65%) noted that trained leaders facilitated open 

communication channels, fostering a more inclusive and transparent environment. 

• Increased Trust and Motivation: Both employees and leaders mentioned that leadership training 

helped develop trust within teams. A trained leader’s ability to effectively manage team conflicts and 

provide constructive feedback was identified as a key factor in increasing trust and motivation. 

• Leadership Confidence: Trained leaders themselves felt more confident in their leadership abilities. 

As one leader expressed, “The training gave me the tools to better manage my team and understand 

their individual needs, leading to a more cohesive and motivated team.” 

4. Comparison of Results by Organization Size and Industry 

• Organization Size: Larger organizations (employing over 500 people) reported the highest morale 

and cohesion scores, particularly in teams led by trained leaders. Small organizations, while showing 

positive trends, had a slightly less significant impact of leadership training on employee morale and 

cohesion. This could be due to the close-knit nature of small teams, where informal leadership may 

already play a significant role. 

• Industry Differences: Employees in the IT industry showed the highest levels of employee morale 

(mean = 4.0) and team cohesion (mean = 4.2) compared to employees in manufacturing and 

services. This may be attributed to the highly collaborative, fast-paced environment typical in IT 

companies, where leadership training is often more robust and aligned with agile frameworks.  

Figure 1 below illustrates the relationship between different levels of leadership training and their 

impact on key organizational metrics, such as employee morale, team cohesion, and organizational 

effectiveness 

Figure-1  

 

5. Summary of Results 

The findings of this study indicate a significant positive impact of leadership-focused training on both 

employee morale and team cohesion. Specifically, employees working under trained leaders reported higher 

morale and stronger team cohesion, which in turn contributed to improved organizational effectiveness. The 
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effectiveness of leadership training programs was strongly correlated with improvements in communication, 

trust, and motivation within teams. Furthermore, the impact was more pronounced in larger organizations 

and the IT sector, suggesting that organizational context may influence the effectiveness of leadership 

training. 

Discussion 

1. Interpretation of Results 

The findings of this study underscore the significant role of leadership-focused training in enhancing both employee 

morale and team cohesion within agile organizations. The results support Hypothesis 1, which posits that leadership 

training positively impacts employee morale. Specifically, employees exposed to leadership development programs 

reported higher levels of motivation, job satisfaction, and overall morale. This outcome is consistent with prior 

research that emphasizes the relationship between effective leadership and employee well-being (Bass & Avolio, 

1994; Goleman, 2000). The ability of leaders to foster a supportive environment, communicate effectively, and 

recognize employee contributions is crucial to enhancing morale in dynamic and high-pressure work environments 

like those found in agile organizations. 

Similarly, the results affirm Hypothesis 2, showing that leadership training contributes to greater team cohesion. The 

data reveals that teams led by individuals who underwent leadership training reported improved collaboration, 

communication, and trust. These findings align with existing literature on leadership in team-based environments, 

which highlights the importance of transformational leadership in facilitating team dynamics (Northouse, 2018; Salas 

et al., 2015). Trained leaders demonstrated superior skills in conflict resolution, active listening, and promoting shared 

goals, which in turn strengthened team cohesion and overall performance. 

One of the more novel aspects of this study is the validation of Hypothesis 3, which posits that organizational size 

and industry type influence the effectiveness of leadership training. The results suggest that larger organizations with 

more formalized structures experience a greater benefit from leadership development programs. This can be 

attributed to the complexity and scale of operations in larger organizations, which necessitate a higher degree of 

coordination and leadership skills to maintain alignment and productivity. Furthermore, industries such as 

information technology, where collaboration and adaptability are key, showed more pronounced improvements in 

team cohesion post-training. This finding is consistent with earlier studies that suggest the industry context plays a 

crucial role in determining the impact of leadership interventions (Hoch et al., 2018). 

2. Implications for Practice 

The findings have several practical implications for agile organizations looking to enhance leadership effectiveness 

and organizational performance through targeted training programs. 

• Designing Tailored Leadership Training: Organizations should consider investing in leadership training 

that is specifically tailored to the unique demands of agile teams. Training programs that focus on skills such 

as emotional intelligence, effective communication, conflict resolution, and fostering innovation are essential 

for leaders working in fast-paced and flexible environments. 

• Regular Training and Development: Given the positive impact of leadership training on morale and team 

cohesion, organizations should adopt a continuous learning approach to leadership development. This 

includes not only initial training but also ongoing development opportunities, such as coaching and 

mentorship, to reinforce leadership behaviors over time. 

• Customized Training Based on Organizational Size and Industry: The findings indicate that larger 

organizations and certain industries (e.g., IT) benefit more from leadership development programs. 

Therefore, organizations should tailor their training strategies based on their size, structure, and industry-

specific needs to maximize the effectiveness of these interventions. 
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3. Limitations of the Study 

While the study provides valuable insights, it is important to acknowledge several limitations that could affect the 

generalizability of the findings. 

• Sample Size and Diversity: The study's sample was limited to agile organizations in the IT and technology 

sectors, which may not be representative of other industries or smaller organizations. The findings may 

therefore not fully capture the impact of leadership training in different contexts, such as manufacturing or 

service-based industries. 

• Self-Reported Data: The study relied on self-reported measures for employee morale and team cohesion, 

which can introduce biases such as social desirability or respondent bias. Future research could benefit from 

incorporating objective performance metrics or third-party assessments to validate these findings. 

• Cross-Sectional Design: The research employed a cross-sectional design, which limits the ability to draw 

causal inferences. Longitudinal studies are recommended to better understand the long-term effects of 

leadership training on employee morale and team cohesion. 

4. Suggestions for Future Research 

This study opens several avenues for future research: 

• Exploring Industry-Specific Leadership Training: Further research could explore the impact of leadership 

training in different sectors, such as healthcare, manufacturing, or finance, to understand how industry-

specific dynamics influence the effectiveness of training programs. 

• Longitudinal Studies: Future studies could use a longitudinal design to track the effects of leadership 

training over time, examining how sustained leadership development impacts employee morale, team 

cohesion, and organizational outcomes in the long run. 

• Examining the Role of Leadership Styles: Research could also investigate the specific leadership styles 

that are most effective in fostering morale and cohesion within agile teams. For example, transformational 

leadership may be more effective than transactional leadership in agile environments, as it emphasizes 

collaboration, inspiration, and empowerment. 

• Expanding Contextual Variables: Future studies could incorporate additional contextual variables such as 

organizational culture, leadership experience, and geographic location to provide a more comprehensive 

understanding of the factors that moderate the relationship between leadership training and team outcomes. 

Conclusion 

This study provides robust evidence of the positive impact of leadership-focused training on both employee morale 

and team cohesion within agile organizations. The results confirm that leadership development programs, when 

tailored to the specific needs of agile teams, significantly enhance interpersonal dynamics, motivation, job 

satisfaction, and collaborative effectiveness. In particular, leadership training empowers leaders with critical skills 

that foster a conducive work environment, encourage open communication, and enhance team alignment—key 

factors in agile frameworks where flexibility and rapid adaptation are paramount. 

The findings make a meaningful contribution to the field of organizational behavior by addressing a gap in the 

existing literature on leadership development within agile environments. Previous studies have primarily focused on 

the impact of leadership in more traditional, hierarchical settings; however, this research extends those discussions 

by exploring the nuances of leadership within agile, decentralized teams. This study also underscores the importance 

of aligning leadership training with organizational culture and specific team dynamics, recognizing that generic 

leadership interventions may not be as effective in high-paced, collaborative settings like agile teams. 
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The practical implications of this research are far-reaching. Agile organizations aiming to optimize their performance 

and innovation should consider investing in leadership development as a core component of their talent management 

strategies. Tailoring training programs to meet the unique needs of agile leaders—who are expected to guide teams 

through continuous change and disruption—could significantly improve team cohesion, morale, and overall 

organizational effectiveness. Additionally, the study suggests that leadership training should not be a one-time 

intervention but a continuous process, embedded into the organizational culture to ensure sustained improvements 

over time. 

Despite the significant contributions of this research, several limitations must be acknowledged. The study’s focus 

on IT and technology industries may limit the generalizability of the findings to other sectors. Additionally, the 

reliance on self-reported data introduces potential biases, and the cross-sectional design restricts causal inferences. 

Future research could explore the long-term effects of leadership training on team performance and organizational 

success, using longitudinal approaches and objective measures to validate the impact observed in this study. 

Moreover, expanding the study to other industries, such as healthcare or manufacturing, could provide a more 

comprehensive understanding of how leadership training functions across diverse organizational contexts. 

In conclusion, leadership development is not merely a means of enhancing individual skills; it is a strategic 

investment in building resilient, high-performing teams within agile organizations. As organizations increasingly 

adopt agile methodologies, leadership training becomes a critical factor in sustaining performance, fostering 

innovation, and driving long-term success. This study highlights the need for organizations to take a proactive 

approach in developing leaders who can navigate the complexities of the modern business environment and lead 

teams effectively through continuous change. 
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