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How to build a great leadership development program
The study in brief
We tracked the progress of 36 people attending a leadership 
development program, interviewing them 3, 6 and 12 months 
after the end of the course. The program was well received 
by participants who appreciated the way that interaction 
with their peers was integrated into the workshop design. 
Networking with colleagues was the greatest facilitator 
of transfer-of-learning back into the workplace, whilst the 
biggest inhibitor was workload, much of it a consequence of 
ongoing restructuring and change. Participants suggested the 
program could have been further improved by the provision 
of structured opportunities to further engage with peers 
and colleagues on an ongoing basis, a finding consistent 
with complexity theory, highlighting the role of collective 
sense-making in behavioural change. The findings from this 
study may encourage the designers of leadership programs 
to approach ‘transfer-of-learning’ from a more systemic 
perspective and to reconceptualise program design.

Introduction
Attendance at leadership development programs doesn’t 
always lead to long term changes in behaviour. Cromwell 
& Kolb (2004), for example, reported that only 10 to 15% of 
employee training results in long-term transfer of learning. 
There are at least five factors impacting on the effectiveness of 
leadership development programs.

1. General approach
Many programs are designed with reference to pre-
existing, often generic, leadership competencies, intended 
to reflect the required behaviours of leaders within the 
organization. The purpose of the leadership development 
program is to highlight the importance of these behaviours 
and teach people how to behave accordingly. Werkman 
(2010) frames this approach as ‘traditional’ organisational 
development (OD). She suggests it represents a simplistic 
and idealised perspective of leadership that implies:

 f leadership can be compartmentalized into discrete 
activities 

 f leadership development itself may be usefully regarded as 
episodic, with new skills being acquired one after the other

 f the exercising of a new behaviour by itself will lead to 
new outcomes, independent of other factors.

She describes ‘new’ OD practices based on a philosophy 
that change is complex and ongoing. In this context the 
purpose of a leadership development initiative is to support 
leaders on an ongoing basis, helping them to make sense of 
challenges as they arise and to deal with power and politics 
within the organisation. 

Boyatzis (2008) and Stacey (2012) depict traditional 
OD programs as ‘coercive’ in that there is an unwritten 
expectation that participants will comply with a pre-
determined view as to how they will most effectively behave. 
Participants may be incentivised to comply in order to 
retain their jobs or attain new roles that are seen as socially, 
politically or financially desirable. In such cases people are 
likely to commit to change only to the extent required to be 
seen to be complying. 

Deci & Ryan (2000) suggest that people have an innate need 
to self-organize their experiences and behaviours and that 
they seek to learn new behaviours only to the extent that 
they believe the behaviours will lead to desired outcomes. 
Ladyshewsky (2007) suggests that people with a high internal 
locus of control, the desire to participate in training, and a 
high need to achieve are most likely to apply learnings to 
the workplace. De Meuse, Dai & Hallenbeck (2010) call this 
‘learning agility’ and suggest that this ability to learn from 
experience and apply it to new conditions is a critical attribute 
of successful leaders. Boyatzis (2008) reports evidence 
suggesting programs built on Intentional Change Theory (ICT) 
principles are much more likely to lead to sustainable change. 
The basic premise of ICT is that leaders must determine their 
own preferred leadership selves, reflect on the extent to which 
those ideal selves are being experienced by others, and frame 
deliberate intentions as to how they want to behave differently, 
consistent with their preferred selves. 

2. Workshop content
Many leadership programs are workshop based. Paglis 
(2013) suggests an appropriate approach to building a 
curriculum is to refer to an array of management texts. If this 
leads to the curriculum being too big, as it almost always 
will, then the designer should prioritise content based on 
how ‘teachable’ it is and how likely participants are to apply 
it. This generic approach to designing programs may help 
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explain why Arthur et al (2003) reported that only 6% of 
397 training programs studied mentioned conducting a 
training needs assessment. Gurdjian, Halbeisen & Lane 
(2014) suggest that overlooking the specific needs of the 
organization is a primary reason why many leadership 
development programs fail. The authors suggest that 
one of the first questions a program designer should ask 
is – what, precisely, is this program for? A strong focus on 
purpose encourages designers to focus on a small number 
of behaviours that will make a significant difference to 
performance in the prevailing context.

3. Workshop design
Ladyshewsky (2007) suggests that effective leadership 
programs are designed to be experiential. Paglis (2013) 
says it is essential to design in time to practice new skills. 
He cites Knippen (1989) who proposed a ratio of one hour 
spent teaching and modelling behaviours to providing two 
to three hours for skill practice and feedback. Brock (2010) 
says transformative learning requires learners to examine 
their assumptions and to question the way they do things, 
a reflective process for which time is required. Gray (2007) 
emphasises the importance of critical reflection, a social 
process, which requires space and time to reflect with 
others. This is in contrast to programs that are packed with 
theory, but allow little time for reflection and integration.

4. Post-workshop support and learning
Arthur et al (2003) suggest that the manifestation of 
training outcomes depends on the nature of the post-
training environment. Ladyshewsky (2007) emphasises the 
importance of ongoing reflection on attempts to apply new 
skills. He cites Kolb (1984) and Argyris (1991) in suggesting 
that effective leaders not only make time to reflect on 
experiences, but also on their own roles in how those 
experiences play out. Reflective journaling is particularly 
useful, he says, in stimulating discourse between program 
participants. Gray (2007) differentiates between individual 
reflection and critical reflection. Critical reflection is a social 
process that doesn’t come naturally to many managers 
and so needs to be taught or facilitated. This focus on the 
importance of reflection in learning explains why many 
authors and some program designers provide participants 
with coaching support in facilitating transfer-of-learning 
(e.g. Leonard & Swap, 2004; Atkins, 2006; Gray, 2007; 
Ladyshewsky, 2007, Boyatzis, 2008).

5. Evaluation
If we view leadership development as an ongoing process 
taking place in a complex and ever-changing environment, 
rather than a series of episodic events taking place around 
organized learning, then we ought design our evaluation 
strategies accordingly. By contrast Arthur et al (2003) found 
that 78% of organizations surveyed reported using reaction 
measures conducted immediately after a leadership event. 
Only 9% looked at behavioural change, which was usually 
measured once, an average of four and a half months after 
the completion of a program. Boyatzis (2008) suggests 
that evaluating programs using only short-term reaction 
measures may lead course designers to over-estimate 
the impact of those interventions. He suggests that many 
immediate effects are short-lived, the “honeymoon effect”, 
and that to properly evaluate the real impact of such 
programs requires longitudinal evaluation. 

So there exist at least two quite different approaches 
to designing leadership development programs, the 
traditional approach and the ‘new’ approach based on 
complexity theory. At the same time there exists limited 
longitudinal data to determine which approach is most 
effective. In that context this study set out to track the 
experience of participants on a leadership program for 
12 months after the completion of that program with the 
intention of further understanding what factors facilitate 
and inhibit transfer-of-learning. 

Method
This study was conducted on behalf of a multinational 
financial services organisation with its headquarters based 
in Sydney. The organisation had recently begun rolling out 
a leadership development program at four levels of the 
organization; emerging leaders, frontline leaders, mid-level 
leaders and senior leaders. The purpose of the emerging 
leaders program was to teach skills that participants would 
need once they achieved their first leadership role. One 
program was selected at each level, chosen to ensure 
geographic diversity. Nine participants were chosen at 
random from each of the four programs and interviewed 
three, six and twelve months after the completion of the 
program. The design of each program varied, but all 
included a pre-assessment (360 survey or self assessment), 
one or two workshops and the appointment of a 
designated mentor or peer coach. Over the duration of the 
study eight people left the organisation (figure 1).

Figure 1: Number of participants interviewed at each 
stage of the study

Number of respondents

Program Location 3 months 6 months 12 months

Emerging leaders 
(EL)

USA 9 8 8

Frontline leaders 
(FL)

Australia/
New 
Zealand

9 9 8

Mid-level leaders 
(ML)

UK 9 8 5

Senior leaders (SL) Global 9 8 7

36 33 28

Interviews were conducted by telephone and lasted for 15 
– 30 minutes. Participants were asked a series of questions 
that varied from interview to interview. Initial questions 
included:

 f What do you understand the purpose of the program 
to be?

 f What new skills/behaviours do you intend to put in 
place back in the workplace?

 f What factors have facilitated/inhibited transfer-of-
learning?

 f What role has each aspect of the program played in 
helping you achieve your learning goals?

 f What impact have the changes you have made so far 
had on the performance of the business?
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Results
Purpose
All participants expressed the purpose of the program 
in general terms i.e. enhancing the individual leadership 
capability of leaders. Some participants also framed the 
purpose with reference to the organisation’s strategic 
intentions, for example by referencing the need for leaders 
to navigate the company through a period of restructuring 
and change. Figure 2 shows that the more senior cohorts 
were more likely to make reference to the organization’s 
strategic agenda, and that 93% of participants said that the 
program at least partially achieved its purpose. 

Figure 2: Purpose and extent to which it was achieved

No. 
referring 

to strategic 
agenda

To what extent achieved?

Not yet Somewhat Fully

Emerging leaders 
(EL)

11% 12.5% 50% 37.5%

Frontline leaders 
(FL)

22% – 12.5% 87.5%

Mid-level leaders 
(ML)

55% – 60% 40%

Senior Leaders (SL) 66% 14% 43% 43%

7% 32% 61%

Emerging leaders were most likely to determine whether 
the program had achieved its purpose based on their own 
individual experience. Those ELs who said that the purpose 
hadn’t been achieved, or had only been partially achieved, 
were people who still hadn’t attained a leadership role 12 
months after completing their program. 

Frontline leaders also tended to respond based on goals 
they had chosen for themselves. The FL who said that the 
purpose of the program had been only partially achieved 
was an exception; he made reference to the strategic intent 
of the program rather than the impact of the program on 
his own capability: 

“The program has helped. There is still some 
complacency around these values and making them 
non-negotiable. There is still some way to go.” 

Mid-level and senior leaders said they achieved their 
personal objectives but questioned the extent to which 
the organization as a whole had embraced a different 
way of leading, particularly in terms of adopting more 
collaborative behaviours across the group. One senior 
leader said: 

“Some get the role of leadership and lots haven’t 
embraced it at all. [The organisation] is so focussed on 
performance and change, but less so on people. The 
intent is fantastic, but we haven’t really focussed on the 
leadership agenda to the extent that we said we would.”

Business impact
By the end of the study nearly all participants believed the 
program to have had an impact on the performance of their 
business (figure 3). The exceptions were an emerging leader who 
felt that the long gap between the program and her obtaining 
a leadership role diminished the impact of the program and a 
senior leader who felt the program didn’t meet his needs.

Figure 3: Percentage of participants reporting an impact on 
business performance

3 months 6 months 12 months

Emerging leaders (EL) 78% 88% 94%

Frontline leaders (FL) 89% 78% 100%

Mid-level leaders (ML) 67% 88% 100%

Senior Leaders (SL) 67% 88% 88%

75% 85% 95%

Different leadership groups expressed the impact of the 
program in different terms. Emerging leaders were most likely 
to talk about getting out into the business more, making more 
of a contribution in meetings, establishing their individual 
credibility and communicating more effectively. 

Frontline leaders spoke about feeling more competent to 
delegate to their teams, clarifying role and responsibilities 
and enabling their teams to operate more autonomously, 
thereby freeing themselves to spend more time on business 
development, relationship building and/or strategy. 

Mid-level leaders spoke about their ability and the ability 
of those in their teams to work more effectively across the 
business with different stakeholders.

Senior leaders spoke more broadly about developing the 
capability of their organisations, and encouraging different 
parts of the business to collaborate more effectively. Two 
senior leaders gave specific examples of this enhanced 
collaboration leading to new business opportunities. 

Workshop content and design
When asked what they most valued about the workshop, 
participants in every cohort mentioned most often the opportunity 
to engage with their colleagues from across the business (figure 
4). People talked about learning as much from their peers as they 
did from the facilitators, enhancing their understanding of the 
business by interacting with people they wouldn’t normally meet, 
and building relationships they could use afterwards in driving the 
performance of their part of the business.

Figure 4: Value of the workshop – top five responses

ELs FLs MLs SLs Total

Networking 6 7 6 7 26

Practical/interactive 2 6 2 2 12

Facilitation 2 2 5 1 10

Content 2 2 3 2 9

Opportunity to reflect 1 1 2 3 7
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Goals
Three months after the completion of their workshop 
emerging leaders were most likely to form goals around 
networking, delegation, building personal credibility and 
communication. Delegation was most often mentioned by 
frontline leaders. Mid-level leaders mentioned a wide range of 
focus areas with no particular area standing out. Senior leaders 
spoke most often about coaching their people to improve 
organisational effectiveness.

Over the course of the 12 months people’s goals changed. 
The 28 participants remaining at the time of the third interview 
initially identified 73 goals (an average of 2.6 goals per 
participant). Chart 1 shows that the majority of those goals 
were still being worked on nine months later. Just 15% of 
those goals had been achieved and 20% had been dropped 
because they were no longer deemed to be relevant. Between 
them, participants had come up with only eight new goals 
based on original workshop content. 

Chart 1: Goal evolution over the 12 month period following  
the end of a leadership workshop

30

45

60

75

15

0

WIP Ingrained Dropped New

3 months 6 months 12 months

Participants reported dropping goals because:

 f Increasing workloads meant that participants lost focus on 
their learning goals (8 examples)

 f Participants felt they didn’t have the opportunity to apply  
the new skill in their role (5 examples)

 f Participants moved into new roles with new priorities  
(4 examples)

 f Participants experienced new priorities in existing roles  
(3 examples)

People came up with new goals because of changes in role, or 
a change of focus within-role, with several participants naming 
‘networking’ as a new goal as they succeeded in elevating 
themselves from operational responsibilities.

Transfer of learning
Participants named four factors in particular that facilitated 
transfer of learning (figure 5). Emerging and frontline leaders 
often mentioned the support of their line manager, while 
mid-level and senior leaders hardly mentioned their line 
manager at all, instead mentioning interactions with peers 
and colleagues, including those who had attended a different 
leadership program. Participants from all groups called out 
personal motivation as an important factor, and all groups 

except the senior leaders called out the importance of having 
an opportunity to put new skills into practice.

Figure 5: Factors facilitating transfer-of-learning 

ELs FLs MLs SLs Total

Networking with colleagues 6 4 10 10 30

–  In other parts of the 
business

5 1 3 4 13

– Immediate colleagues 1 2 5 2 10

– Program alumni – 1 2 4 7

Line manager support 6 7 1 – 14

Motivation 4 4 2 3 13

Opportunities 4 3 5 – 12

Every group except emerging leaders named workload, 
lack of time and the degree of organisational change as the 
major inhibitors of transfer-of-learning (figure 6). Emerging 
leaders most often named a lack of opportunity to step up 
into leadership roles as the biggest inhibitor of transfer-of-
learning, which they attributed to the degree of downsizing and 
restructuring taking place over the 12 months studied. A lack of 
line manager support was the factor mentioned third most often.

Figure 6: Factors impeding transfer-of-learning – top five responses

ELs FLs MLs SLs Total

Workload & restructuring 2 11 14 6 33

Lack of opportunity 7 2 1 1 11

Lack of line manager support 2 2 2 2 8

Isolated location 3 1 1 – 5

Staff/organisational readiness – 1 1 2 4

Participants were asked specifically in every interview to what 
extent their line managers were supporting their transfer-of-
learning into the work environment. Figure 7 shows 75% of 
participants reported feeling generally supported by their line 
managers three months after completing the workshops, with 
50% saying that their line manager took a detailed interest 
in their development agenda. Frontline and senior leaders 
reported a significant falling off in line manager support 
over the period studied, often a consequence of a change 
in reporting line; some participants had three or four line 
managers over the period studied. 

Figure 7: Percentage of line managers offering supports to 
participants 

3 months 6 months 12 months

General Specific General Specific General Specific

Emerging leaders 
(EL)

78% 33% 88% 38% 75% 38%

Frontline leaders 
(FL)

89% 55% 67% 55% 50% 38%

Mid-level leaders 
(ML)

55% 44% 63% 38% 50% 40%

Senior Leaders (SL) 78% 67% 38% 38% 57% 43%

75% 50% 64% 42% 59% 39%
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In the third interview all participants were asked what aspect of 
the program had been most impactful in retrospect and what 
could have been improved. Figure 8 shows that participants 
most valued the content of the workshop and the opportunity 
to work with colleagues. Figure 9 reflects generally high 
levels of satisfaction with the workshops and a calling to 
provide a structured process for participants to be able to 
continue to engage with the people after the workshop. Many 
participants specifically mentioned bringing the original 
classes back together again while some suggested the same 
outcome might be achieved by connecting people locally 
who had attended programs with similar content. Participants 
highlighted the need to provide something structured given 
how hard most groups found it to self-organize, and the need 
to provide something that enabled face-to-face interaction. 

Figure 8: Most impactful aspects of the program 

ELs FLs MLs SLs Total

Workshop content 5 6 5 2 18

Networking 5 5 1 6 17

Other 2 2 1 1 6

Figure 9: Opportunities for improvement 

ELs FLs MLs SLs Total

Bring cohort together again/
follow-up 3 6 4 5 18

Improve content/structure 1 – 1 2 4

Ensure content relevant to 
individuals 1 – – 1 2

Factor in the company view 1 – – 1 2

Other – 1 1 2 4

Discussion
Ninety-three percent of participants interviewed said they 
thought this leadership program at least partially delivered on 
its purpose, and 95% said that the program had an impact on 
the performance of the business. In the first set of interviews, 
conducted soon after the program was complete, many 
participants attributed the success of the program to the 
workshop design in that it allowed lots of time for dialogue 
and collective meaning-making. When asked nine months later 
what they found most impactful about the program participants 
spoke about the opportunity to network with others and 
relevant workshop content. The overall program appears then 
to have been well constructed with regard to these two aspects 
of leadership program design highlighted earlier.

Participants also had suggestions as to how the program could 
be improved. Most of these suggestions were around bringing 
the original cohort of learners together again, or providing 
an opportunity for alumni of different programs to compare 
notes on how they had progressed and to support each other 
in further learnings. The main area of improvement for this 
particular program therefore appears to lie not in reviewing 
the workshops themselves, but in post-workshop support and 
learning.

This program adopted a common approach to transfer-of 
learning emphasising the role of participants in assuming 

responsibility for their own learning, and the role of line 
managers in supporting the learning of their direct reports. The 
organisation also set up an online portal where participants 
could interact with each other and download further readings 
and other support material. Yet this approach doesn’t appear to 
have been particularly effective in meeting participants’ needs. 
Few of the participants interviewed said that the emphasis on 
personal development planning at the end of workshops was 
particularly useful and only a few participants said that they had 
used the online portal. 

Line manager support was identified as one of the most 
effective means by which to facilitate transfer-of-learning, 
but only half the participants got the support they required, 
a proportion that seems to show up regularly in our research 
around leadership programs (e.g. WhyteCo Research Bulletin 
8, WhyteCo Research Bulletin 16). Where line managers 
didn’t support direct reports this was because they were 
busy, disinterested in the program, or because people’s 
line managers changed, sometimes more than once, so 
that continuity was lost in terms of the narrative around the 
individual’s ongoing learning agenda.

This program may be said then to have aspects of traditional 
OD and aspects of the ‘new’ OD (Werkman, 2010). The 
program’s success may be attributable to the time provided 
during the workshops for participants to make sense of the 
course content together, and to discuss how the content 
of the workshop could be effectively applied in their own 
workplaces. It appears that the program could be further 
improved by extending this opportunity to engage with others 
beyond the end of the workshop(s). Many participants found it 
challenging to stay focussed on their goals in an environment 
of constant ongoing change. Others found that some of their 
goals became obsolete and new goals emerged in response 
to change. The majority of participants said that they would 
have valued the opportunity to engage in further dialogue 
to help them work out how to respond to this change. This 
interpretation is consistent with the new OD and its focus on 
collective sense-making as the focus of intentional change. 
Boyatzis (2008) positions ‘interacting with others’ at the heart of 
his Intentional Change Theory (2008). Tsoukas & Chia (2002), 
Weick, Sutcliffe & Obstfeld (2005), Marshak & Grant (2008), 
Werkman (2010), Stacey (2012) & Lawrence (2014) all advocate 
an approach to change generally that acknowledges the 
constancy and complexity of change and the role of collective 
sense-making in people’s responses to managing that change. 

If we approach leadership development as an ongoing 
process, facilitated by collective sense-making, then we may 
approach the task of program design from a more holistic 
and systemic perspective, with a focus on providing ongoing 
opportunities for people to engage in reflective dialogue 
with significant others. This emphasis on sense-making as a 
social process challenges the notion that learning is essentially 
individualistic, and highlights the limitations of a transfer-of-
learning strategy that places too much emphasis on the role of 
the individual and/or their line manager in supporting learning. 
Gray (2007) differentiates between reflection and critical 
reflection and criticises traditional management education as 
having been overly influenced by individualistic, psychological 
perspectives. Critical reflection, he says, must be a “social 
act of collective empowerment.” He suggests that managers 
themselves place too much emphasis on action versus 
reflection and that most don’t know how to learn; he suggests 
that critical reflection and learning need to be taught. 
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This is consistent with the view of Argyris (1991) and provides 
food for thought in interpreting the comments of many of 
those interviewed in this study who sounded apologetic in 
suggesting that the program could be improved by building 
in more structured opportunities for engaging with others. 
Many saw this as their responsibility and their failing. Indeed, 
many OD practitioners might see ongoing collaboration as 
the responsibility of empowered participants. A problem 
with this approach however, is that it assumes people know 
how to most effectively engage once they get together with 
colleagues. If it is true that managers need to be supported 
in engaging in effective and collective reflection, then this 
suggests the leadership program designer may need to 
take a more proactive and structured approach to providing 
forums for this kind of dialogue. From this perspective what 
participants in this study may have been asking for is not 
ongoing dialogue per se, but expertly facilitated dialogue, as 
they experienced in the workshop itself.

This line of argument brings us back to the observation that 
many authors, and many OD practitioners, look to coaching to 
provide this expertise in providing the opportunity to reflect 
through expertly managed dialogue. Coaching thus emerges 
as a potentially useful means by which to facilitate so called 

transfer-of-learning. But the results of this study encourage 
us to be clear as to what the purpose of that coaching may 
be. Using coaching to support individual transfer-of-learning 
may be the most common way in which coaching is used 
to support transfer-of-learning, but is this the most effective 
way in which to use coaching? The outcomes of this research 
suggest that organizations should also be looking to coaches 
to provide the skills required to support group learning, 
and to support the transference of learning skills across an 
organization.

Approaching leadership development from a complexity 
theory perspective should encourage organizations to build 
longitudinal evaluation strategies into program design, not 
least to progressively enhance their understanding as to 
how such programs really work. Insights gained may further 
highlight the value of structured, well facilitated, ongoing 
dialogue. If it’s true that managers don’t fully appreciate the 
significance of such opportunities in facilitating their own 
learning, then practitioners shouldn’t expect participants to 
straightaway embrace such structures. Building more effective 
leadership development programs may therefore become the 
OD practitioner’s own focus for reflective learning in helping 
organizations to become collectively more capable.

W Coaching Group Pty Limited ABN 37 164 575 311  
Suite 304, 15 Lime St Sydney NSW 2000 | T: +61 2 9299 2077 | E: admin@wcoaching.com.au | wcoaching.com.au

If you, or someone you know, would like to be added to our 
distribution list, please email admin@wcoaching.com.au

Edited by Paul Lawrence and Ann Whyte.  
Contact Paul at paul@ccorgs.com.au

Notes on author
Paul Lawrence is a former member of WhyteCo’s Sydney Guild now known as the W Coaching Group. Paul Lawrence teaches 
coaching at Sydney Business School (University of Wollongong) and is Director of the Centre for Coaching in Organisations (CCO).

References
Argyris, C. (1991), Teaching Smart People How to Learn, Harvard Business 
Review, 69(3), pp. 99-109
Armson, G. & Whiteley, A. (2010) Employees’ and managers’ accounts of 
interactive workplace learning. A grounded theory of “complex integrative 
learning”, The Journal of Workplace Learning, 22(7), pp. 298-313
Arthur, W., Bennett, W., Edens, P.S. & Bell, S.T. (2003), Effectiveness of 
Training in Organizations: A Meta-Analysis of Design and Evaluation 
Features, Journal of Applied Psychology, 88(2), pp. 234–245
Atkins, P. W. B. (2006). Why it takes time to become wise: Conscious 
and unconscious developmental processes. Paper presented at the 
2nd Meaning Making in Organizations Symposium: Managing Paradox, 
Washington DC. September 11-12
Brock, S.E. (2010), Measuring the Importance of Precursor Steps to 
Transformative Learning, Adult Education Quarterly, 60(2), pp.122–142
Cromwell, S. & Kolb, J. (2004), An examination of work-environment 
support factors affecting transfer of supervisory skills training to the work 
place, Human Resource Development Quarterly, 15(4), pp. 449-71
Deci, E.L. & Ryan, R.M. (2000), The “What” and “Why” of Goal Pursuits: 
Human Needs and the Self-Determination of Behavior, Psychological 
Inquiry, 11 (4), pp. 227–268
De Meuse, K.P., Dai, G. & Hallenbeck, G.S. (2010), Learning Agility: A 
Construct Whose Time Has Come, Consulting Psychology Journal: Practice 
and Research, 62(2), pp. 119–130
Gray, D.E (2007), Facilitating Management Learning. Developing Critical 
Reflection Through Reflective Tools, Management Learning, 38(5), pp. 
495–517
Gurdjian, P., Halbeisen, T. & Lane, K. (2014), Why leadership-development 
programs fail, McKinsey Quarterly, January 2014, mckinsey.com.

Kolb, D. (1984), Experiential Learning: Experience as the Source of 
Learning and Development, Prentice-Hall, Englewood Cliffs, NJ.
Ladyshewsky, R.K. (2007) A strategic approach for integrating theory 
to practice in leadership development, Leadership & Organization 
Development Journal, 28 (5), pp. 426-443
Lawrence, P. (2014), Leading Change: How successful leaders 
approach change management. Kogan Page, London 
Leonard, D. & Swap, W. (2004), Deep Smarts, Harvard Business Review, 
82(9), pp. 88-97
Marshak, R.M & Grant, D (2008) Organizational Discourse and New 
Organization Development Practices, British Journal of Management, 
19, pp S7–S19 
Paglis, L.L. (2013), A Review of Managerial Skills Training in the 
Classroom, Journal of Management Education, 37(4), pp. 472–498
Stacey, R. (2012), Tools and Techniques of Leadership and 
Management. Meeting the challenge of complexity. Routledge, 
London and New York.
Tsoukas, H & Chia, R (2002) On Organizational Becoming, Organization 
Science, 13(5), pp 567-582
Weick, K.E, Sutcliffe, K.M & Obstfeld, D (2005). Organizing and the 
Process of Sensemaking. Organization Science, 16(4), pp 409-421. 
Werkman, R. (2010), Reinventing Organization Development: How a 
Sensemaking Perspective Can Enrich OD Theories and Interventions, 
Journal of Change Management, 10(4), pp. 421-438
WhyteCo Research Bulletin 8 (2012), The Role of Coaching in a 
Leadership Development Program 
WhyteCo Research Bulletin 16 (2014), How to Build a Coaching Culture


