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OF LEADERSHIP 
DEVELOPMENT EFFORTS

EMOTIONAL INTELLIGENCE AND LEADERSHIP DEVELOPMENT

I’d like to open this article by posing 
some questions for you, the reader, 
to reflect upon: 

•	Do you believe that there is enough 	
	 focus on leadership development 		
	 within organizations?

•	Can we improve current leadership 	
	 development efforts? 

•	Does leadership development 		
	 training provide a worthwhile return 	
	 of investment? 
 
These questions (and others) were 
examined by Multi-Health Systems 
Inc. and the Human Capital Institute. 
Between April and May 2013, 
leadership development efforts 
were examined using a survey 
involving 784 respondents from 
over 500 organizations worldwide. 
In this series, we will present (and 

elaborate on) the key findings from 
this survey.

If you answered “yes” to any of the 
questions above: This series can 
help you create a stronger business 
case for leadership coaching and 
development. 

Our report reveals the 
following: 
•	Most organizations use at least  
	 one type of leadership development  
	 training method, suggesting that  
	 the importance of developing strong  
	 leaders is well-accepted. 

•	Organizations who spend a  
	 considerable amount of their training  
	 and development budget (31% or 		
	 more) on leadership development  
	 are 12% more likely to report 		
	 positive revenue growth. 

Figure 1. How 
current leadership 
development efforts 
are perceived in 
organizations today.
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•	Unfortunately, many organizations 		
	 spend 10% or less of their training  
	 and development budget on 		
	 leadership development. 

•	Many employees are dissatisfied  
	 with current organizational efforts 		
	 towards leadership development  
	 (Figure 1). 
 
These findings suggest that there are 
many opportunities to improve, or 
incorporate, leadership development 
training efforts within various 
organizations. 
 
To address why this dissatisfaction 
exists, we asked which training 
methods are used most frequently 
(Figure 2), and which methods are 
deemed to be effective (Figure 3).  
Our findings suggest that the 
most commonly used leadership 
development methods are rated 
among the least effective. 
 
Workshops and classroom training 
are two of the most frequently used 
leadership training methods. Cromwell 
and Kolb (2004) suggested that as 
little as 15% of classroom training 
efforts leads to sustained behavioural 
change within the workplace. How 
does one differentiate his/her services 
from what happens in a classroom 
setting? As Drew Bird mentioned in 
his 2013 Choice Expert Series, the 
answer may lie in a coaching plan 
which supports a cycle of increasing 
awareness, defining strategies 
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and evaluating outcomes in a very 
personalized relationship. 
 
Ultimately, the most effective 
leadership development methods 
are not used regularly. Why does this 
disconnect between frequency and 

Figure 2. Leadership 
development methods 
most commonly used 
within organizations.

Figure 3. Percentage 
of HR managers who 
find each method to 
be “effective” or “very 
effective”.
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Impact of Emotional Intelligence on 
Leadership Development
The argument that Emotional Intelligence is a critical component of eff ective 

leadership is an intuitive and persuasive one. Executives who possess higher levels 

of specifi c EI attributes (empathy, self-regard, reality testing and problem solving) 

were more likely to yield higher profi t earnings.9 As Bill George succinctly put it, 

“I have never seen leaders fail for lack of raw intelligence, but have observed […] 

more than a hundred who have failed for lack of […] Emotional Intelligence.”10

But does individual leadership eff ectiveness translate to an organization’s bottom 

line, and if so, how? Following the work of others,11 we hypothesized that a	leader’s	

Emotional	Intelligence	impacts	workplace	norms	and	plays	a	part	in	creating	a	

high-performance	culture,	which	impacts	an	organization’s	fi	nancial	performance 

(see Fig. 9).
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Fig. 8: Eff ectiveness of 
Leadership Development 

Methods
Refer back to Fig. 3 on page 9 

to compare eff ectiveness versus 

use of Leadership Development 

methods.

Figure 8 illustrates the percentage of HR managers who fi nd each method to be “eff ective” or “very 

eff ective.”

“Emotional Intelligence is 
absolutely not a passing 
fad. No matter what 
leadership model you are 
looking at or using, we 
see that EI competencies 
improve the bottom-line. 
Energy and emotions are 
contagious, and there is 
a body of science that 
demonstrates that. CEOs 
often come in with their 
arms folded and have to 
learn that understanding 
and applying emotions 
is a critical—and often 
lacking—skill.”

—BoB Anderson, CEO, 
1Hero Sports
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After understanding the diff erent levels of investment in and satisfaction with 

leadership development outlined above, we further examined what approaches 

to leadership development are most commonly used. Our data fi nd that more 

than 3 out of 4 organizations employ at least one type of leadership development 

method, suggesting that there is widespread knowledge about the importance 

of developing strong leaders through a variety of learning techniques. The most 

commonly used approaches are workshops, cross-functional meetings or projects, 

and classroom training. Most promising is that more than one-third (37%) of 

surveyed organizations use Emotional Intelligence assessments to help inform their 

leadership development programs (see Fig. 3).

As the role Emotional Intelligence plays in eff ective leadership continues to grow, 

organizations would be wise to further shift their leadership development dollars in 

a way that supports this trend. Dr. Margareta Sjölund of Kandidata Asia remarked 

on the global presence and growth of EI. “I have seen and worked with Emotional 

Intelligence across three continents and more than 15 countries, and to that end, I 

have witnessed how fundamental it is to eff ective leadership, and the larger role it 

continues to play in the success of organizations.”

“People fl ock to 
organizations with 
emotionally intelligent work 
environments. We have 
witnessed these kind of 
companies grow and move 
forward—even in times 
of struggle. By contrast, 
it’s a risky proposition to 
disregard the impact of 
Emotional Intelligence. 
Organizations that do 
not invest in EI are going 
to deteriorate over time. 
They are going to lose 
the talent they have. They 
are not going to be able 
to attract or retain the 
talent they need, and they 
are no longer going to be 
organizations of the future.” 

—Dr. SteVen Stein, Chief 
EXecutiVe Officer, MHS

Fig. 3: Use of Leadership 
Development Methods
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Figure 3 outlines what types of leadership development methods are most commonly used within 

organizations.
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effectiveness exist? Is there a way to 
make leadership development efforts 
more fruitful, using widely available 
and inexpensive toolsets?

Part Two of this series will examine 
challenges and disconnects in 

leadership development, while Part 
Three will elaborate on the return 
of investment from leadership 
development. Part Four will delve 
into one of the most effective 
methods of leadership development: 
Emotional Intelligence assessments.


