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Executive Summary

This article addresses the integration of leadership training into core HR functions, arguing that it is no
longer a discrete initiative but a structural component of succession planning, performance management,
talent development, and retention strategy. The author, identified as a senior trainer at a commercial
leadership training provider, contends that organizations treating leadership development as continuous
and measurable outperform those relying on one-off workshops. Key evidence cited includes Gallup
research attributing approximately 70% of team engagement variance to managers, Wharton School data
indicating 60% of new managers receive no formal training, and PwC Global CEO Survey findings that
56% of organizations report no measurable Al return on investment. The article presents a four-step HR
framework — Assess, Develop, Apply, Measure — and a comparative table contrasting traditional
management development with modern leadership training. It concludes that HR functions treating
leadership capability as a continuously assessed, applied, and measured system are positioned to lead
through 2036, particularly as Al adoption places greater demands on managerial translation and change
management skills.

Key Insights

1. Gallup research cited in the article attributes approximately 70% of team engagement variance to
managers, framing manager capability as a strategic KPI rather than a soft skill.

2. The article reports a shift in HR priority focus: recruiting was the top concern for 43% of HR
professionals in 2024, but by 2025, leadership and manager development became the top priority for
41% of HR professionals.

3. Al adoption challenges are linked to leadership gaps — PwC data cited indicates 56% of
organizations have seen no measurable revenue or cost benefit from Al spending, with leadership
capability positioned as a key differentiator between laggards and the 12% 'vanguard' pulling ahead.

Practical Takeaways

* The article proposes tracking HR metrics such as bench strength, internal promotion rate, leadership
readiness index, and employee Net Promoter Score as indicators of leadership program effectiveness
beyond course completion data.

* The article outlines a four-phase development cycle — Assess (using 360-degree feedback and
engagement data), Develop (blended formats), Apply (real-situation practice), and Measure
(outcome-based KPIs) — as an operational structure for HR-led leadership programs.


https://news.google.com/rss/articles/CBMikAFBVV95cUxQcktLdFFVa3NfaHhsTDE1aklPRlFrTXBsd0E2Mjcydkh5TmFMSEc0eXZjdGZ1bnFJR2lsQzhoZzZMS2dJbEZFVUhnSk9yODhZUUYwR3lfaTE2Wi1BNzNDcHlqTDhzZ1FxREhlXzFGZUdib0pNUlIteUtGSmIwSXpFSW1Ed0p4dE8tSnNGRC0yTzg?oc=5

Frameworks Mentioned

360-Degree Review — Cited as the recommended starting point in the Assess phase of the HR
leadership development cycle, used to identify individual manager gaps rather than applying uniform
training.

Critical Analysis

Strengths: The article draws on recognizable external sources — Gallup, Wharton School, PwC Global
CEO Survey, and LinkedIn Talent research — lending partial credibility to its central claims. The
comparative table between traditional management development and modern leadership training provides
a clear structural contrast. The four-step framework is coherent and actionable. Limitations: The article is
authored by a senior trainer at Edoxi, the commercial training provider whose leadership courses are
promoted in the body text, creating a direct conflict of interest that is not disclosed until the author
biography. No methodology is provided for several statistics cited (e.g., 61% burnout on stretched teams
vs. 18% on well-managed ones; 86% of organizations lacking talent velocity), and no citations are linked or
footnoted. The article presents 2025-2026 HR priority shift data without identifying the source survey. The
forward-looking claims about trends through 2036 are speculative and unsourced. The framing
consistently favors continuous external training investment, which aligns with the author's commercial
interests. Overall, the article functions more as a thought-leadership marketing piece than independent
research.

Organizational Practice

The article describes HR organizations embedding leadership training across succession planning,
performance management, L&D, workforce planning, and employer brand functions. Practices described
include structured talent reviews, internal promotion pipelines, competency-based coaching programs,
blended learning formats combining workshops and microlearning, and use of engagement and retention
metrics to evaluate leadership program outcomes. The author references their own delivery of leadership
training to organizations including Dubai Health Authority, Emirates Airlines, DP World, and Dubai
International Hotel.

Strategic Implications

The article reflects a documented shift in HR priority from recruiting to leadership development between
2024 and 2025, suggesting that organizations are repositioning manager capability as a core infrastructure
investment rather than a training expense. The linkage drawn between leadership quality and Al adoption
outcomes points to an emerging expectation that managerial competence will be evaluated partly on its
contribution to technology integration. The metrics proposed — bench strength, internal promotion rate,
leadership readiness index — indicate a trend toward quantifying leadership pipeline health in business
terms, potentially elevating L&D functions within HR governance structures.
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