
Finally, we sought to examine executives’ perceptions regarding the amount of time organizational leaders 
spend on leadership development. We found that senior executives are believed to spend less than 25 percent of their 
time on leadership development activities. Moreover, this perception holds true even for positions typically associated 
leadership development (i.e., more than half of executives whose firms have a Chief Learning Officer and more than 
40% of executives whose firms have a Head of Leader Development indicated that no more than 25 percent of that 
individual’s time was spent on leadership development). However, executives indicating that their CEO, CLO or Head 
of Leader Development spent more time doing leadership development activities were more likely to report higher firm 
performance (either higher profits, revenues or both) in the current fiscal year relative to the previous one. 

 
In difficult times, organizations should not ignore the positive effect that a leader’s behaviors can have on 

organizational performance. In these situations, people turn to their leaders to inspire them to reach for higher goals, 
and aspiring to higher goals, in turn, improves organizational performance. Employees also look toward leaders to 
model ethical behaviors that promote the long-term welfare of the organization. While these leader behaviors appear to 
be critical influences on organizational performance, our research also found that firms seem to be inadequately 
emphasizing programs that could enhance this positive leader effect and even senior executives tasked with leadership 
development are often not believed to be doing so. Thus, focusing leadership development activities on behaviors that 
promote higher aspirations among employees and that emphasize accepting responsibility for the whole organization, 
its mission and constituencies are specific actions that organizations can take with regard to leader development that 
can improve performance in these trying times.  

 
Full results from the Duke Executive Leadership Survey can be found on Fuqua/Coach K Center on Leadership 

& Ethics Web site at www.leadershipandethics.org.  
* * * * * * * * 

 
 
Table 1 – Executive Evaluation of Program Effectiveness in Developing Effective Leaders 
 

 

 
Responses were on the following scale: 1=Poor, 2=Marginal, 3=Fair, 4=Good, 5=Very Good, 6=Exceptional. Respondents also 
had the option to indicate Not Applicable / Could Not Evaluate. 
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