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The Gap That Training Doesn't Close 

Organizations have never invested more in leadership development. U.S. companies alone spend 
approximately $166 billion annually on developing their leaders — nearly half of estimated global 
investment (Quarterdeck, 2024). Leadership development consistently ranks among the top human 
capital priorities for executives worldwide. 

The investment is substantial. The results are not keeping pace. 

Only 11% of more than 500 executives surveyed by McKinsey strongly agreed that their 
leadership development interventions achieve and sustain the desired results. In the 
same research, only 7% of CEOs reported that their companies are building effective 
global leaders. (McKinsey & Company) 

These are not fringe findings. They reflect a pattern that practitioners in the field recognize 
immediately: organizations are spending at scale on capability development, and the gap between 
capable leaders and consistent leadership performance persists. 

Not a gap in what leaders know. A gap in what they do — consistently, under pressure, when it 
matters most. 

The leader who understands emotional intelligence and still reacts. The leader who knows exactly 
what conversation needs to happen and still avoids it. The leader who can articulate what good 
delegation looks like and still holds onto everything. 

The gap between capability and performance is real, well-documented, and not primarily a 
knowledge problem. 

What Actually Determines Performance 

When a capable leader consistently underperforms, the gap is rarely explained by what they know. It 
is explained by what is happening in the space between knowing and doing. 

Several factors operate in that space. 

 

External Factors 

The quality of relationships — with peers, direct reports, and senior leaders — determines what is 
psychologically available in any given interaction. Organizational conditions — culture, structure, 
clarity of roles, the degree of psychological safety in the environment — either support or constrain 
effective leadership behavior. These factors are real and consequential. No approach to leadership 
development that ignores them is complete. 

 

Internal Factors 

Internal factors determine whether a leader's capability shows up in behavior — especially under 
pressure, in the moments that count. 



Beliefs about themselves, others, and what is possible shape what leaders attempt before they 
consciously choose anything. A leader who believes that asking for help signals weakness will 
not delegate effectively regardless of what they have learned about delegation. 

Thoughts in the moment organize attention. The mental chatter that arises in a difficult 
conversation — What will they think of me? What if this goes badly? — is not a skill deficit. It is 
a thinking pattern that determines what is perceived and what is said. 

Feelings and emotions determine what is accessible. A leader who becomes flooded with 
anxiety in conflict will not access their capability for navigating it. The capability is present. The 
emotional state makes it unavailable. 

Actions — the habitual, automatic responses that emerge under pressure — tend to reflect not 
what has been learned but what has been rehearsed at a deeper level. Behavior under pressure 
regresses toward the habitual. 

 

These internal elements — beliefs, thoughts, feelings, emotions, and actions — are the real territory 
between capability and performance. They determine whether a leader's knowledge shows up when 
the stakes are highest. 

Leadership development has addressed these elements individually, sequentially, one at a time. A 
communication framework here. An emotional regulation technique there. A mindset reframe. A 
behavioral practice. These approaches have value. But they are working downstream from something 
they rarely address directly. 

83% of organizations recognize the importance of developing leaders at every level of 
the organization. Only 5% have successfully implemented leadership development across 
the board. (Zippia, 2024) The gap between intent and result is not a resource problem. It 
is a design problem — one rooted in where in the system the intervention is aimed. 

Identity: The Organizing Structure 

Identity is not one more element in the chain from capability to performance. It is the organizing 
structure through which leaders interpret themselves, other people, and the situations they 
encounter — and through which beliefs, thoughts, feelings, emotions, and actions are organized. 

Decades of research in psychology and organizational behavior have established a consistent finding: 
human behavior is not primarily organized by knowledge, intent, or even skill. It is organized by 
identity — by the internalized meanings a person holds about who they are in a given role and 
context (Stryker & Burke, 2000). Identity functions as the interpretive filter through which situations 
are perceived, threats are assessed, and actions are selected — most of the time, beneath conscious 
awareness. 

William James, in his foundational work on the self (1890), distinguished between two dimensions of 
identity: the self as known — the accumulated understanding a person holds about who they are — 
and the self as knower — the active, ongoing process of making meaning from experience. Identity is 
not a fixed trait. It is a living structure that both shapes experience and is shaped by it. 



Applied to leadership, a leader's identity — their operating understanding of who they are, what they 
stand for, and what kind of leader they are being — continuously organizes how they interpret 
experience. That interpretation shapes the beliefs they hold, the thoughts that capture their 
attention, the emotions they experience, and the actions that feel natural or threatening. Identity sits 
upstream of these elements. Change the organizing structure, and the downstream patterns 
reorganize. 

Consider what shifts when identity shifts: 

A leader who has understood themselves as someone who needs to have the answers begins to 
understand themselves as someone whose leadership creates the conditions for others to find 
answers. That identity shift does not simply change a behavior. It changes what they notice in a room. 
It changes how they interpret silence. It changes what feels natural to say. It changes which actions 
are available without effort and which feel threatening. The beliefs, thoughts, feelings, and behavioral 
tendencies that flow from that new identity reorganize themselves — not because each was targeted 
individually, but because the structure that generates them has changed. 

This is the leverage of working at the identity level. It reorganizes the source, not just the outputs. 

Why Evók Works at the Identity Level 

Evók's approach begins with identity not as a philosophical position but as a practical strategy — one 
grounded in how change works in human beings. Every complex system has points of leverage. When 
identity is the intervention point, leaders do not simply think differently or behave differently. They 
begin interpreting situations differently. That shift reorganizes downstream beliefs, thoughts, 
emotions, actions, and ultimately performance. 

This produces three specific advantages over approaches that target those elements individually. 

 

Deep.  Identity-level work changes the organizing structure, not a single output of that 
structure. When a leader's understanding of who they are shifts, the shift permeates 
their perception, their interpretation, their emotional responses, and their behavioral 
tendencies simultaneously. This is categorically different from changing a habit or 
acquiring a technique. It is a change in the ground from which behavior arises. 

Fast.  Working at the identity level is efficient because it is upstream. Targeting a belief, a 
thought pattern, an emotional response, or a behavior one at a time is slow — each is a 
separate intervention on a separate output of the same underlying structure. Addressing 
identity addresses the source. The downstream elements reorganize as a consequence, 
without each requiring its own intervention. 

Sustainable.  Identity-level change does not depend on remembering a technique, 
sustaining willpower, or applying a framework under pressure. It reorganizes what feels 
natural. A leader who has shifted at the identity level does not need to remind 
themselves to behave differently. The new behavior is an expression of who they now 
understand themselves to be. That is why the change holds — in high-pressure 
situations, in novel contexts, over time. 



 

The leadership gap most organizations are experiencing is not primarily a capability gap. It is a gap in 
the organizing structure that determines what leaders actually bring forward when it matters most. 

That organizing structure is identity. 

That is what Evók develops. 

 
 

 

 

Not just how you lead. Who you are. 
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