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Executive Summary 
 

 

The speed of innovation in digital technology is moving faster than our human ability to adapt 
and use it well. Deloitte’s Human Capital Trends Report for 2017 showed how our digital experience 
at work is even further behind the digital experience in our social lives. 
 
Just as Uber, Airbnb and Netflix stand out as disruptors who worked out how to use digital to create 
greater value for customers than incumbent companies, we expect pioneers in the field of leadership 
development to successfully harness technology and disrupt the way leaders learn and develop. 
 
We interviewed 12 forward-thinking heads of executive and leadership development to discover 
what is currently happening. We combined those insights with international good practice to 
provide practical guidance for companies who want to accelerate the use of digital learning 
technologies in leadership development. 
 
Significantly, innovative practices are not being driven by a digital learning strategy. They are 
being driven by the principle that leadership development exists to enable the execution of corporate 
strategy. What appear like local and ad hoc uses of digital technology, are chosen because they are a 
pragmatic, relevant and tactical way to improve the effectiveness of different leadership programmes. 
 
In some companies, the use of digital learning technology is held back by a historic reputation 
of the LMS as a dispenser of low quality, mandatory training, the availability of better learning 
resources on the internet and a cautious view that knowledge alone does not make learning happen. 
 
But the advantage of integrating the LMS with talent and performance management systems has 
made it easier to identify leadership capability gaps and target development solutions to close them. 
 
That said, the days of the LMS as the corporate focal point for learning could be numbered. The 
proliferation of curated knowledge services, with improvement algorithms that continuously hone what 
they offer to personal learning and performance needs, makes ‘learning at the point of value creation’ 
our next horizon. And this will disrupt the general assumption that ‘leaders need to go on a 
course’.  
 
Instead, ‘learning needs to go to leaders’ and collaborative robots enabled by artificial intelligence 
are already making that happen. And this includes emotionally sensitive AI coaches, like Woebot, 
guaranteed to take the human inconsistencies out of effective coaching. 
 
As digital automation takes on more managerial work, the work leaders do and the capabilities they 
need will change. We see a leadership shift from individual toolkit to collaborative mindset. Digital 
innovation is enabling and challenging leaders to ‘stand back, step up, see more and do more 
good’ by using a new generation of human meta-cognitive and meta-affective capabilities. As 
leadership specialists, our role is to assist in defining and then developing this new human capital. 
 
We are already seeing the desire for a collaborative leadership mindset in leaders themselves. Given 
the opportunity, they prefer face-to-face learning, provided those taking part and facilitating have 
something valuable and relevant to share. And now social media can augment and enhance it with 
collaborative learning platforms like Workplace from Facebook, Slack and Microsoft Teams. 
 
Through this research, we identified seven guidelines for leadership specialists to use as they 
lead and advise their companies in using digital technologies to enhance executive and leadership 
development. And via this report, we want to share these guidelines with the wider leadership 
development community. 
 
With learning at the point of value creation, emotionally sensitive collaborative robots and the 
emergence of new human meta-cognitive and meta-affective capabilities, there can be little doubt 
that the conventional practice of leadership development will change. How far and how well is 
down to us. For leadership specialists, it is our turn to lead. 


