o /)
PEOPLEWIZ

www.peoplewizconsulting.com CONSULTING

"The Capital
Competency Framework
for an Al-Driven World

Why the next generation of leaders will be built at the
intersection of human insight and machine intelligence.

Pune | Bengaluru | Singapore



Table of content

Introduction — The Leadership Equation Has Changed

The Emergence of the Capital Competency Framework (CCF)

New-Age Competencies: What Traditional Models Miss

The Ideal Leader: An Example

Applying the Capital Competency Framework in Practice

The Role of Assessments in Bringing CCF to Life

Applications Across the Talent Lifecycle

Conclusion - Building the Leaders of Tomorrow

The Capital Competency Framework

Page 2

Page 6

Page 8

Page 9

Page 13

Page 16

Page 17

Page 18



Introduction

The Leadership
Equation Has
Changed
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The question is no longer,

“Do you have the skills?” but “Can you adapt,
influence, and inspire in uncertainty?”

Artificial Intelligence is now the new ally in X
answering that question.



Why
Competencies
Matter in
_eadership and
Organizational
success

The Capital Competency Framework

Competencies are not just skills. They are the
integrated set of knowledge, behaviors, and
attitudes applied in context.

For example:
® A negotiation skill is technical.

e A competency in stakeholder influence blends
negotiation with empathy, cultural awareness,
and long-term relationship building.



The Capital Competency Framework

Competency
frameworks
create a shared
language for:

Performance
Feedback
Ensuring conversations

are objective, structured,
and growth-oriented.

Leadership
Development

Defining a roadmap

for growth from individual
contributor to enterprise
leader.

Succession
Planning

Making sure the
right people are ready

for the right roles
at the right time.

In high-growth environments,

where roles evolve faster than job
descriptions, future-ready competencies
(like systems thinking, adaptability, and
inclusive leadership) become the compass
for both individuals and organizations.
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The Capital Competency Framework

We designed 125+ Capital Competency Frameworks (CCF)
as the answer to tackle one of the most integral, nuanced, and
complex parts of leadership development model to make it
practical and applicable in real-time:

* Balances tangible abilities (execution, strategic
decision-making, business acumen) with intangible traits

. . (self-awareness, resilience, relationship-building).
Over years of consulting with

fast-growth companies, PeopleWiz
noticed a recurring leadership challenge:
Leaders needed to manage beyond their
own function, influence without authority, , , o _
and make high-stakes decisions in oot s ceveprment bt o o
capital-intensive, high-pressure contexts. between identifying potential and unlocking it.

* Provides five levels of progression for each competency,
from “Awareness” to “Expert,” with clear behavioral indicators.

* Applies across industries, but remains deeply customizable
to an organization’s unique strategy and context.
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The Capital Competency Framework
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Paradoxical Thinking:

Ability to look at situations from different, often
contradictory angles rather than one perspective.

Example: Driving aggressive sales growth while
championing sustainability targets.

@‘ Prototyping Skills:
Ability to understand that prototyping is an iterative
process. Demonstrates the capacity to rework and

N A modify it according to user feedback.
ew - g e Example: A leader who pilots a new service model
in one region before scaling nationally.

{?ﬁ: Learning Through Networks:
What Traditional Models Miss Ability to develop and maintain connections with people

Many frameworks still overemphasize technical for knowledge exc.hange. ) ) ) )
skills and generic communication abilities. Example: Leveraging peers in other industries to bring

Our research surfaced often-overlooked fresh problem-solving methods into the company
competencies that define tomorrow’s leaders:

These are not “nice-to-have” traits—they are the edge
leaders need to navigate uncertainty and inspire innovation.
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The |deal Leader:

An ideal leader is not simply a high performer—they are a force multiplier
who enables individuals, teams, and the organization to thrive.
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The Capital Competency
Framework (CCF) defines a
well-rounded leader as one
who excels across all three
core dimensions:

The Capital Competency Framework

Steering
Self

Leading
Others

Managing Business

* Steering Self (self-leadership and personal mastery)
* Leading Others (people leadership and relational capability)
* Managing Business (strategic, operational,

and commercial acumen)

Within these dimensions, certain competencies are considered
non-negotiable or "must-have" —they are critical to success,
regardless of industry, function, or leadership level.




The Capital Competency Framework

To promote clarity, consistency, and development focus, each competency in the
Capital Competency Framework (CCF) is mapped across five progressive levels:

Capital Competency Framework (CCF) is mapped Across Five Progressive Levels

Elementary Expertise
Basic functioning Strategic application
with supervision and role-modeling

' ?

. . .

Beginner Advanced Mastery
Awareness and Independent and Visionary thinking and
initial application consistent performance enterprise-wide influence

Each level includes behavioral indicators—concrete,
observable actions that signal whether an individual has attained a given level of competency.
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Self Awareness

Strategic
Thinking

Sample Indicators for Each Level

The Capital Competency Framework

Competency and Their Proficiency Indicators

The ability to
understand one's
own desires,
thought patterns,
ambitions,
strengths as well
as limitations, and
to manage self
behavior,

Ability to align self
as well as direct
others towards a
common vision
and shared values.

Understands own
likes and dislikes,
as well as tasks
they can easily
execute.

Aware of the
company values
and vision and
how their work
contributes to the
same.

Articulates and
describes own
personality,
ambitions. and
strengths with
ease.

Analyzes and
aligns own work
and contribution
in light of
organizational
values and vision

Leverages own
strengths and
works on
improvement
areas to achieve

goals.

Identifies and
corrects any
deviations in the
behaviour of
others to ensure
alignment with
organizational
vision and values

understandlng of
self to set goals,
take decisions,
and have
effective
interactions with
others,

Enables others to
understand
values and vision
and helps them
coach others,

cmﬁdence that
comes with self-
awareness,
nuanced
understanding of
the subjects, &
innovative approach
that helps them
stay focused & feel
secure in times of
adversity &
ambiguity.

meaningful
Deeply understands
this connection



The Capital Competency Framework

01 Align Leadership
with Strategy
02 Build Targeted Learning &
Development Pathways
03 Enable Fair and Objective
Succession Planning
: Strengthen Culture and

Capital Competency
Framework |n PraCtICe Accelerate Talent Mobility

and Team Formation

A competency framework is only as valuable
as the impact it drives.

The Capital Competency Framework (CCF) is
designed to be more than a reference document
—it's a strategic enabler for organizations to shape
leadership, drive culture, and deliver business results.
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01 Align Leadership
with Strategy

Every organization's strategic priorities require a
unique leadership DNA. CCF helps map
competencies to business goals, ensuring leaders
have the capabilities to deliver on them.

Example: A company shifting from domestic
markets to global expansion can use CCF to
emphasize competencies like cross-cultural agility
and global stakeholder management in its
leadership development plans.

03 Enable Fair and Objective
Succession Planning

Succession planning often suffers from bias and
over-reliance on past performance.

CCF offers clear, observable behaviors that make
talent conversations objective and evidence-
based, ensuring the right people are ready for the
right roles.

The Capital Competency Framework

02 Build Targeted Learning &
Development Pathways

Training investments are most effective when they
address real, measured gaps. By mapping each
leader's current level in CCF's five-tier progression,
organizations can design personalized learning
journeys instead of generic programs.

Example: Two managers may both need to improve
“Strategic Thinking,” but one may require
foundational scenario-planning workshops, while
another needs advanced market-simulation labs.

04 Strengthen Culture and
Engagement

Competencies are not just for evaluation
—they are culture-shaping tools.

By embedding CCF into performance reviews,
coaching conversations, and leadership rituals,
organizations send a clear signal about what
leadership behaviors are valued.
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05 Accelerate Talent Mobility
and Team Formation

In fast-changing environments, the ability to
redeploy talent quickly is a competitive advantage.
CCF highlights transferable competencies —skills
and traits that allow leaders to step into new roles
or lead cross-functional teams without a steep
learning curve.

In essence, CCF turns leadership development
from an isolated HR activity into an ongoing,
organization-wide capability-building system.

The Capital Competency Framework

It answers three critical questions
for any organization:

What leadership do we need?
Where are we today?
How do we close tf
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The Role of Assessments
N Bringing CCF to Life

A framework becomes truly powerful when paired with * Cost and time-intensive
robust assessment methods that measure where leaders « Scali hall hi
stand today and where they need to grow. caling challenges across geographies

* Inconsistent scoring due to human bias or fatigue
Traditional assessment centers offer context-rich
simulations and nuanced human judgment, but they
also have limitations: This is where Al-enabled tools enter as accelerators.




Applications
ACross the
Talent
Lifecycle

When integrated with Al-driven tools,
CCF can fuel every stage of leadership and
talent development:

Use Case

Individual Development
Plans (IDPs)

Coaching & Mentoring

Succession Planning

The Capital Competency Framework

How Competency Data Helps

Pinpoints specific gaps;
leaders get targeted growth actions.

Training budgets go to the real skill
gaps, not assumed ones.

Coaches tailor sessions to actual
behavioral patterns.

Objectively matches future roles
with readiness levels.
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Conclusion -
Building the Leaders
of Tomorrow

Al is not here to replace the art of leadership » Scale without losing depth
assessment—it's here to amplify it. » Fairness without losing nuance

The Capital Competency Framework, paired with Al- * Insight without losing humanity

powered platforms like ApriCOT, is not just a

) 4 - In an era where leadership is the ultimate competitive advantage,
tool—it's a leadership ecosystem that delivers: R v P 9

the organizations that will win are those that invest deliberately,
measure intelligently, and develop relentlessly.
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www.peoplewizconsulting.com
info@peoplewizconsulting.com

+91 9158999264

Follow us on: @ @ SUBSCRIBE ()

If you'd like to design a
personalized competency
framework for your organization to
identify leadership with a tailored
skillset, we can make that happen!
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