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THE MANAGERIAL SELECTION MISFIRE

We promote for technical mastery, but leadership success depends on the capacity to develop others.
This disconnect costs organizations their greatest source of competitive advantage: human capital.
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IMPACT ON TEAM
ENGAGEMENT

o

How often
organizations
promote the right
person into
management.

1in10

Individuals who
possess the natural
talent for management

The variance in team
engagement scores
driven solely by
manager quality.
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THE CAPABILITY PARADIGM SHIFT

DIMENSION TRADITIONAL LEADERSHIP GROWTH-CENTERED LEADERSHIP

Scarcity <> Abundance (effectiveness
(protects expertise) NG relies on team elevation)

MINDSET

PRIMARY Operational Execution Capability Development
OUTPUT & Decision-Making & Career Readiness

Deliberate capability
diagnosis & progressive
challenge

One-size-fits-all

HAIB AL delegation

RESPONSE Assign blame & Extract learning & adjust
TO ERROR tighten control support parameters
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The Financial & Operational Output of Growth

100-150%

Retention Economics

Replacement cost avoided
when learning cultures
reduce turnover by 30-50%.

&

3.1x

Engagement Multiplier

Increased likelihood of
engagement when employees
have opportunities to grow.

8

N
20-25%
Productivity Boost

Average productivity
improvement from
comprehensive
developmental leadership.
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| +50% & +27%

Financial Premium

Increase in revenue growth
and profit margins for top-
quartile leadership cultures
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THE FIVE COMPONENTS OF THE GROWTH ENGINE

1. The Feedback Loop 3. Deliberate Delegation 5. Milestone Recognition

Continuous, actionable insights for course correction. Strategic task assignment with full ownership. Celebrating progress and achievements.
Real-time performance calibration. Empowerment to make decisions and learn. Reinforcing positive behaviors and outcomes.

2. Psychological Safety 3. Deliberate Delegation b ' 4. Capability Mapping

Foundation of trust enabling risk-taking. Strategic task assignment with full ownership. Visuarating progress and achievements.
Open communication without fear of retribution. Empowerment to make decisions and learn. Reinforcing positive behaviors and outcomes.
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Component 1: The Feed-Forward Loop

Developmental feedback balances affirmation with growth direction,
treating mistakes as data rather than character flaws.

i
\
|

1. Real-time performanceﬁ ’

coaching, not delayed |
evaluation. \

Corrective
Feedback:
Analyzing past
deficiency

2. Specificity over ‘
global judgments. {

3. Inquiry-led:

Feed-Forward: “What capabilities
B would help you

Envisioning future accomplish this

capability next time?"
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Mini-Case:
Microsoft's
“Connects”

Shifted from an
annual “know-it-all”
ranking to ongoing
“learn-it-all”
conversations,
accelerating skill
development.
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Component 2: The Psychological Safety Zone

Without safety, employees conceal weaknesses. Leaders must normalize failure as a byproduct of learning.

Mini-Case:
v Pixar’s Braintrust

’( Frame work as learning experiments.

Peer critique focused
on problems, not
prescribing solutions,
preserving autonomy
and driving consistent
creative success.

—— Model vulnerability
by disclosing
knowledge gaps.

Distinguish productive
failures from
preventable errors.

Psychological Safety

Performance Challenge / Stretch
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Component 3: Deliberate Delegation for Capability

Developmental delegation calibrates assignments slightly
beyond current competence to trigger deliberate practice.

Authentic leadership
development within

defined Farameters.
(Minimal scaffolding)

Complete Processes.
Full ownership transfer
with leader available for
consultation.

(Moderate scaffolding)

Routine Execution.
Familiar tasks.

Builds initial confidence.
(High leader scaffolding)
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Mini-Case:
General Electric

High-potentials given
struggling units with
explicit tolerance for
experimentation,
forcing stretch and
leadership depth.
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Component 4: Capability Mapping & The 70-20-10 Rule

Ad-hoc development fails. Learning pathways must be driven by the realities of how adults actually acquire skills.

10% Formal: Courses,
certifications, training
catalogs (HR controlled).

20% Relational: Mentorship,
coaching, feedback
(Manager controlled).

70% Experiential: Stretch
assignments, job rotations
(Manager controlled).

Mini-Case:
Deloitte’s
Check-In

Replaced annual
reviews with frequent,
future-focused
conversations on
near-term
development
priorities,
dramatically
improving early-
career engagement.
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Component 5: Calibrating Recognition to Milestones

Traditional systems reward only short-term results, incentivizing
employees to use existing skills rather than develop new ones.

Growth
Milestones

- Learning
Behaviors

Knowledge
Sharing

Final KPI /
Result

7/
ZA\
\

“First time”
achievements
(e.g., first executive
presentation).

Courage in stretch
assignments,
productive failures,
and asking for help.

Mentoring peers
and contributing to
team capability.

Mini-Case:
Salesforce
Trailhead

Gamified badges
and executive
celebration of
“top learners”
shifted learning
from discretionary
to normative.
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The Institutional Chassis: Systemic Infrastructure

Individual leader behaviors are insufficient without organizational systems that institutionalize development and survive leadership transitions.

| — Assessment:
360-degree
feedback focused
specifically on
capability
building.

Development:
Equipping

- Selection:
Assessing
development leaders with
track records ]| coaching and
during (LI psychological
hiring/promotion. | safety training.
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“—Rewards:

Tying variable
compensation
directly to team
capability and
retention.

Mini-Case:
IBM Leadership
Accountability

Executives’ variable
compensation
includes metrics
on leadership
pipeline strength
and

successor
development.
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Distributed Learning Networks

Single-mentor models scale poorly. Contemporary organizations
distribute capability development across diverse relational networks.

Mentoring Marketplaces:
Digital platforms matching
specific capability gaps
with internal experts.

Mini-Case:
Intel Peer Circles

Employee-driven,
facilitator-guided
groups that
dramatically increased
retention without
heavy executive time
investment.

Peer Learning Cohorts:
Action learning and
collaborative problem-solving
(High impact, low cost).

Mentoring Marketplaces:

<l Digital platforms matching
- Reverse Mentoring: specific capability gaps with

Junior employees coaching internal experts.
senior leaders on emerging
tech and diverse perspectives.
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Mini-Case:

Technology Enablement & Continuous Learning | Voo

Rapid skill obsolescence requires infrastructure that delivers : “The Academy”

personalized learning directly into the daily workflow. 247 persortalized

Microlearning- | - £CasysIem
connecting
internal/external
content directly to
visible career
pathways.

‘ / N | ; & Brief, focused content
| &

. ; LEARNING consumable in minutes, aligning
Learning Ly EXPERIENCE with cognitive science on
\ Analytics V| PLATFORM retention.
458 :

Tracking skill adjacencies and

correlating voluntary learning ) \

with performance outcomes. : : ¥ - Social ,‘
] » | Architecture

Visible learning activity and peer
recommendations that create
positive cultural pressure.

www.innovativehumancapital.com


http://www.innovativehumancapital.com

Employee Capability
& ldentity

A umen oot
The Complete Capability Ecosystem

Sustainable competitive advantage requires total alignment. Micro-behaviors must be sustained by macro-infrastructure.

www.innovativehumancapital.com

Organizational Infrastructure
(Selection, Rewards,
Networks, Technology)

Manager Interventions
(Feedback, Safety, Delegation,
Mapping, Recognition)

Organizational Infrastructure
(Selection, Rewards,
Networks, Technology)
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The Growth Engine Diagnostic

“You can’t call yourself a leader if no one grows when you’re around.” Audit your operating system:

The Feedback Gauge

How frequently do I provide
forward-looking capability
feedback vs.
backward-looking evaluation?

Forward- "\ Backward-
Looking M Looking

The Delegation Ratio

What percentage of my time is
spent executing personally
versus scaffolding developmental
assignments?

Scaffolding
Assignments

" Executing
| Personally

The Planning Metric

How many of my team members
have explicit, written capability
maps we jointly created?

Team Count

Team Capability
Count Map Created

The System Check

Does our compensation and
promotion criteria explicitly reward
the development of human capital?

Compensation & Promotion |

Compensation . ' Human Capital >
& Criteria ' Development
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