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Are your leaders equipped for the realities of 2026 or optimised for a world that no longer
exists?

2026 will not reward experience alone. Gone are the days when a multi-page CV is the hallmark of exemplary
leadership. Today's world will reward judgement under pressure, clarity amid uncertainty, and the ability to lead people
through accelerating change without eroding trust or wellbeing.

As organisations rethink workforce structures, leadership expectations are also shifting4and fast. Decision cycles are
compressing, Al is entering the room as a thinking partner and ethical dilemmas are emerging without any precedent.
Leaders are being asked to deliver while carrying increasing human and emotional complexity.

The Leadership Readiness Index 2026 LRI-26 designed by TransforMe is a rapid, research-informed, self-assessment
for CXOs, CHROs, CTOs, and senior business leaders to evaluate on a critical question: Am | truly ready for the

leadership demands of 2026 3 or am I still relying on capabilities built for yesterday?

This is not a personality test. It is a strategic mirror helping leaders plan for the future ahead.



Using the Leadership Readiness Index TransforMe

Strategically

The Leadership Readiness Index 2026 can be used as more than a diagnostic. It is a strategic lens that can be used at
both individual and organisation level.

Organisations can use it to: For individual leaders, the LRI-26 can
be used to:

« Surface invisible leadership risks before they become

SEElE « Identify hidden leadership capability gaps

- ldentify leaders who need energy, courage, or
strategic capability support

« Understand one's leadership readiness

- Prioritise development initiatives and goals
- Design targeted, capability-based leadership

. : « Have afocused, low risk growth plan
interventions
« Build leadership depth across generations

« Anchor Al adoption in judgement and ethics

Used well, this index becomes the starting point for
sustained leadership transformation, not a one-time
assessment.

How to Use This Assessment

10-12 minutes Rate each statement Be honest

This is a self-assessment Onascaleof1to5 This is for insight, not optics

[J Rating Scale:
« 1= Strongly Disagree
- 2=Disagree
« 3 = Neutral / Inconsistent
- 4= Agree
« 5 =_Strongly Agree

At the end, total your score to understand your Leadership Readiness Band for 2026.
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The 5 Dimensions of Leadership Readiness
Index LRI - 2026

1. Mindset: From Control to Curiosity

Future-ready leaders operate with learning velocity, not positional authority.

Rate yourself:

1. lactively question my own assumptions when outcomes are unclear.
2. lam comfortable saying "I don't know yet" in front of my team.

3. Iregularly unlearn practices that once made me successful.

4. |treat Aland data as collaborators, not threats to expertise.
5

. linvest time in sense-making, not just execution.

Mindset Score (out of 25): _ __ _



2. Decision Speed: From Perfect to Progress
In 2026, the cost of delay often exceeds the cost of imperfection.

Rate yourself:

1. Ican make decisions with incomplete information when required.
2. I clearly distinguish between reversible and irreversible decisions.
3. lempower teams to decide without excessive escalation.

4. |use data and Al insights without becoming dependent on them.

5. I course-correct fast when a decision doesn't work.

Decision Speed Score (outof 25): ___
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3. People Leadership & Energy: From Managing

Output to Sustaining Energy

In 2026, leaders will be judged less by how much work gets done and more by the energy they

leave behind. Burnout is the silent organisational risk of the decade.

Rate yourself:

1.

A

10. lintentionally manage my presence, tone, and availability during high-stress periods.

| notice early signs of disengagement or fatigue in my team.

| create psychological safety even during high-pressure delivery.

| give feedback that is direct, human, and timely.

| can lead multi-generational and diverse teams effectively.

| balance performance expectations with personal wellbeing.

| am comfortable being mentored by younger or less experienced team members.
| adapt my leadership style to different generations without stereotyping.

| understand what motivates Gen Z beyond titles and compensation.

| recognise when my behaviour amplifies or drains team energy.

People Leadership & Energy Score (out of 50): ___ _
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4. Change Agility & Courageous Presence: From
Projects to Perpetual Change

Change now demands visible courage, not quiet compliance. Change is no longer an initiative. It
is the operating environment.

Rate yourself:

1. Irole-model adaptability during ambiguity and shifting priorities.

I help teams let go of legacy ways of working.

| can lead transformation without exhausting people.

| experiment, test, and iterate instead of waiting for certainty.

| remain effective during prolonged uncertainty.

| hold steady when conversations are uncomfortable or emotionally charged.
| can challenge senior stakeholders respectfully and clearly.

| can lead change without relying on positional authority or formal mandates.

O LR L U

| communicate decisions with calm conviction, even under scrutiny.

10. I do not disappear during crises; | become more present.

Change Agility & Courageous Presence Score (out of 45): ___ _
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5. Strategic Mindset, Data Storytelling & Al
Judgement

In 2026, strategy fails not because it is wrong, but because it is poorly interpreted, poorly told,
or poorly judged.

Rate yourself:

1. lunderstand the ethical risks of Al and automation in my function.
. I question outcomes even when they are technically correct.
. I consider long-term impact, not just short-term gain.
. lam willing to slow down decisions when values are at stake.

.l actively shape ethical norms within my team or organisation.

. luse data to influence decisions, not just report outcomes.

2

3

4

5

6. I can translate complex data into clear narratives for diverse stakeholders.

7

8. Iconnect strategy to everyday priorities through compelling communication.
9

. I'think in systems and long-term consequences, not isolated wins.

10. I balance speed, insight, and ethics when using Al-driven recommendations.

Strategic, Data & Al Judgement Score (out of 50): ___ _
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Your Leadership Readiness Score
Total Score (out of 200):

Readiness Bands

(Note: This score reflects readiness, not worth. It indicates where leadership effort must shift as the context shifts.)

120-159 | Transitioning Leader

You are adapting, but not consistently yet. Your
leadership works in stable or moderately volatile
contexts, but sustained uncertainty, Al-driven
decisions, or multi-generational dynamics may expose
gaps. Targeted capability building will significantly

increase effectiveness.
80-19 | At Risk Below 80 | Vulnerable
Your leadership approach may struggle in 2026 Immediate attention required. Your current leadership
conditions. This does not reflect lack of effort or model is misaligned with the realities of Al-enabled,
intent, but likely reliance on outdated leadership high-change, human-centric workplaces. This creates
defaults. Without focused development, risks may organisational risk, not just personal development
show up as slower decisions, energy depletion, need. Structured leadership intervention is critical.
disengagement, or avoidance of tough conversations.
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What's Trending in Leadership

Across Indian enterprises, five leadership fault lines are becoming visible:

Multi-generational
friction

Four generations now coexist at
work. Leaders who expect
compliance over connection are
losing relevance, especially with
GenZ.

Strategy lost in translation

Bold strategies fail when leaders
cannot communicate themin
ways teams can act on.

Energy depletion at
senior levels

High-performing leaders are
unknowingly becoming energy
drains through constant urgency,
unclear priorities, and emotional
unavailability.

Courage deficit

Avoidance of difficult
conversations is creating silent
organisational debt.

Data without meaning

Organisations arerichin
dashboards but poor in decision
clarity. Data storytelling is
emerging as a core leadership
skill.

Organisations that ignore these trends risk leadership obsolescence, not talent shortage.
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Why Traditional Leadership Models Are e e
Becoming Obsolete

Traditional leadership models were built for stability, predictability, and control. The 2026 environment offers none of
these.

Traditional models assumed:

« Authority no longer guarantees followership

- Experience does not ensure judgement in novel
situations

« Technical excellence without human presence
erodes trust

- Strategy without storytelling creates confusion

« Speed without ethics and strategic plan creates
long-term risk

Future-ready leadership integrates clarity, courage,
energy, and judgement.

 Hierarchical authority cannot keep pace with
complexity

« Experience alone does not translate to judgement
in novel situations

« Technical brilliance without human leadership
erodes trust

- Efficiency-focused leadership ignores sustainability
and ethics

2026 demands leaders who can think
systemically, decide decisively, and lead
humanely.

What Happens Next

Complete the LRI-26 to receive a structured view of where leadership readiness is strong, and where risk is quietly
accumulating.

You may also choose to opt into a facilitated debrief by TransforMe, designed to help senior teams:

Q 2

Identify Prioritise Translate
The most critical leadership Where to focus development Insight into a practical,
capability gaps for 2026 investment organisation-level roadmap for

scalable, future-ready leadership



