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how it can be verified and made portable. These foundations are essential, because the mechanisms described here set the 

foundations for a capability-backed currency that can circulate value across learning, work, and community systems. A companion 

paper will extend this discussion by examining how capability evidence may evolve into a new, socially grounded Human Capability 

Token that allows for value exchange. 
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Executive Summary 

Modern economies increasingly depend on human capability rather than technical skills or discipline-

based qualifications alone. Capabilities such as critical thinking, ethical reasoning, empathy, collaboration, 

adaptability, and systems thinking now determine organisational performance, relational trust, and 

resilience, particularly as artificial intelligence automates tasks and technical work. Yet these capabilities 

remain largely absent from economic and financial value systems. They are developed and relied upon, but 

not treated as a form of value that can move across education, work, and community systems. 

This paper identifies a structural problem. Current workforce and education systems rely on proxies such 

as skills, qualifications, and micro-credentials tied to learning outcomes or job performance metrics to 

make human contribution visible. These instruments record learning activity or task completion, but they do 

not capture how capability is applied in real-world conditions. Nor do they translate capability into a form 

of value that can be trusted, compared, or carried across employers, let alone national boundaries. As a 

result, the most important human capabilities remain economically invisible, weakly portable, and 

inconsistently valued. 

The paper advances three core arguments. 

First, human capability already functions as a form of economic value, even though it is not formally 

recognised as such. Capability shapes system-level decision quality, ethical judgement, learning velocity, 

collaboration, and collective intelligence. These effects generate measurable organisational, social, and 

ecological returns, described in prior work as the Human, Social, and Earth Dividends.1 The absence of a 

financially grounded recognition mechanism does not diminish this value, but it prevents systems from 

mobilising it coherently. 

Second, existing skills frameworks and micro-credentials cannot resolve this problem. Current global 

approaches increasingly revert to skills and micro-credentials as inputs to capability development rather 

than evidence of demonstrated outcomes. They lack a common behavioural foundation and provide no 

mechanism for capability evidence to function as a transferable unit of value beyond the issuing institution 

or regulatory regime. More skills and credentials therefore increase fragmentation rather than close the 

underlying economic visibility gap. 

Third , what has been missing is not better skills frameworks or more short courses, but an economic 

mechanism that allows demonstrated capability to be represented, trusted, and carried across systems. 

The Human Capability Standards (HCS) provide the behavioural and evidentiary foundation for this 

mechanism by defining capability through skills and mindsets that lead to observable behaviours and 

outcomes across career stages, from entry-level roles to senior leadership. However, standards alone do 

not create value flow. 
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This paper is the first of a two-part set of publications. Part 1 establishes the case for tokenising human 

capability as the missing mechanism. In this context, tokenisation does not mean monetising people, 

speculating on labour, or treating individuals as assets. Rather, it refers to creating a secure, verifiable, and 

portable digital representation of demonstrated capability evidence, anchored in trusted standards and 

scientifically grounded constraints. Tokenisation allows capability evidence to function as a value-bearing 

unit that can be interpreted consistently across education, workforce, and community systems. 

 ¢ƘŜ ǇŀǇŜǊΩǎ ŎŜƴǘǊŀƭ ŦƛƴŘƛƴƎ ƛǎ ǘƘŀǘ ŎŀǇŀōƛƭƛǘȅ Ŏŀƴ ŦǳƴŎǘƛƻƴ ŀǎ ŜŎƻƴƻƳƛŎ ǾŀƭǳŜ ƻƴƭȅ ǿƘŜƴ ƛǘ ōŜŎƻƳŜǎ 

portable and interpretable within value systems, not merely described or assessed. Tokenisation provides 

the infrastructure required to convert verified capability evidence into a 

form that supports mobility, access, incentives, and controlled economic 

exchange. 

Part 1 focuses deliberately on foundations. It clarifies what human capability 

is, why it differs from skills and credentials, how it generates economic and 

social value, and why standards such as the HCS are essential to ethical 

tokenisation. It does not propose markets, pricing, or trading mechanisms. 

Part 2, presented in the companion paper, builds on this foundation by examining how Human Capability 

Tokens (HCTs) can circulate within trusted ecosystems as units of organisational and community value. It 

explores how micro-credentials can become value-bearing evidence within tokens, how capability tokens 

may be recognised, redeemed, or exchanged, and how they can support workforce mobility, lifelong 

learning, and environmental, social, and governance (ESG)ς or UN Sustainable Development Goalςaligned 

value creation. 

For leaders in business, education, and policy, the implication is direct. If human capability is now a primary 

driver of workforce performance and adaptive capacity, then systems that recognise learning but do not 

assign economic value to demonstrated contribution are no longer fit for purpose. Tokenising human 

capability offers a pathway to align learning, work, and value creation around what humans contribute  in an 

AI-shaped economy. 

 

Bottom line:  

Human capability already drives economic performance, but without a way to carry verified evidence 

into value systems, it remains economically invisible. Tokenisation provides the missing infrastructure to 

convert demonstrated capability, expressed through skills and behaviours, into portable economic value 

without commodifying people . 

 

 

 

Χ capability can only function as 

economic value once it becomes 

portable and interpretable within value 

systems, not merely described or 

assessed. 



1. Introduction  

We have built trillion-dollar economies on assets we can count, while largely ignoring the less tangible 

assets that determine whether systems adapt, respond, and contribute positively to the human, social, and 

ecological environments they depend on. The most essential of these assets is human capability: the non-

technical, tacit, and innate abilities that shape how people think, relate, and behave in complex, real-world 

conditions. 

Organisations rely on human capability for every dimension of performance, including learning, judgement, 

ethical conduct, collaboration, cultural cohesion, and the capacity to deal with uncertainty and disruption. 

For much of the industrial era, this capability operated as the hidden engine of success, essential but largely 

taken for granted. Artificial intelligence (AI) has now thrust its importance into full view. As machines 

increasingly automate tasks and replicate more tangible technical skills, what differentiates performance is 

no longer what systems can do, but how humans think, judge, relate, and respond to fast evolving consumer 

needs. 

Skills-First policies have succeeded in expanding learning options and skills language.2 They have not yet 

solved the harder problem of how demonstrated capability is recognised, mobilised, and rewarded across 

education, work, and community systems. Without an outcomes-based mechanism, skills remain visible, 

replicable, but inert inputs. 

Yet despite this heightened visibility, human capability demonstrated through behavioural and performance 

outcomes remains largely invisible in our economic, education, and workforce systems. In the absence of a 

way to make the intangible legible as bottom-line value, we repeatedly revert to what can be counted. Task-

based skills, job competencies, and qualifications are used as proxies to approximate the human capability 

resident in a workforce.3 This has led to growing reliance on instruments such as qualifications, micro-

credentials, and competency profiles to verify skills attainment, proficiency, or role-based performance. 

However, these instruments do not show how capability is enacted in practice across 

contexts or under changing conditions. They provide evidence of inputs to 

performance, not evidence of outcomes supporting growth in either capability or 

future capacity. 

Recent global frameworks reinforce this diagnosis. At Davos, the World Economic 

Forum has repeatedly argued that human capabilities such as critical thinking, 

creativity, collaboration, ethical judgement, and resilience now underpin productivity 

and competitiveness in an AI-shaped economy.4 Yet despite this overdue acknowledgement , the dominant 

response remains the refinement of existing skills lists and taxonomies. These approaches assume that 

because human capability is contextual and intangible, it can only be described or inferred, not 

represented as a stable unit of value. This assumption is flawed. Intangibility does not imply fragility. Human 

capability is durable precisely because it is behavioural, adaptive, and relational. What remains fragile is not 

human capability itself, but the systems used to recognise and mobilise it. 

As a result, the capabilities that matter most are the least comparable and the least portable across 

systems. While there is no consistent way to recognise demonstrated capability as an agreed form of value 

across education, work, and community contexts, a robust standard for human capability already exists and 

is used to improve organisational performance and adaptive capacity.5 However, without a portable 

mechanism that allows capability evidence to move across global education, work, and community 

systems, capability cannot function as a portable or exchangeable form of recognised economic value. 

Tokenisation provides that missing mechanism. 

The Human Capability Standards (HCS) address this problem by providing a behaviourally grounded, 

evidence-based architecture for describing and validating capability.6 They make visible how people think, 

relate, judge, adapt, and lead across increasing levels of autonomy, influence, and complexity. Yet even with 

What remains fragile is not human 

capability itself, but the systems 

used to recognise and mobilise it. 
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robust standards in place, capability remains largely locked inside institutions. It is interpreted locally, 

inconsistently understood elsewhere, and rarely able to hold value as it travels with the individual across 

employers or national boundaries. 

This limitation has become critical. In a world defined by volatility, AI, and rapid system-level change, 

leaders in business, education, and policy settings increasingly acknowledge that durable human 

capabilities such as critical thinking, communication, collaboration, and creativity shape long-term success 

far more than narrow technical skills.7 Yet these capabilities continue to operate as a hidden system of 

value. They are developed informally, observed unevenly, and valued inconsistently across contexts.8 The 

result is a global capability gap that cannot be closed through skills training alone.9 

At the same time, digital technologies have fundamentally reshaped how value is created, stored, and 

exchanged. Tokenisation has emerged as a powerful method for representing assets and rights in 

programmable, portable, and tamper-resistant form.10 Stablecoins now move billions of dollars across 

borders each day.11 Real-world asset tokens are reshaping how organisations manage equity, credit, and 

liquidity. 12 Slowly but predictably, the infrastructure for a programmable value economy is taking shape. 

What has been missing is not technology, but application. The same infrastructure that allows financial, 

physical, and digital assets to circulate can also allow capability evidence to circulate, provided it is 

anchored in trusted standards and ethical constraints. Once verified capability can move with the person 

rather than remaining trapped within institutional boundaries, it can unlock access to learning and improve 

employment opportunit ies, career mobility, and community outcomes . 

This paper brings these trajectories together. It argues that the next phase of capability development is not 

simply more learning, more micro-credentials, or more skills frameworks. It is the creation of a mechanism 

that allows demonstrated capability to be trusted, mobilised, and used as economic value in ways that 

reflect its true contribution to individual and collective thriving. 13 

Human Capability Tokens (HCTs) provide that mechanism. 

HCTs do not replace learning, credentials, skills descriptions, or technical standards. They do not monetise 

people or reduce human contribution to a commodity. Instead, they allow verified capability evidence, 

aligned to the Human Capability Standards, to become visible, portable, and meaningful within an emerging 

global economy built on trust, reputation, and impact .14 In doing so, they address a structural failure that no 

amount of training reform can resolve on its own: the absence of a way to carry demonstrated capability 

across roles, organisations, sectors, and stages of life. 

This creates a clear call to action. If human capability is now a primary driver of performance, relational 

trust, and adaptation, leaders can no longer afford systems that recognise learning but ignore impact, that 

measure inputs but obscure outcomes, or that trap capability building inside institutional boundaries. A new 

recognition architecture is required, one that treats demonstrated capability as a form of value that can be 

trusted and shared. 

To build this case, Part 1 revisits the foundations. It clarifies what human capability is, why it differs from 

skills or competencies, and how the Human Capability Standards provide a rigorous, behaviourally 

anchored basis for recognition.15 It draws on the evolution from Machine Mindset to Living Culture and on 

the economic logic of the raising dividends from human capital, social capital and ecological capital16, to 

explain why capability is not merely a human resources concern, but a systems-level source of economic 

value. 

Part 2 builds directly on this groundwork. It shows that once capability evidence becomes portable, it can 

circulate. The ability to trade HCTs has the potential to transform capability from a hidden asset into 

deployable organisational and community capital. Together, the two papers argue that tokenising human 

capability is not a technological experiment, but a necessary step in building economic and social systems 

that can recognise, mobilise, and reward what now matters most. 
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2. Relationship to Earlier Work  

This paper builds directly on more than a decade of capability research, including the more recent research 

to revalidate the Human Capability Standards Reference Framework (HCS)17, and build a Living Culture 

backed by ROI³ value models.18 Together, these strands of work provide the intellectual foundations for 

tokenising capability in a way that strengthens rather than diminishes human dignity. 

The Human Capability Standards (HCS) 

For over two decades The HCS has tracked, defined, and translated the myriad of taxonomies that list the 

durable, transferable, general capabilities people draw upon in every context: how they think, how they 

relate, how they act, and how they lead.19 Across the domains of Head, Heart, Hands, and Lead, the HCS 

clarifies the skills and mindsets that underpin capability and describes how enabling behaviours develop 

across increasing levels of autonomy, influence, and complexity.20 This provides a rigorous, evidence-based 

foundation for defining capability standards across seven levels of progression and forms the basis for the 

evidence that a HCT would represent. 

Living Intelligence and Living Culture 

The shift from Machine Mindset to Living Culture21 describes the transition from organisations built for 

control to organisations built for purpose, integrity, and connection. Living Intelligence  strengthens the 

internal architecture of awareness, curiosity, ethical reflection, and collective vigilance. Living Culture  

extends that awareness to relationships, communities, and 

ecosystems.22 These frameworks illuminate a central truth: human 

capability is not a set of isolated skills but an evolving system of 

perception, judgement, and action embedded in relationships. 

Tokenising capability does not reduce this complexity. It allows 

verified expressions of capability to be recognised and valued 

without simplifying the capability itself. It provides a way to make the 

invisible qualities of trust, responsibility, and contribution visible and portable across contexts.23 

ROI², ROI³, and the Human Dividend 

ROI² and ROI³ reposition value as something created through intelligence, coherence of purpose, and 

impact rather than mere efficiency. ROI² reframes value beyond traditional return on investment by 

recognising that genuine productivity now depends on two inseparable streams of intelligence: human 

intelligence and machine intelligence.24 It measures how wisely a system learns, adapts, and uses 

judgementτnot simply how fast or efficiently it produces outputs. When human capabilities such as critical 

thinking, adaptive mindset, collaboration, and ethical reasoning are strengthened, organisations generate 

what ROI² identifies as the Human Dividend: the compounding return realised when cognitive, emotional, 

social, and moral intelligence mature across a workforce. 

ROI³ extends the measurement frame outward. It shows that when people think, decide, and act 

intelligently together, they create interconnected forms of valueτHuman, Social, and Earth Dividendsτthat 

strengthen organisational and brand trust, community cohesion, and ecological balance.25 These dividends 

arise from coherent behaviour, aligned values, shared vigilance, and regenerative action. They do not 

replace financial value; they amplify  ƛǘ ōȅ ŜȄǇŀƴŘƛƴƎ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ŎŀǇŀŎƛǘȅ ǘƻ ŀƴǘƛŎƛǇŀǘŜ ŎƘŀƴƎŜΣ 

maintain trust, and renew the systems it depends on. 

HCTs provide the mechanism for recognising and rewarding the evidence that produces these dividends. 

They connect the behavioural architecture of capability with the economic logic of ROI² and ROI³. Rather 

than commodifying people, they make visible the verified behavioural evidenceτthe demonstrations of 

Human capability has always created 

value; our focus on skill and learning 

systems have simply failed to measure it 

correctly.  
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learning, judgement, contribution, and ethical actionτthat generate the Human and Social Dividends on 

which long-term performance depends. In doing so, HCTs offer a way to embed ROI² and ROI³ principles 

directly into systems of recognition, mobility, and exchange. 

By aligning capability evidence with value creation, HCTs transform capability from an invisible asset into a 

portable, programmable form of value. They provide a structured way to recognise the flows of intelligence 

that ROI² measuresτlearning velocity, decision quality, cognitive diversity, and ethical awarenessτand to 

reward the contributions that produce the broader Human, Social, and Earth Dividends captured by ROI³. 

This strengthens trust, deepens coherence, and lays the foundation for future capability-based economic 

systems where value moves not just through capital, but through human contribution and collective 

intelligence. 

Building on and extending earlier work 

Tokenising human capability is therefore not a departure from earlier work; it is the next logical step. It 

builds on: 

¶ the behavioural clarity of the HCS26 

¶ the ethical foundation of Living Culture27 

¶ the developmental logic of capability progression 28 

¶ the economic logic and measurement of capability growth through ROI² and ROI³ 29, and 

¶ the emerging global infrastructure of programmable digital assets30 

Together, these create the intellectual and technical conditions for a capability economy where evidence 

can move, trust can be recognised, and capability can be rewarded in ways the current credential 

ecosystem cannot support. In doing so, HCTs provide a bridge between situated behavioural evidence and 

ESG reporting frameworks by making previously intangible contributions visible, verifiable, and portable. 

This paper establishes the conceptual foundations for capability tokenisation. The companion paper, Part 2: 

Trading Human Capability Tokens, extends this work by detailing the mechanisms, exchange rules, and 

organisational applications that allow HCTs to operate as a new form of organisational and community 

capital. 

 

 

 

Human Capability Tokens translate human, social, and ecological contribution 

into ESG-aligned outcomes. 
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3. What is human capability? 

 

Human capability refers to the durable and transferable 

human capacities that enable people to think clearly, make 

sense of ambiguity, adapt to situated challenges, collaborate 

with others, act ethically, and contribute to shared purpose.31 

It describes the patterns of thinking, relating, adapting, and 

behaving that underpin human performance across any role, 

function or context. While technical skills describe explicitly 

what a person can do, capability captures the tacit dimension 

and how they apply knowledge and judgement, navigate 

complexity, and respect others. It is as much about what 

people have the potential to become as what they can 

currently do. Skills can be taught through instruction. 

Capability develops through experience, self-awareness, 

reflection, and the steady expansion of innate abilities.32 

The Indian economist and Nobel Prize winner !ƳŀǊǘȅŀ {ŜƴΩǎ 

capability approach provides a foundational lens for 

understanding this distinction. Sen argued that capability is 

not merely what a person can do, but the real freedoms they 

have to become who they have reason to value, together with 

the social conditions that allow those possibilities to 

expand.33 Capability is therefore relational as well as 

individual. It is shaped by the ways people support, elevate, 

and strengthen those around them, and by the opportunities 

available within their communities. 

This perspective has profoundly influenced how Working 

Futuresϰ has developed and deployed the human capability, 

particularly when read alongside the dynamic capabilities 

literature in strategic management. Work by Teece and 

colleagues reframed capability not as static competence, but as an ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ŎŀǇŀŎƛǘȅ ǘƻ ǎŜƴǎŜ ŎƘŀƴƎŜΣ 

seize emerging opportunities, and reconfigure resources in response to shifting conditions.34 Together, 

these traditions position capability as a durable, adaptive, and relational source of value, grounded in 

judgement, learning, and coordinated action rather than task execution alone. In this tradition, capability is 

more than a list of skills most frequently demanded by employers. It is framed not as a private asset to be 

monetised, but as a lived expression of agency, dignity, contribution, and shared capacity. Recognising 

capabilit y, therefore, is an act of expanding freedom and improving equity of access to opportunity, not of 

ŎƻƳƳŜǊŎƛŀƭƛǎƛƴƎ ŀ ǇŜǊǎƻƴΩǎ ŜŎƻƴƻƳƛŎ ǾŀƭǳŜ ǘƘǊƻǳƎƘ Ƨƻō ǇŜǊŦƻǊƳŀƴŎŜ.35  

In simple terms, individuals possess capability that extends well beyond what is required to perform their 

current job. Equally, the capability embedded within a workforce exceeds what is visible through job 

outputs alone. 

The Human Capability Standards Reference Framework (HCS) define capability across four interdependent 

domains.36 The Head domain includes cognitive capabilities such as critical thinking, systems reasoning, 

creativity, and adaptive mindset. The Heart domain focuses on social and emotional capabilities including 
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empathy, ethics, collaboration, and self-awareness. The Hands domain captures interactive and social 

capabilities such as communication, customer engagement, and problem solving. The Lead domain reflects 

strategic and relational capabilities required to influence others, coach effectively, set direction, and act 

with integrity in conditions of uncertainty.  

Across these domains, capability is expressed through observable behaviours that vary according to 

autonomy, influence, and complexity. These behavioural anchors, validated across 21 international 

frameworks using high-dimensional semantic comparisons37, provide a method for reliably recognising 

capability in real-world settings. They also position capability as a transferable and durable human asset 

that travels with a person across careers and contexts. 

Human capability is not static. It forms through variable combinations of skill development, insight, 

reflection, and behavioural reinforcement. Research shows that capabilities build on one another in 

structured ways. Foundational capabilities such as critical thinking, communication, and problem solving 

form the base on which more advanced and specialised competencies depend.38 Capability development 

therefore accelerates as acquisition facilitates faster adaptation and 

learning of new skills.39 It is best understood as an evolving system that 

scaffolds cognition, emotion, and social connection .40 

Because capability shapes how people act under pressure, it forms the 

basis of trust.41 Organisations do not simply rely on what people know; 

they rely on how people judge, interpret, and choose in a specific 

context .42 This makes capability a central asset in a world where AI 

reshapes tasks, uncertainty becomes normalised, and ethical tension appears more frequently in decision-

making.43 Yet despite its importance, capability remains largely invisible, inconsistently recognised, and 

difficult to value. 44 This invisibility is one of the central problems the HCTs aim to address. 

Capability differs from skill because it integrates cognitive, emotional, and socio-relational dimensions. It 

includes the tacit elements of situational judgement and social intelligence that are not captured by 

frameworks focused on codified, explicit ski lls. Because capability is exercised in context and expressed 

through behaviour, it contributes simultaneously to human capital (individual capacity) and social capital 

(the trust, cohesion, and shared intelligence of groups). This dual nature explains why capability cannot be 

inferred reliably from tasks or outputs alone, and why it requires a standards-based approach such as the 

Human Capability Standards. 

 

 

Skills describe what matters. But 

determines whether it counts beyond job 

performance, shaping wider workforce , 

social, and ecological outcomes. 
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4. Revisiting Human Capital and Social 
Capital  

For decades, economic and policy systems have been built on the assumption that human capital and 

social capital are distinct forms of value. Human capital refers to the knowledge, skills, and attributes that 

ƛƴŎǊŜŀǎŜ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ŀōƛƭƛǘȅ ǘƻ ŎǊŜŀǘŜ ŜŎƻƴomic value.45 Social capital refers to the networks, 

relationships, norms of trust, and shared expectations that enable collective action. Both concepts are 

essential, yet both face limitations when considered in isolation. 

The HCS provides a bridge between human and social capital by defining capability not only as the skills 

required to perform a job but as behaviour enacted through thinking, feeling, and relationships. Capabilities 

such as critical thinking, creativity, collaboration, ethics, communication, empathy, and problem solving 

generate value for the individual and for the collective within and beyond an organisation. These relational 

and contextual behaviours create trust, reduce friction, strengthen shared vigilance, and enable 

coordinated action. As a result, capability functions as a form of social infrastructure as much as an 

individual asset. 

Human capital models privilege technical skill and knowledge but overlook the behaviours, mindsets, and 

relational capabilities that determine whether skill can be applied wisely.46 Social capital models recognise 

trust and relationships but rarely account for the individual capabilities that allow 

people to contribute meaningfully to social networks. 47 Most importantly, both 

models struggle to capture the dynamic, behavioural nature of value creation in 

modern organisations.48 

The Human Capability Standards bring these concepts together. Capability sits at 

the intersection of human and social capital because it describes how people think 

and act within relationships.49 ! ǇŜǊǎƻƴΩǎ ŎŀǇŀōƛƭƛǘȅ ŜȄǇǊŜǎǎŜǎ ƛǘǎŜƭŦ ǎƻŎƛŀƭƭȅΦ /ǊƛǘƛŎŀƭ ǘƘƛƴƪƛƴƎ ōŜŎƻƳŜǎ 

valuable when shared. Empathy becomes influential when practised. Adaptive mindset becomes powerful 

when used to support a team. Leadership becomes meaningful only when others respond to it.50 

This is why capability is both personal and relational. It generates value not only through individual 

competence but also through the trust, cohesion, and collective intelligence it enables. When people 

collaborate well, challenge assumptions constructively, or make ethical decisions under pressure, they 

generate what ROI³ describes as the Human Dividend, Social Dividend, and Earth Dividend.51 These 

dividends are not abstract ideals. They have concrete effects on organisational performance, community 

wellbeing, and ecological responsibility. 

Recent capability research reinforces this point. The global convergence around durable capabilities such 

as communication, collaboration, adaptability, creativity, and ethical judgement shows that both human and 

social capital depend on the same behavioural foundations.52 These capabilities underpin the systems of 

meaning, trust, and cooperation that allow organisations and societies to function. 

However, while these capabilities are essential, they remain difficult to measure and even harder to 

recognise across contexts. Qualifications and job titles cannot reveal them.53 CVs describe them poorly. 

Performance reviews capture them superficially.54 Micro -credentials provide targeted evidence but are 

rarely connected to coherent behavioural frameworks and lack mechanisms for value transfer beyond the 

issuing institution.55 

Tokenising human capability addresses this gap by creating a mechanism that makes the behavioural 

foundations of human and social capital visible, verifiable, and portable.56 

Tokenising human capability does 

not monetise people; it mobilises 

their validated capacity. 
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5. What Are Tokens? 

Tokenisation refers to the process of converting verified evidence into a secure, portable, and 

programmable digital representation that individuals can hold and present across contexts. In the broader 

financial and technology sectors, tokenisation is defined as creating a digital representation of a real-world 

asset, attribute, right, or unit of value on a programmable ledger such as a blockchain.57 Its rapid global 

adoption is driven by features that traditional systems struggle to provide. Tokens are portable, tamper-

resistant, divisible, and programmable, with rules, rights, and conditions embedded directly into their 

structure.58 They can be transferred instantly, used across platforms, and verified without centralised 

intermediaries.59 Applied to human capability, tokenisation enables verified behavioural evidence to be 

represented in a trusted, portable form that individuals can carry across learning, work, and community 

systems. 

Tokens have already transformed digital payments. Stablecoins now move billions of dollars each day 

across borders with lower cost and higher speed than traditional banking networks.60 Real-world asset 

tokens are beginning to bring transparency and efficiency to property, bonds, funds, and financial 

products.61 Smart contracts allow tokens to automate settlement, calculation, access rights, and 

governance. These capabilities form the basis of an emerging programmable economy.62 

In this context, tokens can represent many kinds of value: 

¶ financial rights 

¶ identity attributes  

¶ digital content  

¶ fractional ownership 

¶ access permissions 

¶ verified contributions  

¶ reputational signals 

The key innovation is programmability. Tokens can encode rules about who can hold them, how they can be 

used, what behaviour is required to earn them, and how value is released. This creates the possibility of 

representing complex forms of value that were previously difficult to capture or exchange. 

Current examples of human-related tokens illustrate both potential and risk. Some artists and athletes have 

issued tokens tied to future income, royalties, or exclusive access.63 Others have experimented with 

personal tokens redeemed for time or services. While these experiments are innovative, they often drift 

into speculative markets or raise ethical concerns because they tokenise future labour or identity rather 

than capability.64 

HCTs do something fundamentally different. They represent evidence of capability attainment, not claims 

ƻƴ ŀ ǇŜǊǎƻƴΩǎ ŦǳǘǳǊŜ ƛƴŎƻƳŜ ƻǊ ǘƛƳŜΦ65 They are tied to behavioural demonstration, not personal ownership. 

They reflect what a person has earned, not what they owe. Most importantly, they encode capability 

evidence within a trusted standard such as the Human Capability Standards, creating the foundation for a 

fair, ethical, and portable capability economy. 

A Human Capability Token is therefore best understood as a person-owned, standards-aligned 

representation of demonstrated capability. Part 2 of this study will explain how these tokens can operate 

within broader organisational and community systems. 
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6. How do Human Capability Tokens 
Become a Currency? 

Human Capability Tokens do more than verify demonstrated, evidenced skills and behaviours. Their 

significance lies in the fact that verified capability generates value for individuals, organisations, and 

communities. Capability affects learning, trust, ethical conduct, performance, mobility, and social cohesion. 

It is therefore a form of human and social capital, even though current systems do not recognise or circulate 

it. 

Tokenisation provides a consistent, secure, and portable method for representing capability as a unit of 

recognised value without commercialising individuals or linking tokens to labour or income. Instead of 

treating capability as an intangible idea held within institutions, tokenisation gives individuals a way to carry 

verified capability evidence across settings. This replaces fragmented institutional records with person-

centred evidence sovereignty. 

Recognising capability through tokens also establishes the foundations for 

capability to move across systems in a trusted manner. When capability 

evidence is structured, behaviourally anchored, and aligned to shared 

standards, it becomes possible for organisations, education providers, and 

communities to interpret it consistently. This conceptual foundation is what 

makes capability evidence potentially  exchangeable within broader 

learning, workforce, and community ecosystems, without requiring any form of monetisation or market 

speculation. 

  

Figure 1 The lifecycle of Human Capability Tokens 

The practical mechanisms that allow Human Capability Tokens to circulate as units of recognised valueτ

including learning and development exchange, validation or recognition  or prior learning (RPL), career 

planning, community value pooling, and ESG-aligned impact systemsτare addressed fully in Part 2 of this 

series. Part 1 focuses solely on the conceptual and ethical rationale for tokenising capability so that the 

value of human contribution can be recognised, trusted, and made portable across contexts. 

 

The future of learning is not more 

credentials, but a shift toward credible 

recognition valued beyond learning 

outcomes. 
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 7. What Determines Value in a Human 
Capability Token?  

For any token to hold value, it must represent something that others recognise as meaningful. In financial 

markets, value is shaped by liquidity, scarcity, demand, and underlying rights.66 In social networks, value 

reflects trust, reputation, and contribution. In capability development, value emerges from demonstrated 

behaviour and its impact on others.67 

A Human Capability Token sits at the intersection of these value systems. It draws strength from both 

objective evidence and social recognition. Several elements therefore shape its value. 

Verified evidence of capability  

At the centre of every Human Capability Token is validated capability evidence, aligned to the 

Human Capability Standards. Because each capability is defined through observable behaviours 

across increasing levels of autonomy, influence, and complexity68, the evidence embedded within a 

token is not abstract. It reflects what a person has actually demonstrated. This gives each token 

intrinsic credibility.  

Behavioural contribution to others  

Human capability always manifests socially. The ability to collaborate, communicate, solve 

problems, act ethically, and lead becomes valuable only when it influences relationships and 

collective outcomes. A token therefore gains value when the behaviour it represents contributes to 

trust, cohesion, or performance. This reflects well-established research linking human and social 

capital to organisational value creation. 

Reputation and trustworthiness  

Tokens inherit value from the trust others place in them. Stablecoins gain value when users trust the 

reserves that back them.69 HCTs gain value when organisations trust the behavioural standards, 

verification methods, and evidence mapping that underpin each token. This makes the HCS and its 

behavioural anchors essential to the valuation mechanism. 

Demand for capability in the market  

Just as labour markets place different premiums on different skills, capability tokens will be 

influenced by market demand. When organisations prioritise adaptability, critical thinking, 

collaboration, or leadership, tokens representing those capabilities become more valuable. This 

parallels the real-world shift documented in global capability frameworks and future skills 

analyses.70 

Programmable utility  

Tokens derive additional value from what they enable. In the financial world, tokens can be staked, 

used as collateral, or provided to gain access to services or benefits. HCTs can enable mobility 

across learning and employment systems, unlock access to learning pathways, or signal readiness 

for particular roles or responsibilities. This programmability allows capability to become an active 

asset rather than a static credential.71 

Community validation  

During the rise of early social tokens, value often came from community belief, signalling, and 

belonging.72 While HCTs are not speculative or identity-based, they still benefit from community 

validation. When an employer, educator, or professional body recognises a token, it becomes more 
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meaningful. When respected authorities or communities of professional practice endorse 

standards of capability being demonstrated, value increases.73 

Convertibility and Value Circulation  

As capability evidence becomes trusted and portable, it acquires the properties of a transferable 

unit of value. HCTs can therefore participate in controlled value exchange within trusted 

ecosystems τ for example, being redeemed for learning credits, applied to access pathways, or 

used to unlock development incentives. This circulation does not commodify people; it mobil ises 

the value generated by demonstrated capability in ways that strengthen access, equity, and 

opportunity.  

While some of these characteristics may appear familiar from discussions of high-quality micro -

credentials74, the distinction is important. Micro-credentials function primarily as inputs of tangible learning, 

providing verified evidence that specific knowledge or skills have been acquired through structured 

learning activity. Human Capability Tokens, by contrast, derive value from the verified deployment of 

capability in practice and from their ability to circulate as a recognised unit of value across contexts. Where 

micro-credentials record learning as inputs to employment, HCTs mobilise demonstrated contribution. 

Where micro-credentials signal readiness, HCTs enable exchange. 

In combination, these elements allow HCTs to reflect both evidence-based value and relational value. They 

reward what a person has demonstrably achieved while acknowledging the trust, responsibility, and 

contribution that capability generates within groups. 
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 8. What Is a Human Capability Token? 

A Human Capability Token is a digital, verifiable, and programmable representation of capability evidence 

that a person has genuinely earned. It is not a token of labour, identity, personal ownership, or future income. 

It is a token of demonstrated capability, verified through evidence of demonstrated skills and behaviours 

that satisfy a Human Capability Standard at a defined level of proficiency.75 

HCTs have three defining characteristics. 

1. They represent verified evidence of capability attainment  

Each token contains evidence mapped to one or more HCS capability areas. The credibility of this 

evidence rests on the behavioural precision of the HCS, which defines each capability through observable 

behaviours that increase in complexity, autonomy, and influence.76 This allows the token to reflect exactly 

what a person demonstrated, not just what they claim. 

Evidence may include: 

ω micro-credential completions 77 

ω verified demonstration of capability outcomes in the workplace78 

ω reflective assessments79 

ω supervisor attestations80 

ω peer or community recognition 81 

ω portfolio artefacts 82 

The token becomes a container that brings these forms of evidence together in a standardised and 

portable format.  

2. They store value in a way that strengthens trust 

The value of a HCT does not come from speculation or scarcity. It comes from the trust others place in the 

capability it represents. When an organisation trusts that a token reflects real behavioural evidence aligned 

to a recognised standard, the token becomes a credible signal of career and future readiness.83 When 

multiple organisations trust the same token, it becomes portable. 

In this sense, HCTs mirror the function of verifiable credentials but extend them by giving each unit of 

evidence programmable value within a larger capability economy.84 

3. They can be exchanged, recognised, or used within learning and work systems 

HCTs are not traded like financial assets. Instead, they move across learning and employment systems in 

ways that support: 

ω recognition 85 

ω mobility 86 

ω readiness assessment87 

ω capability -based recruitment and development 88 

ω personalised and adaptive learning pathways89 

ω development planning and potential90 

ω internal matching and talent marketplaces91 

ω strategic organisational design and workforce planning92 

When skills and capability are inferred 

from learning rather than evidenced, trust 

remains local and value remains 

immobile.  
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The token acts as a bridge. It connects what a person has demonstrated with what organisations need, in a 

format that is transparent, tamper-resistant, and portable.93 

How They Differ From Human Capital Contracts 

¢ƻƪŜƴƛǎƛƴƎ ƘǳƳŀƴ ŎŀǇŀōƛƭƛǘȅ ƛǎ ƴƻǘ ǘƘŜ ǎŀƳŜ ŀǎ ǎŜƭƭƛƴƎ ǎƘŀǊŜǎ ƛƴ ŀ ǇŜǊǎƻƴΩǎ ŦǳǘǳǊŜ ƛƴŎƻƳŜΣ ǿƘƛŎƘ Ƙŀǎ ōŜŜƴ 

attempted in some Web3 contexts.94 Those models have been criticised for ethical risk and potential 

exploitation. 95 HCTs avoid these problems by tokenising evidence, not people; by representing 

achievement, not obligation; and by encoding capability, not personal ownership. 

This distinction is fundamental. The purpose of a Human Capability Token is to recognise and mobilise 

human potential, not delimit the economic value of  the person. 

 

 

 
Figure 2 HCT characteristics 
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 9. Why Tokenise Human Capability? 

Tokenising human capability is not a technological exercise. It is a response to a profound structural 

problem. Human capability is now the most important asset in modern economies, yet it remains the least 

visible, least portable, and least consistently recognised.96 Tokenisation of human capability standards 

provides the stable currency able to fill the missing mechanism. 

This distinction matters because many contemporary skills-first and future-of-work frameworks continue 

to treat human capability as an indirect input rather than a demonstrable outcome. Even where human 

capabilities are acknowledged as decisive, as in the ²ƻǊƭŘ 9ŎƻƴƻƳƛŎ CƻǊǳƳΩǎ bŜǿ 9ŎƻƴƻƳȅ {ƪƛƭƭǎ ŀƎŜƴŘŀΣ 

they are still operationalised through lists, rankings, and inferred signals.97 These tools improve visibility but 

do not create value flow. They describe what matters without providing a mechanism for recognising, 

carrying, or using demonstrated capability across systems. As a result, human capability is framed as 

essential yet structurally fragile, something to be nurtured, but not something that can reliably anchor 

economic decisions.98 Human Capability Tokens reverse this logic by treating demonstrated capability as 

robust, verifiable, and durable evidence of contribution that can move with the individual. 

The problem is not that human capability is intangible, but that our value systems were designed for 

tangible inputs into learning or job performance, rather than durable, lifelong learning and behavioural 

outcomes. 

Several factors make this shift both necessary and timely. 

1. Human capability currently has no portable form of value  

People continuously build capability through experience, reflection, formal and non-formal learning, 

and contribution.99 Yet these developments are captured in fragmented ways: CVs, performance 

reviews, learning records, community awards, or culturally embedded systems. None of these travel 

easily. None carry value across contexts.100 Tokenisation lets capability evidence move with the 

person, not the institution. 

2. Micro-credentials need a mechanism for value 

Micro -credentials have grown rapidly, but they remain fragmented and difficult to interpret 

consistently across institutions, vendors, and jurisdictions.101 A micro-credential issued in one setting 

often cannot be meaningfully understood or valued in another. Evidence from large-scale 

implementations confirms this challenge: even well-designed micro-credentials struggle to achieve 

portability or common interp retation across employers, even when they deliver measurable business 

benefits such as improved retention, faster time to competency, higher engagement, and stronger 

internal mobility.102 ¢ƘŜƛǊ ǾŀƭǳŜ ǊŜƳŀƛƴǎ ƭŀǊƎŜƭȅ ƭƻŎƪŜŘ ƛƴǎƛŘŜ ǘƘŜ ƛǎǎǳƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǎȅǎǘŜƳǎΦ 

Tokenisation provides a way to release this latent value. By mapping each unit of learning to a verified 

capability standard, the micro-credential becomes part of a recognised capability structure, giving it 

value beyond its point of origin.103 Once embedded inside a verified capability token, micro -

credentials contribute to a form of digital value that can be recognised, redeemed, and circulated 

across learning, work, and community ecosystems. Tokenisation therefore provides the missing 

mechanism that allows micro-credentials to participate in value exchange and move across 

institutional and labour-market boundaries as portable, trusted evidence of capability. 

3. Organisations need reliable ways to recognise capability  

Employers consistently report that they struggle to identify capability from traditional signals such as 

qualifications or job titles.104 HCTs provide a clear, evidence-based signal of what a person can do and 
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how they behave. This improves the talent system from recruitment  through to development, 

retention, deployment and reward decisions. 

4. Capability economies require trust and transparency  

Non-technical, durable capabilitiesτcritical thinking, communication, empathy, ethical judgement, 

collaborationτunderpin relationships and generate trust within teams and communities. Tokenising 

capability allows this trust to be recognised and strengthened through transparent evidence and 

consistent standards. This aligns with the shift from Machine Mindset to Living Culture, where 

organisations are embedding capabilities such as critical awareness, adaptive mindset, ethical 

judgement, and shared responsibility into behaviour, rather than focusing only on skills to use artificial 

intelligence or manage non-financial risks.105 

5. Tokenisation makes capability visible in economic systems  

Human capability is the source of innovation, resilience, and ethical action.106 Yet economic systems 

recognise only fragments of this value. The ROI³ model demonstrates how human capability generates 

Human, Social, and Earth Dividends.107 Tokenisation integrates these forms of value into economic 

systems in ways that respect human dignity, while enabling capability evidence to circulate as a 

trusted, exchangeable unit within learning, workforce, and community ecosystems. 

6. It supports mobility and lifelong learning  

A tokenised capability system allows individuals to build a verifiable and portable record of capability 

development across their lifetime.108 This supports smoother transitions between education and 

employment, reduces duplication in training, and encourages continuous development.109 

7. It prepares systems for AI-driven transformation  

As AI systems automate tasks and reshape work, human capability becomes the differentiator.110 

Tokenising capability ensures that human strengths such as ethical judgement, creativity, adaptability, 

and empathy are visible and valued in an AI-augmented future.111 

Taken together, these factors show why tokenising human capability is not merely an innovation. It is the 

next logical step in designing systems that value what matters most: the human capacities that enable 

society to learn, adapt, and act with integrity. 

Tokenisation gives individuals control over verified records of their capability by allowing evidence to be 

carried across learning, work, and community settings. Rather than relying on institutions to store or 

interpret fragmented records, individuals hold a portable and trustworthy account of what they can do. 

Tokenisation also establishes a consistent language for recognising capability in diverse contexts by 

anchoring evidence to shared standards. Part 2 in this series explains how HCTs operate within b roader 

organisational and community systems, including how they can be exchanged and applied as trusted units 

of value. 
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 10. Conclusion  

Human capability has always been the quiet engine of economic and social progress.112 It shapes how 

people draw from innate abilities to think, engage, act and lead in an endless array of variable contexts. Yet 

the mechanisms we use to recognise and reward capability have not kept pace with the demands of a 

world defined by rapid technological change, shifting expectations, and widening uncertainty.113 Micro -

credentials, qualifications, and performance systems each tell part of the story, but none provide the 

portable, transparent, and coherent signal that modern individuals, organisations, and societies require.114 

Tokenising human capability offers a way to bridge this gap. By representing verified capability evidence in 

a programmable digital form115, HCTs allow capability to move with the person, not the institution.116 They 

provide a mechanism for linking learning to value, for making behavioural evidence visible, and for creating 

trust-based systems that recognise human potential with far greater fidelity than traditional credentials. 

This does not reduce people to assets or turn capability into a commodity. Instead, it gives individuals 

sovereignty over their own capability story. It allows organisations to recognise and reward what truly 

matters. It strengthens the relational fabric of teams and communities by making trust visible. It aligns 

learning, work, and societal value creation in a way that reflects the principles of Living Culture and the 

economic logic of the Human, Social, and Earth Dividends.117 

Next Steps  

The next steps are both practical and conceptual. 

On the practical side, we must design the architecture for HCT: the verification standards, the capability-to-

token mapping, the evidence models, and the governance systems that ensure fairness, trust, and ethical 

use. We must experiment with pilot programs that connect learning providers, employers, and communities 

of practice. We must build systems that respect human agency, safeguard privacy, ensure portability, and 

embed fairness and equity by design. 

On the conceptual side, we must continue refining our understanding of capability as a relational asset. We 

must strengthen the link between capability development and value creation. We must show leaders in 

business, government, and education that recognising capability is no longer a matter of compliance or 

training but a pathway to a more resilient, adaptive, and human-centred  future. And we must continue to 

develop frameworks such as the Human Capability Standards and ROI³ so that capability evidence can be 

recognised consistently across the lifespan.118 

Tokenising human capability is not a technological revolution. It is a human one. It invites us to imagine a 

future where people are recognised not for the work roles they perform  or the knowledge they hold, but for 

the way they think, relate, and contribute. It offers a mechanism for valuing the qualities that make us most 

human. And it gives us an opportunity to build systems that align learning, trust, and economic value in 

service of a more conscious, connected, and capable society. 








