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Navigating the
tension between
- Stability and agility

How can organizations find the
right balance of both and create
stagility?
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of workers of leaders
Stability vs agility - ..want stability ...want agile work
A disconnect between executives and workers is emerging, Organizations and workers must find new sources of stability to
with leaders preparing for more agile ways of working and reinforce the connection between worker and organization, putting
workers favoring stability. Today’s workers are being asked both in a position to adapt and thrive.

to learn new skills and ways of working, adapt to new
technologies, and pivot in response to unexpected change,
both internal and external.

yet only

Traditional anchors that have long provided stability for both
organizations and workers are being challenged. These
anchors include static job descriptions, defined teams, and
linear, internal career pathways and employment models.
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of organizations

=" gre doing something
meaningful about it

As these anchors become upended, workers may struggle TR
to find the grounding they require to act with confidence Al

and creativity and to have a dynamic capability to respond o
and evolve. ‘ \ i
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How can organizations
find the right balance of
“both and create stagility?
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Finding the balance: stagility

Creating stability for workers for organizations to move at speed

How do | provide stability for my workers while creating
the agility my business needs to thrive?

New anchors will come in the form of reimagined organization structures, greater
intentionality in the design of resourcing of work, a better understanding of workers as

individuals, and stronger networks and beyond the four wall of the organization.

The sources of instability can be addressed by establishing new anchors in each of the
three categories, that is, work, organization, and worker.

Perhaps the most important benefit of creating new anchors is that it gives
organizations the ability to adapt. To remain agile and perpetually reinvent themselves

in the face of ongoing change, organizations need a base level of stability. ’

Predictability Potential
Stability Agility
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Nambian Readiness Gap

According to the Deloitte Namibian
HC Trends survey results, about
30.77% of leaders are considering
reinventing the design and structure
of the organization to balance agility
and fluidity for the organization with
stability for worker, with little to no
effect. Currently, only 10.2% of
leaders say they are making great
accomplishments.
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For organizations and workers to establish new anchors, they should first assess the sources of
instability they face. These fall under three broad categories; work, organization, and worker.

SOURCE OF INSTABILITY OLD ANCHOR NEW ANCHOR
u " Higher rates of attrition and shorter job tenures, Cross functional teams and collective
Who" teams learn from . Boss and team . ‘
expansion of Al intelligence powered by Al
" " Flatter and more fluid organizations and distributed Performing specific tasks in service Taking a set of actions based on data in support
How” teams work . , . , .
decision making closer to the customer of a job to create fixed outputs of value and outcome creation
“Where” teams work  The rise of virtual and hybrid work The office, factory, etc. FIeX|b[e vvprkplaces dieifinzel By e wierk et 2ne
organizational needs
“Who" does work Rise of contingent workforce; expansion of Al Employees, in jobs, organized into functional teams qukers eMe A OFFEMIZSE! IO SRS
of internal and external teams
“How"” work is Need for greater fluidity and agility in ways of Organizations rigidly designed with sticks and boxes Organizations fluidly designed in service of the
organized working in service of the enterprise executives customer and the business outcomes

Inside and outside the boundaries of their

“Where” organizations Dynamic need to access capabilities that are not organization, accessing capabilities and skills

Inside the boundaries of their organization

work readily available inside the organization available in the market to more dynamically meet
business needs
“Who" workers are . Employees who are understood based on their pre- Workers who are understood based on skills,
. Greater need for speed, agility, and worker agency . o . . I )
(to the organization) hire and post-hire job experience passions, motivations, and potential
“How"” workers feel Al and technology creating disconnection and . Cross-functional teams; skills guilds;
. ‘ Functional team .
connected loneliness in work platform cooperatives
B TR Increa_smg array 81 0125 218] 21T 9IRS 217 Linear, internal career paths Lateral career paths and external opportunities
g0 next breaking of linear advancement models
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