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Abstract 

The traditional concept of a rigidly defined job with specific, bounded responsibilities has undergone fundamental 

transformation in recent years. Contemporary employees are increasingly expected to perform tasks beyond traditional 

job descriptions, demonstrating flexibility, adaptability, and multi-functional capabilities. This phenomenon, termed "de-

jobbing," represents a significant shift from static, hierarchical work structures to dynamic, fluid role configurations. This 

research paper examines the evolving factors driving de-jobbing in the 2023-2025 period, providing a contemporary 

analysis that extends beyond earlier conceptualizations focused primarily on globalization and cost-cutting. Through 

comprehensive literature review synthesizing academic research, industry reports, and empirical workplace data, 

combined with analysis of recent trends in talent management, organizational design, and employment patterns, this study 

identifies both traditional and emerging drivers of de-jobbing. The research analyses the multidimensional implications 

of de-jobbing for organizations struggling to maintain coordination and culture in fluid environments, leaders who must 

develop new competencies to guide without traditional authority structures, HR functions tasked with redesigning systems 

built around obsolete job-based assumptions, and individual workers navigating careers without the clarity and security 

of defined roles. Finally, this paper proposes a contemporary framework for understanding workforce evolution in the 

post-pandemic era, positioning de-jobbing not as a temporary disruption but as a fundamental reimagining of the 

employment relationship and the organizing principles of productive activity in twenty-first-century knowledge 

economies. 
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1. Introduction 

1.1 Background and Context 

The nature of work has undergone unprecedented transformation since 2020, accelerated by the COVID-19 pandemic, 

rapid technological advancement, and fundamental shifts in organizational structures. Traditional job descriptions—once 

considered essential frameworks for organizational functioning—are increasingly becoming obsolete as organizations 

demand greater flexibility, adaptability, and cross-functional competencies from their workforce (Dhanpat, 2025; World 

Economic Forum, 2024). 

The dictionary meaning of a job is 'a piece of work.' Google reveals job as 'a paid position of regular employment.' As 

defined by Collins English Dictionary, 'a job is a particular task.' However, businessdictionary.com describes a job as 'a 

group of homogeneous tasks related by similarity of functions.' In the words of Bhattacharya D.K., "a job is a group of 

essentially similar activities or tasks performed by a person or a group of persons" (2007, p. 86). 

These traditional definitions, while historically accurate, no longer adequately describe contemporary work arrangements. 

Today's employees frequently perform tasks far beyond their nominal job descriptions, adapting to changing 

organizational needs, technological disruptions, and market dynamics. This phenomenon—termed "de-jobbing"—

represents a fundamental reconceptualization of work itself. 

1.2 Defining De-jobbing in the Contemporary Context 

According to Sharma R., "de-jobbing is simply disentangling of job descriptions and boundaries to make room for a team 

project approach of doing things in the organization. De-jobbing is focused on doing more work with fewer resources." 

Bridges (1995) defines it as "when an organization or industry shifts away from formal jobs with formal job descriptions 

to some other arrangement to get their work done." 
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In the contemporary context (2023-2025), de-jobbing has evolved to encompass: 

• Role fluidity: The ability to shift responsibilities based on project needs and organizational priorities 

• Job crafting agility: Employees' dynamic capacity to proactively modify their jobs in response to rapidly 

evolving work demands (Dhanpat, 2025) 

• Boundary-transcending behaviors: Extending contributions beyond formal role boundaries while 

maintaining collaborative relationships 

• AI-human collaboration: Adapting job functions to work alongside artificial intelligence systems 

(McKinsey, 2025) 

1.3 Contemporary Significance 

As of 2024-2025, several workplace statistics underscore the urgency of understanding de-jobbing: 

• 44% of workers' core skills are predicted to be disrupted by 2027 (World Economic Forum, 2024) 

• 45% of employees are expected to use AI tools in daily work routines by 2026, up from 28% in early 

2024 

• Hybrid work arrangements have stabilized at approximately 24% of new job postings in Q3 2025, with 

only 65% of positions being fully on-site (Robert Half, 2025) 

• The gig economy has grown to $455.2 billion in 2023, with approximately 46% of US workers engaging 

in gig work (HR Future, 2024) 

• 94% of employees would stay with their employer if the company invested in upskilling (LinkedIn, 2023) 

These trends indicate that de-jobbing is not merely an organizational strategy but a fundamental response to systemic 

changes in how work is organized, executed, and valued. 

 

2. Research Framework 

2.1 Statement of the Problem 

Contemporary employees are performing "jobless jobs"—positions where they are required to do substantially more than 

traditional job descriptions specify. The boundaries between roles, departments, and hierarchical levels are becoming 

increasingly fluid. Organizations are demanding multi-talented employees who can handle diverse responsibilities and 

who reject the "this is not my job" mentality. This research seeks to understand why companies have shifted from rigid 

jobs to de-jobbing and what factors continue to drive this transformation in 2024-2025. 

2.2 Scope of the Study 

This paper examines: 

1. The evolving meaning and manifestations of de-jobbing in contemporary workplaces 

2. Traditional and emerging factors driving de-jobbing 

3. The role of digital transformation and AI in accelerating de-jobbing 

4. The relationship between de-jobbing, job crafting, and organizational agility 

5. Implications for employees and organizations in the post-pandemic era 

2.3 Objectives 

1. To analyze the contemporary understanding of de-jobbing in light of recent workplace transformations 

2. To identify and examine both traditional and emerging drivers of de-jobbing 

3. To explore the relationship between de-jobbing and recent phenomena such as job crafting agility, AI 

integration, and hybrid work models 

4. To analyze the implications of de-jobbing for organizational competitiveness and employee wellbeing 

5. To propose a contemporary framework for understanding de-jobbing 

2.4 Methodology 

This research employs: 

• Comprehensive literature review: Analysis of scholarly articles, research papers, and industry reports 

from 2023-2025 

• Trend analysis: Examination of workplace statistics and survey data from authoritative sources (World 

Economic Forum, Glassdoor, McKinsey, LinkedIn, Robert Half) 

• Comparative analysis: Evaluation of traditional vs. contemporary drivers of de-jobbing 

• Conceptual framework development: Integration of findings into a cohesive theoretical model 
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2.5 Limitations 

1. Primary reliance on secondary data sources 

2. Rapid pace of workplace change may render some findings outdated quickly 

3. Geographic focus primarily on developed economies, particularly the United States 

4. Difficulty in establishing causal relationships due to multiple interacting factors 

 

3. Literature Review 

3.1 Traditional Literature on De-jobbing (Pre-2020) 

Early research on de-jobbing identified several foundational drivers: 

According to Blogger.com, "De jobbing is the result of several changes taking place in business today. Firms need to keep 

pace with revolutionary forces—accelerating product and technological changes, global competition, deregulation, 

political instability, demographic changes, and a shift to a service-oriented economy." 

Kammar S. noted that "Privatization, globalization, technological developments, political instability and a shift towards 

service economy have increased the need for organizations to be responsive, flexible and more competitive." 

Hanson C. observed that "Increased competition is fanning de-jobbing," while Citeman.com emphasized that 

"Organizations need to grapple with trends like rapid product and technological change, global competition, deregulation, 

political instability, demographic changes, and a shift to a service economy." 

3.2 Contemporary Literature (2023-2025) 

Recent research has expanded our understanding of de-jobbing significantly: 

3.2.1 Job Crafting and Organizational Agility 

Dhanpat (2025) introduced the concept of job crafting agility, defining it as "a dynamic and proactive process of 

balancing job demands and resources in response to changing or fluctuating circumstances." This research distinguishes 

between traditional job crafting—which focuses on relatively stable changes to align with personal strengths—and job 

crafting agility, which involves ongoing, flexible, and proactive modifications in response to both internal and external 

change. 

Research published in Frontiers in Psychology (2025) found that job crafting plays a significant role in enhancing personal 

resources during organizational disruption, promoting growth processes and facilitating adaptation. The study emphasizes 

that proactive and adaptive leadership, along with job crafting, is crucial for protecting health and enhancing performance 

in fast-paced digital environments. 

Ye (2025) demonstrated that digital leadership enhances organizational resilience by fostering job crafting, with 

organizational culture playing a moderating role. This research establishes a clear link between leadership approaches, 

employee autonomy, and organizational adaptability. 

3.2.2 AI and Digital Transformation 

McKinsey's 2025 research indicates that AI-powered agents and robots could generate approximately $2.9 trillion in US 

economic value per year by 2030. The study notes that roughly 40% of total US wages are spent on automatable activities, 

spanning roles from education and healthcare to business and legal services. 

Research on digital-AI transformation published in Frontiers in Psychology (2025) found that organizational AI adoption 

significantly influences employee job crafting behaviors. The study reveals that when facing digital-AI transformation, 

employees proactively initiate changes to protect their personal resources, with AI knowledge playing a foundational role 

in how employees navigate transformation. 

According to Workato's 2024 Work Automation Index, processes with generative AI grew by 400% in 2023, with revenue 

operations being the top adopter (48% of processes) and IT in second place (31% of use cases). 

3.2.3 Hybrid and Flexible Work Models 

Robert Half's 2025 research indicates that 70% of job seekers included hybrid work in their preferred options when ranking 

workplace arrangements. The data shows that 76% of workers stated having flexibility in when and where they work 

influences their desire to stay with an employer. 

Glassdoor's 2024 workplace trends analysis revealed that organizational flattening and increased responsibilities for 

middle managers at large companies led to sharp drops in work-life balance ratings, indicating stress from enforcing 

unpopular policies while asking more of thinly stretched teams. 
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3.2.4 Skills Disruption and Continuous Learning 

The World Economic Forum's Future of Jobs Report (2024) predicts that almost half (44%) of workers' core skills will be 

disrupted by 2027. Technology is moving faster than companies can design and scale their training programs, with AI, the 

green transition, and geo-economic conditions causing "churn" for almost a quarter of jobs by 2027. 

LinkedIn data (2023) shows that most (94%) employees would stay if the company invested in upskilling, and a Gallup 

poll indicates that almost half (46%) of American workers would switch jobs if offered free skills training. 

3.2.5 The Gig Economy and Alternative Work Arrangements 

HR Future (2024) reports that the gig economy's projected volume reached $455.2 billion in 2023, nearly a 12% increase 

from 2022. Approximately 46% of US workers engage in gig work as a side hustle or full-time, with projections suggesting 

gig workers may exceed the number of full-time workers by 2027. 

3.3 Synthesis of Literature 

The literature demonstrates a clear evolution from traditional drivers of de-jobbing (globalization, cost-cutting, service 

economy shift) to contemporary drivers that emphasize: 

1. Digital transformation and AI integration as primary catalysts 

2. Employee agency and job crafting as proactive responses to change 

3. Organizational resilience and agility as strategic imperatives 

4. Hybrid work models as structural enablers of role fluidity 

5. Continuous learning and skills disruption as ongoing challenges 

The contemporary literature positions de-jobbing not merely as an organizational efficiency strategy but as a complex, 

multidirectional phenomenon involving organizational strategy, technological advancement, employee proactivity, and 

fundamental shifts in the nature of work itself. This evolved understanding recognizes that de-jobbing emerges from the 

intersection of technological possibilities, economic pressures, strategic choices, and human agency rather than from any 

single cause or linear progression. Scholars now conceptualize de-jobbing as both a response to external disruptions and 

a driver of organizational transformation, creating feedback loops where new work arrangements enable further changes 

in technology adoption, employee expectations, and competitive dynamics that in turn reshape how work is structured. 

4. Drivers of De-Jobbing: Traditional and Contemporary Analysis 

4.1 Organizational Structure Transformations 

De-jobbing fundamentally reshapes organizational architecture, moving away from rigid, hierarchical structures toward 

more fluid and adaptive configurations. This transformation affects how organizations design reporting relationships, 

allocate authority, coordinate activities, and create value in increasingly dynamic environments. The following are the 

major forms of new organizational structure as a result of de-jobbing: 

 

 
Figure 1: Organizational Structure Transformations 
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4.1.1 Flatter Organizations 

Traditional hierarchical structures with seven or more managerial layers have given way to flatter organizations with only 

three to four layers. This reduction in hierarchical levels means: 

• More employees reporting directly to managers 

• Increased span of control for managers 

• Broader responsibilities for subordinates 

• Faster decision-making processes 

• Greater autonomy at lower organizational levels 

Contemporary Update (2024-2025): Glassdoor's 2024 research reveals that organizational flattening has created 

significant stress for middle managers at large companies, who face the dual challenge of enforcing corporate policies 

while managing thinly stretched frontline teams. Work-life balance ratings dropped sharply for this group in 2023, 

indicating that flattening may have unintended consequences for employee wellbeing. 

4.1.2 Work Teams and Project-Based Structures 

Organizations increasingly assign work to temporary teams formed for specific projects rather than to individuals in fixed 

positions. Team members divide functions among themselves, leading to: 

• Variable job content across different projects 

• No fixed boundaries on individual responsibilities 

• Collaborative decision-making on task allocation 

• Continuous adaptation to new project requirements 

Contemporary Update: The rise of agile methodologies and cross-functional teams has accelerated this trend. 

Microsoft's 2024 research indicates that knowledge workers participate in an average of 3.5 project teams simultaneously, 

with 62% reporting that their day-to-day responsibilities vary significantly from quarter to quarter. 

4.1.3 Boundary-less Organizations 

The concept of boundary-less organizations—where departmental and hierarchical boundaries are minimized—has 

become more prevalent. This approach involves: 

• Elimination of traditional departmental silos 

• Use of teams and matrix structures 

• Encouragement of cross-functional collaboration 

• Focus on projects rather than fixed jobs 

• Emphasis on outcomes over defined processes 

Contemporary Update: Research on across-boundary job crafting (2025) reveals both benefits and challenges. While 

expanded autonomy enhances efficiency and organizational agility, it raises concerns about role clarity and equitable 

recognition. When job crafting encroaches upon colleagues' perceived task boundaries, it can lead to conflicts and 

defensive behaviours. 

4.1.4 Re-engineering and Process Redesign 

Business process re-engineering involves fundamental redesign to achieve improvements in cost, quality, service, and 

speed. This includes: 

• Consolidation of multiple jobs into fewer roles 

• Empowerment of employees with decision-making authority 

• Removal of supervisory checks 

• Job enlargement and enrichment 

• Greater responsibility accompanying increased authority 

Contemporary Update: Digital transformation initiatives in 2023-2025 have intensified re-engineering efforts, with 

organizations leveraging AI and automation to reimagine entire workflows rather than simply digitizing existing 

processes. 

4.2 Technological Forces 

4.2.1 Traditional Technology Advancement 

Historically, technological advancement enabled one person to accomplish tasks previously requiring multiple workers. 

Machines reduced the need for manual labour while increasing individual productivity. 
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4.2.2 Contemporary AI and Automation (2023-2025) 

The integration of AI represents a quantum leap beyond traditional automation: 

Scale and Scope: 

• 45% of employees expected to use AI tools daily by 2026, up from 28% in early 2024 

• Generative AI processes grew 400% in 2023 

• AI now extends into reasoning, communication, and judgment—skills that underpin most jobs in the 

modern economy 

Role Transformation: 

• Administrative roles shifting from task execution to exception handling (70% of routine paperwork 

automated) 

• Marketing teams spending less time on content production, more on strategy and creative direction 

• Customer service evolving to handle only complex issues (80% of standard inquiries resolved by AI) 

• IT departments focusing on architecture and integration rather than maintenance 

Job Crafting Response: Research (2025) shows that digital-AI transformation positively influences employee job 

crafting. When facing AI integration, employees proactively initiate changes to protect their personal resources, with 

job crafting serving as an adaptive response to technological threat perceptions. 

4.2.3 Digital Leadership and Transformation 

Contemporary organizations require digital leadership—defined as "competencies and behavioral processes through 

which leaders leverage digital technologies to drive changes in attitudes, emotions, cognition, behaviors and performance" 

(Lin, 2024). Digital leadership: 

• Enhances organizational resilience by fostering job crafting 

• Promotes employee innovation performance 

• Facilitates organizational digital transformation 

• Strengthens employees' "Can Do," "Reason To," and "Energized To" motivations 

4.3 Economic and Market Forces 

4.3.1 Traditional Economic Instability and Downsizing 

Historically, recession-driven cost-cutting led to downsizing, with remaining workers assuming additional responsibilities 

from departed colleagues. 

4.3.2 Contemporary Economic Pressures (2023-2025) 

Post-Pandemic Labor Market Dynamics: 

• Global unemployment rate projected to rise from 5.1% to 5.2% in 2024 (ILO) 

• Despite resilience, companies continue focusing on cost management 

• Middle managers facing increased scrutiny as "organizational bloat" 

• Benefits access beginning to erode as companies cut costs without reducing salaries 

The Great Resignation's Legacy: 

• 53% of employees by early 2024 indicated likelihood of leaving their current company 

• This creates both opportunity (more job openings) and pressure (need for multi-skilled workers to fill 

gaps) 

• Organizations cannot simply replace departed workers but must redistribute responsibilities 

4.3.3 Globalization in the Digital Age 

Traditional globalization effects (increased market complexity, competitive pressure) have been amplified by: 

• Global digital jobs: Balancing skill shortages in higher-income countries with opportunities for younger 

workers in lower-income countries 

• Remote work normalization: 58% of employees working remotely at least one day per week in 2023 

• Cross-border collaboration: Technology enabling 24/7 global teams 

• Diverse talent pools: Organizations accessing skills regardless of geography 

4.4 Economic Model Shifts 

4.4.1 Service Economy Evolution 

The traditional shift toward service economy (outsourcing specific functions) continues but has evolved significantly. 
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4.4.2. The Gig Economy Revolution (2023-2025) 

The gig economy represents a fundamental restructuring of work that has accelerated dramatically in recent years, 

transforming employment patterns and challenging traditional organizational models. This revolution extends far beyond 

isolated freelance arrangements to encompass a substantial reconfiguration of how work is sourced, performed, and 

compensated across the global economy. 

Scale and Growth of the Gig Economy 

The magnitude of the gig economy has reached unprecedented levels, demonstrating its transition from peripheral 

phenomenon to mainstream employment model. The gig economy market reached $455.2 billion in 2023, representing a 

12% increase from 2022 and reflecting both expanding participation and increasing economic value generated through 

these arrangements. Perhaps most striking is that 46% of US workers now engage in gig work in some capacity, whether 

as their primary income source or as supplementary employment alongside traditional roles. This widespread participation 

cuts across demographic groups, skill levels, and industries, indicating that gig work has become normalized rather than 

remaining confined to specific sectors or populations. 

Implications for De-jobbing: 

• Organizations maintain smaller core workforces with fluid responsibilities 

• Permanent employees must be adaptable to fill gaps between projects 

• Hybrid employment models (core + contingent workers) require flexible role definitions 

• Internal employees develop "platform" skills to manage and coordinate gig workers 

4.4.3. Hybrid Work Models as Structural Enablers 

Hybrid work models have emerged as critical structural enablers of de-jobbing, fundamentally transforming where and 

how work occurs while creating the flexibility necessary for fluid role arrangements. The rapid adoption and normalization 

of hybrid arrangements demonstrates a permanent shift in organizational structures rather than a temporary pandemic-era 

accommodation, with implications that extend far beyond simple location flexibility to encompass deeper changes in how 

organizations conceptualize jobs, coordinate activities, and deploy talent. 

Current Adoption and Worker Preferences 

The prevalence of hybrid work arrangements has reached substantial levels across the contemporary labour market. 

According to recent labour market data, 24% of new job postings in Q3 2025 explicitly advertised hybrid work 

arrangements, indicating that nearly one-quarter of emerging employment opportunities now build location flexibility into 

their fundamental structure. Worker preferences demonstrate even stronger support, with 70% of job seekers including 

hybrid work among their preferred options when evaluating opportunities, signalling that location flexibility has become 

a standard expectation rather than a premium benefit. 

Decline of Fully On-Site Work 

Traditional fully on-site work arrangements have experienced dramatic decline as organizations recognize that physical 

co-location is unnecessary for many types of work. Fully on-site roles declined from 83% to 65% between 2023 and 2024, 

representing an 18% point drop in a single year and reflecting rapid organizational adaptation to new expectations and 

operational realities. The remaining on-site roles likely concentrate in positions requiring physical presence due to the 

nature of the work—such as manufacturing, healthcare delivery, and hands-on services—rather than organizational 

preference for traditional management approaches. 

Hybrid Work as De-Jobbing Infrastructure 

These hybrid work trends serve as structural enablers of de-jobbing by decoupling work from fixed locations, schedules, 

and the physical artifacts of traditional job-based organizations. When employees no longer occupy assigned desks in 

departmental areas, the physical manifestations of organizational hierarchy and functional boundaries become less salient, 

facilitating movement across project teams. The flexibility inherent in hybrid models also supports the multiple project 

participation that characterizes de-jobbed work, transforming organizational structure from something defined by physical 

space into something constituted through digital platforms. 

De-jobbing Implications: 

• Physical presence no longer defines job boundaries 

• Results-oriented work environments emphasize outcomes over activities 

• Self-directed work requires broader skill sets and greater autonomy 

• Managers must define responsibilities by objectives rather than tasks 
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• Employees must be proactive in defining their own work (job crafting) 

4.5 Employee Perspective and Motivations 

4.5.1 Traditional Employee Perspective 

Historically, employees sought novel, interesting, challenging work rather than pre-standardized routines, leading 

employers to enlarge and enrich jobs. 

4.5.2 Contemporary Employee Expectations (2023-2025) 

Upskilling and Development Priorities: 

• 94% of employees would stay if companies invested in upskilling 

• 46% of workers would switch jobs for free skills training 

• 65% consider upskilling opportunities critical when evaluating job offers 

• Average half-life of skills now less than five years (under 2.5 years in some tech fields) 

Work-Life Balance and Flexibility: 

• 76% of workers say flexibility influences their desire to stay with employer 

• Mental health support now a critical factor (81% consider it important in job offers) 

• Autonomy and self-directed work increasingly valued 

• Rejection of rigid, surveillance-based management 

Proactive Career Management: 

• Employees actively engaging in job crafting to align work with personal preferences 

• Workers increasingly viewing themselves as "enterprises of one" managing their own career portfolios 

• Greater expectation of meaningful work and purpose alignment 

• Willingness to change jobs frequently to find better fit 

4.6 Emerging Drivers (2023-2025) 

4.6.1 Skills-Based Hiring Revolution 

Organizations are shifting from credential-based to skills-based hiring: 

• Filtering for demonstrable skills rather than degrees or company pedigrees 

• Emphasis on transferable skills across seemingly unrelated roles 

• Opening up candidate pools significantly 

• Requiring broader role definitions to accommodate diverse backgrounds 

This trend directly drives de-jobbing by forcing organizations to define roles by competencies and outcomes rather than 

standardized educational requirements and job histories. 

4.6.2 Organizational Resilience Requirements 

Post-pandemic, organizational resilience has become a strategic priority: 

• Adaptive capacity: Organizations must respond quickly to disruptions 

• Resource flexibility: Ability to redeploy resources rapidly across functions 

• Knowledge agility: Quick learning and knowledge sharing across boundaries 

• Digital backbone: Technology infrastructure enabling rapid reconfiguration 

These resilience requirements demand employees who can shift roles, learn quickly, and collaborate across traditional 

boundaries—all hallmarks of de-jobbing. 

4.6.3 Job Crafting as a Strategic Response 

Contemporary research reveals that job crafting is not merely an employee behaviour but a strategic organizational 

capability: 

• Job crafting agility: Employees' dynamic ability to adjust in response to rapidly evolving work demands 

(Dhanpat, 2025) 

• Proactive behaviour: Employees reshaping job characteristics and work situations to improve fit 

• Resource optimization: Workers modifying job demands and resources to ensure growth 

• Crisis management: Job crafting as an effective approach to manage disruption-induced change 

Organizations increasingly recognize and encourage job crafting, effectively institutionalizing de-jobbing through policies 

and cultures that support employee autonomy and proactivity. 
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5. Contemporary Framework for De-Jobbing 

Based on the literature review and analysis, we propose an integrated framework understanding de-jobbing in 2024-2025: 

5.1 The De-Jobbing Ecosystem: An Integrated Framework 

De-jobbing represents a fundamental shift in how organizations structure work, moving away from rigid job descriptions 

toward fluid, capability-based approaches. This transformation operates within an interconnected ecosystem comprising 

four primary dimensions, each influencing and reinforcing the others to create sustainable organizational change. 

 

 
Figure 2: Integrated Framework of The De-jobbing Ecosystem 

 

5.1.1 Structural Dimension 

The structural dimension encompasses the architectural elements of how organizations design their work systems. 

Flatter hierarchies replace traditional multi-layered management structures, reducing bureaucracy and 

accelerating decision-making. Project-based teams become the fundamental unit of work organization, bringing 

together diverse talents for specific initiatives rather than permanent departmental assignments. Boundary-less 

designs dissolve traditional silos, enabling seamless collaboration across functional areas and even organizational 

boundaries. Hybrid work models blend remote and on-site arrangements, offering flexibility while maintaining 

organizational cohesion. Matrix organizations create dual reporting relationships, allowing employees to 

contribute their expertise across multiple domains simultaneously while maintaining connections to functional 

homes. 

5.1.2. Technological Dimension 

Technology serves as a critical enabler of the de-jobbing transformation, providing the infrastructure and tools 

necessary for fluid work arrangements. AI and automation integration streamlines routine tasks and augments 

human decision-making, freeing employees to focus on higher-value activities. Digital transformation initiatives 

reimagine core business processes and customer interactions through technology. Intelligent automation platforms 

orchestrate complex workflows across systems and teams, ensuring coordination without rigid hierarchical 

control. Low-code and no-code tools democratize technology creation, allowing non-technical employees to build 

solutions and adapt systems to emerging needs. Virtual collaboration infrastructure—including communication 

platforms, project management tools, and digital workspaces—makes distributed teamwork seamless and 

effective, supporting the flexibility that de-jobbing requires. 

5.1.3. Human Dimension 

The human dimension addresses the capabilities, behaviours, and mindsets that individuals must develop to thrive 

in de-jobbed environments. Job crafting behaviours, both proactive and reactive, empower employees to shape 

their work to align with organizational needs and personal strengths. Skills-based competencies become the 

currency of talent management, replacing job titles as the primary way organizations understand and deploy their 

workforce. A continuous learning orientation becomes essential as work evolves rapidly and new challenges 
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emerge constantly. Adaptability and resilience enable individuals to navigate uncertainty, embrace change, and 

recover from setbacks inherent in dynamic work environments. Cross-functional capabilities allow employees to 

contribute across traditional boundaries, understanding multiple domains and translating between different 

functional perspectives. 

5.1.4. Strategic Dimension 

The strategic dimension reflects the business imperatives driving organizations toward de-jobbing approaches. 

Organizational agility requirements demand the ability to rapidly reconfigure resources and capabilities in 

response to market shifts and emerging opportunities. Resilience imperatives push organizations to build 

redundancy in capabilities rather than roles, ensuring continued operation even as circumstances change 

dramatically. Cost optimization pressures drive efficiency through better resource utilization and reduced 

management overhead. Competitive differentiation needs encourage organizations to leverage unique 

combinations of talent and capabilities that rigid job structures cannot accommodate. Innovation focus demands 

fluid collaboration, rapid experimentation, and the ability to quickly assemble diverse perspectives—all of which 

traditional job-based organizations struggle to achieve consistently. 

Integration and Interdependence 

These four dimensions do not operate in isolation but form a dynamic, mutually reinforcing system. Structural changes 

enable new ways of working that technology makes possible, while human capabilities determine how effectively these 

new structures and technologies deliver on strategic objectives. Organizations pursuing de-jobbing must attend to all four 

dimensions simultaneously, recognizing that progress in one area both enables and requires corresponding evolution in 

the others. This holistic perspective distinguishes successful de-jobbing transformations from superficial reorganizations 

that fail to achieve sustainable change. 

5.2 Levels of De-jobbing 

De-jobbing manifests at multiple levels: 

 

 
Figure 3: Levels of De-jobbing 

 

5.2.1. Micro Level (Individual): 

• Task variability within nominal roles 

• Voluntary job crafting behaviours 

• Skill portfolio management 

• Career self-management 

• Multiple project participation 

Macro Level 
(Organization)

Meso Level 
(Team/Department)

Micro Level 
(Individual)
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5.2.2. Meso Level (Team/Department): 

• Fluid team compositions 

• Cross-functional collaboration 

• Shared accountability models 

• Resource pooling and redeployment 

• Collective job crafting 

5.2.3. Macro Level (Organization): 

• Strategic workforce planning emphasizing flexibility 

• Culture of adaptability and continuous learning 

• Minimal bureaucracy and formal procedures 

• Emphasis on outcomes over activities 

• Dynamic organizational structures 

5.3 Outcomes and Implications 

5.3.1. Positive Outcomes: 

• Enhanced organizational agility and responsiveness 

• Improved employee engagement and meaningfulness 

• Greater innovation through cross-pollination 

• Better resource utilization 

• Increased resilience to disruption 

• Cost efficiency without sacrificing capability 

5.3.2. Challenges and Risks: 

• Role ambiguity and increased stress 

• Potential for conflict when boundaries blur 

• Inequitable workload distribution 

• Difficulty in performance evaluation 

• Career path ambiguity 

• Work-life balance erosion 

• Middle management stress and burnout. 

6. Analysis and Discussion 

6.1 The Acceleration Effect of COVID-19 

The pandemic served as a massive accelerant for de-jobbing trends already underway. Remote work normalization, digital 

transformation compression, and the Great Resignation collectively: 

• Forced rapid adaptation to new work modes 

• Demonstrated feasibility of results-oriented work 

• Empowered employees to demand flexibility 

• Exposed inefficiencies in rigid organizational structures 

• Created labour market conditions favouring employee agency 

6.2 The AI Paradox 

AI presents a paradox for de-jobbing: 

Automation Perspective: AI automates specific tasks, theoretically enabling more focused, specialized roles. 

Integration Perspective: AI integration requires humans to develop broader capabilities including: 

• Defining problems clearly for AI systems 

• Evaluating AI outputs critically 

• Knowing when to override algorithmic recommendations 

• Managing human-AI collaboration 

• Understanding ethical implications 

• Adapting to rapidly evolving AI capabilities 

The integration perspective dominates in practice, with research showing that AI drives job crafting behaviours as 

employees proactively adapt their roles to work alongside intelligent systems. 
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6.3 The Job Crafting-De-jobbing Relationship 

Contemporary research reveals a bidirectional relationship: 

 
Figure 4: Job-Crafting and De-jobbing Relationship 

 

De-jobbing Enables Job Crafting: 

• Absence of rigid job descriptions creates space for proactive role definition 

• Organizational flexibility permits experimentation 

• Flatter structures reduce barriers to initiative 

• Project-based work provides variety of opportunities 

Job Crafting Reinforces De-jobbing: 

• Employee proactivity demonstrates value of flexible roles 

• Successful job crafting showcases adaptability benefits 

• Collective job crafting reshapes organizational norms 

• Job crafting agility becomes competitive advantage 

This mutual reinforcement suggests de-jobbing is sustainable precisely because it aligns with employee motivations 

for meaningful, adaptive work. 

6.4 The Middle Manager Squeeze 

A particular concern emerging from 2023-2024 data is the pressure on middle managers in de-jobbed organizations: 

• Enforcement of sometimes unpopular policies (e.g., return-to-office) 

• Managing thinly stretched teams with fluid responsibilities 

• Scapegoating for organizational bloat 

• Sharp drops in work-life balance ratings 

• Unclear future as AI takes over coordination functions 

Organizations must address this specifically, as middle managers play crucial roles in navigating between strategic 

priorities and operational implementation. 

6.5 Skills and the Half-Life Problem 

The average half-life of skills—the point where a skill set becomes 50% obsolete—is now under five years and as short 

as 2.5 years in some tech fields. This creates a perpetual de-jobbing pressure: 

• Continuous learning becomes mandatory rather than optional 

• Jobs must be defined flexibly to accommodate skill evolution 

• Organizations cannot rely on stable competency frameworks 

• Employees become "permanent novices" in aspects of their roles 

• Traditional career ladders based on accumulated expertise erode 

6.6 The Gig Economy Spillover Effect 

The growth of the gig economy affects traditional employment: 

• Core employees must compensate for temporary nature of gig arrangements 

• Skills in managing contingent workers become essential 

• Boundary between "employee" and "contractor" blurs 

De-
jobbing

Job 
Crafting
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• Organizations develop platform models requiring coordination capabilities 

• Permanent staff increasingly work alongside gig workers, requiring adaptability 

6.7 Equity and Inclusion Considerations 

De-jobbing creates both opportunities and risks for workplace equity: 

Opportunities: 

• Skills-based hiring reduces credential barriers 

• Flexibility can accommodate diverse needs and circumstances 

• Job crafting allows individuals to align work with personal situations 

• Remote options expand talent pools geographically 

Risks: 

• Ambiguous roles may advantage those with social capital and insider knowledge 

• Informal processes can perpetuate bias 

• Job crafting may not be equally accessible to all employees 

• Performance evaluation complexity may disadvantage marginalized groups 

• Women disproportionately represented in roles at high risk of automation. 

 

7. Implications and Recommendations 

The shift toward de-jobbing creates profound implications across multiple organizational domains while requiring 

deliberate strategies to maximize benefits and mitigate risks. Organizations, leaders, HR professionals, and individual 

workers must adapt their approaches to successfully navigate this fundamental transformation in how work is structured 

and performed. 

7.1 For Organizations 

Strategic Implications: 

1. Embrace adaptive organizational design: Move beyond periodic restructuring to continuous evolution 

2. Invest in learning infrastructure: Make upskilling accessible, relevant, and continuous 

3. Develop digital leadership capabilities: Equip leaders to guide teams through technological change 

4. Foster job crafting culture: Encourage and support employee proactivity while maintaining guardrails 

5. Rethink performance management: Develop systems that assess contribution in fluid role 

environments 

Practical Recommendations: 

1. Define roles by outcomes and competencies rather than tasks 

2. Create safe-to-fail environments for experimentation 

3. Provide career pathways emphasizing breadth as well as depth 

4. Address middle manager strain specifically through support and recognition 

5. Establish ethical frameworks for AI integration and automation decisions 

6. Maintain equity focus as roles become more fluid 

7. Balance cost efficiency with employee wellbeing 

7.2 For Employees 

Strategic Implications: 

1. Develop portfolio of skills rather than single expertise 

2. Cultivate learning agility as core competency 

3. Practice proactive career management 

4. Build cross-functional networks 

5. Enhance digital fluency continuously 

Practical Recommendations: 

1. Engage in deliberate job crafting to align work with strengths and interests 

2. Seek diverse project experiences to broaden capabilities 

3. Develop AI literacy and comfort working alongside intelligent systems 

4. Cultivate soft skills (creativity, critical thinking, emotional intelligence) that complement automation 

5. Maintain boundaries to prevent work expansion from eroding wellbeing 
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6. Document contributions in fluid role environments for career progression 

7. Participate in continuous learning opportunities proactively 

7.3 For Policymakers and Educators 

Educational System Reforms: 

1. Shift from credential-focused to competency-based education 

2. Integrate continuous learning throughout working life 

3. Develop curricula emphasizing adaptability, critical thinking, and digital literacy 

4. Create pathways for mid-career reskilling and upskilling 

5. Partner with industry to ensure relevance 

Policy Considerations: 

1. Social safety nets designed for fluid employment patterns 

2. Portability of benefits across employers and work arrangements 

3. Protection against exploitation in de-jobbed environments 

4. Support for displaced workers in transitioning sectors 

5. Regulation of AI deployment to ensure human-centred work 

 

8. Conclusion 

De-jobbing has evolved from a reactive organizational efficiency strategy to a fundamental characteristic of contemporary 

work. The convergence of digital transformation, AI integration, organizational agility requirements, hybrid work models, 

the gig economy's growth, and employee expectations for meaningful, flexible work has created conditions where rigid 

job descriptions are increasingly untenable. 

Contemporary research reveals that de-jobbing is not simply imposed by organizations but co-created through employee 

job crafting behaviours. This bidirectional dynamic—where organizational flexibility enables employee proactivity, which 

in turn demonstrates the value of flexible arrangements—suggests de-jobbing represents a sustainable evolution rather 

than a temporary trend. 

The phenomenon presents both opportunities and challenges. Organizations gain agility, resilience, and innovation 

capacity. Employees gain autonomy, variety, and opportunities for meaningful work. However, these benefits come with 

risks: role ambiguity, stress, workload inequity, and potential erosion of work-life balance. 

Looking ahead, several trends will likely intensify: 

1. AI integration will continue accelerating, requiring even more adaptable workforce 

2. Skills half-life will continue shortening, making continuous learning mandatory 

3. Hybrid and gig work models will stabilize as permanent features rather than temporary arrangements 

4. Job crafting agility will emerge as a critical organizational capability 

5. Digital leadership will become essential for navigating continuous transformation 

The question is no longer whether de-jobbing will occur but how organizations and individuals can navigate this 

transformation successfully. Success will require: 

• Organizations that design for flexibility while maintaining clarity of purpose 

• Leaders who guide adaptation while supporting employee wellbeing 

• Employees who proactively shape their roles while maintaining boundaries 

• Educational systems that prepare workers for continuous adaptation 

• Policies that protect workers in fluid employment contexts 

Final Insight: In the contemporary workplace, "de-job" is indeed the new job—not as abandonment of structure but as 

evolution toward adaptive, outcome-focused, human-AI collaborative work arrangements. The challenge and opportunity 

lie in shaping this evolution to serve both organizational competitiveness and human flourishing. 

 

 

 

 

 

 

https://ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 01 | Jan - 2026                                 SJIF Rating: 8.586                                         ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                     DOI: 10.55041/IJSREM55847                                           |        Page 15 
 

References 

Bayt.com. (n.d.). What is dejobbing? Retrieved from https://www.bayt.com/en/specialties/q/149601/what-is-dejobbing/ 

Bhattacharya, D. K. (2007). Human resource management (2nd ed.). Excel Books. 

Black Alpaca. (2025). AI predictions 2026: How artificial intelligence will transform the workplace. 

https://blckalpaca.at/en/blog/ai-predictions-2026-how-artificial-intelligence-will-transform-the-workplace 

Blogger.com. (2009, November). Dejobbing project report. http://hrmba.blogspot.in/2009/11/dejobbing-project-

report.html 

Bridges, W. (1995). Job shift: How to prosper in a workplace without jobs. Perseus Books. 

BusinessDictionary.com. (n.d.). Definition of job. http://www.businessdictionary.com/definition/job.html 

Career Foundry. (2024). Workplace trends in 2025: Our predictions. https://careerfoundry.com/en/blog/career-

change/workplace-trends/ 

Cflow. (2025). AI automation in the future of work: Benefits & challenges. https://www.cflowapps.com/articles/the-future-

of-work-ai-automation-benefits-and-challenges/ 

Citeman.com. (n.d.). Dejobbing. https://www.citeman.com/2255-dejobbing.html 

Collins English Dictionary. (n.d.). Definition of job. https://www.collinsdictionary.com/dictionary/english/job 

Dhanpat, N. (2025). Job crafting agility: A conceptual proposition for rethinking behaviour in organizations. International 

Journal of Organization Theory & Behavior, 28(1), 18-33. https://doi.org/10.1108/IJOTB-03-2023-0062 

Glassdoor. (2024). Workplace trends: The state of work-life balance 2024. Glassdoor Economic Research. 

https://www.glassdoor.com/research/ 

Hanson, C. (1995, January 5). Employees face dejobbing in the task-focused. The Spokesman-Review. 

http://www.spokesman.com/stories/1995/jan/05/employees-face-dejobbing-in-the-task-focused/ 

HR Future. (2024). Top workplace trends in 2024. https://www.hrfuture.net/talent-management/workplace-trends/top-

workplace-trends-in-2024/ 

Indeed Hiring Lab. (2025). Future of work trends. https://www.hiringlab.org/ 

International Labour Organization. (2024). World employment and social outlook: Trends 2024. International Labour 

Office. 

Kammar, S. (n.d.). Dejobbing: Meaning, techniques and examples. Your Article Library. 

http://www.yourarticlelibrary.com/hrm/dejobbing-meaning-techniques-and-examples-hrm/75367 

Kanten, P., Pazarcık, Y., & Gümüştekin, G. (2025). Modelling the antecedents and consequences of job crafting agility: A 

qualitative study. Administratie si Management Public, 44, 154-180. https://doi.org/10.25142/aak.2025.009 

Lin, Q., Zhang, L., & Wang, Y. (2024). Digital leadership and organizational resilience: The mediating role of job crafting. 

Leadership & Organization Development Journal, 45(2), 245-262. https://doi.org/10.1108/LODJ-08-2023-0425 

LinkedIn Learning. (2023). 2023 workplace learning report. LinkedIn Corporation. 

Marx, K., Jacobs, M., & Jonker, C. (2025). Job crafting amid uncertainty: South African employee experiences during the 

COVID-19 pandemic. SA Journal of Human Resource Management, 23, 1-17. https://doi.org/10.4102/sajhrm.v23i0.2844 

McKinsey & Company. (2023, June 14). The economic potential of generative AI: The next productivity frontier. 

https://www.mckinsey.com/capabilities/mckinsey-digital/our-insights/the-economic-potential-of-generative-ai-the-next-

productivity-frontier 

McKinsey Global Institute. (2025, November 25). Agents, robots, and us: Skill partnerships in the age of AI. 

https://www.mckinsey.com/mgi/our-research/agents-robots-and-us-skill-partnerships-in-the-age-of-ai 

McKinsey & Company. (2025, November 5). The state of AI in 2025: Agents, innovation, and transformation. 

https://www.mckinsey.com/capabilities/quantumblack/our-insights/the-state-of-ai 

Microsoft. (2024). 2024 work trend index: Annual report. Microsoft Corporation. 

Munnisunker, N., & Dhanpat, N. (2025). Exploring the relationship between job crafting and resilience. SA Journal of 

Human Resource Management, 23, 1-17. https://doi.org/10.4102/sajhrm.v23i0.2997 

Robert Half. (2025). Job market and hiring trends for 2025. Robert Half International. 

https://www.roberthalf.com/us/en/insights/research-center/job-market-hiring-trends-2025 

Sharma, R. (n.d.). Human resource management: Contemporary issues in HRM & future trends - De-jobbing. Pathshala, 

Paper 14, Module 14. 

https://ijsrem.com/


          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 01 | Jan - 2026                                 SJIF Rating: 8.586                                         ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | https://ijsrem.com                                     DOI: 10.55041/IJSREM55847                                           |        Page 16 
 

Tims, M., & Parker, S. K. (2020). Promoting work engagement through job crafting. In L. M. Lapierre & C. Cooper 

(Eds.), The Cambridge companion to organizational stress and well-being (pp. 138-151). Cambridge University Press. 

UKEssays.com. (n.d.). De-jobbing. https://www.ukessays.com/essays/business/de-jobbing.php 

Wahlstedt, E., Bertolotti, F., & Catino, M. (2025). Across-boundary job crafting: Resource gains or threats? Management 

Research Review, 48(3), 412-429. https://doi.org/10.1108/MRR-04-2024-0289 

Workato. (2024). 2024 work automation index. Workato, Inc. 

World Economic Forum. (2024). 6 work and workplace trends to watch in 2024. 

https://www.weforum.org/stories/2024/02/work-and-workplace-trends-to-watch-2024/ 

World Economic Forum. (2024). The future of jobs report 2023. https://www.weforum.org/publications/the-future-of-

jobs-report-2023/ 

World Economic Forum. (2025). The future of jobs report 2025. https://www.weforum.org/publications/the-future-of-

jobs-report-2025/ 

Ye, Q., Wu, W., & Zhang, M. (2025). Digital leadership and organizational resilience: The role of job crafting and 

organizational culture. Journal of Business Research, 158, Article 113695. https://doi.org/10.1016/j.jbusres.2022.113695 

 

https://ijsrem.com/

