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The Execution Gap in Adaptability

Moving quickly is the goal for most business leaders today, with 70% saying their primary strategy for the next few
years is speed and agility. But unfortunately, only 27% say their companies can manage change effectively. It’s clear
that the desire for an agile, adaptable team and actually achieving that resilience are two very different things.

This disconnect is often the result of your infrastructure. Flexibility enables adaptability, but you can't build a flexible
workforce on top of a fragmented HR stack. While 88% of organizations know that effectively orchestrating their
people is critical, only 7% have made meaningful progress doing so. That’s not because they lack the ambition, but
because the technology underneath their strategy isn't built to support it.

The barrier to better talent management is probably not your strategy, but your systems. Today, 62% of organizations
are juggling two to four paid HR solutions — sometimes many more — yet only 39% report those tools are usefully
integrated. When you're managing the entire employee lifecycle across disconnected point solutions, from recruiting
and onboarding to performance conversations and skills-based development, you're not enabling agility. You're
dragging down operations.

Data is siloed, your HR team wastes time on manual workarounds, and you can’t manage change with confidence. The
81% of organizations with poor integration who say fragmentation actively prevents them from achieving their HR
goals aren't outliers. They're the norm.

To close this execution gap, HR leaders have to rethink their talent infrastructure. You need a connected data
foundation where workflows are seamless, skills are visible, and Al agents operate in the background. The pillars
ahead lay out exactly what that foundation enables — and why none of it works without it.
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Pillar 1: Structural Flexibility

Moving at the Speed of Change

The Context

Most organizations treat HR as a business support function. But the more accurate framing is that HR infrastructure
either enables the business to move forward or prevents it from doing so. When departments operate in silos and
systems don't connect, you lose both efficiency and cross-functional agility.

Consider what happens when your company needs to respond to a market shift, like a competitor's product launch, a
sudden spike in demand, or a supply chain disruption. The business needs to move headcount, shift priorities, and
reassign resources within days. But if you’re using point solutions to manage your people, that gets much more
difficult.

If your talent planning tools don’t connect to your performance data, and your performance data doesn't connect to
your skills inventory, your HR team gets tied up with manual analysis instead of taking action. That operational drag
accumulates, slowing everything downstream.

The Enabler

Structural flexibility starts with unifying your talent ecosystem. Companies that do this respond to organizational
change 57% faster than those still relying on disconnected systems. That’s not because they made better strategic
decisions, but because their infrastructure doesn't get in their way when it's time to execute.

That difference compounds over time. Every reorganization, redeployment, or pivot that takes days instead of weeks is
a compounding advantage. You don’t have to replace every system at once to move toward unification. You just need
to start building toward that connected foundation where data flows between systems automatically, workflows don’t
require human handoffs, and your HR team has a real-time view of workforce capacity.

When that foundation is in place, you can make decisions about your employees that are informed by current data
rather than an export from last quarter. Cross-functional reorganizations happen in days rather than weeks because
skills and capacity are already visible. Managers get the information they need to act without waiting on HR to pull
reports manually. You can spend your time on strategy rather than reconciling data across tools that were never
designed to work together.

Flexibility is a capability you build. The infrastructure that supports it either exists in your tech stack or it doesn't.
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Pillar 2: Talent Agility

Rapid Redeployment Through Skills

The Context

Most talent decisions are still anchored to job titles. When a hiring manager needs to fill a gap, they write a job
description. When a leader needs to staff a new initiative, they think in terms of roles. The problem is that job titles are
a poor proxy for what people can actually do, and relying on them makes redeployment slow, imprecise, and difficult to
execute under pressure.

Organizations that already know the capabilities they have available and which ones they need to develop can respond
fastest to today’s challenges. When a new Al rollout needs an internal champion, when a product pivot demands a
different kind of thinking, or when a market shift creates urgent demand in one part of the business while another
slows down, a shared skills language helps you pivot. You can quickly answer the question, “Who do we have that
could do this?” without making guesses or wasting time.

The Enabler

A skills-based talent model replaces strategy that . 0
revolves around titles with a dynamic, data-driven view of What is a skills
your workforce's capabilities. It requires two foundational / : taXOhOmy?
elements:
Instead of every recruiter and hiring manager using

1. A consistent taxonomy for how skills are defined . . ;
their own terms, a skills taxonomy gives you a

across the organization structured list of the skills that matter to your

2. The technology infrastructure to capture, update, and
surface that data in context

organization, grouped and defined in a consistent

way. It covers everything from core technical skills
When both are in place, your team can identify internal to soft skills and role-specific competencies, and
candidates for new roles in hours rather than weeks. ties them to the jobs you're hiring for.

Learning and development (L&D) investments get tied to

actual skill gaps, and succession planning can be
proactive rather than reactive because the data exists to
support it.

The shift to skills-based talent management also directly supports retention. When employees can see how their skills
are valued and where development will take them, the case for staying gets stronger. And when your HR team can move
people quickly, without the back-and-forth that slows conventional hiring down, the organization becomes more
competitive — not despite its people strategy, but because of it.

Talent agility isn't about shuffling people around arbitrarily. It's about having the visibility and infrastructure to put the
right people in the right place at the right time, with confidence.
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Pillar 3: Redefining Work for Human Adaptability

Your Biggest Competitive Advantage Isn't the Technology

The Context

Every conversation about Al in the workplace eventually gets to the same question: what happens to the people? Too
often it's framed as a zero-sum problem: either Al replaces human workers, or it doesn't. But that framing is wrong.

The more useful question is what work looks like when the routine, repetitive parts of it are handled by Al systems, and
what that frees your people to do.

Right now, HR teams spend a significant portion of their time on tasks that don't require judgment, creativity, or the
ability to navigate ambiguity. They're pulling data from one system and entering it into another, or generating reports
that follow a predictable format. They're scheduling, routing, and coordinating.

These tasks consume time and cognitive bandwidth that could be redirected toward the kinds of work where humans
are genuinely irreplaceable.

The Enabler

Al is giving businesses the opportunity to redesign their workforces. But capturing that opportunity requires
intentional action, not passive adoption.

For HR leaders, that starts with redesigning roles around human strengths. As Al handles the predictable work, human
roles should shift toward the things Al doesn't do well. Building relationships, exercising judgment in ambiguous
situations, solving novel problems, and leading through change are all areas that require human involvement.

Any role redesign has to be deliberate. It doesn't happen automatically when you deploy a new tool. It also requires
investing in the capabilities that make people adaptable over time. Those go far beyond technical skills. Critical
thinking, communication, emotional intelligence, and the ability to learn quickly are what allow people to work
effectively alongside Al and keep pace as those tools evolve.

Invest in these capabilities now to build a workforce that can absorb whatever comes next, not one that needs to be
retrained from scratch every time the landscape shifts.

Finally, it means using Al to support the people agenda rather than just automate it. The same agentic systems that
handle routine work can also surface learning recommendations, flag performance trends, identify flight risks, and
give managers better information to act on in real time. That doesn’t replace HR judgment. It sharpens it.

The organizations that come out ahead won't be the ones that deployed Al the fastest. They'll be the ones that used Al
deployment as an opportunity to invest more deeply in their people and free up human capacity for the work that
actually requires it.

@ ClearCO clearcompany.com



Infrastructure That Bends Without Breaking

Adaptability isn't a culture initiative. It's not a leadership quality you can hire for or a value you can put on a wall. It's an
organizational capability, and like every capability, you have to build it.

The three pillars in this guide share a common foundation: connected data. Skills are only visible if your systems
capture and surface them. Redeployment is only fast if your technology supports it. Al augmentation only creates
human capacity if your infrastructure is integrated enough to make it work.

If you're serious about building an adaptable workforce, you have to start with an honest assessment of your
technology stack. You’re not just looking at whether each system does its job in isolation, but whether those systems
work together to give your team — and business — the visibility and speed you actually need. That's a harder question
than most technology evaluations ask, but it's the right one.

With 88% of organizations recognizing that orchestrating their people is critical and only 7% having made real
progress, the gap between knowing and doing is wide. In most cases, it's an infrastructure problem. Solve that first
— download our HR Platform Comparison: Flexibility Features That Matter.

Is your HR technology built to adapt, or is it
holding your team back?
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