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Abstract: This thesis examines the interrelationship between the
optimization of job positions within organizations and the management of
economic stability. Job optimization is understood as the deliberate
restructuring, consolidation, or reallocation of work roles in order to align
workforce capacity with actual production and service requirements. Economic
stability, at the organizational level, refers to the ability of an enterprise to
sustain predictable revenues, controlled costs, and resilient operations over
time. The paper argues that these two phenomena are not independent
managerial choices but are structurally linked through three transmission
channels: labor productivity, the cost structure of the enterprise, and the
organization's capacity to absorb external economic shocks. Rather than relying
on external statistical datasets, the analysis is built on established principles of
labor economics and organizational management theory, examining the logical
and causal mechanisms that connect workforce design to financial resilience.
The thesis concludes that job optimization, when pursued as a continuous and
evidence-based practice rather than a one-time cost-cutting exercise, functions
as a structural precondition for long-term economic stability.
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Introduction. Contemporary organizations operate in an environment
characterized by fluctuating demand, technological change, and intensifying
competition. Under such conditions, the internal structure of the workforce —
how many positions exist, how tasks are distributed among them, and how
efficiently each position contributes to output — has become a decisive factor
in an organization's economic performance. Managers are increasingly required
not only to fill positions but to continuously evaluate whether the existing
configuration of jobs corresponds to the organization's actual operational
needs.

The optimization of job positions is often associated narrowly with staff
reduction. This is a limited and, in many cases, misleading interpretation.
Optimization, in its proper managerial sense, refers to the process of matching
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the number, structure, and qualification profile of jobs to the volume and nature
of work that must be performed. It may involve reducing redundant positions,
but it may equally involve redistributing tasks, merging fragmented roles,
introducing multi-skilling, or reorganizing reporting lines so that
decision-making becomes faster and less costly. The defining feature of
optimization is not reduction but alignment between workforce structure and
organizational function.

Economic stability, for its part, is not merely the absence of financial loss.
It is the capacity of an organization to maintain a consistent relationship
between its revenues and its expenditures, to avoid abrupt cost shocks, and to
preserve enough operating flexibility to respond to external disturbances —
whether these arise from market demand fluctuations, input price changes, or
broader macroeconomic cycles. An organization that is economically stable can
absorb temporary downturns without resorting to disruptive emergency
measures such as sudden mass layoffs or unplanned debt accumulation.

The purpose of this thesis is to clarify how these two concepts — job
optimization and economic stability — are connected. The central argument is
that job optimization influences economic stability primarily through its effect
on labor productivity and through its effect on the cost structure of the
organization, and that these two channels interact with one another in ways that
either reinforce or undermine long-term resilience.

Theoretical Foundations. The relationship between the organization of
labor and economic outcomes has long been a subject of management and
economic thought. Classical management theory emphasized the division of
labor and the specialization of tasks as a means of increasing output per worker
(Smith, 1776; Taylor, 1911). Later administrative and human-relations
approaches expanded this view by recognizing that the structure of jobs also
affects motivation, coordination costs, and the quality of decision-making
within an organization (Mayo, 1933). Modern strategic human resource
management builds on both traditions, treating workforce structure not as a
fixed administrative fact but as a variable that management can and should
adjust in response to changing conditions (Boxall & Purcell, 2011; Ulrich,
1997).

From an economic perspective, labor is one of the primary variable costs
of an organization, alongside materials, energy, and capital services. Because
labor cost is variable in the medium term — positions can be created, merged,
or eliminated — it is also one of the main levers through which an organization
can adjust its overall cost base. This is precisely why job optimization is
inseparable from discussions of economic stability: any change in the number
or structure of positions directly changes the organization's fixed and variable
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cost proportions, its break-even point, and its sensitivity to fluctuations in
revenue (Drucker, 1954).

At the same time, labor is not a cost like any other. Employees are also
the source of the organization's productive capacity and, in this sense,
constitute a form of human capital in which the organization invests (Becker,
1964). A reduction in positions that removes genuine redundancy improves the
ratio of output to labor cost. A reduction that removes functionally necessary
capacity, by contrast, may lower short-term expenditure while simultaneously
reducing output, service quality, or the organization's ability to respond to
demand — thereby undermining, rather than supporting, economic stability
(Pfeffer, 1998). This dual nature of labor — as both a cost and a productive
resource — is the theoretical core of the interrelationship examined in this
thesis.

Job Optimization and Labor Productivity. Labor productivity can be
understood as the ratio between the volume of goods or services produced and
the quantity of labor used to produce them. Job optimization affects this ratio
primarily through the elimination of structural inefficiencies: overlapping
responsibilities, unclear task boundaries, excessive layers of supervision, and
positions that exist due to historical organizational growth rather than current
operational necessity.

When positions are restructured so that each role has a clearly defined and
necessary function, several productivity-related effects tend to follow. First,
coordination costs decline, because fewer individuals are involved in decisions
that do not require their input. Second, accountability increases, since a smaller
and more clearly defined set of roles makes it easier to identify where
performance is strong or weak. Third, the organization gains the ability to
reallocate freed-up labor time toward higher-value tasks rather than
administrative or duplicated work.

It is important to note that productivity gains from job optimization are
not automatic. Poorly designed optimization — for example, reducing positions
without redistributing the associated workload, or merging roles that require
incompatible skill sets — can produce the opposite effect: overburdened
employees, declining service quality, and rising error rates. This is why
optimization must be treated as an analytical and evidence-based process,
grounded in an accurate assessment of actual workload and task requirements,
rather than as an arbitrary reduction driven solely by short-term cost pressure.

A productivity-oriented view of job optimization therefore reframes the
practice: its purpose is not simply to have fewer employees, but to ensure that
the labor employed by the organization generates the maximum sustainable
output consistent with quality and operational continuity. This distinction is
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essential for understanding why optimization, properly conducted, supports
rather than threatens economic stability.

Job Optimization and the Cost Structure of the Organization. The second
channel connecting job optimization to economic stability operates through the
organization's cost structure. Personnel expenses — salaries, social
contributions, training, and associated administrative costs — typically
represent one of the largest components of an organization's operating
expenditure, particularly in service-oriented and labor-intensive sectors. The
way jobs are structured therefore has a direct and often immediate effect on the
ratio between fixed and variable costs.

An organization with a leaner, more precisely calibrated job structure
tends to have a lower and more predictable cost base relative to its revenue.
This lowers the break-even threshold — the minimum level of activity required
for the organization to cover its costs — and correspondingly increases the
organization's margin of safety during periods of reduced demand. Conversely,
an organization that carries excess or poorly aligned positions faces a higher
fixed-cost burden that must be financed regardless of short-term fluctuations in
revenue, making it more vulnerable to downturns.

Job optimization also affects the flexibility of the cost structure over time.
Organizations that periodically review and adjust their workforce structure in
line with actual operational needs are better positioned to make incremental
adjustments as conditions change. Organizations that avoid such review tend to
accumulate structural imbalances gradually, until external pressure — a market
downturn, a loss of major clients, or a broader economic contraction — forces
abrupt and disruptive restructuring. In this sense, continuous, moderate
optimization functions as a stabilizing mechanism, while the absence of
optimization increases the likelihood of sudden, destabilizing corrections later.

It should also be emphasized that cost reduction through job optimization
is not an end in itself. An organization that reduces personnel costs at the
expense of core operational capacity may achieve short-term financial
improvement while damaging its longer-term ability to generate revenue.
Economic stability requires that cost adjustments be evaluated jointly with their
effect on productive capacity, not in isolation.

The Combined Effect: From Workforce Structure to Economic Stability.
The interrelationship between job optimization and economic stability becomes
clearest when the productivity channel and the cost channel are considered
together. Job optimization that simultaneously raises the productivity of
remaining positions and rationalizes the cost structure produces a compounding
stabilizing effect: the organization generates more output per unit of labor cost,
while also carrying a lower and more flexible cost burden relative to its
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revenue. This combination directly strengthens economic stability, because it
increases the organization's capacity to maintain profitability across a wider
range of demand conditions.

By contrast, when optimization is pursued as a purely cost-driven exercise,
disconnected from an assessment of actual workload and productive capacity,
the two channels can move in opposite directions: costs fall, but so does output
or service quality, eroding revenue and ultimately offsetting or reversing the
intended stabilizing effect. This explains why organizations that undertake
frequent but poorly designed restructuring often experience recurring instability
rather than improved resilience.

A further dimension of this relationship concerns adaptability to external
economic cycles. Organizations with well-optimized job structures tend to have
clearer visibility into their true labor requirements, which allows them to
respond to demand fluctuations through moderate, planned adjustments — such
as redistributing tasks or adjusting working hours — rather than through abrupt
layoffs. This capacity for measured adjustment is itself a component of
economic stability, since it reduces the risk of the organization overreacting to
short-term conditions in ways that damage its long-term operating capacity or
its relationships with employees and clients.

Taken together, these observations support the central claim of this thesis:
job optimization and economic stability are not separate managerial concerns to
be addressed independently, but two dimensions of the same underlying
process — the continuous alignment of an organization's productive resources
with the real requirements of its operations and its market environment.

Conclusion. This thesis has argued that the optimization of job positions
and the management of economic stability are interdependent processes,
connected through their joint effect on labor productivity and organizational
cost structure. Properly conducted job optimization increases the efficiency
with which labor is used, lowers and stabilizes the cost base of the organization,
and improves the organization's capacity to adapt to changing economic
conditions without resorting to disruptive emergency measures. Poorly
conducted optimization, driven by short-term cost reduction alone and
disconnected from an accurate understanding of actual workload, can
undermine both productivity and stability simultaneously.

The practical implication for organizational management is that job
optimization should not be treated as an occasional, crisis-driven intervention,
but as a continuous analytical function embedded in ordinary management
practice. Regular assessment of workload, task distribution, and role structure
allows organizations to make incremental adjustments before imbalances
accumulate into structural weaknesses. In this way, the optimization of job
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positions becomes not merely a tool for reducing expenditure, but a structural
precondition for sustaining economic stability over the long term.

Future research on this subject would benefit from organization-specific
empirical analysis — comparing productivity and cost indicators before and
after optimization initiatives within particular enterprises or sectors — in order
to test and refine the mechanisms outlined in this thesis under real operating
conditions.
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