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ABSTRACT: 

Individual experiences have become immensely varied despite the fact that our world has become more uniform in terms 

of languages, beliefs, biodiversity, landscapes and social systems. The breadth of knowledge, strategies and procedures we 

employ in our workplace are always growing at an accelerated pace. The expression “running faster and faster to stay in 

the same place” sums up our era perfectly. Change is a continual and not only a product of certain moments, which is why 

the term VUCA (Volatility, Uncertainty, Complexity, Ambiguity) seems out of date. 

In the previous years, we have seen many difficult times and uncertainties. From off-line to online, from VUCA to BANI 

and so on. The transition from VUCA (volatile, uncertain, complexity and ambiguity) world to a BANI (brittle, anxious, 

non-linear, incomprehensible) world signifies a paradigm shift in the business landscape. The VUCA world characterizes 

the challenges of navigating constant change and unpredictability. However, the BANI world introduces a new set of 

dynamics emphasizing fragility of systems, heightened anxiety, non-linear patterns, and an increasing incomprehensive 

environment. Organization culture is the foundation of shared values and behaviors that shape how employees work 

together, fostering unity and influencing overall performance. 

This is an empirical study conducted to understand the pivotal role of organizational culture in molding workforce 

performance within the context of a BANI world. The objective of this article is to explore the cultural aspects of an 

organization that contribute to the development of skill sets needed to navigate the complexities and uncertainty inherent 

in the BANI environment. This empirical work is supported by primary data collected from ten employees from different 

organizations. Findings of this study are suggestive of deriving solutions from ideologies, change management, 

collaborative culture, digital tool proficiency, etc., for better navigation through uncertainty. Organizations should facilitate 

a more positive and conducive environment and acknowledge and address distractive and supportive variables. 

Keywords: BANI, VUCA, Organization Culture, Design, Workforce Resilience 

INTRODUCTION: 

VUCA envelops a set of difficulties that employees from every level in the organisation must confront. VUCA world posed 

many challenges to the business world. With rapidly changing technological advancements, businesses find it harder to 

adapt to new technology and it causes financial strain too. Earlier businesses depended on long-term plans and forecasting 

was easier, but with these changing times it has become mandatory for every business to stay agile in decision-making. Not 

only technology and ever-changing market dynamics, but natural disasters and geopolitical changes have lasting impact on 

the operations. The dynamic nature of VUCA world, not only forces the business houses to be agile and competitive, but 

also to build an organisation culture that is apt in handling these situations.  

At a gathering hosted by the Institute of The Future (IFTF), Jamais Cascio gave a presentation on the most recent and 

updated framework, BANI. According to Cascio, the VUCA framework's tools don't aid in our ability to predict what will 

occur. Jamais Cascio, the creator of the BANI model, states: 

“Situations in which conditions aren’t simply unstable, they’re chaotic. In which outcomes aren’t simply hard to foresee, 

they’re completely unpredictable. Or, to use the language of these frameworks, situations where what happens isn’t simply 

ambiguous, it’s incomprehensible”. 
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In 2020, he (Jamais Cascio) introduced a compelling perspective that offers an alternative to VUCA. According to his 

argument, VUCA describes the current state of affairs, exerting a persistent influence. On the other hand, BANI refers to 

the future, acknowledging the inevitability of chaos and making it more comprehensible. While VUCA aids in 

comprehending the dynamics of volatility, uncertainty, complexity, and ambiguity and relating them to one's specific 

context, BANI facilitates a deeper understanding of their impacts, helping individuals and organizations better discern and 

navigate the effects these phenomena have on them. 

With the challenges posed by modern technology and societal shift, BANI framework offers a way to characterize and 

understand the elements involved in these challenges. These descriptions point a picture of BANI world, showcasing the 

increased brittleness, anxiety, non-linearity, and incomprehensibility in our current environment compared to earlier states. 

In BANI context, brittle refers to the increased fragility and vulnerabilityof system environments. It suggests that 

components within the system are more prone to breaking or failing, emphasizing the lack of resilience and heightened 

sensitivity to disturbances in the modern environment.  

In a business context, anxiety manifests because of dynamic market conditions and disruptive technologies and in turn 

makes it difficult to forecast market conditions, make strategic decisions and adapt to unpredictable changes. The constant 

need for adaptability and potential for unexpected disruptions contribute to the overall anxious nature of the business 

environment in the BANI world. 

In a non-linear business world, business dynamics are complex and this challenges the traditional linear models and 

necessitates a more adaptive and flexible approachto decision making. Businesses operating in a non-linear environment 

may face unexpected disruptions, rapid shifts in market dynamics and the need for flexible strategies to cope with the non-

linear nature of operations. 

The evolution from VUCA to BANI can be attributed to escalating global interconnectivity, rapid technological 

advancement, and unprecedented socio-economic shifts. These factors amplify the fragility, anxiety, non-linear patterns 

and overall incomprehensibility characterizing the contemporary business landscape. 

Suggestions were put forth with strategies for taking charge, the obstacles that different outside circumstances present to 

management and leadership, and the effects on corporate leadership. (Book ‘Leaders’, Warren Bennis and Burton Nanus, 

1985). General Maxwell Reid Thurman of the US Army War College used a VUCA response to the fall of the USSR in the 

early 1990s.With the demise of the Eastern Bloc as the one enemy, the challenge was to find and implement new ways of 

seeing and responding under the conditions of VUCA. – V – Volatility: lack of stability and predictability. 

Businesses often encounter a high level of complexity and ambiguity in making strategic decisions in the age of rapid 

technological advancements, ever-changing market trends or intricate interdependencies within the business ecosystem. 

Adaptability and a willingness to embrace uncertainty become crucial for thriving in such an environment.  

Our current task is to navigate through acceleration, which is defined by volatility, anxiety, complexity and fragility and 

variability which is characterized by uncertainty, non-linearity, ambiguity, and incomprehensibility. The idea that VUCA 

no longer adequately captures the rapid pace of change in our times, is reinforced by the emergence of new viewpoints, 

such as BANI, to handle variability. 

Organizational culture serves as a collective identity and behavioural foundation of a workplace. It encompasses shared 

values beliefs and practices that shape how members interact. Organizational culture when viewed through the lens of 

BANI framework reflect the adaptability and resilience required in today's dynamic environment. 

LITERATURE REVIEW: 

In a BANI world, a robust culture helps organizations remain flexible in the face of constant change, alleviates anxiety 

crushed norms, strives to comprehend the complexities of the business landscape. 

According to Andy Cabistan the 5 elements of great organizational cultures, “In a tech driven age younger generation 

prioritise mission driven careers”. To aMissttract and retain top talent organizations must focus on 5 elements: promoting 
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purpose orientedness, promoting autonomy and accountability, fostering a community culture ensuring consistency and 

understanding team dynamics and good leadership. 

According to an Ayme Zemke, “In today is dynamic work landscape, employees increasingly seek organizational culture 

that align with their values. The 6 critical elements of organizational culture outlined in the blog are – leadership, purpose 

and values, employee empowerment, collective wellbeing career advancement opportunities, open communication, and 

collaboration. 

Research suggests that when establishing an organization’s workforce, the features of the BANI environment should be 

taken into account. When faced with the obstacles of the BANI world, organizations have to make decisions under 

ambiguous circumstances. It is advised to use digital tools designed for the BANI world to solve these issues and make 

well-informed judgments on staff development.  

The impact of emotional intelligence on the skills and capabilities of public servants was examined in a research study that 

used a survey, with the effectiveness of the employees’ work serving as a major performance indicator. The effectiveness 

of various remote learning programs for various government servant categories was evaluated by respondents. Different 

viewpoints on work productivity on emotional intelligence components were discovered by the study. Based on their 

personal experiences, survey respondents recognized online training as an essential approach to improving the skills and 

capacities of public servants. 

In an effort to study how in a BANI world supportive managerial circumstance might enhance organizational resilience, it 

was highlighted that Design management has changed over time in response to social, economic, and environmental shifts. 

It is becoming more strategically significant as it moves from an operational to a ‘just-in-case’ approach, providing 

flexibility in the face of uncertainty. (Anna Dziadkiewicz, Mariusz Jakubowski, 2022) 

In “Resource Based View (RBV)”, Barney, (1991) refers to each organization having resources that help them to attain a 

“competitive advantage”. The author states that organizations have resources that are “rare, valuable” those that cannot be 

easily imitated and substituted giving it an edge over competition. This paper uses the RBV theory and proposes that 

“Organizational Learning Orientation” can provide a unique edge to organizations as they pursue agility.  

Learning may be considered a process which helps in knowledge development; (Dove, 1999). In the study; Dove (1999) 

describes an agile organization as being successfully able to manage and use knowledge, and it contends that if these two 

capabilities are not balanced, benefit from learning will be hindered.  

An organization is formed as a particular take is too complicated or huge for a single person to handle; Dixon, (1992). As 

per Dixon, (1992) every employee in the organisation has to be competent on some level to complete this bigger 

responsibility, and in addition the organisation as an entity also needs to be competent.  

The idea of organisation that learns suggests that organisations must learn in order to operate successfully; organisations 

are not born with competence, and they must keep learning to function efficiently; Dixon, (1992).  

This paper adopts the approach of Sinkula, Baker, &Noordewier (1997), wherein orientation to learning is considered a 

value by the company which is proliferated across the organization. This impacts the organization’s ability in creation and 

utilization of expertise and knowledge Sinkula, et. al. (1997).  

As per Eisenhardt & Martin, (2000), Organizational Learning Orientation (OLO) may be defined as the capabilities of an 

organization that provides the competencies to help a company navigate through various external environmental challenges.  

Staying able to act in the face of maximal uncertainty is a perennial struggle, not only for civil society organizations and 

political parties, but also for company management. (Waltraud Gläser, Jun 2023) “VUCA as a practical model: A 

commentary, Journal of Applied Journalism & Media Studies, Volume 12, Issue Communicating chaos: New perspectives 

on VUCA, Jun2023, p. 267 – 275, https://doi.org/10.1386/ajms_00117_1) 

“Organizational Learning Orientation” (OLO) is an antecedent of “Organizational Agility” (OA); Braunscheidel & Suresh, 

(2009) Sinkula, Baker, &Noordewier (1997), state that an organization with orientation towards learning can be described 

based on the following 3 dimensions : 

https://intellectdiscover.com/search?value1=Waltraud+Gl%C3%A4ser&option1=author&noRedirect=true
https://intellectdiscover.com/content/journals/ajms
https://intellectdiscover.com/content/journals/ajms/12/2
https://intellectdiscover.com/content/journals/ajms/12/2
https://doi.org/10.1386/ajms_00117_1
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a) “Learning commitment”  

b) “open-mindedness”  

c) “shared vision” 

 

RESEARCH METHODOLOGY 

This is an empirical study based on Exploratory research drawing information from secondary data collected from the 

external sources viz., internet, journals and articles. References of several scholarly works have been provided.  

OBJECTIVES: 

1. To identify the skill sets required to match the BANI environment.  

2. To outline the cultural aspects that contribute to the development of skill set. 

3. To draw inferences from navigation into the BANI environment. 

DISCUSSION: 

In navigating the challenges of a VUCA and BANI world, Leaders can play a pivotal role by adding exceptional value 

through various strategic approaches. They foster a resilient culture by encouraging adaptability and continuous learning, 

positioning challenges as opportunities for growth. Identifying and nurturing leaders with strong emotional intelligence 

and critical thinking skills become a priority, ensuring the organization thrives in complex and uncertain environments. 

Navigating through a BANI world involves taking a proactive stance. Prioritize resilience to face challenges, address 

anxieties with clarity, face non-linear situations through adaptation and foster transparency for better understanding. 

Embracing collaboration, innovation, and continuous learning as essential tools. 

Brittleness can be dealt with mental resilience, flexibility, and adaptability; overcome anxiety with empathy, mindfulness, 

and emotional intelligence; resolve non-linearity by putting change into context and being agile. Incomprehensibility can 

be resolved with transparency, intuition, and risk-taking.  

Sanjay Mohan in his blog (source: LinkedIn) also mentioned that resilience, empathy, humility, and transparency help a 

workforce to swim through the ocean of uncertainties.  

To foster a resilient work culture, it is mandatory to practice open communication and transparency. When employees are 

aware of the uncertainties and challenges, they are in a better position to make decisions and navigate through challenging 

times. In the dynamic landscape of evolving technology, establishing a culture centered on continuous learning, relearning, 

and fostering a growth mindset is imperative. An organization culture should encompass aspects such as communication, 

learning, diversity, and agility. These cultures not only endure disruptions but also capitalize on them as chances for growth 

and enhancement.  

 

 

Fig 1: This illustration showcases how organizational culture practices contribute to cultivating essential skill sets and 

readying the workforce for the demands of a BANI world. 
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Organizational cultures emphasizing collaboration and creativity exhibit the strongest positive correlation with adaptability 

and resilience. Preferred by employees especially with an emphasis on enhancing creative elements, adjustments are 

outlined to facilitate a cultural shift. Continuing qualitative study and monitoring will ascertain the effectiveness of these 

changes in enhancing adaptability, resilience, and collaboration. 

ANALYSIS  

Ten employees from various organizations were interviewed, and their perspectives on their current jobs were documented. 

Half of the employees reported experiencing elevates stress levels, citing elevated growth opportunities. Subpar employee 

relations and dictatorial leadership styles as contributing factors. When questioned about specific practices in their 

organizations that bought them satisfaction or dissatisfaction, their responses are outlined below. 

Employee Numbers Supportive Factors Distractive Factors 

Employee 1 Career growth Unclear Hr Policies 

Employee2 Supportive Leadership style Burnout Due to workload  

Employee3 Good Increment Policy  Extended Work Hours  

Employee4 Flexible Work Schedule No Role Clarity 

Employee5 A Cohesive Team Targets 

Employee6 Professional Growth Programs Unclear HR policies 

Employee7 Transparency Number of meetings in a day 

Employee8 Dynamic work environment Competitive and Toxic Peer 

relations 

Employee9 Employee Empowerment Role Conflict  

Employee10  Freedom (Creativity, Decision 

Making, Work Schedule Etc.,) 

 

   

 

The data’s overall interpretation shows a varied picture of the experiences that employees have across various firms. 

Positive features include chances for professional development, encouraging leadership, accommodating work hours, 

cohesive teams and development initiatives. However, there are also significant drawbacks such as uncertain HR 

regulations, role ambiguity, challenging goals, long work hours, burnout from excessive workloads, toxic peer relationships 

and role conflicts which pose a challenge to the firm. Employees’ stress and discontent are exacerbated by distracting 

elements. 

FINDINGS 

Navigating through maximal uncertainty poses a constant challenge, not only for civil society and political parties, but also 

for corporate management teams. Implementing certain changes in the organizational culture can facilitate smoother 

navigation through uncertain periods. The insights gathered from numerous articles and research papers are summarized 

below. 

1. Mission driven careers are paramount for the younger generation, necessitating organizations to prioritize purpose-

orientedness, autonomy, accountability, community culture, team dynamics and good leadership. 

2. In the evolving work landscape, employees prioritize organizational cultures aligned with their values, 

emphasizing leadership, purpose, employee empowerment, collective well-being, career advancement 

opportunities and open communication for retention and satisfaction. 

3. In navigating obstacles within the business landscape, organizations often encounter ambiguity, requiring 

informed decision-making. Leveraging digital tools tailored for the business environment can facilitate effective 

problem solving and enable well informed judgements in such situations. 

4. Organizations must continuously learn and adapt to operate successfully, as they are not inherently competent 

entities but rather evolve through ongoing learning processes. 

SUGGESTIONS FOR ORGANIZATIONAL SUCCESS 
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1. Organization should derive solutions from ideologies, religions, and, to a lesser extent, established practices and 

procedures can serve as robust benchmarks, offering a foundation to uphold for the sake of ensuring certainty and 

stability. 

2. Organization should leverage change management components, such as training and development, assessment 

and planning, and effective communication, to seamlessly implement change. 

3. A collaborative culture to enhance communication and transparency among individuals, teams, departments, and 

branches should be encouraged.  

4. Organizations should include skills like leadership and crisis decision-making, digital toolproficiency, and remote 

team management in their training programs. 

5. Organizations should foster a culture that embodies qualities like empowering others, collaboration, and 

inclusivity, as well as encourage strategic networking. This will empower leaders and their teams to thrive in a 

BANI and VUCA world.  

6. In addition to the short-term concentration, managers must concentrate on the organization's medium- and long-

term survival and growth. Agility is essential for businesses to succeed. 

7. Learning is essential for companies to continue to adapt and be competitive in the present dynamic business 

climate; Chadwick & Raver (2015); Edmondson (2008); McGrath (2001). Hence, Online learning culture may be 

encouraged to address behavioral entropy in the organizations. 

 

CONCLUSION 

Organizations may find it beneficial to address these issues by putting in place clear HR regulations, efficiently managing 

workloads, encouraging open communication, clearly defining roles in creating a happy and encouraging work atmosphere 

to increase overall job satisfaction and wellbeing. Employees can work in a more positive and conducive environment if 

supportive and distractive variables are acknowledged and addressed.  

Rather than seeking candidates with specific skills we can cultivate an organization culture that nurtures the skills needed 

for a BANI-ready workforce, following the adage that if a flower doesn’t bloom, we fix the environments not the flower. 
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