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Opening  Perspecttive

Executive Thesis
Positioning is the strategic placement of capability near value that institutions
must protect.

Every serious institution carries certain burdens that define its survival,
legitimacy and performance. A bank must protect trust, liquidity, data and
regulatory standing. A hospital must deliver safe and timely care. A school
must enable learning. A government must provide public services with
legitimacy. A power utility must keep electricity flowing. A business must
protect customers, revenue, productivity, reputation and execution capacity.

The strongest professionals build their careers close to these burdens.

Every institution also has a loss frontier. This is the point at which weak
capability, delayed judgement, poor systems, fragile controls, low trust or
failed execution begins to expose value to measurable damage. The loss
frontier may appear in customer confidence, revenue, safety, regulatory
compliance, cyber resilience, public trust, operational continuity, talent
stability, infrastructure reliability or strategic execution.

Career positioning therefore begins with a sharper question:

What institutional loss am I becoming competent to reduce?

This question changes the quality of career intelligence. It helps professionals
look beyond job titles, popular roles and social-media career narratives. It
directs attention to where organisations are under pressure, where nations are
investing, where shortages persist, where systems are failing, where customers
are losing confidence, where regulators are increasing scrutiny, and where
poor capability repeatedly damages execution.

Durable career opportunities are found close to the burdens institutions must
carry. Value is created where loss is greatest. Professional relevance grows
where capability is placed near value that must hold.



Chapter 1

The Career Economy Has Moved
Towards Institutional Criticality
The modern labour market is being shaped by several forces at the same time.
Technology receives the loudest attention, yet the deeper story includes
demography, infrastructure, energy, cyber risk, health, education, productivity,
public trust, climate adaptation, regulation and workforce capability.

The International Labour Organization’s World Employment and Social
Outlook: Trends 2025 describes a global labour market affected by slower
recovery, persistent youth unemployment, gender disparities and structural
work challenges (International Labour Organization, 2025). The OECD
Employment Outlook 2025 records historically strong employment and labour-
force participation across OECD countries, while population ageing is placing
pressure on productivity, labour supply and social cohesion (OECD, 2025).
ManpowerGroup’s 2026 Global Talent Shortage Survey reports that 72% of
employers across 41 countries struggle to find the skilled talent they need
(ManpowerGroup, 2026).

Technology is one important part of this movement. PwC’s 2026 Global AI Jobs
Barometer, based on more than one billion job advertisements across six
continents, finds that AI-exposed work is changing rapidly and that judgement,
leadership and human expertise are becoming increasingly important in AI-
shaped roles (PwC, 2026). Lightcast’s analysis of more than 1.3 billion job
postings finds that roles requiring AI skills offer a 28% salary premium and that
demand for AI capability is spreading beyond traditional technology
occupations into functions such as marketing, finance, education and human
resources (Lightcast, 2025).

The demographic picture produces another signal. In ageing economies, the
career economy is shifting towards healthcare, care services, productivity
improvement, automation, reskilling and labour-market participation. OECD
countries face the challenge of sustaining output and living standards with
older populations and changing work participation patterns (OECD, 2025). In
younger regions, especially Africa, the central challenge is different. Large
youth populations create a strong supply of people, while many economies
still struggle to generate sufficient quality jobs, formal employment, productive
enterprises and scalable sectors.
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youth populations create a strong supply of people, while many economies
still struggle to generate sufficient quality jobs, formal employment, productive
enterprises and scalable sectors.

Africa therefore sits at a different point in the global labour-market story. The
continent has population advantage, entrepreneurial energy and expanding
markets, while facing infrastructure gaps, informality, education quality
constraints, power deficits, limited industrial depth and uneven digital access.
The World Bank’s Africa’s Pulse, October 2025, identifies agribusiness, tourism
and hospitality, healthcare, housing and construction, digital services and
manufacturing as sectors with potential for quality job creation in Sub-Saharan
Africa (World Bank, 2025a).

Nigeria must be read through this comparative lens. Headline unemployment
figures alone do not fully describe the country’s labour-market reality. The
National Bureau of Statistics reported unemployment of 5.3% in Q1 2024 and
4.3% in Q2 2024, while informal employment remained above 92% and time-
related underemployment remained a major concern (National Bureau of
Statistics, 2024a, 2024b). For Nigerian professionals, the issue is therefore not
only access to work. It is access to quality work, productive work, formal work,
higher-value work and work connected to institutional transformation.

The career economy is rewarding professionals who can help institutions solve
high-pressure problems. These problems differ across geographies. In OECD
economies, ageing, productivity, healthcare, automation and reskilling
dominate. In parts of Asia, digitalisation, manufacturing sophistication, supply-
chain resilience and ageing all shape demand. In Africa, the opportunity map
is strongly tied to infrastructure, power, education, healthcare, digital
inclusion, food systems, finance, logistics, public-sector capability and
enterprise productivity. In Nigeria, the same opportunity map is intensified by
power reliability, public trust, informality, currency pressure, cost-of-living
strain, regulatory reform, youth employment, digital skills and execution
capacity.
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The Signals of Enduring Demand
Enduring demand appears where institutions face long-duration problems,
persistent scarcity and high cost of failure.

The first signal is infrastructure. The World Bank estimates that 666 million
people have no access to electricity, 2.1 billion lack drinking water, 3.4 billion
lack safe sanitation, 1 billion live more than two kilometres from an all-season
road, and 2.6 billion remain digitally unconnected. It estimates the annual cost
of financing these gaps in low- and middle-income countries at about US$1.5
trillion (World Bank, 2026a). Infrastructure therefore produces sustained
demand for engineers, project managers, financiers, procurement specialists,
policy professionals, maintenance experts, environmental specialists, data
analysts, legal advisers, community-engagement professionals and public-
private partnership specialists.

The second signal is energy. The International Energy Agency reports that
global energy employment reached 76 million workers in 2024, with energy
employment growth outpacing economy-wide job growth for the third
consecutive year (International Energy Agency, 2025). For Africa and Nigeria,
energy is a foundational loss frontier because weak power supply affects
manufacturing, healthcare, education, digital services, household welfare and
business productivity. Nigeria’s power challenge is also creating opportunities
in distributed energy, mini-grids, metering, regulation, energy finance, power-
sector governance, renewables, gas-to-power, energy project management and
technical maintenance.

The third signal is healthcare. The World Health Organization projects a global
shortfall of 11 million health workers by 2030, concentrated largely in low-
and lower-middle-income countries (World Health Organization, 2026). This
shortage extends beyond doctors and nurses. It includes health administrators,
public-health analysts, supply-chain professionals, health-technology
specialists, hospital managers, medical-equipment technicians, health-finance
professionals and workforce planners. In Nigeria, the health sector also faces
workforce migration, uneven service quality, infrastructure strain and
affordability issues. These pressures create demand for professionals who can
strengthen health systems, manage service delivery and improve institutional
capability.
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affordability issues. These pressures create demand for professionals who can
strengthen health systems, manage service delivery and improve institutional
capability.

The fourth signal is education. UNESCO and the International Task Force on
Teachers estimate that 44 million additional primary and secondary teachers
are needed globally by 2030, with Sub-Saharan Africa needing about 15
million (UNESCO & International Task Force on Teachers for Education 2030,
2026). Education demand also extends into curriculum design, school
leadership, learning assessment, education technology, teacher development,
vocational training and institutional quality assurance. For Nigeria, this signal
is deeply important because the quality of education shapes the quality of the
future workforce.

The fifth signal is digital capability. The World Bank’s work on digital and AI
notes that hundreds of millions of people still lack official identification and
that digital public infrastructure is becoming essential to access, inclusion and
service delivery (World Bank, 2026b). Its 2025 work on digital skills demand
in Kenya, Nigeria, South Africa and Uganda shows that digital skills
increasingly appear across occupations, not only in technology roles (World
Bank, 2025b). This means that Nigerian professionals in HR, finance, law,
operations, marketing, education, health and public administration now need
digital fluency to remain close to value creation.

The sixth signal is cyber and technology governance. IBM’s Cost of a Data
Breach Report 2025 places the global average cost of a data breach at US$4.44
million (IBM Security, 2025). ISC2’s 2024 Cybersecurity Workforce Study
estimates a global cybersecurity workforce gap of 4.8 million people (ISC2,
2024). ISACA’s 2025 State of Cybersecurity work reports that soft skills such as
critical thinking, communication and problem-solving are major cybersecurity
gaps (ISACA, 2025). Cybersecurity has become a board-level and national-
continuity issue, especially as AI adoption increases exposure to data, privacy,
access-control and governance risks.
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The seventh signal is execution capability. PMI projects a possible global gap
of up to 30 million project professionals by 2035 (Project Management
Institute, 2025). This matters because strategy often fails through weak
execution, unclear accountability, poor stakeholder management,
procurement delays, cost overruns and weak performance discipline. Nigeria’s
public and private sectors need professionals who can turn decisions into
results, especially in infrastructure, energy, healthcare, education, finance,
technology, public reform and enterprise transformation.

The eighth signal is workforce productivity. Gallup’s State of the Global
Workplace 2026 reports that global employee engagement fell to 20% in 2025
and estimates that low engagement cost the world economy US$10 trillion in
lost productivity (Gallup, 2026). Deloitte’s 2026 Global Human Capital Trends
reports that leaders increasingly see speed, adaptability and the orchestration
of people and resources as central to competitiveness (Deloitte, 2026). For HR
professionals, line managers and organisational leaders, this places workforce
productivity, manager capability, performance management, organisational
design and culture as critical value locations.

These signals point in the same direction. Enduring demand forms around
areas where failure is expensive, public, visible, repeated or institutionally
damaging.
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The Loss Frontier Explained
The loss frontier is the boundary where unresolved problems begin to produce
material damage.

Every institution holds value in different forms. A bank holds financial trust. A
hospital holds patient safety. A school holds learning quality. A manufacturer
holds production reliability. A public agency holds legitimacy and service
confidence. A technology company holds uptime, data integrity and user trust.
A consulting firm holds expertise, credibility and client outcomes.

Value remains healthy when the systems that protect it are strong. Loss begins
when those systems weaken. The loss frontier is the point where weakness
becomes material.

Four elements define a loss frontier.

The first element is value at stake. This is the institutional asset that must be
protected. It may be revenue, reputation, safety, service reliability, regulatory
standing, data, cash, talent, learning outcomes, customer trust, public
legitimacy, strategic execution or operational continuity.

The second element is exposure. This is the vulnerability that places the value
at risk. Exposure may come from poor controls, weak skills, outdated
technology, fragile processes, unclear accountability, poor governance, low
morale, unreliable infrastructure, vendor dependence, regulatory change or
ineffective leadership.

The third element is escalation. This is the speed at which a small weakness
can become serious. In cyber risk, escalation can happen within minutes. In
culture, escalation may take years and then appear suddenly as attrition,
misconduct or execution failure. In infrastructure, escalation may appear
through accumulated maintenance neglect, service collapse or rising repair
costs. In reputation, escalation may follow one visible incident that confirms
deeper doubts.
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The fourth element is consequence cost. This is the price paid when exposure
becomes damage. It may be financial loss, regulatory penalty, public
embarrassment, customer exit, safety failure, litigation, project failure,
employee disengagement, service breakdown or lost strategic opportunity.

A professional positioned along the loss frontier understands these four
elements. The professional can identify the value at stake, read the exposure,
anticipate escalation and reduce consequence cost before serious damage
occurs.

This concept is important because career relevance is often hidden inside
institutional vulnerability. The most valuable work is not always the most
visible work at the beginning. The professional who strengthens controls,
improves data quality, develops managers, redesigns processes, prevents a
breach, improves learning outcomes, protects safety, stabilises cash flow or
restores customer confidence may be working at a decisive point of value
preservation.

The CrowdStrike outage of July 2024 illustrates the speed of escalation in
digital systems. Microsoft estimated that the faulty content update affected 8.5
million Windows devices, a small fraction of Windows machines, yet the
disruption created broad economic and societal impact because many affected
systems supported critical enterprise services (Microsoft, 2024). Parametrix
estimated US$5.4 billion in direct Fortune 500 losses excluding Microsoft
(Parametrix, 2024). Reuters reported that Delta Air Lines said the disruption
affected 1.3 million customers and cost about US$500 million (Reuters, 2026).

The Colonial Pipeline ransomware incident of 2021 shows the loss frontier in
critical infrastructure. A cyberattack led the company to shut down pipeline
operations, disrupting fuel supply and drawing urgent public-sector attention
(U.S. Department of Energy, 2021). The issue was not simply cybercrime. It
was the connection between digital vulnerability, infrastructure continuity,
energy supply and public confidence.
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The Boeing 737 MAX crisis shows the loss frontier in safety, engineering
judgement, certification and culture. Following two accidents involving 346
fatalities, the aircraft was grounded worldwide and the U.S. House Committee
on Transportation and Infrastructure investigated issues around accountability,
certification, transparency and public safety (U.S. House Committee on
Transportation and Infrastructure, 2020).

These examples show the professional meaning of the loss frontier. Institutions
need people who can protect value before exposure becomes damage. Careers
become durable where competence meets this need.

3A. The Six Zones of Value Creation
The loss frontier becomes easier to locate when value is understood as a flow.

In my proprietary work, The Six Zones of Value Creation, value does not
appear as a single event. It moves through a corridor. This corridor has entry
points, movement, bottlenecks, acceleration points, leakage points and zones
where value changes form. Where a professional stands within this corridor
affects the quality of value that can be created, protected, converted, delivered
and retained.

The value creation corridor has six zones: Sensing, Framing, Structuring,
Enabling, Delivering and Capturing. Each zone produces a distinct form of
value. Each zone has its own currency of value. Each zone also has a primary
loss when neglected. This makes the framework useful for career positioning
because it helps professionals identify where value is fragile, where capability
is scarce and where poor flow would create the greatest institutional loss.

Sensing is the zone where needs, risks, gaps and opportunities are first
detected. Its value is early visibility. It produces signals, warnings, insights,
emerging patterns and foresight. This zone matters because early visibility
reduces uncertainty before commitment. It lowers the cost of response and
increases the range of possible actions. Where sensing is weak, problems
appear suddenly and are treated as emergencies. Decisions become reactive
and options narrow. The currency of value in this zone is foresight and early
warning. The primary loss is avoidable surprise and late intervention costs.
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appear suddenly and are treated as emergencies. Decisions become reactive
and options narrow. The currency of value in this zone is foresight and early
warning. The primary loss is avoidable surprise and late intervention costs.

Framing is the zone where raw signals are translated into clear problem
definitions and decision priorities. Its value is clarity about the real problem
and the right objective. It produces problem statements, priorities, boundaries
and trade-off clarity. This zone matters because framing determines what will
be solved, what will be ignored and what success will mean. All downstream
activity inherits these choices. Where framing is weak, competent people solve
the wrong problems efficiently. Activity increases and outcomes remain weak.
The currency of value in this zone is clarity and focus. The primary loss is
misdirected effort and wasted resources.

Structuring is the zone where intent is converted into viable and scalable
designs. Its value is sound and workable solution architecture. It produces
models, systems, processes and solution logic. This zone matters because good
design makes execution reliable rather than heroic. It reduces rework and
dependency on individual effort. Where structuring is weak, execution
compensates for weak design. Systems rely on people rather than structure.
The currency of value in this zone is design integrity and coherence. The
primary loss is structural fragility and repeated rework.

Enabling is the zone where capability and readiness are built to support
execution. Its value is operational readiness and aligned capability. It produces
skills, tools, capacity, alignment and resourcing. This zone matters because
readiness stabilises performance and reduces variability. It ensures that
execution is sustainable. Where enabling is weak, execution becomes
inconsistent. Performance fluctuates under pressure. The currency of value in
this zone is readiness and capacity. The primary loss is execution volatility and
burnout.
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Delivering is the zone where preparation is converted into observable action.
Its value is reliable and consistent output. It produces products, services,
actions and user experiences. This zone matters because delivery is where
value becomes visible and trust is tested. Where delivering is weak, all
upstream value is discredited. Confidence erodes quickly. The currency of
value in this zone is reliability and consistency. The primary loss is loss of
credibility and trust.

Capturing is the zone where outcomes are realised, measured and
institutionalised. Its value is sustained outcomes and learning. It produces
results, returns, insights and feedback loops. This zone matters because
learning compounds when outcomes are captured. Value dissipates when
results are not measured, defended, repeated or institutionalised. Where
capturing is weak, success cannot be defended or repeated. Failure is repeated.
The currency of value in this zone is outcomes and learning. The primary loss
is unrealised benefit and wasted experience.

The six zones give professionals a practical map for locating the loss frontier. A
professional may create value by seeing earlier in Sensing, clarifying better in
Framing, designing intelligently in Structuring, building readiness in Enabling,
executing reliably in Delivering or institutionalising outcomes in Capturing.
The quality of positioning depends on the zone where the institution is most
exposed and the capability the professional brings to that exposure.

This framework also explains why effort does not produce equal results for
everyone. Value is shaped by position and timing. A professional who works
hard in a low-leverage zone may produce less visible impact than another
professional who makes a timely contribution where the value flow is fragile.
Better results often come from understanding how value moves and positioning
oneself where the flow truly matters.

The positioning question therefore becomes more precise:
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Where am I currently positioned within the flow of value, and where should I
move?

This question connects the loss frontier to practical career action. Professionals
who want durable relevance must learn to enter value conversations early,
remain long enough to see outcomes, and focus their effort where poor value
flow would cause the greatest loss.
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Africa and Nigeria: Reading the Loss
Frontier from Home
For Nigerian professionals, global data must be interpreted through local
institutional realities.

Nigeria’s loss frontier is visible in power, public trust, health, education, digital
capability, infrastructure, food systems, logistics, security, finance, governance,
workforce productivity and execution discipline. These areas represent national
challenges and career opportunity zones at the same time.

Power remains one of the clearest examples. Reliable electricity affects
manufacturing output, hospital functionality, school quality, digital business,
small enterprise growth and household welfare. Recent state-level electricity
market reforms, including Lagos State’s assumption of regulatory control over
intrastate electricity, point to a growing field of opportunity in energy
regulation, power procurement, embedded generation, mini-grid development,
metering, project finance, energy law and technical operations.

Digital capability is another frontier. Nigeria’s young population gives the
country a demographic advantage, while uneven digital skills and
infrastructure create a capability gap. The World Bank’s 2025 digital skills work
across Kenya, Nigeria, South Africa and Uganda indicates that digital skill
demand is spreading across occupations (World Bank, 2025b). This creates a
practical message for Nigerian professionals: digital capability now belongs in
every serious career plan.

Health and education represent human-capital frontiers. Workforce migration,
institutional funding, uneven quality, weak infrastructure and access
challenges create demand for professionals who can improve systems rather
than only occupy roles. Health administrators, education managers, learning
designers, hospital operations professionals, public-health analysts, school
improvement specialists and training leaders will become increasingly
important as Nigeria works to raise human-capital quality.
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Africa and Nigeria: Reading the Loss
Frontier from Home
Infrastructure, housing and construction also represent durable opportunity.
Africa’s Pulse identifies housing and construction, agribusiness, healthcare,
tourism, digital services and manufacturing as scalable employment sectors for
Sub-Saharan Africa (World Bank, 2025a). In Nigeria, this directs attention to
project management, construction governance, urban planning, supply-chain
management, technical trades, infrastructure finance, environmental
management, procurement, public-private partnerships and maintenance
systems.

Workforce productivity is another major frontier. Gallup’s global engagement
data and Deloitte’s adaptability research show that people systems directly
affect performance, execution and institutional resilience (Gallup, 2026;
Deloitte, 2026). In Nigeria, where many organisations face cost pressure,
currency volatility, leadership gaps and execution weakness, professionals who
can improve productivity, clarify performance expectations, develop
managers, redesign roles and strengthen capability are positioned close to
value.

The Nigerian professional who reads these signals gains a better way to think
about career movement. The goal is to identify where national pressure,
institutional exposure and personal capability can meet.
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Barriers Professionals Will Meet
Positioning along the loss frontier is attractive, but it is not easy. Professionals
will meet several barriers.

The first barrier is weak problem diagnosis. Many professionals read the job
market through titles and vacancies. Strong positioning requires the ability to
diagnose institutional exposure. Without diagnosis, the professional may
pursue fashionable roles that do not connect to real value.

The second barrier is shallow capability. High-exposure problems require
serious competence. A professional who wants to work near cyber risk, energy
transition, health systems, AI governance, infrastructure finance or
performance transformation must invest in depth. Surface-level knowledge
creates weak credibility.

The third barrier is credential substitution. Certificates can help, but credentials
cannot replace ability. Some professionals accumulate certificates without
building the judgement, practice, evidence and problem-solving capacity that
institutions need. Strong positioning requires learning that can be translated
into performance.

The fourth barrier is limited access to consequential assignments. Many
professionals are kept far from strategic work because of hierarchy, weak
networks, narrow job descriptions or organisational politics. Access must be
earned through competence, trust, initiative and visible contribution.

The fifth barrier is weak communication. Professionals who cannot translate
expertise into the language of value struggle to influence decision-makers. A
cybersecurity expert must explain exposure in terms of continuity, trust and
financial loss. An HR professional must explain people issues in terms of
productivity, execution, risk and institutional capability. A finance professional
must connect numbers to decisions.
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The sixth barrier is institutional inertia. Some organisations tolerate weak
systems for long periods. A professional may see the loss frontier clearly and
still face resistance. This requires patience, evidence, stakeholder management
and disciplined influence.

The seventh barrier is local economic constraint. In Nigeria, professionals face
inflation, high learning costs, unstable power, limited access to quality training,
weak mentorship structures and uneven organisational maturity. These
constraints increase the cost of becoming properly positioned.

The eighth barrier is ethical pressure. The closer a professional gets to
institutional value, the more likely the professional will encounter pressure
around numbers, procurement, compliance, hiring, reporting, performance,
safety or governance. Positioning requires moral strength as well as technical
competence.

The ninth barrier is confidence without evidence. Many professionals want
influence before they have built proof. The loss frontier rewards evidence.
Results, case examples, improved metrics, solved problems, stronger systems
and trusted judgement create the authority to move closer to important work.

These barriers must be anticipated. Positioning requires preparation, patience
and disciplined movement.
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The PACE Framework for Career
Positioning
Professionals can evaluate their positioning through four disciplines: Proximity,
Ability, Credibility and Evidence. Together, they form the PACE framework.

Professionals can evaluate their positioning through four disciplines: Proximity,
Ability, Credibility and Evidence. Together, they form the PACE framework.

Proximity is closeness to work that matters. It asks whether the professional is
near the problems, decisions, risks, customers, systems and outcomes that
determine institutional value.

A professional can increase proximity by joining important projects,
volunteering for problem-solving assignments, studying the organisation’s
performance pain points, participating in cross-functional work, and learning
how value moves through the institution. Proximity grows when the
professional becomes present where important questions are being asked.

Call to action: Identify the three most important value pressures in your
organisation or sector. Move your learning, projects and relationships closer to
one of them.

Proximity

Ability
Ability is the competence to reduce exposure and improve outcomes. It
includes technical skill, judgement, problem-solving, execution,
communication, ethical reasoning and contextual understanding.

Ability must be built deliberately. The professional should study the domain,
acquire relevant certifications, seek practical exposure, learn from experts,
analyse cases, practise with tools, and convert knowledge into usable
solutions. Ability is proven in the handling of real problems.



Chapter 6

The PACE Framework for Career
Positioning
Call to action: Choose one high-value problem in your field and build a 12-
month capability plan around it.

Credibility is the trust decision-makers place in a professional’s judgement. It
grows through consistency, discretion, accuracy, preparation, integrity and
visible competence.

Credibility is especially important near the loss frontier because institutions do
not give sensitive problems to people they do not trust. A professional who
wants access to serious work must build a reputation for sound judgement,
careful analysis, ethical conduct and reliable delivery.

Call to action: Audit your professional reputation. Ask whether people trust
your judgement, your discretion, your competence and your follow-through.

Credibility

Evidence
Evidence is the observable proof that contribution has improved value. It may
appear as reduced cost, improved turnaround time, stronger controls, better
customer experience, improved employee engagement, fewer errors, better
compliance, stronger execution, clearer reporting or improved service delivery.
Evidence turns contribution into career capital. Professionals should document
problems solved, metrics improved, systems strengthened, decisions supported
and outcomes delivered. This evidence should be communicated with
restraint, clarity and professional maturity.

Call to action: Build a personal evidence portfolio. Record the problems you
have solved, the value you improved and the results you can verify.

PACE gives the professional a practical discipline. Move closer to value. Build
ability. Earn credibility. Produce evidence.
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How to Position Along the Loss
Frontier
The professional who wants to build durable relevance must act deliberately.
The following moves create practical direction.

Every sector has pain points that reveal opportunity. Banks worry about trust,
liquidity, fraud, regulation and digital adoption. Hospitals worry about care
quality, workforce shortages, cost, equipment, patient experience and safety.
Schools worry about learning outcomes, teacher quality, enrolment,
technology and governance. Manufacturers worry about power, input cost,
quality, logistics, maintenance and productivity. Public institutions worry
about legitimacy, service delivery, procurement, accountability and citizen
trust.
A professional who studies pain will choose better. Career planning should
begin with institutional diagnosis.

Call to action: Write down the five biggest pain points in your sector and
identify the capabilities required to solve them.

Study institutional pain before choosing career
direction

Build scarce composite capability
The strongest positioning often comes from combining capabilities that are
rarely found in one person. HR plus analytics. Finance plus strategy. Law plus
technology. Engineering plus project finance. Health plus operations.
Education plus digital learning. Cybersecurity plus board communication.
Public administration plus data. Energy plus regulatory understanding.

Composite capability makes a professional useful across boundaries. It also
helps the professional speak to decision-makers from several angles.

Call to action: Add one adjacent capability to your core expertise within the
next six months.
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How to Position Along the Loss
Frontier

Every profession has technical language. Institutions make decisions through
value language. Professionals must learn to translate technical concerns into
the language of cost, risk, productivity, service quality, compliance, customer
trust, revenue, safety and execution.

This skill is often the difference between being heard and being ignored. The
HR professional must connect engagement to productivity. The technology
professional must connect system resilience to continuity. The finance
professional must connect control to strategic choice. The operations
professional must connect process quality to customer confidence.

Call to action: Reframe one technical problem you understand into a one-page
value brief for a senior decision-maker.

Learn the language of value

Move towards projects that expose you to systems
Projects reveal how institutions actually work. They show budgets, politics,
trade-offs, delays, stakeholders, data gaps, capability weaknesses and
execution pressure. Professionals who work on serious projects learn faster
than those who remain inside narrow routines.

Project exposure is especially important in Nigeria because many institutional
problems are cross-functional. Power, technology, health, education,
infrastructure and public reform require coordination across finance,
operations, legal, procurement, people, technology and governance.

Call to action: Seek one cross-functional project in your organisation or
professional community within the next quarter.
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How to Position Along the Loss
Frontier

Influence grows from proof. Professionals should solve visible problems,
improve a process, produce a useful analysis, reduce waste, strengthen
reporting, design a better tool, improve a team rhythm or support better
decisions.

Small evidence can open access to larger assignments. The key is to document
contribution clearly and honestly.

Call to action: Select one problem you can improve in 30 days and document
the baseline, action taken and result.

Build evidence before asking for influence

Develop ethical stamina
The loss frontier often exposes weak ethics. Fraud, manipulation, poor
reporting, unsafe shortcuts, procurement abuse, favouritism and regulatory
avoidance appear where value is under pressure. Professionals who want to
occupy high-value positions need ethical stamina.

Ethical stamina is the ability to protect trust when pressure rises. It requires
clarity, courage, documentation, escalation discipline and careful judgement.

Call to action: Define your non-negotiables before you enter higher-pressure
roles.

Invest in visibility through usefulness
Visibility is strongest when it grows from useful contribution. Professionals
should write, teach, present, advise, mentor, publish insights, contribute to
professional associations and share evidence-based perspectives. This type of
visibility builds trust because it is anchored in value.



Chapter 7

How to Position Along the Loss
Frontier
For Nigerian professionals, this is especially important. Thought leadership,
when properly researched and responsibly expressed, can create access to
better networks, better assignments and higher-value conversations.

Call to action: Publish one evidence-led professional insight every month on a
problem that matters in your field.



Chapter 8

The Personal Discipline of Positioning
Positioning is cultivated through choices.

The professional must choose what to study, which problems to understand,
which skills to build, which mentors to approach, which assignments to
accept, which evidence to document and which reputation to protect. Every
career decision should be assessed by the quality of formation it provides.
Strong assignments sharpen judgement. Strong mentors refine standards. Strong
problems build competence. Strong evidence builds credibility. Strong ethics
preserve trust.

The professional can begin from any level. A junior analyst can become known
for clean data and useful insight. A line manager can become known for
reliable execution. An HR officer can become known for solving performance
and capability problems. A finance officer can become known for cost
discipline and decision support. A public servant can become known for
service improvement. A teacher can become known for learning outcomes. A
nurse can become known for patient-centred reliability. A technology officer
can become known for resilience, security and user adoption.

The principle is consistent. Find exposed value. Build ability. Solve real
problems. Produce evidence. Become trusted. Move closer to critical work.



Closing Thought

Conclusion: Stand Where Value Must
Hold
The strongest careers of the coming decade will be built by professionals who
understand institutional burdens and prepare themselves to serve there with
competence, judgement and integrity.

The market will keep changing. Job titles will evolve. Technologies will
advance. Economic cycles will turn. Organisational structures will be
redesigned. Institutions will continue to need people who can protect value,
prevent loss, strengthen trust, improve flow, clarify decisions and deliver
outcomes where failure carries material cost.

That is the essence of positioning.

Stand where value must hold.
Become useful where usefulness matters.
Build ability where loss is greatest.
Let your career grow from the problems you are competent to solve.
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