
And what Date have you set for the Demise of the Company?  

Saturday morning is always spent undertaking research and development.  Today I spent the 
time looking at HR strategy and, in particular, organizational design and restructuring.  The 
latter can, in itself, create a number of problems; one of which being that when you make 
changes in one area, it can often have a knock-on effect in others.  This is one of the main 
causes of failure in the management of change.  So, where do we start when looking at 
organizational design and the support elements that will ensure that it meets the needs of 
the end customer. 
 
I tend to start with the Brand.  It is the Brand that will set out what the Customer can expect 
in the way of product and/or service.  Once this has been established, I can start looking at 
the Value Chain (working back from the Customer) and the inter-departmental interactions 
that are required to support it, both from a Customer and Organizational viewpoint.  This is 
particularly important as it will provide an insight into the communication links that will be 
used to facilitate collaboration, as well as providing important data, across the Business.  
The failure to collaborate and communicate properly often results in organizations 
haemorrhaging money due to costly errors and/or the failure to meet customer 
expectations; resulting in the loss of market-share.  So far, I have looked at systems and 
processes – not difficult for me as I started out as an engineering apprentice; something that 
has left me with an inquisitive mindset.  But it is people who will actually provide the Value 
and manage change, not systems and processes, so there is a need to look at the Culture 
that is to be leveraged within the organization. 
 
Culture can be shaped by attitudes and behaviours whilst setting an agenda for what should 
be encouraged, discouraged, accepted or rejected and so it needs to be aligned to values, 
drivers and needs, whilst also mirroring the Brand.  This means that the ‘right’ culture for 
one organization may not be ‘right’ for another, even where the organizations are producing 
a similar product or service.  For business leaders and HR professionals to leverage the 
‘right’ culture they need to ensure that people feel, think and act consistent with customer 
expectations and promises made to other key stakeholders.  This in turn reflects the need 
for business leaders to ensure that the HR Strategy that is put in place reflects this need.  In 
particular there is a need for line managers to have received training and mentoring in 
people management and to ensure that they also leverage the ‘right’ culture in their day-to-
day management of people.  But how do we ensure that people are engaged in the Value 
Chain. 
 
We see a great deal of hype with regard to employee engagement policies.  More often 
than not employee engagement is not covered by one holistic policy but a number of 
policies ranging from ‘wellbeing’ to ‘professional development’.  However, if people do not 
have an understanding of the Value Chain and the inter-departmental interactions that 
support it, then these policies will have little value to the Organization itself as collaboration 
and internal communication will be stifled.  I have been astounded by the number of 
businesses that I have visited where loss of market-share has been directly attributable to a 
lack of collaboration.  There is no excuse for this as people engagement (with the Value 
Chain) should be covered as part of the syllabus in Induction Training (onboarding) and as 
part of the training package delivered as a result of good succession planning.  There is, of 



course, more work to be undertaken when it comes to organizational design and 
restructuring.   
 
Areas such as identifying, and costing out, training needs; additional recruitment costs; 
increased salary costs (including on-costs); cost of redundancies (where appropriate); all 
need to be taken into account.  Maybe this is a good subject for another article?   
 
In a conversation with another consultant, for whom I have a lot of admiration, we agreed 
that it is a difficult task in persuading business leaders that they have a problem when it 
comes to the Value Chain, Culture and Employee Engagement (the latter when considering 
how it should be linked to both Value and Culture).  By the time that I get to talk to business 
leaders about these problems they have already been down the road of putting in place 
cost-cutting measures; but cost-cutting only improves cashflow in the short term.  It is not 
long before loss of revenue starts to cut into cashflow again.  At this point there are only 
two options:  Take action to ensure that you are meeting customer expectations, or watch 
your business fail.  During our conversation my friend left me with a final question that 
could be put to senior management:  
 
“And what date have you set for the Demise of the Company?”.  Although this might not go 
down well! 
 
 
  
 

 


