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•  External"consultants"
•  Not"an"internal"capability"
•  Not"iden7fied"in"
Australian"Human"
Resources"capability"
frameworks"

•  Limited"educa7on"–"
academic"vs"prac7cal"

•  Limited"professional"
networks"
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•  Internally"focused""
•  Within"divisions"
•  External"consultants"–"assess"

and"design,"$$"
•  HR"Business"Partners"–"

implement"
•  Limited"internal"organisa7on"

design"capability"–"assess"and"
design"

•  No"‘how"to’"organisa7on"
design"process"or"tools"
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Organisa7on"Design"Capability"

Build"our"Own"

Change"Capability"

Buy"One"

Internal"Consultants" External"Consultants"

Focus"on"HR" Whole"Organisa7on"

Specialists"Generalists"

Get"Help" Do"It"Ourselves"

Sing"from"the"RaYers"By"Stealth"

Polarity)Decisions"



Group Discussion - The Polarities 
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Internal"Consultants" External"Consultants"

+)+)

0)0)Po
la
rit
y) Polarity)
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Principles)
1.  Balancing"the"needs"of"TAC"now"

into"the"future."
2.  Using"common"defini7ons,"

language"and"applying"these"
consistently"

3.  Designing"simple"solu7ons"
4.  Taking"a"built"and"owned"

approach"to"design"and"
engagement"

5.  Making"learning"accessible"for"
everyone"

6.  Ensuring"measurable"outcomes"



12"



Principle"1."Balancing"the"needs"of"TAC"now"
and"into"the"future"
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TAC"2015"Strategy"

Beyond"2015"



Principle"2."Using"common"defini7ons,"
language"and"applying"these"consistently"

•  Early"defini7ons""
–  “Organisa7on"design"is"a"set"of"design"

principles,"a"process"and"toolkit"to"
assess,"design,"implement"and"evaluate"
structural"changes”"

–  “Organisa7on"design"is"not"boxology"–"
the"process"of"seeing"organisa7on"
design"only"in"the"context"of"ver7cal"
structures"or"organisa7on"charts”"

•  Current"defini7on"
–  “How"TAC"organises"its"people"and"work"

to"deliver"the"business"strategy”.""
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Principle"3."Designing"simple"solu7ons"
"

•  Organisa7on"Design"Principles"of"Engagement"
•  Organisa7on"Design"Wheel"
•  Organisa7on"Design"Toolkit"
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ASSESS

DESIGN
IM

PLE
MENT

OPTIM
ISE

The Organisation Design Wheel – High Level
High Level

TAC’s"Organisa7on"Design"Wheel"
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ASSESS

DESIGN
IM

PLE
MENT

OPTIM
ISE

High Level Design

Detailed DesignPlan to 
Implement

Im
pl

em
en

t
Al

ign

Learning
Case for Change

Current State

The Organisation Design Wheel – Medium Level
High Level

Medium 
Level

TAC’s"Organisa7on"Design"Wheel"



18"

ASSESS

DESIGN
IM

PLE
M

ENT

OPTIM
ISE

High Level Design

Detailed DesignPlan to 
Implement

Im
pl

em
en

t
Al

ig
n

Learning
Case for Change

Current State

Assess Why & Why Now
Assess Size & 

Scope

A
ssess W

hat 

W
orks &

 D
oesn’t 

W
ork 

Assess Leadership 

&
 Stakeholders

D
esign Criteria &

 
O

utcom
es 

Design O
ptions &

 

Im
pacts  

Design  

Documentation 

People Impacts & Transition Planning
Consultatio

n

Pe
op

le
 T

ra
ns

iti
on

 

Pr
oc

es
se

s

Pr
oc

es
s 

&
 S

ys
te

m

Alig
n Cultu

re

Lessons 
Learnt For 
the Future

Design Detailing & 

Testing

A
lig

n 
Pe

op
le

 
In

it
ia

ti
ve

s 

Evaluate W
hat D

id & 

Didn’t W
ork

The Organisation Design Wheel – Detailed Level
High 
Level

Medium 
Level

Detailed 
Level

TAC’s"Organisa7on"Design"Wheel"
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TAC’s"Organisa7on"Design"Toolkit"
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TAC Organisation Design Approach and Toolkit
Organisation Design Definition: How TAC organises its work and people to deliver the 
business strategy.

Principles of Engagement
Focusing on the business outcome
Partnering to make it happen
Keeping it simple
Being transparent
Question, validate and challenge views

Benefits of Organisation Design
Strategic Alignment

Realise a new business strategy / operating model / respond to the changing 
external environment

Work Organisation
Determine the best way of organising activities to achieve desired outcomes
Clarify accountabilities at all levels in the organisation, clarifying roles and 
responsibilities. 
Break down operational ‘silos’ and build horizontal connections across the 
organisation.

Operational Efficiency
Eliminate inefficient ways of working across the organisation (gaps / overlaps) .
Achieve economies of scale by combining ‘like’ activities.
Address the need to reduce costs. 

To achieve these benefits, organisation design needs to be considered more than a 
purely structural response to trying to solve a business problem. 

Organisation Design in Practice
Design when there is a good business reason
Develop options before deciding on the design
Choose the right time to design
Look for clues that things are out of alignment
Stay alert to the external environment / future

Roles & Responsibilities
Design Activity Sponsor – Clarifies the strategic goals and drivers of the change, leads 
the design team and implementation of the change, makes final decisions.
Design Team – Provides subject matter expertise in the build of the design, tests 
fesability of the design, act as champions of the change.
Human Resources – Guides the project sponsor and design team and acts as a 
consultant to the process, provides guidance on best practices, facilitates brain 
storming of options and consensus building, identifies risks and potential impacts of 
the change on people. 

Organisation Design Elements

Formal 
Organisation

Informal 
Organisation

WorkPeople Space

Vision
Mission
Business 
Strategy

Business Plan

High Level Design

Detailed Design
Plan to Im

plement

Im
pl

em
en

t
Al

ign

Learning
Case for Change

Current State

Assess Why & Why Now Assess Size & 
Scope

Assess W
hat 

W
orks &

 Doesn’t 

W
ork 

Assess Leadership 

& StakeholdersDi
ag

no
sin

g 
In

te
rn

al
 &

 E
xt

er
na

l 
En

vi
ro

nm
en

t –
L,

 M
, H

High 
Level

Medium 
Level

Detailed 
Level

Really 
Detailed

Developing Design Criteria 
Questions & Template – L, M, H

Structure & Job Design Infosheets –
L, M, H

Post Im
plem

entation Checklist –
L, M

, H

Data Collection M
ethods Info Sheet –

M
, H

Scenario Testing Detailed Design

Im
pl

em
en

ta
tio

n 
Ac

tiv
ity

 S
um

m
ar

y 
&

 
Te

m
pl

at
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–
M

, H

Design Criteria &
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Design Options & 

Im
pacts  

Design  

Documentation 

People Impacts & Transition Planning
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Pe
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re

Lessons 
Learnt For 
the Future

Design Detailing 

& Testing

Al
ig

n 
Pe

op
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es

 

Evaluate What Did 

& Didn’t W
ork

Cost Benefit Analysis – L, M, H

High Level Impact Assessment –M, H

Job Evaluation Process

As
se
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O
bj

ec
tiv

es

Or
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Org 
Desig

n Acti
vit

y C
hart

er –
M, H

Le
ad

ersh
ip Alig

nment –
M, H

Stakeholder Analysis I
nfosheet –

M, H

Assess Current Organisation Design

Structural Analysis Tool – L, M, H

Summary of the Assess Phase – M, H

Design Value Proposition, 
Workflow & Outputs

Grouping & Linking Infosheet

Job Description Tem
plates

Co
ns

ul
ta

tio
n 

Pa
ck

s (
Un

io
n/

Em
pl

oy
ee

) –
L, 

M
, H

Consu
lta

tio
n Perio

d (2
1 Day

s) 

Post 
Consu

lta
tio

n Pac
k –

L, 
M, H

Selection Process Tools eg. 

Scripts, Letters – L, M
, H

Ro
le

 &
 P

eo
pl

e 
Im

pa
ct

 T
oo

ls 
–

L,
 M

, H

Adjust The Design

Lessons Learnt –
L, M

, H

Im
plem

ent Process To Regularly Assess 

N
ew

 O
rganisation Design

Align Performance Expectations

Reward & Recognise Desired Behaviours 

& Culture

Align Leadership, Learning & 

Development, Talent Management

Reward & Recognise Quick Wins & 

Celebrate Success

Process & System Implementation

Active & Visible Change Leadership

Transitio
n People Iss

ue Management



Design"Principle"4."Taking"a"built"and"owned"approach"
to"design"and"engagement"
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Human"Resources"
Business"Partners"

Change"Consultants"
"

Shared"Services"
Specialist"

Managers"
"

Remunera7on"
Manager"



Principle"5."Making"learning"accessible"for"
everyone"
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Week"Offsite"
Organisa7on"

Design"Learning"
Sessions"

Coaching"Sessions"&"
Coaching"Approach"

Prac7cal"
Experience"
Tes7ng"&"

Experimen7ng"



Principle"6."Ensuring"Measurable"Outcomes"
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•  Decreased"spend"on"external"
consultants"

•  Amy"Kates"Organisa7on"
Design"Capability"Assessment"
–  Before"Offsite"
–  3"Months"Post"
–  6"Months"Post"
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•  Business"Outcomes"
–  Internal"consul7ng"capability"
–  Organisa7on"Design"Wheel"and"Toolkit"

•  Next"Steps"
–  Tes7ng"and"reviewing"the"approach"and"tools"
–  Next"strategy"development"underway"
–  Building"leadership"capability"
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For)TAC)
•  Sponsorship"and"

understanding"of"the"project""
•  External"consultants"as"coach"
•  Be"flexible"
•  Building"and"learning"
•  Keep"it"simple"and"prac7cal"
•  It’s"a"change!"
•  Adop7on"is"individual"
•  Give"it"7me""

For)Me)
•  Organisa7on"and"

geographic"boundaries"
•  Balance"short"and"long"term"
•  In"service"of?"
•  Seek"to"understand"
•  Con7nually"adapt"and"learn"
•  Experiment"and"make"

mistakes"
•  Give"yourself"7me"



Group Brainstorm – Intriguing the Next 
Generation of Organisation Designers 

•  Who"are"the"next"
genera7on"organisa7on"
designers?"(eg."are"they"
recent"graduates,"HR"
professionals…?)"

•  What"experience"do"they"
have?"

•  How"are"they"being"
developed"and"supported?"

"
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Group Brainstorm – Intriguing the Next 
Generation of Organisation Designers 

•  What"is"one"thing,"if"you"
started"it"today,"would"
make"a"difference"to"the"
next"genera7on"of"
Organisa7on"Designers?"

"

27"



28"

•  Posi7oning"
•  New"Ideas"
•  How"To"
•  Learning"Opportuni7es"
•  Exper7se"
•  Support"Network"
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