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“If you always do what you always did, you will always get 

what you always got.” 

Albert Einstein 

The business world around us is changing at an unprecedented pace. If you 

look at the front page covers of business press and magazines you see the 

same cluster of issues being talked about.  Enterprise agility”, “customer 

experience”, being “purpose driven” South African Organisations are 

navigating around a common outcome, increasing their relevance to both 

their employees and their customers (1). 

The VUCA and digital revolution is forcing companies to rethink how they are 

doing business. After all, 75 percent of the S&P 500 will be replaced in the 

next 10 years (2). In this digital revolution we see that business capabilities 

and the associated talent— often among the largest P&L investments—are 

not transforming fast enough (2). This creates a break between businesses 

ambition and their ability to compete in the new business world (2). 

Progressing as an organisation in today’s digital transformation age involves 

a drastic shift in mind-set, culture and the ways of work. Organisations that 

once benefited from a traditional size-and-scale strategy have rapidly 

disappeared from the market (3). Today, just 14 percent of C-suites report a 



high degree of confidence in their Organisations ability to align and transform 

with the digital revolution (4). Beyond the C-suite, if we move down into the 

organisation, employees’ trust and confidence in leadership, business and 

government is at and all time low (4). 

Within these changes a new breed of successful organisations are emerging 

that are shifting away from command-and-control cultures. These 

organisations are shifting towards management practices that harness the 

diverse backgrounds of their employees driving engaged, energised 

employees focused on delighting customers. These employees are further 

unburdened by excess bureaucracy and are pursuing both personal and 

organisational goals with purpose (1). 

Forward-looking companies are turning to what is known as Zero Based 

Organisation (2) design or Adaptable Organisational (1) Structures. This 

approach to organisational development and design focuses on driving 

profitability through emphasizing agility over bureaucracy and shifting to a 

future focused mindset (2). It gives organisations the mandate to design the 

most efficient and appropriate organisation from scratch. This allows shifting 

of employees and talent away from work that no longer contributes to the 

sustainability of the organisation, too work that is targeted at the future 

focuses desired outcomes of the organisation. This leads to the creation of 

distinctive capabilities and operating models (2). 

The technology start-ups stand as examples to understanding how to design 

for the fourth industrial revolution, enabling organisations to flex to market 

developments, while energising teams to deliver breakthrough products and 

solutions (1). The factors that assist in making these adaptable workplaces 

https://www.accenture.com/cn-en/insights/strategy/zero-based-organization
https://www.accenture.com/cn-en/insights/strategy/zero-based-organization
https://www2.deloitte.com/global/en/pages/human-capital/articles/the-adaptable-organization.html


irresistible can also lead to new ways of leading, enabling, working, and 

organising (1,2). 

Leveraging the human desire for resilience and innovation, these 

organisations embrace change and rapidly adjust to respond to dynamic 

customer, environmental and market needs (1). In this sense, these 

organisations are living and breathing businesses built around systems and 

networks based on how people work and behave, allocating and make the 

best use of employee potential (1,4). 

The key focus areas, put in sequential order, for organisations to ensure 

future sustainability are: 

TRUE WORK 

Translating the organisations purpose (1), using external customer focused 

ecosystems (1), into work that drives the greatest business value. Further, 

identifying core routines and the most important projects, eliminating work 

by reducing unnecessary complexity and investment (2,5). 

TRUE SIZE 

Through data and analytics identify the time, effort and frequency of work 

that needs to be completed (2). Collect and analyse workforce effort by 

routine and project then employ digital technologies or sourcing strategy (Gig 

workers, contractors, etc.) where possible to create efficiencies (2,5). 

TRUE STRUCTURE 



Design the organisation structure to include flexible network of teams (1) and 

agile ways of working (1). This is balanced through effective spans of control, 

focus on core competencies, and clearly defined roles and responsibilities 

(2). Moving away from rigid, tiered structures to more dynamic project-based 

structures (2,5). 

TRUE EMPLOYEES 

Build a true bottom-up, clean sheet organisation, looking at skills, levels, 

tenure, salaries and location (2,4). Ensuring that skills are aligned to key 

roles and assign stretch roles (4). Selecting the right employees that share 

the purpose of the organisation and have a cultural fit with the new model 

(1). Focused and individualised talent engagement to ensure that employees 

want to remain in the organisation, and their potential is developed and 

realised. 

TRUE MEASURES 

Strategic organisational objectives are align and cascaded to each function 

(2). Functional goals are then cascaded down to team and individual level 

driving personal accountability and creating true transparency. This enables 

people to make decisions from the “frontlines” for a more agile organisation. 

Creating a space for quick tactical and operational change aligned to strategy 

business outcomes. Entrenching continues learning culture in the 

organisation ensures that changes can be supported with the necessary, 

digitally enabled, development approaches (5). 
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