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Introduction 
Organisations can only be successful if the right kind, strength and quality of delivery, at all 
levels in the organisation, gets focused upon by the right people, and their potential of 
adding value is unshackled from traditional organisational constraints to add the maximum 
value they potentially can. 
 
Objective measuring of key organisational drivers is a critical first step in enabling such an 
environment where delivery value can be created.  Objectively measuring, in numbers and 
percentages, the appropriateness, strength and quality of key drivers of organisational 
success, e.g. strategy, organisation design and structure (including roles), teams and 
individuals, has opened the field to: 
• Clearly identify the gaps that inhibit critical delivery. 
• Clearly define, in percentages, the risk to company of these delivery gaps to the 

company.  Percentage gap has been found to correlate directly with percentage 
inefficiency or lack of delivery in the organisation.  

• Focus cost-effective interventions to address the key delivery gaps that will make a 
difference. 

The framework, tools, technologies and systems allow for maximum mobilisation of internal 
resources towards the delivery success of the organisation. 
 
Current issues in Organisation Development 
Risk associated with interventions and change has always been reasonably high in financial 
and often in organisational stability and continuity terms.  There are various reasons for this 
amongst which: 

 Lack of clarity of problem definition: 
o Problem definition, more often than not, gets phrased as a large 

organisational systemic issue and therefore carrying a higher cost ticket to 
affect change; 

Objective measurement in delivery based organisations has as premise the measurement 

to demonstrate in numbers the exact gaps or weaknesses.  It then enables internal 

organisational resources to take charge of change as well as future continuous 

measurement and sustainability through measureable delivery based accountability.  In 

this way cost of change is part and parcel of daily organisational delivery rather than an 

externally defined intervention.  Traditional Organisation Development has as premise 

that outsiders know better and therefore need to define and drive more objective 

solutions.  These problem definitions are often not measureable and eventually come 

with a substantial price tag.   
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o Unclear problem definition, e.g. identifying a structural problem, without 
clear definition as to the nature and extent of the problem, resulting in a 
rolling process and subsequent higher cost to company of change. 

 The predominant use of expensive external skills as a result of: 
o Skills not available in company;  
o External intervention deemed to be more objective and therefore more 

reliable. 

 Lack of internal accountability to affect change in the organisation and therefore the 
need for prolonged externally facilitated change consulting. 

 Teams of people being put in place by consulting entities loading the cost to 
company ticket. 

 Lack of delivery based roles within the organisation leaving change accountability in 
the hands of others but the actual accountable people.  This is also claimed to be the 
result of: 

o Internal “overload” of current employee roles which result in role owners not 
being able, or willing, to drive changes. 

 
Changes resulting from these interventions often do not have the desired impact on the 
company bottom-line as initially intended.  This often leads to another round of similar 
processes with often similar effects and often rendering organisations depleted of key 
resources and change exhausted. 
 
 
How do measuring core drivers redefine Organisation Development and Change? 
Objective measurement, in numbers and percentages, of core drivers of organisational 
value, is a fairly recent introduction to the field of Organisational development.  Measured 
against global norms of work and work differentiation, gaps and issues in relation to these 
gaps, can be defined, and properly delineated for focused intervention to drive appropriate 
organisational value delivery.   
(YouTube Video: https://www.youtube.com/watch?v=pgadBmzSXXU) 
 

What gets measured? 
Measuring the drivers that have a direct impact on the organisation’s ability to 
deliver on its objective, i.e. its actual focus, the way it goes around achieving that 
delivery focus and the teams and people that needs to drive and achieve that.      
Measurement focuses on the: 

Appropriateness 
Strength  
Quality  

of current versus future, as well as optimally required strength and quality of the 
organisation and people in relation to: 

Strategy 
Delivery objectives 
Roles  
Structures 
Teams 
Individual Role holders 

https://www.youtube.com/watch?v=pgadBmzSXXU
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Performance Progress against requirements 
Positioning of Jobs (Job grading) grading 
And more. 

 
How is measuring done 
The application of a set of globally accepted principles results in a quantified value of 
quality which allows for objective and focused discussions and interventions. These 
global principles include: 

1. A Qualitative Framework of value delivery differentiation that has been tried, 
tested and refined on 5 continents. 

2. A Mathematically scientific process of ascribing a quantified value to all the 
qualitative aspects.  Applied Mathematicians have done the quantification of 
all the qualitative values. 

3. The application of Mathematical and systems processes to determine 
percentages, medians, margins that can be compared/contrasted   

4. International validation to confirm the quantified values and its relevance to 
actual organisational performance and delivery.    
 

These quantified values enable a clear focus on where the areas of concern are, the 
nature of the gap that it results in and also suggests steps to enable resolving of 
these issues. 

 
What is the value to company of these measurements? 
Knowing upfront what the reality is on the ground and what the size of the challenge 
is, is essential to qualify and quantify the scope of intervention and change needed.   
 
Measuring upfront what these issues are result in: 
1. Clarity and focus on what the issues are that impact organisational efficiency and 

delivery performance. 
2. Clarity on the severity of the gaps and its potential impact on the organisation’s 

delivery performance. 
 
It facilitates: 
1. Co-defining of the process of intervention and change. 
2. A focus on critical to bottom-line issues as only the issues that needs critical 

attention and impact delivery is addressed 
3. Significant cost saving on intervention and change due to the clarity of the issues 

that needs attention. 
4. High levels of engagement and mobilisation of the organisation’s resources as a 

result of the focused action on required delivery.   
 

The process entrenches: 
1. A focus on enabling internal organisation resources to take charge of the 

processes and technologies to enable self-sustainability and continuity. This goes 
hand in hand with delivery based role definitions that puts the responsibility for 
change in the hands of the appropriate accountable person whose delivery is 
affected by the issues not being resolved. 
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2. Affecting a delivery based organisation where the control, delivery and 
sustainability are put back in the hands of the organisation and its employees.   

3. Focused cost-effective self-sustainability in driving towards organisation fitness, 
delivery and success.  

 
 

Dynamics of a measurable delivery based organisation versus traditional and hierarchical 

organisation 

The ability of being able to measure the delivery capacity of the organisation, combined with the 

clear focus on delivery, results in a delivery based organisation carrying very clear characteristics 

when compared to the traditional hierarchical organisation 

Delivery based organisation Traditional hierarchical output based 
environment 
 

Value delivery focused (value contribution) 
 
 
 

Objective numerical measurement of strength, 
quality and value 
 

Clearly differentiated work, delivery focused 
with clear delivery accountability 
 
 
 

Roles can only be added if delivery value is clear 
and measurable numbers indicate its feasibility 
(no overlaps, etc.) 
 

Value delivery engaged employees: 

 The quest for self-actualisation and fair 
reward for value contributed 

 Focused on delivery and making a difference 
 
 

Self-driven, self-reliable and self-sustainable 
organisation 
 
 
 
Delivery contribution based on performance 
progress tracking and enabling. 
 
 
Organisation Development, Change, 
improvement, efficiency, innovation, growth and 
more inherent in the organisation’s DNA 

Activity output based focus – being busy, 
achieving outcomes without necessarily focusing 
on value contribution 
 

A subjective judgement on quality and value 
 
 

Hierarchical organisation with multiple layers, 
overlaps and design in-efficiencies with 
depowered roles and unclear as well as 
restricted accountability 
 

Adding roles can be easily done by manipulating 
the language, or by dividing whole work into 
more than one role. 
 

Organisation politically engaged employees: 

 The quest for higher positions of authority 
and more money 

 Focused on self-interest and “playing the 
game”. 

 

Often manager/consultant driven, relying on 
others (any others) for performance and 
experiencing difficulty in maintaining 
sustainability. 
 
Activity outcomes based on performance 
management – high percentage activity but not 
necessarily value contributive. 
 
Organisation Development, Change, 
improvement, efficiency, innovation, growth and 
more often orchestrated with external expertise 
being the source. 
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Summary 
Organisation success can only be enhanced through focused delivery.  This delivery can be 
at various levels of sustainability from core profit to social relevance.  What differentiates 
the measureable delivery based organisation from the rest is: 

• The ability to know through measurement what you are dealing with; 
• The ability to focus interventions as a result of understanding what is crucial. 

The percentages and numbers, indicating gaps and its level of criticality, cannot 
be denied or ignored unless companies ignore inefficiency and condone risk to 
company sustainability. 

• The accountability for delivery and change is in the hands of the accountable 
people whose delivery is dependent on making things work.  

 
Quantified measurement of key drivers in the organisation is a breakthrough in enabling 
cost-effective focused delivery in a delivery based self-sustainable organisation. 
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