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1. INTRODUCTION 

This is the first of a number of brief articles focusing on the simplification of 

the business transformation journey. Many organisations large and small, 
public and private are thinking about change strategies to reduce costs, 

increase capacity and to provide best quality products and/or services. The 
economic, political and demographic environment in which we live and work 
is demanding that organisations change to deliver increasing value to their 

customers. However, transformation strategies can be expensive, be difficult 
to implement, bring additional complexities and do not always deliver the 

required benefits. In this first paper we explore how a simplified approach to 
transformation can be started. In what is an ever more complex world 

simplicity takes away the opportunity for failure, by reducing the variables in 
a transformation programme. 
 

2. THE FUNDAMENTALS OF AN ORGANISATION 

In any organisation there are only three components which support the 

corporate vision and goals. 

 
 
Definitions: 
 

 Process – what we do 

 Practice – how we do it 

 People – those who do it 
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By addressing each of these components, through an easy to use and easy to 
understand framework, supported by communications, tools and techniques, 

will pay dividends through an exceptional return on investment, improved 
quality and exceptional customer satisfaction. 

 
3. BEFORE GETTING STARTED 

Before starting there are a number of myths that need to be dispelled and 

management style changes embraced. Firstly, transformation is not an 
initiative it is a way of life. Starting from breakthrough activities such as 

process re-engineering or lean interventions the organisation moves to 
continuous improvement in process, practice and people. In general terms 

people suffer from initiative overload and few initiatives finish before the next 
one starts. Benefits don’t always get realised and if they do they are rarely 
sustained as there is no process for so doing, or another initiative is 

implemented and so the pattern continues.  
Secondly you do not need a transformation team that is a permanent fixture. 

Many organisations set up such teams and they take on a life of their own. 
They are a bit like quality departments that spend their time inspecting 
outputs rather than stopping the need for inspection. Transformation teams 

should facilitate change by ensuring that the people who do the work are 
capable of sustaining the change. Mature transformed organisations have 

neither quality nor transformation departments.  
Next, there is no need for process professionals to map your current 
processes. The people who operate the processes know them and there are 

easy to learn and use tools available that make the documentation of 
processes a simple task. Here is a view of an enabled organisation. 
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4. THE ENABLING ORGANISATION 

To make a transformation programme a success requires leadership from the 

management team: encouragement and support, and helping not telling from 
middle managers: the engagement and trust of the people in the front line 

and an unswerving commitment to continuous improvement. It is this latter 
point that is key as without continuous improvement the change is unlikely to 
be lasting in real terms. The diagram below describes the impact.  

 
 

In an enabled organisation: 
 

The vision and goals are clearly and consistently communicated as is the 
method by which these will be achieved. 
 

 The customer is at the heart of the organisation and foremost in 
what we do 

 
 Progress is displayed so that the organisation is always up to date 

 All communication is consistent; all managers sing from the same 

hymn sheet 
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 Adoption of external best practice is encouraged where it is better 

than internal best practice 

 Funding is available for ongoing training and development. 

 Middle managers become coaches and encourage the drive for 

continuous improvement 

 Their people are trusted so they are able to change their processes 

and practices in pursuit of their customer’s organisation’s goals 

 Each person in the organisation knows their role and what is 

expected of them and can see that their contribution matters 

 Everyone has a personal learning plan 

 All people are trained in continuous improvement tools and 

techniques and actively participate in improvement activities 

Creating an enabling organisation is the most important phase of a 
transformation. Without this, efforts are likely to be dissipated, morale 

damaged and costs increased; all the opposite outcomes of a change 
programme. 

 


