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This is a summary of an article titled Business operational change agility.  
To read the article in its entirety, please click here.

According to PricewaterhouseCoopers’ 2008 Global CEO survey, 76% of the 1,100 CEOs surveyed feel the “ability 
to adapt to change” is a source of competitive advantage, a higher percentage than commonly perceived sources of 
advantage such as technology and key talent (Figure 1). Leaders perceive agility as a critical organizational attribute 
because it measures the ability to adapt to future opportunities and challenges efficiently and successfully.

Figure 1: Perceived sources of competitive advantage 

According to our recent survey of more than 1,100 global CEOs, agility is squarely at the top of the executive agenda. The ability to 
adapt to change was cited as one of the most important sources of competitive advantage over the next 12 months—trumping even 
technological innovation and talent. 

Source: PricewaterhouseCoopers, 11th Annual Global CEO Survey, 2008 
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just quick fixes. Input is required from many internal orga-
nizational sources on some key topics:

Current business strategy��

Mapping business processes��

Current business processes and their connection ��
points within the organization

The company’s IT blueprint��

Senior management’s view on possible future market ��
changes and opportunities

Input from customer-facing departments detailing the ��
factors holding them back from providing additional 
value

Taking a team approach

It is difficult enough to manage change with known inputs 
and factors, and it is even more difficult to manage with 
the possibility of future change. Organizational agil-
ity should be built into the decision-making process 
and should be a part of each executive’s mandate and 
mission. It is the responsibility of each executive officer to 
define how to integrate agility into the business as well as 
ensuring changes are implemented. This requires execu-
tives to work together to create a fully integrated and 
agile company.

The CEO must set the tone, assign responsibilities and 
make the decisions about organizational changes. This 
activity must not be delegated to others - otherwise the 
results from agility initiatives are likely to be disappointing. 
While a monitoring group, such as a program office, can 
monitor the day to day details of the blueprint, only the 
CEO can decisively act on the information.

So what exactly is agility and whose responsibility is it? 
Agility is an infusion of your processes and decision 
making to affect strategic change and it is everyone’s 
responsibility. True agility requires a balance between flex-
ibility and standardization. While your customers expect 
unique products and services, your organization has to 
provide these custom solutions from a common, stan-
dardized supply chain and infrastructure.

Achieving a state of agility is difficult for many organiza-
tions because they have focused on efficiency. In order 
to create this efficiency, many businesses are organized 
by specialties, creating organizational silos. The “Model 
T” era approach where each group does its own thing 
and hands it off to the next chain no longer works. Being 
agile requires working across multiple silos simultane-
ously. Many companies create an organizational strategy 
based on factors and assumptions about the current 
market, customer and suppliers, but they often fail to 
consider how an unanticipated change such as new 
regulations or a merger could impact the way they oper-
ate.

Creating a business agility blueprint

To structure and analyze potential future scenarios such 
as those listed above, companies can create a high-level 
map of present and future value-creation called a busi-
ness agility blueprint. This blueprint needs to  provide a 
complete picture of current business processes, including 
where value is created, process owners and redundan-
cies, and where there are connection points. Following 
this, high level scenario analysis needs to occur to list out 
potential changes and how to operationalize responses to 
these changes. 

The process of creating the blueprint can take a few 
months and generally involves the entire organizational 
executive team. The changes proposed in the blueprint 
must be well thought out and long-term strategies, not 
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PricewaterhouseCoopers Saratoga released its US 
2008/2009 Human Capital Effectiveness Report on June 
2. This year’s report contains 345 metrics from 318 orga-
nizations throughout the United States. 

Saratoga’s Human Capital Effectiveness Report provides 
organizations with the results to enable evidence-based 
decision making. Our five surveys and reports measure:

Productivity of the workforce��

Return on investment of human capital ��

Quality of succession plans ��

Employee engagement ��

Quality of hire ��

High and low performer employee turnover ��

Cost of turnover ��

HR structure and costs for 19 distinct HR functions��

We have also made a number of enhancements to this 
year’s metric content including:

Generational metrics including headcount, hiring, and ��
voluntary turnover breakdowns

Compensation program effectiveness��

Source of hire��

Tuition reimbursement costs��

To learn more about Saratoga’s latest report, contact us 
at saratoga@us.pwc.com or (866) 727-2864.

Saratoga’s 2008 / 2009 Human Capital Effectiveness Report is now 
available

mailto:saratoga@us.pwc.com
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Have an idea or topic that you would like Saratoga to write about? If so, 
we would love to hear from you! Please send your ideas and / or topics to 
saratoga@us.pwc.com.

As the demand for qualified workers remains strong, more and more orga-
nizations are recognizing that past employees provide a valuable talent 
pool. In last month’s “Driving Retention Through a Better Exit Survey 
Process” article we discussed the value of adding a series of questions 
to organizational exit surveys that ask key employees about the potential 
to rejoin the organization. After all, the grass is not always greener on the 
other side!

To help organizations begin to assess their hiring sources, Saratoga devel-
oped Rehire Percent. This metric measures the percentage of hires joining 
the organization that had previously been employed with the organization. 
The formula for this metric is:

Rehires / External Hires

Similar to other hiring source metrics Saratoga offers, we recommend that 
organizations focus on the quality of rehires to ensure they are performing 
as expected.
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