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SOME QUICK CORPORATE FACTS

Fuji Xerox Business:

• Multi function document systems

• Consumables 

• Document intensive business process outsourcing

Fuji Xerox Performance:

• No. 1 position in market

• Turnover $753m in 2007

• Annual growth of 12%

Fuji Xerox People & Organisation:

• 9 Divisions

• 1800 people, 2300 by 2011
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STRATEGIC DIRECTION

SOURCES OF ADVANTAGE & DIFFERENTIATION
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ORGANISATION DEVELOPMENT STRATEGY

Core OD agenda

1. Build Capability

2. Performance Management System and 
Process

3. Line Manager Development

4. Talent Management & Succession 
Planning

5. Remuneration Framework

Initiatives as needed

• Organisation Design & Structure

• Key Business Processes (planning cascade, 
accountability mechanisms)

• Change Management  / Transformation
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‘BUILD CAPABILITY’

OBJECTIVE

• To build the capabilities required to enable us to execute our strategy, fast

CHALLENGE

• ‘training’ culture

• Unclear about what the required capabilities actually are

• Management discipline

• OL resource limitation

SOLUTION

• Leverage insights as to how people best learn
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THE BASIC PRINCIPLE

The line manager plays the most important role 
in the development of people (90%)
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People learn by doing
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2 KEY DIMENSIONS OF ORGANISATION DESIGN

DEVELOPING 
CAPABILITY WITHIN 

ROLE

•DEVELOPING 
CAPABILITY FOR 
HIGHER LEVEL 

LEADERSHIP ROLES

•SOC TO ENABLE 
MANAGERS TO COACH

organisation design

Well formed Position Descriptions Organisation Structure
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ROBUST POSITION DESCRIPTIONS ARE THE KEY TO DRIVING 
MANAGER LED DEVELOPMENT

Accountabilities

Capabilities

What does each role need to deliver –
today, and tomorrow – if we are to 
succeed with our mission / strategy / 
plan?

What capabilities are critical for success 
in the role today – and which  capabilities 
are going to be critical tomorrow?

1

2

Capability within role
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ROBUST POSITION DESCRIPTIONS PROVIDE LINE MANAGERS 
WITH FRAMEWORK FOR CAPABILITY DEVELOPMENT
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Position Descriptions provide a 
framework for capability 
assessment and on the job 
capability development

Capability within role
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ORGANISATION STRUCTURE IS A KEY DETERMINANT OF LONG 
TERM CAPABILITY DEVELOPMENT

Long term leadership capability

Functional silos produce narrow capability 
sets…

…compromising strategic effectiveness, 
performance management & capability 

ownership at higher levels
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ORGANISATION STRUCTURE IS A KEY DETERMINANT OF LONG 
TERM CAPABILITY DEVELOPMENT

GM

L2

L3

L4

L5

•
requiring coaching

•6-

•Little or no coaching in 
basic skills

•12-24 month time horizon

•Tactics
•Single product / functional 

accountability
•12-24 month time horizon

•Fully fluent, clearly 
demonstrated in all aspects 

of function
•Significant complexity

•3 yr  time horizon

•High level of 
competence

•Strategic shaper of 
functional approach
•Resource allocation 

across Division
•5 yr time horizon

GM

L2

L3

L4

L5

•
•

•

•

•

•

•

Long term leadership capability

Use organisation structure to 
optimise role exposure to key 

business processes & 
functions Role design model

Differentiate levels through 
right mix of strategic and 

leadership accountabilities

leadership

strategy

capability

operations

1
2
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2: SPAN OF CONTROL IS A LIMIT FACTOR FOR CAPABILITY 
DEVELOPMENT

The line manager plays the most important role 
in the development of people (90%)

Training/ 
Workshops/ 

Reading/ 
Videos

Education
Based

Role 
Modelling

Relationship Based

Feedback / 
Coaching

Development 
in Role

Full Job 
Change

10% 20% 70 – 85%

DEVELOPMENT IMPACT

Experience Based

Traditional 
classroom learning Line manager sphere of influence

Training/ 
Workshops/ 

Reading/ 
Videos

Education
Based

Role 
Modelling

Relationship Based

Feedback / 
Coaching

Development 
in Role

Full Job 
Change

10% 20% 70 – 85%

DEVELOPMENT IMPACT

Experience Based

Traditional 
classroom learning Line manager sphere of influence

Training/ 
Workshops/ 

Reading/ 
Videos

Education
Based

Role 
Modelling

Relationship Based

Feedback / 
Coaching

Development 
in Role

Full Job 
Change

10% 20% 70 – 85%

DEVELOPMENT IMPACT

Experience Based

Traditional 
classroom learning Line manager sphere of influence



Copyright © by Fuji Xerox Australia

THANK YOU


