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Growth & Structural Strain

Why intentional 

structural design 

matters

Work processes become more inefficient and 

dependent on a few key people when teams grow fast.

Redesigning structure allows us to stop addressing 

symptoms and start restructuring the system that 

supports our team.
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Design Intent

Galbraith’s Star Model highlights five 

organizational components:

▪ Strategy – Growth and development.

▪ Structure – Scalable team design

▪ Processes – Standardized execution.

▪ People – Build capabilities, define roles.

▪ Rewards – Aligned incentives.



Design Goals

Strategy  
Develop staff 

while increasing 

operations

Structure 
Restructure for  

sustainable 

growth

Process
Distribute 

accountability and 

refine internal 

standard 

processes

People
Define roles and 

responsibilities, and 

build Learning 

Communities

Rewards
Shift from 

individual to team-

based rewards



Structural Design

Embed staff 

development into 

everyday processes

Build internal 

capacity

Shift from utilization-

driven growth to 

capability-driven 

growth

Strategy
Develop staff while 

increasing operations



Structural Design

Discipline-based 

grouping

Clearer reporting 

lines and 

accountability

Redefine leadership 

and supervisory roles

Structure 
Restructure for  

sustainable growth



Structural Design

Increased 

coordinated BD and 

project staffing

Enhanced 

understanding of 

resourcing, backlog, 

and increased 

financial acumen

Improved 

standardization in 

contracting, BD 

efforts, project 

delivery, and QA/QC 

processes

Process
Distribute 

accountability and 

refine internal 

standard processes



Structural Design

Establish Learning 

Communities for 

knowledge exchange

Develop teaching, 

learning, & 

apprenticeship lines

Development 

expectations tied to 

role

People
Define roles and 

responsibilities, and 

build Learning 

Communities



Structural Design

Establish team 

performance 

metrics

Performance 

includes team 

contribution and 

development

Award and reward 

transparency

Rewards
Shift from 

individual to team-

based rewards



Implementation

Approach Challenges Adjustments

• Transparent 

communication

• Phased transitions

• Reinforced 

expectations

• Resistance change/ 

Status Quo

• Utilization pressure

• Skepticism of new 

structure

• Iterative refinement

• Balancing delivery 

priorities and staff 

development

• Leadership alignment



Outcomes and Impact

Strategy Structure Process People Rewards

Shift from reactive 

delivery to planned, 

scalable growth

Distributed ownership 

and collaboration 

across defined teams

Increased 

standardization in 

execution across 

teams

Reduced stagnation 

and turnover

Leadership alignment 

with team 

development and 

system expectations
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Outcomes and Impact
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Next Steps

Formalize Framework
− Document roles, responsibilities, development 

expectations, and learning community framework

Institutionalize 

Learning

− Continued allocation of budget/time for development 

− Mentorship expectations tied to performance reviews

Divisional Strategic 

Plan

− Integrate continued balance between delivery and staff 

development in strategic plan

− Workplan for prioritized initiatives and division culture



Lessons Learned

Communication 

(Transparency) 

is key

Flexibility builds 

resilient teams

Structural 

redesign is 

continuous



Thank you!
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