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Pariveda Solutions:  Not Your 
Normal Requisite Organization 

Dolce Palisades 
August 2014 

Our Mission:  Developing people to their fullest potential 
requires sustainability and transparency across and over 
multiple generations 
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Our Objective:  Develop solution architects who navigate 
white space and ultimately enterprise architects who 
define white space… 

3 

Solution and Enterprise Architects 

Business 
Architect 

     People 
     Structure 
     Process 

Technology 
Architect 

    Applications 
    Frameworks 

     Infrastructure 

Product 
Architect 

     Customers 
     Suppliers 
     Competitors 

Solution 
Architects 

Enterprise 
Architects 

Note: Enterprise Architects are also called Entrepreneurs 

…because working in white space is secret sauce in 
our industry  
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Mastery comes from continuously building skills, knowledge and habits 
across a broad spectrum of capabilities to embrace higher levels of 
complexity and ambiguity 
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People advance from level three to level five and higher 
through annual promotions by meeting progressively 
higher expectations across five integrated maturity 
models over a 9-15 year timespan 
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The traditional view of employee career development is 
carrots and sticks to incent desired behaviors 
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Our view of career development is to select only the 
top 15% to 20% and develop them all 
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Our Expectations Framework sets  
the “meets” bar at the top 15% to 20% 
Anywhere Else 

By focusing on talent development, we often deliver 
projects beyond those our competitors can, or seek, to 
do 
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Kerry will show how we accomplish this throughout the rest of our 
presentation… 
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Advances in technology offer us perpetual opportunity... 
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… as our focus on individual and corporate learning 
and growth help make the infeasible possible earlier 
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Envisioning solutions in white space with clients 
provides open-ended opportunities for growth of people 
across different VP roles, unconstrained by hierarchy 
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Today 
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Continuously growing trust with clients while 
continuously developing people increases our intrinsic 
value over time 
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The tensions we manage as we build our firm are 
common 
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Questions and Answers 
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GO SOCIETY SPONSORS

GO SOCIETY PURPOSE AND VALUES STATEMENT

To support the organizing of work in a responsible, fair and healthy 
manner in which people are led in a way that enables them to exercise 
their capabilities.

The Society believes this requires applying a systems framework* 
emerging from reflective inquiry in which levels of work and capability 
are the initial paradigm and growth in human awareness is the essential 
process. 

The benefits are organizational effectiveness, fulfilled people and 
organizations designed for value-creation, sustainability and social well-
being.
Note: inspired by the work of Wilfred Brown and Elliott Jaques

The Global Organization Design Society was founded in 2004 to 
establish and operate a worldwide association of business users, 
consultants, and academics interested in science-based management to 
improve organizational effectiveness. 

The GO Society fulfills its purpose by: 

• Promoting among existing users increased awareness, understanding 
and skilled knowledge in applying concepts of Levels of Work 
Complexity, Levels of Human Capability, Accountability, and other 
concepts included in Requisite Organization and/or Stratified Systems 
Theory. 

• Promoting among potential users of the methods, appreciation of the 
variety of uses and benefits of science-based management, and access 
to resources. The GO Society supports the learning and development 
of current and future practitioners by holding world conferences 
and professional development workshops, publishing books and a 
journal, and maintaining a resource-rich web site with related articles, 
monographs, books, videos, blogs, discussion groups, and surveys. 


