FIGURE 1
Years to reach 25 percent of US population

New techhnology is
adopted faster than ever
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Source: Eric Ries, The Startup Way: How Modern Companies Use Entrepreneurial
Management to Transform Culture and Drive Long-Term Growth (New York:
Currency, 2017). COPYRIGHT: © Eric Ries, reprinted by permission of the author.
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FIGURE 2
to reach $1 billion market capitalization

Time to reach o $1bn
valuation is shorter than ever
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TABLE 1

Summary of complicated and complex systems

TYPE OF SYSTEM

Complicated

Complex

Typical examples are.. ..

Repeatable production
and construction work

Creative design,
development, and
innovation work

The system works
toward. ..

Known, stable outputs

Emerging, frequently
changing outputs

Behavioris. ..

Largely predictable and
linear—a small change
in the input leads to a
small, predictable
change in the output

Largely unpredictable
and nonlinear—a
small change in the
input leads to a large,
unpredictable change
in output

Risk is best
mitigated by . ..

Up-front analysis and
detailed planning

Small experiments,
quick feedback, and
frequent course
correction

Competitive advantage
is gained through . ..

Efficiency—creating a
known output with as
little input as possible

Adaptiveness—
continuously seeking
feedback and
course-correcting
toward an emerging
output

Management processes
tend to reward . ..

Conformity to the plan

Value delivery

The wholeis. ..

The sum of its parts—
the whole can be
understood by
understanding the
constituent parts

The product of the
many interactions
between the parts—
the whole can be
understood only by
observing the whole

The system contains.. ..

Largely known
unknowns

Many unknown
unknowns




FIGURE 3
Average company lifespan on S&P 500 Index
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Source: Innosight, Creative Destruction Whips through Corporate America,
Executive Briefing, Winter 2012, https://engageinnovate.files.wordpress.com/2012
/03/creative-destruction-whips-through-corporate-america_final2012.pdf.



FIGURE 4

The traditional software development process
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Source: Winston W. Royce, “Managing the Development of Large Software
Systems,” Proceedings, IEEE WESCON, August 1970, reprinted in https://
leadinganswers.typepad.com/leading_answers/files/original_waterfall_paper

_winston_royce.pdf.



FIGURE 5

The 6 Enablers of Business Agility




FIGURE 6
The Innovation Stack
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Source: Gary Hamel, The Future of Management, with Bill Breen (Boston:
Harvard Business School Press, 2007).
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FIGURE 7
Autonomy and alignment
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FIGURE 8
Three key mindset shifts of agile leadership
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FIGURE 9
Authority and information
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FIGURE 10
The Competing Values Framework

ﬂ.e.xibi.l.i.&j and Adaptivehe.ss
A

(b
‘
&a’cg,
Rl

X
oy

Collaborate
(Clan)

Do things together

Control
(Hierarchy)

Compete
(Marieet)

Inkernal Focus and
Integration
A

Do things right

Do things fast

\ 4
Stabitibj and Conkrol
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TABLE 2

Summary of the competing values framework culture types

Control

Compete

Create

Collaborate

Approach

Do things right:
eliminate errors

Do things fast:
compete, move
fast, play to win

Do new things:
create, innovate,
envision the future

Do things together:
build teams, people
matter

Value drivers

Efficiency,
uniformity,
predictability,
consistency

Market share,
growth,
profitability, goal
achievement

Innovation, new
products and
services, creativity,
agility,
transformation

Development,
growth, cohesion,
communication,
participation

Decision-
making
approach

Detailed
analysis—be
certain up front

Fast decisions—
analytical
problem-solving

Experimentation—
try lots of things
and learn fast

Collective
wisdom—
participative

Environment

Stable, low-

Contexts of

Contexts of fast

Contexts of fast

in which this | change contexts | moderate change | change and high change and high

is effective in which and complexity complexity in complexity in which
consistent, in which market which creating problems are best
predictable share and new knowledge solved by teamwork,
outputs are vital | profitability are and products is shared values, and

particularly valued | vital high engagement

Leader type Micromanagetr, Hard-driver, Visionary, Mentor, facilitator—
coordinator— competitor— entrepreneur— Catalyst Leader
Expert Leader Achiever Leader Catalyst Leader

Compatibility | Low Low to moderate | High High

with business
agility
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Internal Focus and Integration

FIGURE 12
The agile values on the Competing Values Framework
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FIGURE 13
How to change culture
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Source: John Shook, “How to Change a Culture: Lessons from NUMMI,” MIT
Sloan Management Review, January 1, 2010, https://sloanreview.mit.edu/article
/how-to-change-a-culture-lessons-from-nummi/. © 2010 from MIT Sloan
Management Review/Massachusetts Institute of Technology. All rights reserved.
Distributed by Tribune Content Agency, LLC.



FIGURE 14

The pillars of self-managing teams
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FIGURE 15
Activity-based versus outcome-based teams
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FIGURE 16
Command versus network of teams
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Source: Stanley McChrystal, Team of Teams: New Rules of Engagement for a
Complex World (New York: Penguin, 2015), 224.

FIGURE 17
The wider network
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Source: Steve Denning, “Explaining Agile,” Forbes, September 8, 2016,
https://www.forbes.com/sites/stevedenning/2016/09/08/explaining-agile.



FIGURE 18
When to structure for ambidexterity
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Source: Charles A. O’Reilly and Michael L. Tushman, Lead and Disrupt: How to
Solve the Innovator’s Dilemma (Stanford, CA: Stanford Business Books, 2016), 175.



FIGURE 19
An ambidextrous organizational structure
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FIGURE 20
Stock price, based on $1,000 investment in 2012
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Source: Jacob Morgan, The Employee Experience Advantage: How to Win the
War for Talent by Giving Employees the Workspaces They Want, the Tools They
Need, and a Culture They Can Celebrate (Hoboken, NJ: Wiley, 2017), 160.



FIGURE 21
Global employee engagement figures
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Source: Gallup, State of the Global Workplace, 2017, p. 3, https://www.gallup.com
/workplace/238079/state-global-workplace-2017.aspx.



FIGURE 22
The hierarchy of human capability
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FIGURE 23
Maslow’s hierarchy of needs
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Data source: A. H. Maslow, “A Theory of Human Motivation,” Psychological
Review, 50, reprinted at Classics in the History of Psychology, http://
psychclassics.yorku.ca/Maslow/motivation.htm.



FIGURE 24

The key assumptions underpinning traditional
governance and funding models
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FIGURE 25
The integration of design and build
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Source: Adapted from Eric Ries, The Lean Startup: How Constant Innovation
Creates Radically Successful Businesses (London: Portfolio Penguin, 2011).
COPYRIGHT: © Eric Ries, reprinted by permission of the author.



FIGURE 26

The key assumptions underpinning modern
governance and funding models
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FIGURE 27
The product development life cycle
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Confidence

FIGURE 28
The Ladder of Validation
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FIGURE 29
The power of proximity
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FIGURE 30
The Business Agility Canvas
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Source: Download the Business Agility Canvas + 20-page guidebook for free at
https://www.agilecentre.com/the-business-agility-canvas/.



FIGURE 31
The Business Agility Canvas flow
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