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A
Accountability. See Control and 

accountability
Acquisitions and mergers, 

integration of, eff ect of, 32
Action, bias toward, problem 

with, 25
Action-learning teams, 136
Activate skill set, 280
Administrative focus, grouping 

shaped by, 96
Administrative teams, 

guidelines for using, 271
Advocates, 272
Africa, 93, 95, 141, 202
Agility, 29, 61, 62, 127, 

278–279
Alignment: decision making, 

2; of expectations, 221; of 
governance levers, 153; of 
objectives and goals, 140, 225; 
purposeful, establishing, 4; 

of subunit designs and 
missions, 222

Allied-Signal, 280
Americas, the, 93
Analytic and diagnostic skills, 

building, 252
“Apparel Brands Inc.” case 

study: and belief levers, 
147–148; and boundaries, 
151; and diagnostic measures, 
151–153; and interactive 
networks, 148–150; lessons 
from the, 153–154; overview 
of, 143–147

Apple, 31, 84, 86, 188, 191, 278
Archetypical organizations, 

90–92
Argentina, 202
Arons, R. M., 197
Art and science, organization 

design as both, 6, 9
Asia, 93, 145, 146
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Assessment: of job candidates, 
rigorous, for all jobs that 
have changed, 193; of leaders, 
279, 283, 284–285. See also 
Current-state assessments

Australia, 202
Awareness, importance of, 281
Axelrod, R. H., 8, 46, 257, 258

B
Back end versus front end 

matrix, 88, 106–107, 114, 
115, 188

Baghai, M., 33, 34, 35, 279
Bain & Co., 33
Balanced internal-external 

executive option, 172–173
Balanced matrix, 103–104, 108, 

131, 229
Bartlett, C., 134
Bechtel, 90
Belief systems, defi ned, 129
Beliefs: and actions for driving 

innovation, 132; defi ned, 131; 
discussion of, as a governance 
lever, 131–134; in the 
levers-of-control model, 130; 
in matrix power allocation 
(case study), 147–148, 154; 
types of executive teams 
utilizing, 187, 188, 189

Benchmarking: external, 61–63, 
141; internal, 141; of practices 
and audits, 141

Bennis, W., 276

Berkshire Hathaway, 183
Blank slate, as a starting point, 

263, 264
Blenko, M., 129
Blogs and speeches by 

executives, eff ect of, 133–134
Blue ocean strategy, 13, 36, 

37, 40
Boeing, 90
Bordia, R., 77
Bossidy, L., 1, 280
Bottom-up view, 27, 28, 73
Boudreau, J., 156, 191, 192
Boundaries: and actions 

for creating focus, 132; 
discussion of, as a governance 
lever, 136–139; in the 
levers-of-control model, 130; 
for management time, 36; 
in matrix power allocation 
(case study), 151, 154; during 
transition, 223; types of 
executive teams utilizing, 
187, 188, 189

Boundary systems, defi ned, 130
Brand policy, 139
Brand power, belief in, 148
Brazil, 92, 202
Bristol-Myers Squibb, 183
Brown, T., 251–252
Bubble diagrams. See 

Diagramming, use of, for 
strategic grouping

Building block structures: 
advantages and disadvantages 
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of, 76; described, 74–75; 
holding together, role of 
functions in, 155; options 
for, 155

Bulkeley, W. M., 94
Burck, C., 1, 280
Business case and discovery: 

and clarifying the strategic 
priorities, 12–13, 27–40; 
crafting the, case study 
involving, 148; and defi ning 
the case for change, 13, 
41–58; in the fi ve milestone 
process, 10, 124, 236; and 
informing the staffi  ng needs, 
190; milestone for, defi ning 
the, 10, 11–12, 25–26, 124; 
plan for, including timeline, 
246–247; and setting the 
design criteria, 13–14, 59–66; 
summary of, 67–69

Business dashboards, 140, 188, 
274–275

Business intelligence, proxy 
for, 179

Business life cycle, 178
Business models: changing, 

and complexity, 3; shifts in, 
as a trigger for organization 
design, 30–31, 169

Business outcomes, as a 
measure, 274–275

Business problems and 
opportunities, examples of, 
29–36

Business process mapping, 137, 
138, 150

Business process reengineering, 
28

Business reviews, 140
Business unit versus function 

matrix, 105–106

C
Calendars, placing action items 

on, 214, 215
Canada, 202
Candidates: readiness of, rating, 

197; rigorous assessment of, 
193; selection of, to lead 
change, 284. See also Talent 
choices, right, making the

Capabilities: archetypical 
organizations and, 91; 
assessment of, 279; 
cross-boundary, delivering, 
52; defi nition of, 278; as 
the design criteria, 13, 59; 
diffi  culty of converting, 
15; and the fi ve milestone 
process, 10, 124, 236; 
importance of, 59; as leading 
indicators, 274; and making 
the right talent choices, 20, 
190; multiple, building, case 
example of strategic grouping 
and, 109–115; must-have, 
commonly sought, 60; new, 
building, need for, 12; for 
organization design, building, 
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245, 250–254; prioritizing 
important, 98–99; in the 
Star Model, 28; thoughtful 
building of, 160, 278; using 
the design drivers to help 
build, example of, 77–86; 
well-articulated set of, 63. See 
also Design criteria, setting the

Capital market meltdown, 
139–140

Carrefour, 228
Cascaded objectives, 140, 225
Center-led portion, 158–163, 196
Centers of expertise, use of, 53
Centralization: center-led versus, 

163; and the concept of 
leverage, 51–52, 80–81; issue 
of, confl ict over, 18, 158, 163

Chambers, J., 86
Change: acceleration of, with the 

design charette, 272; agility 
and the pace of, 278–279; 
blocks of, sequencing, 213–214; 
degree of, testing options for, 
98; external environmental, 
as a trigger for organization 
design, 32–33; increasing the 
impact of, engaging the right 
players for, 7; major, learning 
from leading, 282–283; in 
organizational culture, 7, 
100–101; resistance to, 
45–46, 175, 227, 282, 283; 
risk of, containing the, 212; 
shortsighted, 29, 32; speed of, 

issue of, during transitions, 
21, 211–212; in strategy, 
signifi cant, as a trigger for 
organization design, 30–31, 
48; uncertainty brought by, 
205–206, 283

Change, defi ning the case for: 
overview of, 13; purpose of, 
41; reasons for a current-state 
assessment in, 42–47; 
summary of, 68–69; as a 
task to perform, 26; using 
design drivers for analyzing 
assessment data in, 48–55; 
and whom to include as 
assessment participants, 47–48

Change management process, 
starting the, 47, 272

Charan, R., 1, 168, 176, 177, 
196, 280

Chief operating offi  cer (COO) 
option, 173, 174

Chile, 202
China, 50, 92, 94, 104, 111, 

202, 278
Cisco, 85–86, 90, 121–122, 

183, 192
Citicorp, 140
Citigroup, 140
Client satisfaction, as a measure, 

274–275
Coca-Cola, 31, 83, 85, 95, 133, 

141, 160, 183
Coley, S., 33, 34, 279
Colgate-Palmolive, 105, 136
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Collaboration: ability for, 
building, 4; at Cisco, 122; 
and integration, 120, 123

Collective view, identifying a, 46
Colocation arrangements, 95, 

96, 135, 149
Colombia, 202
Common understanding, 

creating, 46, 131, 260–263
Communication: guidelines 

for, the design charette and, 
269–270; in hierarchies, 
180; importance of, during 
transitions, 209, 210, 223. 
See also Feedback

Compensation program designs, 
changes to, 184

Competitive advantage, 3, 59, 
60, 74, 192

Competitive strategies: plotting, 
using the strategy canvas tool, 
37–40; types of, 36–37

Competitor action, eff ect of, 32
Complex matrix structure, 126
Complex systems model, 90–91
Complexity: agility and, 

278–279; of design decisions, 
understanding, 272; and 
integration, 119, 153; 
management’s capacity for, 
testing options based on, 99; 
of the matrix, 104; necessary 
form of, 15; organization 
design consultants fascinated 
by, 252; organizational, 3–4, 

89; task, and organization 
layers, 179, 180

Concepts and principles, having 
a methodology for, 250

Concept-to-store process, 137, 
138. See also Go-to-market 
process

Confl ict: in hierarchies, 180; 
and integration, 18; matrix, 
102, 103; over issue 
of centralization and 
decentralization, 18, 158, 
163; during transition, 223. 
See also Matrix tensions

Consolidation, 51
Consultants: building the 

capability of, 251–252; and 
presenting feedback, 261; 
use of, 41, 42, 43, 240, 241, 
243, 270

Consulting skills, building, 
253–254

Control and accountability: 
assessment of, examples 
of, 58, 112; described, and 
analyzing assessment data, 
53–54; drivers of, matrix 
tension between, 106; and 
embracing the matrix, 103; 
and the end-to-end model, 
157; and geographic structure, 
93; joint, through shared 
metrics, 223; in the six design 
drivers model, 50; strategic 
grouping emphasizing, past 
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success through, example of, 
100, 101; summary of, 56, 
78; using, to grow a needed 
capability, 84–85. See also 
Span of control

Cook, T., 278
Coordination and integration: 

assessment of, examples 
of, 57, 112; described, and 
analyzing assessment data, 
52–53; drivers of, matrix 
tension between, 106; and 
geographic structure, 93; 
shifting focus to, that forces 
cultural change, example of, 
100–101; in the six design 
drivers model, 50; summary 
of, 56, 78; using, to grow a 
needed capability, 81–82

Core businesses, extending and 
defending, time horizon for, 34

Core team. See Steering 
committees

Corporate Leadership Council 
(CLC), 2, 167, 196, 197, 205, 
279

Corporate social responsibility 
(CSR) commitments, eff ect 
of, 133

Corporate-center functions: 
problem with, 156–158; 
value delivery framework for, 
158–163

Councils: case study involving, 
149; chartering necessary, 

221–222; formal, establishing, 
135; as integration 
mechanisms, 121–122. See 
also Networks

“CPG Brands” case study, 
198–202

Creative thinking, 255
Critical path items, sorting out, 

213
Critical roles, designing and 

staffi  ng. See Talent and 
leadership

Cross-boundary capabilities, 
delivering, 52–53

Crossroads model, 177
Cultural fi t, testing options for, 

100. See also Organizational 
culture

Cultural, language, and 
geopolitical adjacencies, 
grouping shaped by, 95

Cultural norms, altering, 168
Curiosity, deep, about 

organizations as systems, 252
Current-state assessments: 

analyzing the data from, using 
the design drivers framework 
for, 48–55; applying the 
drivers in, 55, 57; examples 
of, using the design drivers, 
57–58, 112; fi ndings of, 
feedback on, presenting, 
261; as key to isolating 
design criteria, 63–64, 65; 
plan for, including timeline, 

bindex.indd   298bindex.indd   298 10/21/10   3:27:27 PM10/21/10   3:27:27 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



299Index

246; reasons for doing, 
42–47; starting with, purpose 
of, 41; whom to include as 
participants in, 47–48

Customer base, shape of the, 
eff ect of, 90

Customer power, gain in, eff ect 
of, 33

Customer structure: and 
allocating power in the 
matrix, case study involving, 
143–154; as a building block 
option, 75, 76; case example 
involving, 111, 114, 115; early 
design hypothesis focused 
on, example of, 87–89; 
and embracing the matrix, 
106–107, 107–108; managing 
the transition to a, example 
of, 225–226; transition to a 
product and, continuum of 
choices available in, 209, 210

Customer visits, eff ect of, 133

D
Dashboards, 140, 188, 274–275
Data analysis, using the design 

drivers framework for, 48–55
Data presentation, 262
Decentralization, issue of, 

confl ict over, 18, 158, 163
Decision complexity criteria, 

200–201
Decision making: aligned, as a 

test of eff ective structure, 2; 

delegating, vertically and 
horizontally, 127; in 
hierarchies, 180; realigning, 
tipping points involved in, 
231. See also Design decision 
making

Decision rights, 127, 137, 140, 
150, 151, 152, 216, 223

Decision tools, 129, 137, 147
DeGraff , J., 82
Dehoff , K., 77
Dell, 139
Denson, C., 225–226
Design alignment, subunit, 222
Design charette: and the 

decision process, 258–259; 
defi nition of a, 256–257; 
and measuring success, 
274–275; overview of using 
a, 255–256; participation in 
the, determining, 257–258; 
plan for a, including timeline, 
247, 259–272; and transition 
leadership, 272–274

Design concepts: illustrating, 
88, 114; verbal description of, 
providing a, 89–90

Design criteria lists, drafts of, 
presenting, 262

Design criteria, setting the: 
and agility, 61; case study 
involving, 144–145, 200–201; 
external benchmarking 
for, 61–63; importance of 
capabilities in, 59–60; 
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key roles needed for, 239; 
and making the right talent 
choices, 20, 190; overview 
of, 13–14; plan for, including 
timeline, 247; process of, 
based on well-articulated 
capabilities, 63–66; summary 
of, 69; as a task to perform, 26

Design decision making: and 
the design charette, 258–259; 
factors likely to distort the 
process of, 235; fi nished 
phases of, marking, 11; as 
a leadership responsibility, 
7; process for, reason for 
having a, 4–5; quality of, 
enriching the, 237, 241; slow, 
eff ect of, on execution, 31; 
speeding, 136; as a way to 
gain leadership development 
experience, 281–282

Design details/detailing, 248, 
267–268

Design drivers: for analyzing 
assessment data, described, 
49–55; application of, 55, 57; 
archetypical organizations 
and, 91; for evaluating design 
options against the criteria, 
described, 77, 79–86; examples 
of current-state assessment 
using, 57–58, 112; purpose of 
the, 13; for strategic grouping, 
using, 14–15, 73, 75, 77–86, 
111, 116; summary of, 56, 78

Design generation, guidelines 
for, 264–266

Design hypotheses, laying out, 
87–89

Design leadership. See 
Organization design leadership

Design mind-set, 253
Design models, presenting 

examples of, 262–263
Design, organizational, concept 

of. See Organization design
Design process. See Five 

milestone process
Design project. See Organization 

design project
Design skill set, 280
Design teams: delegated, 

243–244; leaders learning 
from being on, 281–282. 
See also Executive teams

Design thinking: aspects 
benefi ting, 266–267; 
described, 251

Design tools, having a 
methodology for, 250

Destination, defi ning a, 
208–210

Detailing, guidelines for 
revising and, 267–268

Details, design, plan for, 
including timeline, 248

Diagnostic and analytic skills, 
building, 252

Diagnostic control systems, 
defi ned, 130
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Diagnostic measures: and actions 
for creating focus, 132; 
discussion of, as a governance 
lever, 139–141; as a guide for 
tipping points, 229; in the 
levers-of-control model, 130; 
in matrix power allocation 
(case study), 151–153, 154; 
types of executive teams 
utilizing, 187, 188, 189

Diagramming, use of, for 
strategic grouping, 87, 88, 
113, 114, 145, 146

Diff erentiation, 37
Direct management interaction, 

eff ect of, 133
Direct report structures, options 

for, 171–175
Disney Cruise Lines, 38–40
Distributor and external partner 

forums, maintaining, 135–136
Divergent thinking, 

encouraging, 255
Divisional operating model, 

126, 183
Downsizing, 45, 192, 241, 244, 

279
Drotter, S., 8, 168, 176, 177, 196
Drucker, P. F., 71, 276
Duarte, D. L., 161

E
Early design hypotheses, laying 

out, 87–89
Eastern Europe, 93

Education programs, 133, 284
Effi  ciency pressures, and 

complexity, 3
Egypt, 95
Eichinger, R. W., 281
Embedded power, 119–120
Emerging businesses, building: 

challenge of, 81–82; time 
horizon for, 34

Emerging markets focus: and 
globalization, 92; grouping 
shaped by, 93–94

Emerging options, testing, 268
Emotional engagement, 227
Employee identity, change in, 

helping individuals with 
the, 227

Employee opinion and 
engagement surveys, 46

End-to-end function design, 
156–158, 227

Environmental change, external, 
as a trigger for organization 
design, 32–33

Established markets, 93–94
Europe, 50, 92, 93, 94, 109, 

110, 145, 146, 163, 277
Evolving over time, 21, 211
Execution of strategy. See 

Strategy execution
Executive teams: and the design 

project, guidelines for, 239; 
as a design team, 242–243; 
designing the organizational 
work of, 185–189; follow 
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through by, in navigating 
transitions, importance of, 
218–219; hands-on task for, 
repurposing resources as a, 
194–195; and key teams in 
the design project, 243–244; 
matrixed, 174–175; refreshing, 
168, 169; staffi  ng, plan for, 
including timeline, 249; work 
of, types of, 184. See also 
specifi c team roles and tasks

Executive team work, defi ning. 
See Talent and leadership

Executives: elevating the role of, 
50, 51; as role models, 225; 
speeches and blogs by, eff ect 
of, 133–134; talent reviews 
and talent movement for, 135. 
See also Leaders; Leadership

Expectations, aligning, 221
Experience, opportunities for, 

providing. See Leadership 
development experience, 
providing

Expert model, 241–242
External benchmarking, 61–63
External consultants: building 

the capability of, 252; and 
presenting feedback, 261; 
use of, 41, 42, 43, 240, 241, 
243, 251, 270

External education, 284
External environmental change, 

as a trigger for organization 
design, 32–33

External organization 
development experts, use 
of, 282

External partners: location and 
nature of, grouping shaped 
by, 95–96; maintaining 
forums with, 135–136; for 
organization eff ectiveness, 281

F
Facilitation skills, building, 

253–254
Facilitators, use of, guidelines 

for, 270–271
Fayol, H., 276
Feedback: importance of, 223, 

225, 227; presenting, on 
assessment fi ndings, 261; 
regular, for leaders, 284. 
See also Communication

Finance function, described, 155
Five milestone process: as a 

framework, 5; involving 
the right people in the, 
241–244; lens of the, 
looking through the, 235; 
overview of the, 9–11; steps 
in the, 10, 11–22, 124, 236; 
summary of the, 22–23; 
tension surrounding the, 
reducing, 261. See also 
Business case and discovery; 
Integration; Strategic 
grouping; Talent and 
leadership; Transition
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Five milestone process, leading 
the. See Organization design 
leadership

Flat organizations, 178
Focus, creating, governance 

levers and, 132
Focus groups: feedback from, 

presenting, 261; using, for 
current-state assessments, 48

Formal business process, 
mapping the, 137, 138

Formal groups and teams, as 
integration mechanisms, 121

Forums, distributor and external 
partner, maintaining, 135–136

France, 95, 202
Front end versus back end matrix, 

88, 106–107, 114, 115, 188
Function oversight and strategy, 

159–160
Function versus business unit 

matrix, 105–106
Functional structure: aligning 

by, in early design hypothesis 
focused on customers, 89; 
and allocating power in the 
matrix, case study involving, 
143–154; as a building block 
option, 74, 76; and embracing 
the matrix, 102–103, 106–107

Functions, redesigning, to be 
integrators: and center-led 
versus centralized, 163; 
overview of, 17–18; and the 
problem with corporate-center 

functions, 156–158; reasons 
for, 155; summary of, 165–166; 
and the value delivery 
framework, 158–163

Future businesses, creating 
new options for, time horizon 
for, 34

Future growth activities: factors 
inhibiting, case example of, 
109; management attention 
to, 49–50

Future state, defi ning the, as a 
destination, 209–210

G
Galbraith, J. R., 7, 27, 28, 59, 

74, 82, 102, 104, 105, 120, 
121, 208, 213

Gantt charts, use of, 214, 215, 
219, 229

Gaps: execution, increase in, 
as a trigger for organization 
design, 31–32; identifying, 
12; skill, design decisions 
and, 20; talent, 196, 199

General Electric (GE), 137, 161, 
167, 183, 192, 197, 279, 280, 
282

Geographic portfolio 
management, optimization of, 
grouping shaped by, 94–95

Geographic structure: aligning 
by, in early design hypothesis 
focused on customers, 89; 
and allocating power in the 
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matrix, case study involving, 
143–154; as a building block 
option, 74, 76; case example 
involving, 109, 110, 111, 
115; and embracing the 
matrix, 102–103, 106–107, 
107–108; new approaches to, 
92–97; and role changes, case 
study involving, 198–202; 
transition from, continuum of 
choices available in, 209, 210

Germany, 94, 202
Ghoshal, S., 134
Global business planning teams, 

135
Global expansion: and 

complexity, 3; as a trigger for 
organization design, 30

Global product supply (GPS) 
organization, current-state 
assessment of a, example of, 
57–58

Global versus local matrix, 
107–108, 128, 198

Globalization, response to, 51, 92
Goldman Sachs, 90
Goleman, D., 276
Go-to-market process, 137, 138, 

147, 150, 151
Govern skill set, 281
Governance levers: discussion 

of the, 131–141; integrated, 
importance of, 131, 153; 
managing the, as work of the 
executive team, 187–189; 

overview of, 129–131; reasons 
for using, 128–129; when to 
work the, 141–142. See also 
Beliefs; Boundaries; Diagnostic 
measures; Networks

Governance levers model: as 
a framework, 130–131; 
and rebalancing power in 
the matrix, application of, 
example of, 154

Govindarajan, V., 82
Group executives, as a span 

breaker, 182
Grouping option, choosing 

the best: and awareness of 
organizational archetypes, 
90–92; and being able to 
provide a description of the 
early design concept, 89–90; 
as the core task of strategic 
grouping, 87; laying out 
early design hypotheses in, 
87–89; and new approaches 
to geographic organization, 
92–97; overview of, 15; 
summary of, 116–117; when 
options appear equally valid, 
other considerations for, 
98–101. See also Strategic 
grouping

Groups and teams, formal, as 
integration mechanisms, 121. 
See also Teams

Growth companies, innovation 
by, 33–34, 35

bindex.indd   304bindex.indd   304 10/21/10   3:27:30 PM10/21/10   3:27:30 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



305Index

H
Health insurance regulatory 

environment, shift in, eff ect 
of, 32

Heavyweight players, moving, 
as a tipping point, 232

Hertz, 90
Herzberg, F., 276
Heywood, S., 3
Hierarchy: elevating 

organizational roles and units 
in the, 49–51; excess layers of, 
eff ect of, 19, 180, 181

History and politics of companies, 
potential impact of, 235

Holding company operating 
model, 123, 125, 126, 183, 223

Holstein, W. J., 54
Honesty, 264
Honeywell, 197, 280
Horizontal decision making, 127
Horizontal power, 119–120
Human resources (HR): and 

building organization design 
capability, 245, 250–254; 
building the capability 
of, 250–251; function of, 
redesigning the, 155, 156, 
157–158, 220–221; as the 
internal coach on organization 
design, 240; measure that 
applies to, 275; policy and 
practice of, coordinating, 137, 
139; role of, in transitions, 
221, 225, 227, 273, 283

Hybrid operating model, 126, 
183

Hypotheses, early design, laying 
out, 87–89

I
IBM, 3, 31, 90, 93–94, 184, 

197, 227
IdeaLink Web site, 62–63
Ideas and opportunities, 

surfacing, 45
Ideation teams, 136
IDEO, 251
Impact, biggest, testing options 

for, 99
Implementation: acceleration of, 

26; ease of, improving the, 237; 
responsibility for, 273–274; 
slowed, cause of, 242; starting, 
272; timeline for, 249

Implementation plan, setting 
the: defi ning a destination 
before, 208–210; overview of, 
21, 206; staging and pacing 
the major tasks in, 211–217; 
summary of, 233–234

India, 32, 60, 92, 94, 108, 111, 
202, 278

Individual performance 
management, 140–141, 152

Industrial products company: 
case example of, using strategic 
grouping to build multiple 
capabilities, 109–115; early 
design hypothesis for, 87–89
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Information management 
systems, 53, 140

Information networks, employee, 
breakdown in, 206. See also 
Networks

Innovation: breakthrough, as 
a goal, 77; catalyst for, 134, 
153; and complexity, 3; 
driving, governance levers 
and, 132; enhancing, using 
the design drivers to evaluate 
design options for, 77, 
79–86; structure limiting 
the ability for, as a trigger for 
organization design, 33–35

Integrated operating model, 
125, 126, 183

Integration: and allocating 
power in the matrix, case 
study of, 17, 143–154; 
and design for operating 
governance, 17, 123–142; 
eff ect of specialization on, 
84; in the fi ve milestone 
process, 10, 124, 236; 
milestone for, defi ning the, 10, 
16, 119–122, 124; objective 
of, 119; plan for, including 
timeline, 247–248; and 
redesigning functions to be 
integrators, 17–18, 155–163; 
summary of, 164–166. See also 
Coordination and integration

Integration mechanisms: 
deliberately designing, 4; levers 

employing full spectrum of, 
131; viewed along a spectrum, 
120–121. See also Matrix 
structures; Networks

Integrators, roles and departments 
as, in the integration 
mechanism spectrum, 121. See 
also Functions, redesigning, to 
be integrators

Interactive networks, defi ned, 130
Internal consultants: building 

the capability of, 252; and 
presenting feedback, 261; use 
of, 41, 42, 43, 241, 270

Internal education, 133, 284
Internal operator option, 172
Internal organization 

development experts, use 
of, 282

Internal organization 
eff ectiveness partner, 281

Internal working relationships, 
as a measure, 275

Interviews: feedback from, 
presenting, 261; using, for 
current-state assessments, 
48, 64, 65, 111

Inventive thinking, 
encouraging, 255

Italy, 202
Iterative process, 28

J
Japan, 94, 95, 202
Jaques, E., 176, 179, 180
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Jaruzelski, B., 77
Job descriptions, eff ective, 176
Job security, honesty about, 264
Job slotting, 193
Jobs, S., 84, 278
John Deere, 137
Johnson & Johnson (J&J), 183, 

184

K
Kates, A., 59, 74, 82, 105, 252
Kesler, G., 131, 196, 197
Kim, W. C., 13, 36
Kirincic, P., 197
Korea, 95

L
Lafl ey, A. G., 131, 278
Lagging indicators, 274
Lateral processes, as integration 

mechanisms, 121
Latin America, 141, 145, 146, 163
Launch period, activities during 

the, 219–225
Launch workshops/meetings, 

participating in, 219, 220–221
Leaders: assessing, 279, 283, 

284–285; building skills 
that are core to the work of, 
280–285; challenges facing, 
285; growing, opportunity for, 
7; high-potential, exposing, to 
multiple markets, 94; legacy, 
issues with, 167, 232; new, 
arrival of, as a trigger for 

organization design, 35–36; 
of organizational units to be 
redesigned, guidelines for, 
239; personal eff ectiveness as, 
essential element of, 276; roles 
of, designing the, 175–184, 
199; selection criteria for, 
shaping the, 178; that are 
unclear on their roles, 205; 
of the transition, 272–274. 
See also Executives; Executive 
teams

Leadership: design as a 
responsibility of, 7; 
distinguishing, from 
management, 277; study of, 
276; thought, 159, 160–162. 
See also Organization design 
leadership; Talent and 
leadership

Leadership candidates. See 
Candidates

Leadership competency, 
organization design as a, 2–4, 
276

Leadership complexity index, 202
Leadership development 

experience, providing, 54–55, 
169, 196–198, 201, 202, 
281–285

Leadership impact, scaling, 278
Leadership organization, 

designing the: and defi ning 
the top-level reporting 
structure, 171–175; and 
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designing the roles of leaders, 
175–184; and designing the 
work of the executive team, 
185–189; keeping options 
open in, 170; overview of, 
18–19; summary of, 203–204; 
tipping points in, 231

Leadership pipeline model, 
176–178

Leading indicators, 274
Lean manufacturing, 28
Learning and adjusting period, 

activities during the, 220, 
226–228

Learning and motivation: 
assessment of, examples 
of, 58, 112; described, and 
analyzing assessment data, 
54–55; in the six design 
drivers model, 50; summary 
of, 56, 78; using, to grow a 
needed capability, 85–86

Learning, as a measure, 275
Learning from experience, 

leaders. See Leadership 
development experience, 
providing

Legacy leaders, issues with, 167, 
232

Leveraged resources and cost: 
assessment of, examples of, 
57, 112; described, as a way 
for analyzing assessment 
data, 51–52; in the six design 
drivers model, 50; summary 

of, 56, 78; using, to grow a 
needed capability, 80–81

Levers-of-control model, 
adaptation of, 8, 17, 129–130. 
See also Governance levers

Local versus global matrix, 
107–108, 128, 198

Logistics, guidelines for, the 
design charette and, 271–272

Lombardo, M. M., 281
“Low-hanging fruit,” identifying, 

269
Lucio, A., 134–135

M
Mahler, W. R., 8, 49, 167, 176
Making it work, as a starting 

point, 263–264
“Making the Emotional Case 

for Change: An Interview 
with Chip Heath,” 227

Management attention: 
assessment of, examples of, 
57, 112; continued, during 
transitions, activities needing, 
226; described, as a way 
for analyzing assessment 
data, 49–50; and embracing 
the matrix, 103, 107; and 
geographic structure, 93; 
integration and, 121, 123, 
128; and reporting structure, 
172, 173; in the six design 
drivers model, 50; strategic 
grouping emphasizing, past 
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success through, example 
of, 100; summary of, 56, 
78; using, to grow a needed 
capability, 79–80, 86. See also 
Management time

Management capacity for 
complexity, testing options 
based on, 99

Management interaction, direct, 
eff ect of, 133

Management, positive return 
on, 128–129, 131

Management routines, setting, 
221

Management synergies forum, 
186, 187, 188–189

Management time: boundaries 
for, 36; cost of, 16, 99, 123, 
128, 153–154; requiring 
more, 121; return on, 154, 
187; stealing, 94. See also 
Management attention

Mapping, 137, 138, 150
Market experiences, 201, 202
Market structure. See Customer 

structure
Market turbulence, 127
Marriott, 279
Mars, 188
Martin, R., 251
Master design books, 219
Matrix balance, 103–104, 108, 

131, 229
Matrix confl ict, 102, 103
Matrix, defi ned, 102

Matrix, embracing the: case 
example of strategic grouping 
and, to build multiple 
capabilities, 109–115; and 
making strategic grouping 
choices, 105–108; overview of, 
15–16; purpose of, 102–104; 
summary of, 117

Matrix organizations: feedback 
in, importance of, during 
transitions, 223; importance 
of integration to, 119, 139–140

Matrix power allocation 
(case study): belief levers 
in, 147–148; boundaries in, 
151; diagnostic measures in, 
151–153; interactive networks 
in, 148–150; lessons from 
the, 153–154; overview of, 
17, 143–147; summary of, 
164–165

Matrix reporting, 53, 157
Matrix structures: as integration 

mechanisms, 121; operating 
models and the form of, 125, 
126; types of, 105–108. 
See also Customer structure; 
Functional structure; 
Geographic structure; 
Product structure

Matrix tensions: common, list of, 
104–105; dysfunctional, 121; 
healthy, levers supporting, 
131–141; potential global and 
local, 127, 128
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Mauborgne, R., 13, 36
McCague, C., 160
McClelland, D., 276
McGirt, E., 86
McKesson, 82, 100–101
Measurement-based governing 

methods, 139–141
Measures: for leadership roles, 

182–184; of success, 274–275. 
See also Diagnostic measures

Medical products company, 
defi ning the destination of a, 
209–210, 229, 230

“Meeting-in-a-box” templates, 
creating, 221

Meetings/work sessions. See 
Design charette; Launch 
workshops

Methodology: building a, 250; 
large-group, using a, 256–257

Metrics: and agility, 62; 
realigning, tipping points 
involved in, 231; in the Star 
Model, 28

Metrics, shared: coordination 
and integration through, 
52–53; setting, 222–223

Mexico, 202
Middle East, 93, 95, 111, 202
Mind-set: design, 253; talent, 190
Mission alignment, subunit, 222
Moderate matrix structure, 126
Momentum, maintaining, 269
Momentum period, activities 

during the, 220, 225–226

Moore, G. A., 81–82, 90, 91, 
92, 122, 127

Morrison, C., 84
Motivational fi t, 168
Multilevel design teams, 244

N
Nadler, D. A., 185
Navigating transitions: 

executive follow through 
in, importance of, 218–219; 
launch period in, 219–225; 
learning and adjusting period 
in, 226–228; momentum 
period in, 225–226; overview 
of, 22; summary of, 234; 
tipping points in, 228–232; 
the work of leading and, 
activities in, 219–228

Needs: organizational, 192; 
talent, 190, 192

Nestlé, 141, 183, 192
Networks: and actions for 

driving innovation, 132; 
aligned objectives tied to, 
140; breakdown in, 206; 
chartering necessary, 221–222; 
discussion of, as a governance 
lever, 134–136; formal, 
establishing, 135; as integration 
mechanisms, 121–122; 
interactive, defi ned, 130; in 
the levers-of-control model, 
130; in matrix power allocation 
(case study), 148–150, 154; 
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types of executive teams 
utilizing, 187, 188, 189; 
well-designed, as a priority, 222

New ideas, openness to, 
importance of, 153

Next steps, planning, 268–269
Nigeria, 202
Nike, 79–80, 90, 121, 136, 

225–226, 282, 283
Noel, J., 168, 176, 177, 196
Nokia, 104
North Africa, 95, 141, 202
North America, 94, 109, 110, 

145, 146, 277

O
Objectives: cascaded and aligned, 

140, 225; linking new, 225
Open R&D, 62–63
Openness, importance of: about 

the staffi  ng process, 193; to 
new ideas, 153

Operating decisions forum, 186, 
187–188

Operating governance, defi ned, 
127

Operating governance design: 
operating models and, 
123–127; overview of, 17; 
summary of, 164–165; use of 
governance levers in, 128–142

Operating model: creating a 
new, need for, 12; and the fi ve 
milestone process, 10, 16, 124, 
236; and integration, 16, 18, 

106, 123, 125, 127; purpose 
of the, 19

Operating models, spectrum 
of: informing the roles of 
senior leaders, 182, 183, 185; 
relative characteristics of, 
125, 126

Operational agility, 61, 62
Operational portfolio 

management, 94–95
Options: best design, selection 

of, timeframe for, 248; 
generating, plan for, including 
timelines, 247, 263–267. 
See also Grouping option, 
choosing the best

Oracle, 31
Organization: as a lever of 

performance, 1, 2, 285; talent 
and, 18, 277–280

Organization design: anchoring, 
29; axiom in, 33; capabilities 
for, building, 245, 250–254; 
foundation of, model serving 
as the, 7; good, 2; growth 
of, 1; infl uential thought 
leaders of, 7–8; as an iterative 
process, 28; as a leadership 
competency, 2–4, 276; as a 
matter of making trade-off s, 
49; point of view on, 6–7; 
process for making decisions 
about, reason for having 
a, 4–5; that grows leaders, 
196–198; triggers for, 29–36. 

bindex.indd   311bindex.indd   311 10/21/10   3:27:33 PM10/21/10   3:27:33 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



312 Index

See also specifi c aspects of 
organization design

Organization design leadership: 
building the skills for, 
281–285; as an essential 
element of eff ectiveness, 276; 
and the intersection of talent 
and organization, 277–280

Organization design models, 
presenting examples of, 
262–263

Organization design process. 
See Five milestone process

Organization design project: 
building capability for the, 
245, 250–254; and the 
design charette, 255–275; 
guidelines for the, overview 
of, 237; importance of the, 
235; involvement in the, 
options for, 241–244; key 
roles needed to guide the, 
238–241; learning to lead the, 
276–285; timeline for the, 
245, 246–249, 268–269. 
See also Design entries

Organization development (OD) 
professionals: building the 
capability of, 250–251, 252; 
for design team support, 282; 
measure that applies to, 275; 
role of, in transitions, 273; use 
of, 240. See also Consultants

Organization eff ectiveness 
partners, fi nding, 281

Organization eff ectiveness 
reviews, 279

Organization levels and layers, 
infl uence of, 178. See also 
Requisite levels model

Organizational agility. See Agility
Organizational archetypes, 

90–92
Organizational culture: 

changing, way of, 7; fi tting, 
testing options based on, 100; 
forcing a change to, testing 
options based on, 100–101; 
usefulness of governance 
levers in a given, 153

Organizational learning, 
networks central to, 148–149. 
See also Learning and 
motivation

Organizational needs, examples 
of, 192

Organizational structure. See 
Structure

Osterwalder, A., 30
Oversight, functional, and 

strategy, 159–160
Ownership: and accountability, 

54; assigning, 74; of ideas, 
267; increasing, 163

P
P&G. See Procter & Gamble 

(P&G)
Pacifi c region, 109, 110
Palmisano, S., 93
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Parameters, defi ning, 263–264
Pattern recognition, building 

capability for, 253
People and practices: and agility, 

62; in the Star Model, 28
PepsiCo, 31, 134, 183
Performance levers, 1–2, 285. 

See also Organization; 
Strategy; Talent

Performance management, 
individual, 140–141, 152

Perspectives: broadening, 243; 
diff erences in, identifying, 
45; multiple, engaging/
involving, 8, 241, 253, 
255, 258

Philippines, 202
Pilots, usefulness of, determining, 

212–213, 216–217
Pivot points, talent, 20, 190–193, 

224
Planning: and communication, 

268–270; and logistics, 
270–272; for succession, 196, 
201. See also Implementation 
plan, setting the; Project plan

Planning team, 270
Poland, 202
Politics and history of companies, 

potential impact of, 235
Portfolio agility, 61, 62, 127
Portfolio management forum, 

186, 187, 189
Power: of the brand, belief 

in, 148; customer, gain in, 

eff ect of, 33; embedded, 
119–120

Power allocation, means of, 
127. See also Matrix power 
allocation; Operating 
governance design

Power dynamics, altering, 
disproportionate impact in. 
See Tipping points

Power plant contractor, example 
of the, 216–217

Power relationships, defi ning 
the. See Integration

Pre-charette assignments, 260
Presenting problem, issue with 

the, 42
Primacy, testing options for, 

98–99
Priorities, clarifying. See Strategic 

priorities, clarifying
Prioritizing capabilities, 98–99
Problem statements, written, 

crafting, 43, 44, 65, 111, 113, 
199–200

Problem to be solved, clearly 
defi ning the: convergence on, 
261; need for, as a reason for 
a current-state assessment, 
42–45. See also Business case 
and discovery

Processes: and agility, 62; design, 
having a methodology for, 250; 
soft, importance of, 134; in 
the Star Model, 28. See also 
specifi c processes
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Procter & Gamble (P&G), 62, 
90, 104, 105, 121, 131–132, 
141, 161, 183, 278, 282

Procurement policy and process, 
139

Product standards and controls, 
137

Product structure: and allocating 
power in the matrix, case 
study involving, 143–154; 
as a building block option, 
74–75, 76; case example 
involving, 114, 115; and 
embracing the matrix, 
106–107, 107–108; managing 
the transition from a, example 
of, 225–226; transition to a 
customer and, continuum of 
choices available in, 209, 210

Project discipline, as a measure, 
275

Project plan, 245, 246–249. 
See also Organization design 
project

Promotion, transition as a result 
of, 177

Pulse surveys, use of, 225

Q
Quality assurance, 49

R
RACI tool, 129, 137, 147, 223
Ramstad, P. M., 156, 191, 192
RAPID tool, 129, 137, 147

Recessions, cost pressures during, 
31–32

Reckitt Benckiser, 62–63
Red ocean strategy, 36, 37, 39
Regional structure. See 

Geographic structure
Regulatory shifts, eff ect of, 32
Relationship-building forum, 

186, 187, 189
Relationships: importance 

of, 134; working, internal, 
as a measure, 275. See also 
Networks

Reporting structure, top-level, 
defi ning the, 171–175

Reporting systems, 140, 152
Requisite levels model, 176, 

178–181
Resistance: anticipating points 

of, and overcoming them, 
283; identifying, 45–46; 
and large organizations, 175; 
learning from, 282, 283; 
natural, 227

Resource allocation: disrupting 
the equality that evolves in, 
by repurposing resources, 
193–196; poor, eff ect of, on 
execution, 31

Resources, leveraged. See 
Leveraged resources and cost

Revenue concentration, 
grouping shaped by, 96–97

Review process, guidelines for, 
267
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Revising and detailing, 
guidelines for, 267–268

Rewards and metrics: 
realigning, tipping points 
involved in, 231; in the Star 
Model, 28

Rogers, P., 129
Role confusion, high, eff ect of, 

on execution, 31
Role defi nition, 137, 151
Role models, 225
Roles: as integrators, 121; 

leader, designing, 175–184, 
199; needed, key, for the 
design project, 238–241; 
span-breaking, 172, 181–182; 
unclear, 205. See also specifi c 
roles

Roles, critical, defi ning and 
staffi  ng. See Talent and 
leadership

Routines, management, setting, 
221

Royal Caribbean Cruise Lines, 
38–40

Ruh, R., 197
Rumors, 47
Russia, 92, 111, 202

S
Schein, E. H., 129
Schlumberger, 197
Schuster, M., 8, 131
Science and art, organization 

design as both, 6, 9

Security Systems, Inc. (SSI), 
168–169, 174–175

Selected services, 159, 162–163
Selecting candidates, 284
Self-correction, 139
Sequencing, 213–214, 268–269
Shared services, selective, 162
Shared understanding, creating 

a, 46, 131, 260–263
Sharing and evaluation, 

guidelines for, in option 
generation, 266–267, 268

Shawcor Ltd., 79, 80
Shortsighted change, 29, 32
Simons, R., 8, 17, 128, 129, 

130, 136
Simple matrix structure, 125, 126
Simplicity, 54, 89
Six sigma quality projects, 28
Skills gaps, design decisions 

and, 20
Snyder, N. T., 160–161
Sonne, P., 62
South Africa, 95, 202
Spain, 95, 202
Span of control, 172, 174, 176, 

181
Span-breaking roles, 172, 

181–182
Specialization: assessment 

of, examples of, 58, 
112; balancing, role of 
accountability and control 
in, 85; described, and 
analyzing assessment data, 
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53; in the six design drivers 
model, 50; strategic grouping 
emphasizing, past success 
through, example of, 100; 
summary of, 56, 78; using, 
to grow a needed capability, 
82–84

Speeches and blogs by 
executives, eff ect of, 133–134

Spencer, J. L., 185
Sponsor role, 239, 284
Spungin, J., 3
Staffi  ng process: informing 

staffi  ng needs for the, 190; 
managing the, in transitions, 
224; plan for, including 
timeline, 249. See also Talent 
choices, right, making the

Stakeholders, interests of, 
defi ning, 283

Standardization, 51, 74
Standards and controls, product, 

137
Star Model, 7, 27, 28, 61, 62, 

140, 208, 213
Starbucks, 192
Starting points, defi ning, 

263–264
State of market development 

criteria, 200–201
Status quo, 243
Steering committees: case study 

involving, 147, 151; role of, 
in the organization design 
project, 240–241

Strategic grouping: archetypical 
organizations and, 91; building 
block options for, 74–75, 76; 
case study involving, 145, 
146; and choosing the best 
grouping option, 15, 87–101; 
defi ned, 71; design criteria in, 
use of, 66; and embracing the 
matrix, 15–16, 102–115; in 
the fi ve milestone process, 10, 
124, 236; as the highest level, 
example of, 84; importance 
of using a design charette 
during, 255; milestone for, 
defi ning the, 10, 14, 71–72, 
124; plan for, including 
timeline, 247–248; summary 
of, 116–117; using the design 
drivers for, 14–15, 73, 75, 
77–86, 111, 116

Strategic priorities, clarifying: 
and examples of business 
problems and opportunities, 
29–36; overview of, 12–13; 
reasons for, 27–29; summary 
of, 67–68; as a task to perform, 
26; using the strategy canvas 
tool for, 12–13, 36–40

Strategy: clarifi cation of, 246; 
clarity of, 136; complexity in, 
3, 4; eff ective, 36; functional 
oversight and, 159–160; 
importance of, 11–12; as a 
lever of performance, 1, 2, 
285; in the levers-of-control 
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model, 130; presenting key 
elements of the, 262; setting 
the, roles needed for, 239; 
signifi cant change in, as a 
trigger for organization design, 
30–31, 48; and the Star 
Model, 27, 28; and structure, 
relationship between, 29

Strategy canvas tool, 12–13, 
36–40

Strategy execution: gaps in, 
increase in, as a trigger for 
organization design, 31–32; 
levers of, 129–130; problems 
with, examples, 141–142

Straw models, presenting, 263
Structure: ability to innovate 

limited by, as a trigger for 
organization design, 33–35, 
48; and agility, 62; critical 
complements to realigning, 
6; and making it the last 
change, 213; in the Star 
Model, 28; test of, 2; types 
of, in assigning ownership 
for work, 74–75, 76. See also 
Strategic grouping

Subteams, case study involving, 
147

Subunit designs and missions, 
aligning, 222

Success, measuring, 274–275
Success profi les, eff ective, 176
Succession plans, 196, 201
Sull, D., 29, 61, 127

Sun, 31
Symbolism, 229
Systems integrator, example of 

the, 214, 216
Systems, organizations as, 

curiosity about, 252

T
Talent: asymmetrical investment 

in, power of, 191; as a lever of 
performance, 1, 2, 285; and 
organization, 18, 277–280

Talent and leadership: and 
designing the leadership 
organization, 18–19, 170–189; 
expectation and opportunity 
surrounding, 7; in the fi ve 
milestone process, 10, 124, 
236; and making the right 
talent choices, 20, 190–202; 
milestone for, defi ning the, 
10, 18, 124, 167–169; plan 
for, including timeline, 249; 
summary of, 203–204

Talent choices, right, making 
the: case study involving 
organization and, 198–202; 
by designing the organization 
to grow leaders, 196–198; 
mind-set needed for, 190; 
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135, 149
Target, 90
Taylor, F., 276
Teams: business reviews by, 

140; creating networks 
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Tipping points, 22, 228–232
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206, 208–217; struggle with, 
278; summary of, 233–234; 
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Transition managers, 273–274
Transition planning examples, 
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Value delivery framework, 
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of, 133

Verizon, 90

Vertical decision making, 127
Vertical power, 119
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99–100
Vision, well-defi ned, eff ect of, 

131–132, 133
Volume operations model, 90, 

91

W
Wall Street Journal, 93
Walmart, 139, 228
Welch, J., 279–280
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West Africa, 95
Whirlpool, 161
White, D., 33, 34, 279
Work redesign, 28
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223–224; planning, 268

Workshops/work sessions. See 
Design charette; Launch 
workshops
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