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What is Enterprise Agile?

Lean Portfolio Management

Agile Planning & Estimation

Agile Software Delivery

DevOps & Cloud Capability Enablement

Operational Metrics & Reporting

Experience Design

Leadership Engagement / Culture / People Enablement

Lean-Agile Coaching

Agile Change

Customer Engagement

Customer Analytics
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Dev
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Deployment

Common Approach to Enterprise Agile Adoption
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Dev
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reality

Common Approach to Enterprise Agile Adoption
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The Building Blocks of Your Lean-Agile Culture 
Transformation
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The Building Blocks of Your Lean-Agile Culture 
Transformation



CULTURE is…
learned, and shared…

attitudes

values

beliefs

practices

transmitted through 
people’s experiencesdecision making

“the way we do things 
around here”

leadership styles

behaviors



CULTURE



Ability to change 
organizational culture

2016

Culture is continually sited as the #1 reason for failed 
adoption of agile

People Behavior Change
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Leaders do not actively sponsor Agile

Organizational culture conflicts with Agile

Waterfall behaviors are still reinforced

Training is delivered as a one-and-done

Common Challenges to Scaling Agile Related 
to People and Culture?

What are

The organizational structure and functional manager 
role is not addressed
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Leaders do not active sponsor Agile

Waterfall behaviors are reinforced

Training is delivered as a one-and-done

Organizational culture conflicts with Agile

The organizational structure and functional manager 
role is not addressed



Resource: “Results Pyramid” is a copyright of Partners in Leadership LLC

And these shape

our BELIEFS

We learn through our 

interactions, our EXPERIENCES

And those inform 

our ACTIONS

Through our actions, 

we achieve RESULTS

New shared experiences lead to new beliefs…



Changing our beliefs…



The culture that got you here won’t get you there

Desired

Agile Mindset

Constant flow of value

Fund teams;
Measure value added; 

Respond to change

Teamwork and collaboration;
Trust;

Progress; continuous learning

Run experiments; learn and adapt

Current

Waterfall Mindset

Value released at deadlines which are 

sometimes met

Fund Projects;
Measure milestone achievement; 

Follow the plan

Accountability and blame;
Micromanagement;

Perfection

Deadlines

RESULTS

ACTIONS

BELIEFS
(and values)

EXPERIENCES

Adapted from: “Results Pyramid” is a copyright of Partners in Leadership LLC



Change Culture by Shifting BELIEFS

“Mandated” change meets with 

extreme resistance when it is 

counter to individual or 

organizational beliefs.”

The most effective way to 

bring about change is to 

lead individuals and the 

organization through new 

experiences that result in 

a shift in beliefs.



• Agility

• Strategic Alignment 
and Prioritization

• Servant Leadership

• Communication and 
Collaboration

• Customer Engagement

• Continuous Learning

• Continuous 
Improvement

• Innovation and Risk 
Taking

Consider Measures Related to:



#3: Get Feedback

Baseline Enterprise 
Agile Culture and 

Readiness 
Assessment

Pulse Survey
to monitor 

Engagement and 
Adoption

Pulse Survey
to monitor 

Engagement and 
Adoption
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Leaders do not actively sponsor Agile

Intentionally defining the desired culture

Waterfall behaviors are reinforced

Training is delivered as a one-and-done

The organizational structure and functional manager 
role is not addressed



Our learning experience

Delayed Application

Generic Target Audience

Excessive Content 



Time

Waterfall Training Development Delays Transformation

1 2 3

Leaders align how 
Enterprise Agile will be 
practiced

Sprint
1



Time

1 2 3

Leaders align how 
Enterprise Agile will be 
practiced

Sprint
1

Delay

Waterfall Training Development Delays Transformation
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Training impacts 
what we know

Experiences 
impact what we 
believe



Learning is a Journey, not an Event

Experiences: 
experiences

Information:
with just 

enough information to 

Reflection:
Build in 
reflection and 
coaching

Reinforcement: Reinforce habits, with 

continued support, learning, and Agile 

ceremonies
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Leaders do not actively sponsor Agile

Intentionally defining the desired culture

Training is delivered as a one-and-done

Waterfall behaviors are reinforced

The organizational structure and functional manager 
role is not addressed
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Rewards and Recognition…
What are

praise

feedback
Bonus pay / 
performance pay

feeling trusted

Enjoying work

Not always formal and 
monetary

having blockers removed

feeling empowered
Performance 
Reviews

Competencies and Metrics

awards



Performance Measurement based on Team 
Outcomes
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Thinking 
as an Agile 
Enterprise

Likely not 
thinking 

Agile

Performance feedback should be given (and sought) regularly – immediately when 

appropriate. Individual recognition should come from team members only – not outside of the 

team. Team-based performance feedback should be sought from outside of the team.
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Leaders do not actively sponsor Agile

Intentionally defining the desired culture

Waterfall behaviors are reinforced

Training is delivered as a one-and-done

The organizational structure and functional manager 
role is not addressed



Reasons Leaders Resist…
Do not feel a sense 

of urgency 

Believe the 
transformation will 

be expensive

Were left out of the 
decision and 

design

Do not understand 
the commitment

Do not understand 
their role or status 

in an Agile 
organization

They do not know 
how to change or 

where to start

Business Targets
will be disrupted by 

a transformation

They are afraid of a 
reduction in force

They do not have 
time for training

They don’t want to let go of the 
perceived control they feel from 
waterfall metrics, reporting, and 

planning

Command and control behavior has 
been successful so far



They do not have time for training

Create a 

series of 

brief learning 

opportunities

That contain 

only what the 

leader needs 

to know

And can flex 

to the 

leader’s 

schedules



Reason for Resistance: They don’t want to let go of the perceived 
control they feel from waterfall metrics, reporting, and planning

Create Executive Dashboards

Deliver Business Value

Building High Performing Teams

Outcomes

PRODUCTIVITY

SPEED

EMPLOYEE 
SATISFACTION

CUSTOMER 
SATISFACTION
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Leaders do not actively sponsor Agile

Intentionally defining the desired culture

Waterfall behaviors are reinforced

Training is delivered as a one-and-done

The organizational structure and functional manager 
role is not addressed



Shift management away from the top-down structure
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Thinking as an 
Agile 

Enterprise
Likely not 

thinking Agile

• Empire building

• Employees are 

limited based on 

quality of 

managers

• Employment 

based on rigid job 

description

• Have teams, but 

reporting outside 

of those teams

• Competing goals 

for departments

• Using terms but 

not understanding

• Working to reduce 

hierarchy

• X functional teams

• Managers trying to 

empower

• Pockets of agile

• Dedicated time to 

working together

• Interaction with 

all staff levels

• Flattened org.

• Work brought to 

teams vs teams 

formed around 

projects

• Self-

management

• Pursuing 

holacracy

• Ability to change 

responsibilities 

over time



How do Manager roles 
change?

36

Coach

Provide vision

Remove blockers

Research new technologies, 
methodologies, and ways of 
working

Break silos

Manage the system

Focus on strategic activities
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Leaders do not actively sponsor Agile

Organizational culture conflicts with Agile

Waterfall behaviors are still reinforced

The organizational structure and functional manager 
role is not addressed

Training is delivered as a one-and-done

What is one take-away that you can 
implement in your organization?



Let’s connect: 

AgileMindsetFramework.com

Enterprise Agility Ecosystem Architect




