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INTRODUCTION

You've reached a significant milestone with your company:
$100 million in revenue. This achievement places you among
an elite group of businesses that have broken through the
early-stage barriers that stop most companies. Your success
so far is impressive. But now you face a new and complex
challenge: how to scale to $1 billion.

This is not simply about doing more of what got you here. The
journey from $100M to $1B requires a fundamental
transformation in how you operate. Most mid-market
companies hit stall points not because their products or
services lack potential, but because their operating models
can't support the next growth phase. You're essentially
standing at a critical crossroads: continue as a "big small
business" or evolve into a "small enterprise."

The difference might seem subtle, but it's profound. The
growth path ahead demands precision and intentionality across
every aspect of your business.

Your revenue engines need to shift from opportunistic to
systematic. Your operations must evolve from heroic efforts to
scalable processes. Your technology infrastructure requires an
upgrade from point solutions to integrated platforms. And
perhaps most challenging, your leadership approach must
transition from hands-on management to strategic oversight.



What makes this journey particularly treacherous is that most
conventional business advice falls into two categories: startup
guidance that's too basic for your current scale, or enterprise
playbooks designed for much larger organizations with deeper
resources. You need strategies specifically calibrated for the
mid-market zone—approaches that acknowledge your
constraints while leveraging your advantages of speed and
focus.

This playbook fills that gap. Drawing from real-world
successes and failures of companies just like yours, it provides
a framework for scaling that balances ambition with
practicality. You'll find specific metrics, decision frameworks,
and implementation roadmaps—not vague principles or
theoretical models.

The stakes are high. Only a small percentage of companies
successfully navigate the path from $100M to $1B. But with the
right playbook, you can beat those odds. The following pages
offer exactly that: a clear, actionable plan to transform your
organization into one capable of capturing the massive
opportunity that lies ahead. Your next chapter of growth begins
now.



SHATTER THE STALL POINT

You've just crossed the $100 million revenue threshold, but
instead of accelerating, your growth has mysteriously stalled.
You're not alone in this experience. Many leaders find that
what got them to this point no longer works as effectively in
scaling further.

In the software industry, only 160 out of roughly 600
companies generating at least $100 million in yearly revenue
have successfully grown to $1 billion, according to data from
Bain & Company. That means more than two-thirds never make
the leap, underscoring how rare and difficult true scale really
is.

This plateau isn't random chance. It's a predictable crisis point
where what propelled your initial success now constrains your
future growth.

Diagnosing Your Growth Plateau

Growth stalls for four main reasons: you've tapped out your
total addressable market (TAM), your team lacks scale
experience, informal processes bog you down, or cash can't
keep pace with investment needs. These constraints surface
as longer sales cycles, decision bottlenecks, rising acquisition
costs, or margin pressure.



Answer these ten quick checks to spot your primary constraint:

1.

Is your market penetration above 25% in your core
segment?

. Have customer acquisition costs increased by more than

20% in the past year?

Does your executive team spend more than 70% of its time
on day-to-day operations?

. Is your annual revenue per employee below industry

benchmarks?

. Do more than 60% of decisions require founder/CEO

approval?

. Is your operating cash flow insufficient to fund growth

investments?

Has your sales cycle extended by more than 15% in the
past year?

. Are you losing deals to competitors with more

sophisticated capabilities?

. Do you have multiple legacy systems that don't integrate

effectively?

10. Has employee turnover increased significantly in the

past 12 months?

If you answered "yes" to three or more questions in a single
category, you've likely identified your primary growth inhibitor.



Table: Common symptoms and their likely root causes

Symptom Likely Root Cause
Declining win rates, longer sales cycles Market saturation
Decision bottlenecks, reactive management Talent and leadership gaps
Rising SG&A, manual workarounds Process drag
Insufficient R&D, delayed hiring Capital constraints

The Middle Market Indicator reports and analyses from the
National Center for the Middle Market highlight that while many
mid-market companies continue to grow, there are signs of
slowing growth rates and challenges in sustaining rapid
expansion. Your ability to diagnose and address these
constraints will determine whether you join the elite 10-12%
that scale beyond $1B (Bain & Company'’s so-called “unicorn
status”) or remain stuck in the middle.

Breaking Each Constraint

Breaking past $100M requires more than just selling harder. It
demands removing the barriers that stall further growth.

These constraints are rarely obvious at first, often masked by
past momentum and individual heroics. But left unaddressed,
they quietly compound, sapping efficiency, morale, and market
position. To move forward, you must confront and
systematically break each constraint.



Overcoming Growth Constraints

Address Market
Saturation

Streamline
Processes

Growth
Constraints
Identified

Sustained
Growth

Manage Capital
Constraints

Fill Talent
Gaps

Market Saturation

When you're approaching the ceiling of your TAM, you'll notice
declining lead volume, difficulty identifying net-new prospects,
and rising customer acquisition costs. You face a strategic
choice: expand into adjacent segments with existing products
or diversify your product portfolio within your current customer
base.

The former maintains focus but requires reaching customers
you've previously considered sub-optimal. The latter leverages
existing relationships but risks diluting your core expertise.
Either path demands dedicated resources and clear strategic
commitment, not just incremental sales efforts.



Talent Gaps

As your organization scales beyond $100M, leadership
requirements transform dramatically. The heroic generalists
who built your business must evolve into scale specialists who
design systems rather than personally driving outcomes.
Watch for warning signs like increasing "decision latency"
(time between identifying issues and resolving them),
middle-management burnout, and tribal knowledge becoming
a single point of failure.

At $150M revenue, companies typically experience 40%
executive team turnover as they transition to scale-oriented
leadership. You must proactively develop or acquire leaders
with experience scaling organizations through your next
growth phase.

Process Dl‘dg

The hidden tax of ad-hoc workflows becomes painfully visible
at scale. What worked at $50M creates exponential complexity
at $150M: manual handoffs, heroic workarounds, and tribal
knowledge drive ballooning expenses, quality issues, and
declining margins.

Track your core processes, such as order-to-cash,
procure-to-pay, and plan-to-produce, measuring both cycle
time and error rates. Even basic process analysis often reveals
shocking inefficiencies that require standardization without
creating bureaucracy. Focus first on high-volume,
customer-facing processes where inconsistency damages both
experience and economics.
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Capital Constraints

Crossing the mid-market threshold requires significant
investment in people, systems, and infrastructure before
corresponding revenue materializes. This timing mismatch
creates capital pressure that organic cash flow alone can't
solve.

Consider strategic debt, minority equity investments, or joint
ventures that provide both capital and capabilities. Align your
capital strategy with your growth horizon: debt offers flexibility
but adds fixed obligations, while equity dilutes ownership but
typically provides patient capital. The key is proactively
engineering your balance sheet before urgent needs arise,
giving you maximum flexibility when opportunities emerge.

Evolving Your Operating Model

The journey from $100M to $1B requires more than addressing
individual constraints. You must transform from a "big small
business" to a "small enterprise"—a fundamental shift in
operating model and mindset. This transition begins with
leadership acknowledging that scale requires a new operating
philosophy that introduces enterprise-grade controls without
crushing the speed and customer focus that built your
business.

Transitioning to a small enterprise means swapping
intuition-driven habits for scalable systems and formal
governance.

M



Dimension Big Small Business Small Enterprise

Planning Annual static budget Rolling 18-month forecast

Distributed with clear

Decision-making Founder-centered -
accountability
Metrics focus Revenue and cash only Balanced (re‘venue, margin,
velocity, etc.)
Talent strategy Generalists Specialists with career
paths
Processes Ad-hoc and reactive St'andardlz'ed and
continuously improved
Technology Point tools Integrated core platforms
Governance Operational board Stratgglc oversight with
independents
Culture Unwritten norms Codified values and

behaviors

Compare two manufacturers that reached $120M in revenue.
Manufacturer A maintained its founder-led, intuition-driven
approach and remained at roughly the same revenue five years
later. Meanwhile, Manufacturer B retooled its operating model:
adding independent directors, implementing an integrated ERP,
and reorganizing around functional expertise.
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Within three years, they crossed $300M in revenue with higher
margins than they had at $100M. The difference wasn't market
conditions or product superiority. It was a willingness to evolve
their operating model before being forced to change.

As you scale, your governance structures must also mature. At
$100M, your board typically includes founders and perhaps a
key investor. By $250M, best practice includes adding
independent directors with functional expertise and
establishing formal audit and compensation committees. Your
planning cycles should evolve from annual budgets to rolling
forecasts that enable continuous resource reallocation based
on market feedback and performance data.

The Growth Flywheel

Breaking through the plateau requires four pivotal decisions
that, when properly sequenced, create a self-reinforcing
Growth Flywheel:

1. Governance upgrade (adding expertise and accountability
mechanisms)

2. Capital strategy (securing the right type and amount of
growth capital)

3. Portfolio focus (deciding which customer segments and
product lines to prioritize)

4. Risk appetite (determining how aggressive to be with
investments and expansion)

13



These decisions fuel the Flywheel's three components:

1) Aligned vision - clear strategic priorities and success
metrics

2) Scalable systems - integrated processes and technologies

3) Disciplined execution - consistent delivery against
commitments

The sequence matters—governance upgrade typically comes
first because it establishes the accountability framework for
subsequent decisions.

Achieving Growth Flywheel

A A A 4

Governance . . i i Growth
Plateaued Upgrade Capital Portfolio Risk Appetite Flywheel
Growth Strategy Focus Determine
) Add expertise, ) — investment, Self-reinforcing
Stagnant business, accountability Secure right growth Prioritize customer expansion growth, continuous

limited expansion capital type segments, products

mechanisms aggressiveness momentum

To launch your Growth Flywheel, start by conducting a plateau
diagnostic to identify your primary constraints. Assess your
current operating model against the small-enterprise
benchmark, then sequence your pivotal decisions based on
constraint priority. Define measurable triggers for each
decision point, build 90-day action plans for immediate
momentum, establish a governance cadence to monitor
progress, and create a communication plan to align your
organization.
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Your board's composition should evolve to include expertise in
your target markets, technologies, and operations at scale.
Best practices at the mid-market stage include a board of 5-7
members with at least two independent directors and formal
committee structures. Equally important is your decision
cadence—monthly operating reviews focused on leading
indicators rather than quarterly fire drills reacting to lagging
results.

Proactive balance-sheet engineering provides maximum
flexibility when growth opportunities emerge. Establish
relationships with potential capital providers (debt, equity, and
strategic partners) well before requiring their resources.
Balance dilution concerns, debt covenants, and growth runway
to optimize both near-term flexibility and long-term value
creation.

Which of the four constraints—market, talent, process,
capital—rings loudest for you? Your answer will guide which
Flywheel spoke to spin first.

The plateau is common but not destiny. By accurately
diagnosing your constraints, evolving your operating model,
and committing to the Growth Flywheel, you can join the small
percentage of mid-market companies that successfully scale
beyond $1B.

15



REVENUE ON REPEAT

According to a recent GTM Benchmark Report, in H1 2024, only
40% of mid-market companies met their revenue goals in the
last quarter, and 60% fell below their revenue goals. In this
chapter, you'll learn a proven system for predictable growth
that transforms the heroic sales efforts that got you to $100M
into the systematic revenue machine that will take you to $1B.

While the previous chapter diagnosed why companies stall at
the mid-market threshold, here we'll deliver the solution to one
critical dimension: revenue predictability. You'll discover three
essential building blocks for consistent, repeatable growth,
namely, nailing your core revenue formula, building
industrial-strength sales operations, and sequencing smart
expansion bets.

Nail the Core Revenue Formula

At $100M, you're likely spreading your efforts too thin,
pursuing too many customer types across too many segments.
This scattershot approach may have worked when any
customer was a good customer, but reaching the next level
requires laser focus. The foundation of predictable revenue is a
data-driven ideal customer profile (ICP) rather than anecdotal
hunches about who might buy.
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Your ICP must move beyond basic firmographics to include
behavioral and economic dimensions. When you analyze your
customer data to identify which accounts have the highest
retention rates, fastest sales cycles, and best lifetime values,
you'll likely discover patterns that contradict conventional
wisdom. Often, those "prestigious" logos actually deliver poor
economics while less flashy segments generate superior
profitability.

The 5 Non-Negotiables of a High-Fidelity ICP

1. Industry-specific pain points (not just broad sector)
2. Size thresholds (revenue, employee count, locations)
3. Trigger events (organizational changes, regulatory shifts)

4. Decision roles (titles, buying committees, approval
processes)

5. Willingness-to-pay markers (budget cycles, ROI
requirements)

Take, for example, a company that reached $120M selling
surgical instruments across various healthcare settings. Their
analysis revealed that mid-sized ambulatory surgery centers
converted faster than hospitals and had higher retention rates.
By narrowing their ICP to this segment, they moderately
increased win rates within nine months.

With your refined ICP, translate customer needs into
outcome-based value messaging. Move beyond feature lists to
quantifiable business results. Your messaging should answer:
"What specific outcomes can the customer expect? How soon?

17



At what cost?" This clarity enables value-based pricing, or
setting prices based on outcomes delivered rather than costs
incurred.

Next, design a tiered pricing model that grows with customer
value. Most mid-market companies price reactively, usually in
response to competitive pressure. Scale requires a strategic
pricing architecture with clear differentiation between tiers,
natural upgrade paths, and embedded expansion
opportunities.

Pricing Tier Core Features Price Point Margln Upsell Triggers
Profile
Usage
Essentials Probl.em . Entry-level 65% threshold,
solution basics !
feature limits
Team
Professional Efficiency Mid-range 72% expansion,
enhancements deeper
integration
Strateqic Multi-unit
Enterprise glc Premium 80% deployment,
capabilities .
analytics

This structured approach creates natural paths for customers
to expand their spending as they derive more value. For
example, a software company might include basic support in
all tiers but reserve priority response times for higher tiers,
creating a concrete reason for upgrades as customer
dependency increases.
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With your ICP, value messaging, and pricing architecture
established, align your demand generation to match. You might
be scattering marketing dollars across too many channels
without sufficient data on what works. Implement attribution
tracking to identify which demand sources produce the
highest-quality opportunities for your specific ICP. Then double
down on those channels while pruning underperformers.

Sales Operations as the Growth Engine

If refining your revenue formula is the "what," sales operations
is the "how." At $100M, you likely have professional sellers but
amateur sales operations. Predictable growth requires
systematic processes for territory design, quota setting,
compensation planning, and enablement.

Begin with zero-based territory design rather than legacy
assignments. Teams often let territories grow without a plan,
creating massive imbalances in opportunity. Analyze total
addressable market by region, segment penetration rates, and
account potential. Design territories with roughly equal
opportunity, not just equal customer counts or geography size.

Apply quota science to set targets that stretch but don't break
your team. This requires analyzing historical attainment
distributions, accounting for ramp curves for new hires, and
building in seasonality factors. A properly calibrated quota
should be achievable by 60-70% of your team, with top
performers significantly exceeding targets. Set coverage
ratios—the sum of all quotas divided by your revenue

19



target—between 1.3x and 1.5x, depending on your historical
attainment rates.

Performance Metric Cimgxy Ctrr’r?;al\r,:y $1B+ Company
Revenue per rep $1.8-2.2M $2.5-3M $3-4M
Quota attainment % 52-58% 62-68% 70-75%
Average sales cycle (days) 90-120 70-90 60-80
Rep ramp time (months) 6-9 4-6 3-5

Engineer compensation plans that drive the right behaviors
while protecting margins. The ideal plan balances simplicity
(easy to understand) with precision (rewards desired
outcomes). Most companies make one of two mistakes: too
many variables (creating confusion) or too few (missing
important behaviors). Find the middle ground with 2-3 core
metrics tied to bookings, profitability, or customer satisfaction.

Institutionalize sales enablement rather than treating it as an
afterthought. Create standardized onboarding that reduces
ramp time, playbooks that codify winning approaches, and
coaching loops that continuously improve performance.
Enforce CRM hygiene with minimal required fields and
maximum value-add for reps. A company reduced their sales
cycle by a fifth after implementing a structured 90-day
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onboarding program with certification checkpoints and peer
mentoring.

Pipeline Hygiene for Better Forecasts

A critical yet often overlooked component of revenue
predictability is rigorous pipeline management. Without regular
pipeline cleansing, even the best sales operations will generate
unreliable forecasts. You should implement a consistent
process for auditing your sales pipeline to remove stalled
deals, update close probabilities, and improve forecast
accuracy.

Pipeline hygiene means establishing clear milestone
definitions, standardizing probability assignments, and
conducting regular deal reviews with objective criteria for
advancement. The most effective approach includes
automated flagging of deals that haven't progressed in 30+
days, mandatory field updates for probability changes, and
bi-weekly pipeline scrubs with sales managers.

A company discovered that their forecast accuracy improved
noticeably within two quarters after implementing strict
pipeline hygiene protocols. They established clear criteria for
each sales stage, required documented evidence of buyer
engagement for deals above 50% probability, and introduced a
"stalled" category for opportunities showing no movement for
45 days.

By monitoring metrics like proposal-to-close ratios, average
deal velocity, and competitive win rates, you create a
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forward-looking view of revenue performance rather than
relying on lagging results.

Smart Expansion Plays

Revenue predictability at scale requires smart expansion
beyond your core. The key is sequencing these moves
correctly rather than pursuing every opportunity
simultaneously. Evaluate each expansion bet (new channels,
segments, or products) through a strategic lens first, then an
economic one.

Level of complexity in strategic expansion

Complex

@

Channel Expansion

Ensure brand credibility and infrastructure

Geographic Expansion

Establish dominant position before moving

Product Expansion

Prioritize based on market reach

Simple

For channel expansion, assess strategic fit before economics.

New channels (resellers, marketplaces, direct-to-consumer)
require infrastructure, partner programs, and conflict
management systems. Before launching any new channel,
ensure you have brand credibility in the new context, partner
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economics that motivate channel investment, support
infrastructure for non-direct customers, clear lead flow
expectations and attribution models, conflict management
processes between channels, and compliance frameworks
appropriate to the channel. This methodical approach prevents
the common mistake of launching channels without the
necessary foundation for success.

Geographic or segment expansion demands similar discipline.
The most common mistake is spreading resources too thinly
across too many new territories. Instead, adopt a beachhead
strategy by establishing a dominant position in one new
geography or segment before moving to the next. For
international expansion, examine whether to lead with sales
(faster revenue) or customer success (higher retention)
resources.

Sequence product expansion using a prioritization approach
that examines potential market reach, revenue impact,
confidence level (based on research and validation), and
required effort. For each potential product addition, calculate
these factors and divide the product of the first three by effort
to get a prioritization score. This methodology ensures you
focus development resources on opportunities with the highest
potential return rather than chasing every possible product
extension.

Build these expansion decisions into a revenue acceleration
roadmap that explicitly connects each bet to capital
requirements and expected payback periods:
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Milestone

Initiative Timeline Investment . Decision Gate
Metrics
B 22% growth, Quarterly
Core growth Q1-Q4 $2.5M 68% retention performance
Partner 10 partners, Break-even
channel Q2 launch $800K $250K/quarter by Q4
. Q3 setup, Q4 5 logos, $600K  Path to $3M
EUexpansion - inch $1.2M ARR ARR by EOY
Product line Q2 20 beta 10% attach
extension development, $1.5M customers, rate on new
Q3 beta NPS 40+ deals

This structured approach ensures that expansion moves are
properly sequenced and resourced rather than pursued

opportunistically. Company D successfully scaled from $120M
to over $300M by methodically launching direct-to-consumer
first, then adding marketplace presence, and finally expanding
to retail partnerships. Each channel was established with clear
metrics before the next was added, allowing them to optimize
customer acquisition costs and adjust margins for each
channel before introducing additional complexity.

Predictable revenue at scale requires clarity in three
dimensions: who you sell to (ICP), how you sell (sales
operations), and where you expand (channels, segments,
products). As you move toward operational processes,
remember that your revenue engine can only perform as well
as the infrastructure supporting it.
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Which single lever, if optimized in the next 90 days, would add
the most predictability to your revenue? Your answer should
guide your immediate focus as you build the revenue machine
that will fuel your journey to $1B.
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PROCESS MAKES PERFECT

Your CFO walks in with troubling news: last month's financial
close took 18 days instead of 5, delaying critical decisions and
forcing your board meeting to be postponed. In one auto parts
manufacturing company, this scenario repeated quarterly until
they redesigned their process, cutting close time from 18 to 5
days, freeing 140 hours monthly for strategic analysis rather
than number-crunching.

This chapter shows how to move from ad-hoc firefighting to
scalable, predictable processes that unlock time for strategic
work. As your company crosses the $100M threshold, the
informal workflows that once provided flexibility now create
bottlenecks, inconsistencies, and margin pressure.

Monitor performance
metrics

Identify and analyze
key processes

Mid-Market
Growth

Implement consistent
procedures

Integrate technology
for efficiency
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The process drag we identified previously has become your
growth inhibitor. Your path forward requires three critical
moves: diagnhosing your value streams, standardizing and
automating operations, and installing a KPI cockpit.

Diagnose Your Value Streams

When companies grow past $100 million, workflows you never
wrote down become hidden land mines. The tribal knowledge
and heroic efforts that compensated for process gaps in your
earlier days now create decision latency, error cascades, and
margin erosion. Aside from tracking leading indicators, process
metrics provide another early warning system to identify
friction before it stalls your growth.

Every scaling business has three enterprise-critical value
streams:

1. Order-to-cash
This isn't just billing and collections—it's your front-line
customer promise. This stream encompasses everything
from initial order capture through fulfillment, invoicing, and
payment collection. Delays here directly impact customer
satisfaction and cash flow.

2. Procure-to-pay
More than just purchasing, this stream represents your
supply chain reliability. It covers the full cycle of
requisitioning, purchasing, receiving, and vendor payment.
Service businesses should fold talent acquisition into this
stream, as people are your primary "raw material."
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3. Plan-to-produce
Your value creation engine, this stream includes
product/service planning, resource allocation, execution,
and delivery verification. The efficiency here determines
your fundamental economics.

To diagnose these processes, you conduct a two-week Value
Stream Mapping sprint. Gather cross-functional stakeholders,
use sticky notes to visually map current workflows, and
establish baseline metrics for each process. This exercise
typically reveals shocking inefficiencies, like the $115M
e-commerce distributor that discovered their order-to-cash
process involved 37 manual touches across six departments,
when competitors operated with just 11 steps.

Score each stream on its financial impact and on how easily
you can change it. Start with the one that scores high on
both—it'll prove your approach and build momentum. This
prioritization connects directly to the disciplined execution
component of the Growth Flywheel introduced earlier in the
book.

As you map your current state, recurring inefficiencies will start

to cluster around familiar patterns. Identifying these patterns
helps you diagnose root causes faster and prioritize
improvements with the greatest impact. Many of the issues
you'll uncover fall into different forms of operational waste:

8 Classic Waste Drivers

> Over-production — Generating reports no one uses
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- Waiting — Approval bottlenecks delaying decisions

- Transportation — Unnecessary hand-offs between
departments

-> Over-processing — Multiple reviews of the same
information

> Excess inventory — Unused or duplicated
materials/information

- Motion - Searching for information across systems
-> Defects - Errors requiring rework or corrections

- Talent underutilization — Skilled employees doing manual
tasks

This framework, borrowed from Lean manufacturing but
equally powerful in service operations, helps you categorize
the friction points slowing your growth. Each waste represents
an opportunity to reclaim capacity without adding headcount.

Cycle Time Touches Error Rate % Cost per

Value Stream (days) Transaction $

Order-to-cash
Procure-to-pay

Plan-to-produce
(Fill this out with your company's data before publishing.)

Two simple techniques can quickly identify your critical
bottlenecks without extensive analysis. The "24-hour walk the
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order" observation involves physically following a single
transaction through your entire process, noting every hand-off,
delay, and decision point. This ground-level view often reveals
bottlenecks invisible in aggregate data.

At a $180M software company, this exercise uncovered that
customer onboarding materials sat in a review queue for an
average of six days—information completely hidden in their
high-level metrics. For capacity utilization, calculate rough
throughput using: (total volume x average processing time) +
available resource hours. If this percentage approaches 80%
for any process step, you've found a bottleneck that will create
escalating delays as volume increases.

Standardize and Automate Operations

Most mid-market companies rush to automate broken
processes, only to discover they've simply made mistakes
happen faster. Instead, follow a methodical improvement path
that ensures you're optimizing before digitizing, not the other
way around.

First, document the current process with clear swim lanes and
decision points. This creates a shared understanding of how
work actually flows, not how you think it flows. Next, simplify
by eliminating unnecessary steps and consolidating hand-offs.
Look for approval loops that add no value or duplicate checks
that waste time. Then optimize through standard work
instructions and clear ownership. Create visual cues and
checklists that make execution consistent. Only after these
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three steps should you automate the process through
technology enablement.

Lean and Agile toolkits adapt surprisingly well to mid-market
operations. Simple visual management systems like Kanban
boards make work visible and highlight bottlenecks. Daily
huddles (15-minute team stand-ups) maintain momentum and
quickly surface issues. 5S principles (sort, set, shine,
standardize, sustain) apply as effectively to digital workspaces
as they do to manufacturing floors.

When selecting automation tools, match the solution to your
process maturity. Workflow engines provide lightweight
tracking for moderately complex processes. Robotic process
automation (RPA) excels at repetitive, rule-based tasks.
Additionally, low-code application platforms enable custom
solutions without extensive development resources.

Your build-vs-buy decision should consider not just initial cost
but ongoing maintenance and flexibility requirements. Before
automating any process, evaluate its readiness by examining
data quality (is the underlying information accurate?),
exception rates (do unusual cases exceed 20% of
transactions?), volume thresholds (is transaction volume
sufficient to justify automation?), ROI hurdle (will cost savings
exceed implementation expenses?), and change management
plan (are stakeholders prepared for new workflows?).

A $150M specialty manufacturer applied these principles to
their accounts payable process. After mapping and
standardizing the workflow, they implemented RPA to extract
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data from invoices, match against purchase orders, and route
exceptions. The results were transformative: cycle time fell
from 12 to 3 days, two full-time employees were redeployed
from data entry to vendor analytics, and early-payment
discounts increased by $180,000 annually.

As you standardize, beware of over-engineering that kills
agility. Not every process requires six-sigma perfection, so
match rigor to business impact. Critical customer-facing and
financial processes demand tight controls, while internal
support functions might need only light standardization.

Effective change management follows a simple formula: pilot
new processes with a small team, gather feedback, iterate on
the design, and only then scale across the organization. This
approach builds buy-in while refining the solution before
widespread implementation.

Install Your KPI Cockpit

Process improvements must connect directly to strategic
outcomes—margin expansion, cash efficiency, and customer
experience. Each value stream requires a tailored set of
metrics that drives these broader goals. For order-to-cash,
monitor cycle time (the days from order placed to cash in
bank), days sales outstanding (DSO), on-time delivery
percentage, and perfect order rate (orders without errors or
returns). These indicators directly impact customer satisfaction
and working capital efficiency.

32



In procure-to-pay, key metrics include purchase order
accuracy, cost per invoice processed, vendor lead-time
variance, and early payment discount capture rate. Each
indicates supply chain resilience and cost management
effectiveness.

For plan-to-produce, measure first-pass yield (outputs
completed correctly the first time), schedule adherence, overall
equipment effectiveness (OEE) for manufacturers, and
resource utilization for service businesses. These indicators
reveal your operational execution quality.

Design a Process Performance Dashboard that makes these
metrics visible to both executives and frontline teams. Effective
dashboards use visual indicators (red/yellow/green thresholds)
to highlight issues requiring attention rather than overwhelming
users with raw data. As we discussed in the leading indicators
focus from earlier chapters, these process metrics become
another form of early warning system that lets you address
problems before they affect financial results.

Establish a regular cadence for review and action: monthly
executive reviews for trend analysis and weekly tier-1 huddles
for immediate issue resolution. Companies with mature
operational excellence programs typically reduce process
costs by 25-30% while improving cycle times by 40-50% over
a 24-month period.

KPI $100M Company $500M Company

Order-to-cash cycle time 45-60 days 30-45 days
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KPI $100M Company $500M Company

Invoice error rate 3-5% <1%
Cash conversion cycle 75-90 days 45-60 days
First-pass yield 85-90% 95-98%

Metrics alone don't create improvement—they trigger action.
When KPls show negative trends, apply structured
problem-solving techniques like 5 whys (repeatedly asking
why a problem occurs) or Pareto analysis (identifying the vital
few causes creating the majority of issues). Document
countermeasures and verify effectiveness through follow-up
measurements.

To institutionalize continuous improvement, embed process
metrics into performance reviews and bonus criteria. When
leaders and teams share accountability for operational
excellence, process discipline becomes cultural rather than
merely procedural.

The journey from a "big small business" to a "small enterprise"
requires processes that scale with your growth ambitions. By
methodically diagnosing your value streams, standardizing
before automating, and measuring what truly matters, you
create the operational backbone to support your journey to $1B
without sacrificing the speed and customer focus that fueled
your initial success.
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TECH AS A FORCE MULTIPLIER

The CIO of a nutraceuticals company stared at his CEO with a
pained expression. "I can't give you Q1 profitability by product
line for at least three more weeks." By the time accurate
reports arrived 25 days after quarter-end, their margin
advantage had vanished, and competitors had already slashed
prices on the exact products where they held a temporary
edge.

As you already know, streamlined processes form the
foundation for operational excellence. In this chapter, we
explore how technology accelerates these processes,
transforming them into exponential leverage. You'll discover
which tools must be upgraded now, how to create a unified
data backbone, and how to fund and govern technology while
maintaining robust security.

From Patchwork to Platform

Most companies reaching $100 million have accumulated a
hodgepodge of point solutions—the legacy of years solving
immediate problems with whatever tools were available. This
technology sprawl actively inhibits your next growth phase
through sluggish reporting, duplicate data entry, and increasing
IT maintenance costs that drain resources from strategic
initiatives.
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Scale-ready platforms differ fundamentally from point
solutions. Rather than addressing single functions, they provide
integrated capabilities across entire domains: enterprise
resource planning (ERP) for finance and operations, customer
relationship management (CRM) for sales and marketing,
financial planning and analysis (FP&A) for forecasting,
customer experience (CX) for service, and data warehouses
for unified reporting. These platforms create a consistent
foundation that enables the standard processes, data flows,
and performance visibility required to scale efficiently without
constant reinvention.

To audit your current technology stack, start by systematically
cataloging all applications across the business. Document each
tool's function, users, integration status, and criticality. Then
score each against two dimensions: scalability (Can it handle
3-5x your current transaction volume?) and integration
capability (Does it exchange data easily with other systems?).
Watch for warning signs like manual Excel exports more than
three times weekly, data duplication over 20%, conflicting
board-deck metrics, slow month-end performance, unofficial
"shadow" apps filling gaps, or new feature requests
languishing over six months. Any of these signals may justify a
major upgrade.

Classify each application as rip-and-replace if it barely scales
or integrates, extend and enhance if it meets most needs at a
reasonable cost, or retire if it's redundant and seldom used.
Before implementing any new platform, conduct pilot tests with
a small user group. This validates your solution while building
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organizational buy-in and reveals implementation challenges
before full-scale rollout.

A $140M medical testing company consolidated 14 separate

finance and operations tools into a cloud-based ERP system.

The nine-month project delivered faster financial close,
reduction in SG&A costs, and eliminated seven full-time
equivalent positions previously dedicated to reconciling

disparate systems. Their payback period was 16 months, after

which the efficiency gains flowed directly to the bottom line.

Characteristic Legacy Tool Scale-Ready Platform
Feature gaps Function-specific End-to-end processes
Upgrade cost $50K-$200K $250K-$1.5M
Implementation timeline 1-3 months 6-18 months
Typical ROI payback 12-18 months 18-36 months
Data visibility Limited, delayed Real-time, comprehensive
Scalability threshold 2x current state 10x current state

When implementing new technologies, change management
becomes critical. Engage end users early in the selection
process to ensure their needs are addressed, and develop
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simple, role-based training materials that focus on daily tasks
rather than comprehensive system documentation.

Create a network of "super users" who can provide peer
support during the transition. Gather feedback in frequent
sprints, making adjustments as users adapt to new workflows.
These practical steps significantly improve adoption rates
while reducing the productivity dip that typically accompanies
major system changes.

Over 90 days, assess each system's people (users, admins,
data consumers), processes (key workflows and failure points),
and technology (integration touchpoints and last upgrade
date). Score each using a heatmap approach—green (ready for
scale), yellow (heeds enhancement), red (requires
replacement)—against scalability, security, and user adoption
metrics. This visual representation quickly highlights your
technology debt and prioritizes remediation efforts. Establish a
technology steering committee that includes business unit
leaders, not just IT, to ensure technology decisions align with
business priorities and receive necessary sponsorship.

Building the Single Source of Truth

Data fragmentation represents perhaps the greatest threat to
scaling effectively. When different departments operate from
conflicting information, decision quality suffers and execution
slows—directly undermining the "aligned vision" component of
our Growth Flywheel.
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A mature data architecture includes four distinct layers:

- Transaction systems — Core applications that capture
operational data

- Integration/API layer — Connectors that synchronize data
between systems

- Analytics layer — Data warehouse or lake that aggregates
information

- Presentation layer — Dashboards and reporting tools that
visualize insights

For each critical data element, clarify its owner, its definition,
and the minimum quality threshold. Without these guardrails,
even robust data architectures yield unreliable insights. A tech
solutions company cut onboarding from 15 to 6 days by
cleaning data flows before automating.

Once your data foundation is solid, automation and low-code
tools can dramatically accelerate your standard operational
processes. Unlike earlier attempts to automate broken
workflows, this sequenced approach ensures you're optimizing
the right activities.

Technology discussions often overwhelm non-technical
executives with jargon. Here's a plain-English glossary of
essential terms:

- ERP - Your financial and operational backbone that handles
transactions from quote to cash
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> API - The connectors that allow different systems to
exchange information automatically

- Data lake — A central repository that stores all your
structured and unstructured data at its original fidelity

- iPaaS - Cloud-based tools that connect applications
without custom coding

> RPA - Software that mimics human actions to perform
repetitive tasks

> Zero-trust — Security approach that verifies everyone and
everything before granting access to systems

Elevating IT to Strategic Growth Partner

The final transformation involves repositioning IT from a cost
center that "keeps the lights on" to a strategic partner that
drives growth. Allocate your IT budget roughly half to
maintaining existing systems (run), a quarter to enhancing
current capabilities (grow), and the remainder to building new
solutions (transform). Most mid-market teams spend 70-80%
on run activities, leaving insufficient resources for growth
initiatives. Rebalancing toward the target allocation requires
tough prioritization decisions and potentially higher overall
technology investment.

Your technology steering committee should meet monthly to
review project status, prioritize new requests, and allocate
resources. Implement stage-gate processes with clear
approval thresholds to prevent scope creep, while assigning
business owners to each major system ensures accountability
beyond the IT department.
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Company

Size Run* Grow* Transform* Total IT Spend*
$100M 1.8-2.2% 0.7-0.9% 0.3-0.5% 2.8-3.6%
$250M 1.6-2% 0.8-1.0% 0.4-0.6% 2.8-3.6%
$500M 1.4-1.8% 0.9-11% 0.5-0.7% 2.8-3.6%

$1B 1.2-1.6% 1-1.2% 0.6-0.8% 2.8-3.6%

* % of revenue

A $160M safety equipment manufacturer transformed their IT
function by instituting a charge-back model that allocated
technology costs to business units based on usage. This
transparency allowed them to reallocate a small percentage of
their "run" budget to "grow" initiatives, funding the integration
architecture that ultimately reduced their order-to-ship cycle
from 9 days to just 3.

Building the Cyber-Resilience Foundation

As you scale, cybersecurity becomes both a business
necessity and a potential competitive advantage. Enterprise
customers increasingly demand rigorous security controls from
their vendors, making adequate protection a prerequisite for
upmarket expansion.

At minimum, implement multi-factor authentication, endpoint
detection, automated backups and recovery, and vendor risk
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reviews. Align your security investments with customer
expectations and deal velocity.

If selling to healthcare or financial services companies, SOC 2
compliance may be non-negotiable. For companies with
European customers, GDPR readiness is essential. These
requirements should guide security prioritization rather than
pursuing certifications without clear business justification.

Conduct quarterly incident-response drills. These simulated
breach scenarios prepare not just IT but also communications,
legal, and executive leadership to ensure coordinated response
capabilities. By practicing your response before an actual
crisis, you significantly reduce both recovery time and potential
reputational damage.

The shift from technology patchwork to integrated platform
creates the force multiplier effect that accelerates everything
else in your growth playbook. Start your 90-day Tech Stack
Health Check, but don't forget that technology without the right
people will never deliver its full potential.

42



TALENT FOR THE NEXT TURN

As companies grow, leadership capacity becomes a critical
constraint that's often more limiting than capital or technology.
This reflects a deeper truth: while platforms and funding create
the conditions for scale, it's the strength and adaptability of
your leaders that ultimately determine whether growth
continues.

Without the right executives in place, even the best strategies
and systems will stall. Your success hinges not on systems or
funding, but on having the right people in the right roles making
the right decisions as you navigate toward the billion-dollar
milestone.

From Generalists to Scale Specialists

Three critical talent moves separate the small, elite percentage
of companies that successfully cross the billion-dollar
threshold from those that plateau:

1. Redesign your organization for scale specialists.
2. Build a proactive leadership pipeline.

3. Engineer compensation systems to win the talent war.

Each move represents a deliberate shift from the startup
mindset that got you to $100M toward the enterprise thinking
required for sustainable growth. The heroic generalists who
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built your business typically excel in ambiguity, wearing
multiple hats and solving problems through direct intervention.
While essential in your early stages, these qualities become
significant liabilities as you approach 400 employees. The
"player-coach" leadership model creates bottlenecks that
dramatically slow execution, especially in today's hybrid work
environments where clear role definition becomes even more
critical.

Evolving beyond $100M requires a planned reorganization that
separates three distinct functions: strategy (setting direction),
execution (implementing plans), and enablement (providing
specialized expertise). This separation allows your leadership
team to focus on forward-looking decisions rather than daily
firefighting.

Most successful companies implement some combination of
centers of excellence (teams that set standards and share
expertise across units), cross-functional pods (self-contained
groups focused on specific market segments or products, and
matrixed accountability (governance structures where
individuals report to both functional and business unit leaders).

As you scale, narrow manager spans from 10-15 direct reports
to 6-8. This adjustment ensures appropriate oversight without
creating unnecessary layers. Your organization chart may
already be outdated if you're experiencing decision delays
exceeding 30%, increasing cross-departmental conflicts,
customer issues requiring multiple handoffs, executive
meetings dominated by operational issues, "shadow
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organizations" emerging, rising turnover among high
performers, or declining margins despite revenue growth.

Revenue Stage Avg. Manager HR/Finance FTEs % Specialist

Reports per 100 Employees Roles
$100M 8-10 3-4 25-30%
$250M 6-8 5-6 40-45%
$500M 57 6-8 50-60%

One company restructured from a traditional functional
organization (sales, operations, technology) into three business
units aligned with market segments. Each unit contained
dedicated sales, operations, and technology resources, while
shared services like finance and HR spanned all units. This
restructuring cut decision time and slashed new product
time-to-market from 14 months to just 7.

As your organization evolves, terminology clarity becomes
critical. An executive sponsor is a senior leader responsible for
championing initiatives and removing barriers, while a process
owner is accountable for defining, optimizing, and measuring
specific end-to-end processes (distinct from those who merely
operate within the process). Clear role definitions prevent the
confusion that typically emerges during rapid scaling, when
responsibilities blur and accountability becomes diffuse.
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Building Your Leadership Bench

Your growth from $100M to $1B demands an objective
assessment of your leadership team against future
requirements, not past achievements. The
Hire-Promote-Replace (H-P-R) framework provides structure
for these difficult decisions. For each key role, evaluate the
current leader across three dimensions: performance (current
effectiveness), potential (capacity to grow into more complex
responsibilities), and future fit (alignment with skills needed at
$1B scale). This assessment yields one of three actions:
promote high performers with strong potential and future fit,
hire externally to fill gaps, or replace leaders who cannot scale
with the organization.

This isn't an all-or-nothing proposition. Organizations that
successfully grow from $250M to $750M typically retain about
60% of their executive team through careful development,
while strategically upgrading the remaining 40% with external
talent experienced at a larger scale.

Succession mapping identifies and develops future leaders.
The classic "9-box" tool plots current performance against
future potential, while critical-role risk analysis identifies
positions where departure would significantly disrupt
operations. Document successors for each key role who are
"ready now," "ready in 1-2 years," and "ready in 3+ years." This
approach creates visibility into talent gaps while providing
development pathways for high-potential employees.
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Executive Tenure and Turnover During Hyper-Growth

% Replaced

Executive Avg. Tenure Success Rate:

Role Pre-Scale $1§gt_\gggr(\)M Internal vs. External Hires
CEO 7.5 years 22% Internal: 48% [ External: 62%
CFO 4.2 years 57% Internal: 35% / External: 72%
coo 3.8 years 63% Internal: 41% / External: 65%
CRO/Sales 2.9 years 71% Internal: 38% / External: 58%
CTO/CIO 3.5 years 48% Internal: 52% / External: 63%
cMo 2.4 years 68% Internal: 40% / External: 61%
CHRO 3.3 years 43% Internal: 55% / External: 67%

Building a leadership pipeline demands active development
beyond assessment. The most effective approaches include
leadership rotation programs that expose high-potential talent
to multiple business functions, developing the enterprise
perspective needed at senior levels. Action-learning sprints
assign cross-functional teams to tackle specific business
challenges, providing real-world development while solving
immediate problems. And a future leaders council composed of
rising directors and VPs can work on strategic initiatives with
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executive sponsorship, creating both development
opportunities and succession visibility.

After reaching $200M annual recurring revenue, one company
conducted a systematic H-P-R assessment and identified three
critical gaps in their executive team. They proactively replaced
their CRO, CFO, and CMO with executives experienced in
scaling through $500M. Within 18 months, they doubled
revenue while slightly improving their EBITDA margins.

Compensation Systems That Win the Talent
War

As you scale beyond $250M, you face intensifying competition
for executive talent from both nimble startups offering outsized
equity and large enterprises offering premium cash
compensation. Winning this talent war requires sophisticated
compensation architecture aligned with your value-creation
horizon.

The most effective compensation approach matches incentive
timeframes with the periods in which leaders can meaningfully
impact outcomes:

1. Market-calibrated base salary

2. Performance-based annual bonus
3. Equity refresh strategy

4. Long-term incentive plan (LTIP)

5. Non-monetary incentives (growth opportunities, autonomy)
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Short-term operational results (3—12 months) connect to cash
bonuses, medium-term strategic initiatives (1-3 years) link to
performance-based equity, and long-term value creation (3+
years) ties to time-based equity or LTIPs. Your compensation
mix should evolve as you scale, gradually shifting from
equity-heavy packages typical of early-stage companies to
more balanced structures with increased cash components
while maintaining meaningful equity participation.

Comp Mix Evolution by Growth Stage

Revenue Base Salary Annual Bonus Typical Upside

Stage % % EEIET 2 Multiple
$100M 60-65% 15-20% 20-25% 2-3x base
$250M 55-60% 20-25% 15-20% 1.75-2.5x base
$500M 50-55% 25-30% 15-20% 1.5-2x base
$1B+ 45-50% 30-35% 15-20% 1.25-1.75x base

As you approach $500M, introduce formal compensation
governance through a board compensation committee that
provides oversight on executive pay decisions. This committee
typically includes 2-3 independent directors and reviews
market benchmarks, equity allocation, and performance
metrics.
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Companies approaching IPO readiness should implement
formal compensation committees with clear charters,
independent advisors, and regular market benchmarking. Even
if public markets aren't your destination, these governance
mechanisms provide valuable structure for talent decisions.

Pay equity analytics have become essential risk management
tools, identifying potentially problematic patterns in
compensation across gender, race, and other protected
characteristics. Leading companies conduct bi-annual equity
analyses examining not just base pay but total compensation,
promotion velocity, and performance ratings.

Annual compensation reviews should follow a structured
process: beginning with market benchmarking, establishing
company-wide merit increase budgets, followed by manager
recommendations, HR/Finance calibration, executive review,
and board approval. This systematic approach prevents the
ad-hoc, relationship-based compensation decisions that often
create inequities and compliance risks.

The transition from "big small business" to "small enterprise"
hinges on your ability to systematically upgrade your talent
systems. Your organization structure, leadership pipeline, and
compensation architecture must evolve in concert with the
revenue and operational transformations discussed in previous
chapters.

Conduct a 90-day H-P-R audit for all director-level and above
roles. Remember that talent transformation is not a one-time
event but an ongoing discipline that requires constant attention
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and refinement as you scale. The companies that successfully
navigate to billion-dollar revenue treat talent development as a
core competency, not an HR function.
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CULTURE WITHOUT
COMPLACENCY

You watch with growing frustration as a simple request to
purchase a $350 software license spawns a 17-page approval
form requiring signatures from seven different departments.
This isn't the nimble company you joined three years ago. As
head of product development, you once made million-dollar
decisions without this level of bureaucracy. Now, even minor
purchases trigger approval chains that kill momentum and
innovation.

Culture isn't just a feel-good HR initiative—it's a tangible
accelerator or drag on your growth trajectory. According to
PeopleThriver, organizations ranking in the highest 25% for
employee experience report twice the sales returns compared
to those in the lowest 25%. As your organization expands
beyond $100M, the cultural traits that fueled your early
success—speed, customer obsession, bias for action—will
naturally erode unless you deliberately protect them.

Just as we explored how technical debt creates drag, cultural
debt (the accumulated cost of decisions that prioritize
short-term expediency over long-term cultural health)
compounds over time and becomes increasingly expensive to
fix. The most successful scaling companies proactively
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address cultural debt before it metastasizes into the
bureaucratic paralysis that strangles growth.

Codify and Protect Your Cultural Edge

Most scaling companies can identify what made them special
in their early days, but struggle to maintain those qualities as
headcount multiplies and geography expands. Your first step is
conducting a comprehensive audit to identify which cultural
traits actually drove your success versus those that were
merely present.

Begin with a systematic assessment using multiple data
sources: engagement surveys, skip-level interviews with
frontline employees, emoji pulse checks after major initiatives,
and turnover hotspot analysis. Your goal is to create a heatmap
that categorizes behaviors as "core" (must preserve), "neutral"
(contextually valuable), or "toxic" (actively harmful). This
process mirrors the diagnostic approach used for process
friction, revealing the early warning signs of cultural drag
before they impact performance.

Maintain company culture while scaling

Cultural Cultural
, Assessment .
Erosion Preservation
Scaling hurts Use multiple Core, neutral, Maintain key

company culture data sources or toxic traits success drivers
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This assessment often reveals surprising disconnects between
what leaders believe drives success and what actually does.
One manufacturing company discovered their celebrated
"perfectionism" actually masked a fear-based culture that
prevented employees from taking necessary risks. Meanwhile,
their underappreciated "bias for action" was the true
differentiator that had driven their market success.

Examples of cultural debt include tolerating toxic
high-performers, allowing inconsistent accountability
standards across departments, or permitting decision
bottlenecks that normalize slow response times. Just as
operational inefficiencies result in process drag, these cultural
friction points create compound effects that eventually choke
growth.

Generic value statements like "customer focus" or "innovation"
mean nothing without specific behavioral expectations. The
effective approach follows a value - behavior - ritual chain
that transforms abstract concepts into daily practices.

Translating Values into Day-to-Day Decisions

Value Behavior in Action Decision Check

Share customer Does this decision prioritize
Customer obsession feedback in every customer benefit over
product meeting. internal convenience?

Are we running at least
three experiments in each
department quarterly?

Document lessons from

Continuous learning failures without blame.

54



Value Behavior in Action Decision Check

Resolve customer issues
Ownership mindset without escalation
whenever possible.

Would | make this decision
if | owned the company?

Share business metrics  Are we communicating bad
Radical transparency with all employees news as quickly and clearly
monthly. as good news?

Use this table to transform your abstract values into concrete
daily actions and decision criteria. A B2B software company
transformed their vague "customer obsession" value into three
specific behaviors: sharing customer verbatims in every
product meeting, having executives spend one day monthly in
customer service, and requiring product managers to conduct
five customer interviews before any feature prioritization. They
built these behaviors into performance reviews and promotion
criteria, making the value operational rather than aspirational.

Daily Rituals and Systems That Matter

You maintain culture through systems and practices that
reinforce desired behaviors daily, not through posters and
pronouncements. The most powerful tool for embedding
behaviors is establishing rituals—recurring practices that
reinforce cultural priorities. A consumer electronics company
created a weekly "Customer Win/Loss Stand-Up" where teams
shared feedback from both successful and lost deals. This
15-minute ritual, derived from their "continuous learning" value,
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normalized constructive criticism and accelerated product
improvements, ultimately shortening their new product
development cycle.

Three scalable frameworks consistently preserve cultural
vitality through rapid growth phases. Objectives and key
results (OKRs) create goal alignment beyond departmental
silos, emphasizing ambitious targets, transparent progress
tracking, and cross-functional dependencies. This framework
prevents the natural drift toward departmental optimization at
the expense of company-wide priorities, directly supporting
the "aligned vision" component of the Growth Flywheel.

Communication cadences establish predictable information
flows that prevent the opacity that typically develops as
organizations scale. Effective cadences include quarterly
all-hands meetings where executives answer unfiltered
questions, monthly skip-level lunches where directors meet
with individual contributors from other teams, and weekly "ask
me anything" (AMA) sessions. These specifically build
psychological safety by normalizing direct questioning of
leaders regardless of hierarchy.

Innovation sprints create a dedicated space for
experimentation outside normal operations. These
concentrated periods (typically 3-5 days) allow
cross-functional teams to develop ideas that might otherwise
get suffocated by day-to-day demands. A manufacturing
company implemented quarterly innovation sprints where
employees could work on any project with potential business
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impact. These sprints generated a small portion of their new
product revenue within two years.

Each mechanism should be supported by specific, time-boxed
rituals with clear ownership. For OKRs, implement quarterly
grading sessions (maximum 2 hours) to assess progress
against targets and capture lessons learned. Hold executive
AMA sessions (30 minutes weekly) to address emerging
concerns before they fester. Schedule innovation showcases
(90 minutes monthly) to give teams opportunities to present
experimental work for potential funding and expansion.

Measuring and Evolving Your Culture

You must measure culture as rigorously as financial
performance. Key metrics include employee Net Promoter
Score (eNPS), which measures likelihood to recommend the
company as an employer, inclusion indices tracking belonging
across demographic groups, voluntary turnover rates overall
and for high performers specifically, and internal mobility rates
showing career progression opportunities.

A truly healthy culture at scale typically achieves eNPS scores
above +30 (on a scale from -100 to +100). Scores between +10
and +30 indicate adequate but not exceptional engagement,
while scores below +10 signal serious cultural issues requiring
immediate intervention.

57



Cultural Vitality Metrics at Different Growth Stages

. $100M $500M

Metric Benchmark Benchmark $18+ Benchmark
eNPS +15 to +25 +20 to +30 +25to +35
High-performer 80-85% 85-90% 90-95%
retention
Internal promotion 25-30% 30-35% 35-40%
rate
Decision cycle time 10-15 days 7-10 days 5-7 days

As organizations grow, you must add structure and
controls—the challenge is doing so without strangling the
speed and innovation that drove initial success. Watch for early
warning signs of harmful bureaucracy, such as proliferating
approval layers, extending decision timelines, expanding policy
documentation without corresponding risk reduction,
increasing meeting time without improving outcomes, rising
frustration in employee feedback, declining experimentation,
and growing reluctance to challenge conventional thinking.

Tracking decision cycle time (the days between identifying a
need and implementing a solution) provides an objective
measure of bureaucratic creep. Other valuable metrics include
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policy count per full-time employee and percentage of
management time spent on administrative tasks versus
strategic work. Leading companies conduct quarterly
"bureaucracy bonfires" where teams nominate and eliminate
obsolete rules, approval chains, and reports.

Not all processes require the same level of control. Map your
workflows into three risk tiers:

1. High (financial controls, data privacy, regulatory
compliance)

2. Medium (customer-facing processes, product quality)

3. Low (internal coordination, routine operations)

Apply proportionate governance to each tier—lightweight
processes for low-risk activities and more structured
approaches for high-risk areas.

Decision frameworks like RAPID (recommend, agree, perform,
input, decide) provide clearer accountability than traditional
RACI models (responsible, accountable, consulted, informed)
by explicitly identifying who has decision rights versus
advisory roles. This distinction prevents the ambiguity that
often leads to excessive consultation and delayed action,
directly addressing the decision bottlenecks that act as growth
inhibitors.
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RAPID Framework In A Nutshell
The RAPID framewaorl tool used to help busines: make important decisions. The RAPID framewo
developed by g ibal consultancy firm Bain & Company, which noted that "h gh-quality decision making and

trong performance go h aind in hand.”

This role encompasses Who will provide
those tasked with carrying factual input to a
out the action. This role recommendation to
must be staffed with generate support from
relevant knewledge and employees? Depending
expertise, on the ease of

Source: FourWeekMBA

Scaling Inclusion and Engagement

As your organization expands across geographies and
functions, maintaining cohesion becomes exponentially more
difficult. Employee resource groups (ERGs) create
communities across organizational boundaries. Global listening
tours connect executives directly with employees at all levels.
Mentorship marketplaces match expertise with development
needs regardless of reporting lines.

Psychological safety—the belief that one can speak up with
ideas, questions, or concerns without fear of negative
consequences—becomes more crucial as companies scale.
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Measure it through survey questions assessing comfort with
risk-taking, willingness to admit mistakes, and openness to
diverse perspectives. This directly supports the organizational
velocity component of the Growth Flywheel, as teams with high
psychological safety make decisions faster on average than
those with low safety scores.

A consumer brand discovered they had instituted a 12-step
expense approval process that consumed hours of manager
time while catching only an insignificant percentage of
questionable expenses. They replaced this bureaucratic
burden with a "trust-but-verify" policy where expenses under
$2,500 received automatic approval, subject to quarterly
audits. This change freed significant management capacity
while actually improving compliance through clearer
guidelines.

The culture equation for sustainable scaling combines assets
to preserve, mechanisms to reinforce, and bureaucracy filters
to maintain velocity. Culture work is never "done"—it requires a
quarterly operating rhythm with the same rigor applied to
financial reviews. In the next 90 days, conduct a culture audit
using the heat map approach to identify which traits most
directly correlate with your competitive advantage, then
implement one ritual that reinforces that trait.
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METRICS THAT MATTER

Many mid-market firms struggle to accurately predict
next-quarter earnings (EBITDA) within a reasonable margin.
This measurement gap creates a dangerous blind spot as you
scale. You cannot grow what you cannot measure. While
previous chapters built the individual components of your
Growth Flywheel—revenue engines, operational excellence,
technology infrastructure, talent systems, and cultural
foundations—this chapter provides the central hub that
synchronizes them all.

Metrics serve as the language of scale, connecting strategy,
execution, and capital allocation. Without a comprehensive
measurement system, even brilliantly designed operations drift
off course, and critical market opportunities remain invisible
until it's too late.

From Vanity Metrics to a 4-Dimensional
Scorecard

Most $100M companies suffer from metric overload—tracking
dozens of numbers that create noise rather than clarity. One
mid-market manufacturing firm reviewed 63 different metrics
in their monthly leadership meetings, yet still missed a critical
margin erosion trend until it had already damaged quarterly
results. Their dashboard included vanity metrics like total
website visits and social media mentions while omitting critical
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value-creation drivers such as customer acquisition payback
period and first-pass yield rates.

Breaking this pattern requires building a balanced scorecard
across four dimensions that align directly with your Growth
Flywheel:

1. Efficiency - How effectively are you converting resources
into outcomes?

2. Velocity - How quickly do you move from initiation to
completion?

3. Profitability - How well are you capturing value in the
business model?

4. Engagement - How deeply are customers and employees
committed to your success?

Each dimension reflects a core component of sustainable
scale. Efficiency metrics prevent resource waste as you grow,
while velocity measures safeguard your speed advantage
against bureaucratic creep. Profitability indicators ensure that
growth translates to economic value rather than just empty
revenue, and engagement gauges both customer and
employee sustainability.

Before adding any metric to your dashboard, apply this simple
test: "Will knowing this number change a specific decision
within 30 days?" If the answer is no, it's likely creating clutter
rather than clarity.
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Equally important is assigning a clear owner to each metric.
The person is accountable not just for reporting the number
but for driving action when it deviates from expectations.

Dimension Core KPI U Decision Trigger Metric
Range Owner
Chief

Efficiency LTV/CAC ratio 3:1-51 Below .3:1 for 2 marketing
consecutive months

officer
o/ : Chief
Velocity Lead-to-close 45-60 days >15% increase over revenue
days 3 months .
officer
. . Chief
Profitability Grossomargln Indus’iry Decline >2 pts financial
70 +3-5% quarter-over-quarter .
officer
Score drops >5 Chief
Engagement eNPS +15 to +30 points in any people
department officer

This structured approach transformed performance at one
mid-market software company that replaced their sprawling
47-metric dashboard with a focused set of 12 KPIs. Within two
quarters, their forecast accuracy improved moderately, and
executive meetings shifted from backward-looking data
debates to forward-looking strategic decisions.
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The Non-Negotiable Mid-Market KPIs

Mid-market success depends on tracking a core set of metrics
that provide a thorough view of business health. Instead of
drowning in data, focus on these essential indicators that truly
drive decision-making across every critical dimension of your

business.

KPI

LTV/CAC ratio

NRR

Lead-to-close
days

Inventory turns

Gross margin %

EBITDA %

eNPS

Definition

Customer lifetime value
divided by acquisition cost

Net revenue retention or
revenue from existing
customers, including
expansion

Average time from
qualified lead to closed
deal

How often you cycle
through inventory annually

Revenue minus COGS as
percentage of revenue

Earnings before interest,
taxes, depreciation,
amortization

Employee Net Promoter
Score

Why It Matters

Measures marketing efficiency;
below 3:1 means you're buying
revenue, not earning it

Best predictor of sustainable
growth; elite companies exceed
110%

Reveals sales process
efficiency and market
responsiveness

Indicates operational efficiency
and working capital health

Shows pricing power and
production efficiency

Measures core operating
profitability

Predicts talent retention and
engagement issues
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KPI

High-performer
retention

Cash
conversion
cycle

Forecast
accuracy

Product defect
rate

Customer effort
score

Definition

Percentage of top talent
staying annually

Days between paying
suppliers and collecting
from customers

Percentage variance
between projections and
actuals

Quality issues per
thousand units

Ease of doing business
with your company

Why It Matters

Leading indicator of future
performance and innovation

Reveals capital efficiency;
shorter is better

Tests planning quality and
operational control

Reflects process discipline and
customer experience

Predicts retention and
expansion opportunities

Among these metrics, several deserve special attention given
their outsized impact. The LTV/CAC ratio measures the
relationship between what you spend to acquire customers and
what they're worth to your business over time. For sustainable
growth, you need at least a 3:1ratio, meaning you generate $3
in customer lifetime value for every $1 spent on acquisition.
Below this threshold, you're effectively buying revenue rather
than earning it.

NRR captures how much revenue from existing customers
persists and grows year-over-year, reflecting both churn and
expansion. Elite mid-market companies maintain NRR above
110%, meaning their existing customer base generates 10%
more revenue each year, even without new customer
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acquisition. This metric serves as the single best predictor of
long-term growth sustainability.

Cash conversion cycle measures the days between paying
suppliers and collecting from customers. As you scale, this
cycle often lengthens dangerously, creating a capital trap
where growth consumes more cash than it generates. The best
mid-market companies maintain cycles under 60 days, with
some achieving negative cycles (collecting from customers
before paying suppliers).

Designing Dashboards That Drive Action

Effective dashboards transform data into decisions through
thoughtful design principles. They present information with
visual hierarchy, where the most critical metrics appear
prominently, with clear color-coding to highlight exceptions.
They update in real time (or near real time) rather than weeks
after the fact. And they include action thresholds that trigger
specific responses when breached.

Different organizational levels require different dashboard
"altitudes." Board-level dashboards focus on 5-7 strategic
metrics with quarter-over-quarter and year-over-year
comparisons. Executive team dashboards monitor 10-15
cross-functional KPIs on weekly cadences. Functional
dashboards track 8-12 departmental metrics with daily or
real-time updates.

Creating truly effective dashboards requires following key
design principles. The three-second comprehension rule
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means a first-time viewer should grasp company performance
within three seconds. Consistent traffic-light color coding
(green/yellow/red) based on predetermined thresholds makes
exceptions immediately visible.

Trend visualization shows direction and velocity of change, not
just the current state. Context notes provide brief explanations
of significant deviations. And drill-down paths enable deeper
investigation without cluttering the main view.

One mid-market manufacturer redesigned their operational
dashboard following these principles, cutting decision
preparation time significantly and reducing their weekly
metrics review from 90 minutes to 30 minutes, while improving
the quality of decisions made. They embedded
threshold-based alerts that notify specific individuals when
metrics cross predefined boundaries. For example, if customer
acquisition costs rise 15% over four weeks, the marketing
leader receives an automated notification with contextual
information about which channels are driving the increase.

To prevent alert fatigue, limit notifications to no more than three
per role and ensure they're calibrated to trigger only for
genuinely significant deviations. These alerts should include
suggested next actions based on historical patterns, creating a
closed-loop system where data anomalies trigger immediate
response options. This approach transforms your dashboard
from a passive reporting tool to an active decision-making
engine.
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Operating Rhythms and Accountability

Dashboards without disciplined review cadences quickly
become digital wallpaper—visually present but functionally
ignored. Convert your measurement system into an operating
rhythm with these tiered meeting cadences:

- Daily huddles (15 minutes) focus on operational metrics
that require immediate adjustment.

- Weekly functional reviews (60 minutes) examine
departmental trends and coordinate responses.

- Monthly executive team reviews (90 minutes) assess
cross-functional patterns and resource allocation.

- Quarterly board reviews (half-day) evaluate strategic
progress and capital allocation.

For each key metric, assign a directly responsible individual
(DRI), who'll be the person accountable not just for tracking the
number but for driving action when it deviates from
expectations. This role clarity prevents the common scenario
where metrics become orphaned, with everyone aware of
negative trends but no one taking ownership for reversing
them. This approach to metric ownership builds cross-team
accountability and actually accelerates talent development by
giving rising leaders clear performance targets tied to business
outcomes.

Teach your leadership team to present metrics through a
consistent narrative framework that answers three questions:
What happened? Why did it happen? What will we do next?
This approach shifts discussions from passive data
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observation to active response planning. The discipline creates
a powerful learning loop where your team builds pattern
recognition skills for identifying issues earlier and developing
more effective responses.

The ultimate test of a metric's importance is whether it affects
compensation. Link your 4-Dimensional Scorecard directly to
bonus structures and long-term incentive plans, creating
financial alignment with your balanced growth approach. This
connection prevents the common mid-market trap of
incentivizing only top-line growth, which often leads to
unprofitable revenue or customer acquisition that destroys
rather than creates value.

One distribution company modified their sales compensation
from pure revenue-based to a balanced formula including
gross margin contribution and customer retention metrics.
Within three quarters, margins improved by nearly three
percentage points while still maintaining strong growth. They
developed a simple "scorecard to scorecheck" template that
their HR and finance teams used to ensure compensation plans
appropriately weighted each dimension of their performance
framework.

Establish an annual process to refresh your metrics. Each year,
critically examine which numbers genuinely drive decisions
and which have become vestigial, or tracked from habit rather
than necessity. Drop metrics that no longer shift behavior and
add ones that reflect new strategic priorities or market
conditions. This metric hygiene prevents dashboard bloat while
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ensuring your measurement system evolves with your
business.

The right metrics create the feedback loop that powers your
entire Growth Flywheel. Without them, improvements in
operations, technology, talent, and culture will eventually stall
from a lack of visibility and accountability.

For your next step, conduct a 30-Day Metric Audit, which will
evaluate each current metric against the decision test and the
four dimensions. Keep those that drive action, kill those that

merely create clutter, and add those that illuminate blind spots.

This focused exercise will build the comprehensive
measurement system that will guide your journey to $1B.
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ACT LIKE A BILLION—TODAY

Your company just crossed $100M in revenue, but winning the
race to $1B requires more than just growing faster—it demands
thinking bigger now. Scale happens by design, not by chance.
Winners don't wait for $900 million to appear before building
enterprise systems. They implement billion-dollar practices
when they're still mid-market companies.

This final chapter transforms the Growth Flywheel into an
actionable playbook—concrete steps that determine whether
you'll join the elite mid-market companies that successfully
cross the billion-dollar threshold or remain trapped in growth
purgatory.

Adopt the Billion-Dollar Operating Mindset

Breaking through to $1B begins with a fundamental shift in
operating philosophy. While companies stuck in mid-market
limbo keep running their $200M businesses with the same
approach that got them to $50M, breakthrough companies
deliberately transform from reactive, founder-driven decisions
to proactive, data-validated governance.

Billion-dollar teams treat decisions as data-backed bets rather
than gut calls, fund projects by portfolio rather than ad-hoc
spending, build repeatable processes over heroic firefights,
focus on end-to-end value instead of local wins, and invest in
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long-term strategic moats rather than chasing quick wins. This
mental shift shows up most clearly in how you approach time
horizons, governance, decision rights, and culture.

Replace rigid annual budgets with rolling 18-month forecasts
updated monthly. This creates continuous visibility into
resource requirements and market conditions, allowing you to
adjust course as opportunities emerge rather than waiting for
your next annual planning cycle.

Revamp your board before you face critical financing or
acquisition decisions by adding independent directors with
functional expertise and scale experience. Don't wait for a
crisis to strengthen governance. How you onboard these
directors matters as much as who you select.

Create a structured 60-day orientation program that includes
deep operational reviews, customer visits, and one-on-one
sessions with key executives. Provide them with formal
committee charters that clarify responsibilities and decision
boundaries, preventing governance overreach while ensuring
appropriate oversight.

Clear decision velocity requires explicit assignment of who
makes which decisions at what thresholds. Traditional RACI
matrices often create ambiguity about final decision rights.
Instead, implement the RAPID framework, a decision-rights tool
that explicitly identifies the single individual with decision
authority for each type of choice. This clarity prevents the
endless coordination loops that slow mid-market companies as
they grow.
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Guard your entrepreneurial speed through daily rituals that
maintain cultural DNA while adding necessary structure. One
technology company preserved their fast-moving culture by
instituting "roadblock removal" sessions—10-minute daily
stand-ups where any employee could flag barriers requiring
executive attention. Issues raised during these sessions
received 48-hour resolution commitments, creating both
accountability and velocity. Another implemented "decision
clinics," where teams could escalate stuck decisions for rapid
executive review rather than allowing them to languish in email
chains.

Connect the Six Flywheel Spokes

The Growth Flywheel introduced in Chapter 1 now comes full
circle as we connect all six dimensions—revenue, operations,
technology, people, culture, and metrics—into an integrated
whole. This flywheel creates exponential momentum when all
components work in harmony, but stalls dramatically when
even one spoke is neglected.

The flywheel's three core components—alighed vision,
scalable systems, and disciplined execution—map directly to
our six chapters. Aligned vision emerges from the revenue
formula clarity in Chapter 2 and the cultural codification in
Chapter 6. Scalable systems result from the process
excellence in Chapter 3 and the technology infrastructure in
Chapter 4. Disciplined execution depends on the talent
capability in Chapter 5 and the measurement rigor in Chapter 7.
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These dimensions aren't isolated initiatives but deeply
interdependent forces. Your technology stack enables the
metrics dashboard that drives accountability, while your culture
sustains the talent systems that deliver results. Your revenue
strategy funds the operational investments that improve
margins. Neglecting any spoke creates drag on all others,
eventually stalling the entire growth engine.

The flywheel stalls if any spoke lags. Use this scorecard to
monitor both early warning signs (leading indicators) and
results (lagging indicators) in real time:

Integrated Flywheel Scorecard

Spoke

Revenue

Operations

Technology

People

Culture

Metrics

Leading
Indicator

Pipeline
coverage

First-pass
yield

System uptime

Time-to-fill key
roles

Decision cycle
time

Forecast
accuracy

Desired
Range

3-4x quota

>95%

>99.9%

<60 days

<10 days

+5%

Lagging
Indicator

NRR

Gross margin

Tech debt
ratio

High-perform
er retention

eNPS

Cash
conversion
cycle

Threshold for

Action

<100% for 2
quarters

Decline >2
pts QoQ

>25% of dev
resources

<85%
annually

Drop >5 pts in

any dept

>65 days for
2 quarters
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When indicators cross these thresholds, they should trigger
48-hour response sprints. Your CFO monitors forecast
accuracy weekly and convenes a cross-functional team
immediately if predictions drift beyond +5%. Your CRO
watches pipeline coverage daily, initiating account targeting
campaigns when coverage drops below 3x quota. This
response discipline transforms metrics from passive reports
into active management tools.

A common failure pattern involves over-indexing on revenue
while underinvesting in operations and technology. An
enterprise software company pushed to $180M through
aggressive sales expansion but neglected their implementation
capacity and technology infrastructure. Their deal backlog
doubled within 6 months, customer satisfaction plummeted,
and gross margins fell by seven percentage points as they
hired contractors at premium rates to manage the delivery
gaps. This imbalanced focus ultimately cost them a fifth of
their market value when they attempted to raise additional
capital.

Staggered Implementation Roadmap

The journey to enterprise-grade operations doesn't happen
overnight. Start with your primary constraint—the spoke
identified through your Chapter 1 diagnostic that most limits
your growth. Focus initial effort there, then build momentum
through staggered 90-day sprints across all dimensions.

The most effective approach involves overlapping phases that
allow each improvement to reinforce the next. This sequencing
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prevents organizational overload while ensuring that
foundational changes have time to take root before adding
complexity.

- Quarters 1-2: Address primary constraint (e.g., operations).

- Quarters 2-3: Focus on adjacent spokes (e.g., technology
and metrics).

- Quarters 3-4: Strengthen supporting spokes (e.g., revenue
and people).

- Quarters 4-5: Reinforce cultural foundations and
governance.

This staggered approach prevents the organization from
becoming overwhelmed while still creating meaningful
progress on all dimensions within 18 months. Each sprint
should include specific success criteria, resource allocations,
and accountable leaders to maintain momentum.

The breakthrough companies that successfully cross $1B don't
implement all these changes simultaneously. They sequence
deliberately, building on early wins to create organizational
confidence and capacity for larger transformations. One
manufacturing company started with operational excellence in
their order-to-cash process, reducing cycle time from 45 to 12
days. This improvement generated sufficient cash flow to fund
their technology upgrades, which in turn enabled more
sophisticated metrics that accelerated their talent
development.

For each 90-day sprint, establish a focused "war room" with
weekly stand-ups that review progress against specific
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milestones. These sprints should involve small,
cross-functional teams with explicit authority to make changes
within defined boundaries. Celebrate early wins publicly to
build organizational momentum while continuously linking
tactical improvements to strategic outcomes.

90-Day Billion-Dollar Checklist

Converting these concepts into immediate action requires a
practical tool. This readiness checklist provides a
self-assessment framework that operationalizes the entire
Growth Flywheel. Use it to evaluate your current state, identify
high-priority gaps, and measure progress as you implement
changes.

For each item, assess your current state as green (fully
implemented), yellow (partially implemented), or red (not
implemented). Schedule weekly check-ins specifically focused
on red items, assigning explicit owners and timelines for
moving them to yellow within 90 days. Yellow items should be
included in subsequent sprints based on their impact on your
primary constraint.

Top 12 Readiness Questions

1. Do we have a rolling 18-month forecast updated monthly?

2. Is our board composition aligned with our growth stage (2+
independents, formal committees)?

3. Does our tech stack provide single-source-of-truth
reporting by workday end plus one day (E+1)?
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4. Is the NRR trending at or above 110%7?

5. Have we mapped and standardized our three core value
streams (order-to-cash, procure-to-pay, plan-to-produce)?

6. Are fewer than 60% of director-level roles dependent on
one individual's knowledge?

7. Do we have a formalized H-P-R process for all leadership
positions?

8. Have we defined RAPID decision rights for all major
decision categories?

9. Does each KPI have a directly responsible individual
assigned?

10. Is our cash conversion cycle under 65 days and
improving quarter-over-quarter?

1.Do we conduct quarterly "bureaucracy bonfires" to
eliminate unnecessary approvals and processes?

12. Can we deliver accurate gross margin by
product/service line within five days of the month-end?

This checklist isn't a one-time exercise but a living tool you
should revisit quarterly as part of your governance rhythm. It
operationalizes the billion-dollar practices we've explored
throughout this book, creating concrete milestones on your
journey from $100M to $1B.

What makes this approach powerful is that you don't need to
wait until you reach certain revenue thresholds to implement
these practices. The elite companies that successfully scale
beyond $1B implement enterprise-grade systems and mindsets
while still in the mid-market phase, creating the foundation for
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sustainable growth before they face the steepest scaling
challenges.

Your actions today—the decisions you make, the systems you
implement, the behaviors you reward—will determine whether
you join that elite group or remain trapped in the middle. Scale
happens by design, not by accident.

Act like a billion starting today.

The path from $100M to $1B isn't a straight line but a deliberate
series of turns, each requiring foresight, courage, and
disciplined execution. With the Growth Flywheel as your guide,
you now possess a proven playbook for navigating each turn
and accelerating toward the billion-dollar milestone that few
mid-market companies ever reach.
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CPHERE

Premier consulting firm founded by retired Fortune
50 CXOs dedicated to helping small and medium-
sized businesses navigate complex challenges
with real-world executive expertise. Our team of
seasoned leaders brings decades of experience in
corporate strategy, operations, finance, and
technology to provide actionable insights and
hands-on guidance. Whether you're looking to
refine your business strategy, optimize operations,
or scale effectively, we offer tailored consulting
solutions designed to drive sustainable growth.

Beyond consulting, CPHERE is a knowledge hub for
business leaders seeking to sharpen their skills
and stay ahead of industry trends. Our website
features a rich library of high-value content,
including eBooks, white papers, and video
courses, covering essential business fopics.
Additionally, we publish a quarterly newsletter
packed with practical advice from top executives,
ensuring you have the tools and knowledge to
make informed decisions. At CPHERE, we bridge
the gap between experience and execution,
empowering business owners to build stronger,
more resilient companies.

www.cphere.net
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