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https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/bridging-the-gap-between-a-companys-strategy-and-operating-model
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/bridging-the-gap-between-a-companys-strategy-and-operating-model
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https://www.mckinsey.com/~/media/mckinsey/dotcom/client_service/public%20sector/pdfs/how_do_i_transform_my_organizations_performance.pdf
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/organizational-health-is-still-the-key-to-long-term-performance
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