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The strategic planning how-to
question strikes at the heart
of how to make change of any

kind happen in your organization.
Start by answering why your organ-
ization might want to embark on a
strategic planning process. Want to
be one of the organizations, in
which employees understand the
mission and goals? They enjoy a 29
percent greater return than other
firms. This seems like a good reason
to start strategic planning to me.
How about you?

Keys to Strategic Planning
Success
These are the keys to effective
strategic planning for your busi-
ness.

Full and active executive support,
Effective communication,
Employee involvement,

Thorough organizational plan-
ning and competitive analysis, and
Widespread perceived need for the
strategic planning.

If you are implementing your
strategic planning in an organiza-
tional environment that is already
employee-oriented, with a high
level of trust, you start the strate-
gic planning process with a huge
plus. An additional plus is an
organization that already thinks
strategically.

Unfortunately, the implementa-
tion of strategic planning most fre-
quently occurs as an organization
moves from being traditionally
reactionary to strategic. So, often,
learning to think strategically is
part of the strategic planning
learning curve.

Full and Active Executive
Support for Successful
Strategic Planning 

Successful strategic planning
requires a large commitment from
executives and senior managers,
whether the strategic planning is
occurring in a department or in a
complete organization. Executives
must lead, support, follow-up, and
live the results of the strategic
planning process. Or, the strategic
planning process will fail. It's as
simple as that.

Without the full commitment of
the organization's senior execu-
tives, don't even start strategic
planning. Participants will feel
fooled and misled. A vision state-
ment and a mission statement,
along with this year's goals, filed,
unimplemented in a cabinet or

computer, is a serious source of neg-
ativity and poor employee morale.

Senior leaders can do the follow-
ing to create a successful strategic
planning process.

Establish a clear vision for the
strategic planning process. Paint a
picture of where the organization
will end up and the anticipated out-
comes. Make certain the picture is
one of reality and not what people
"wish" would occur. Make sure key
employees know "why" the organi-
zation is changing.

Appoint an executive champion
or leader who "owns" the strategic
planning process and makes certain
other senior managers, as well as
other appropriate people in
the organization, are
involved.

Executive sup-
port in strategic
planning is crit-
ical to its suc-
cess.
Executives
must lead,
support, fol-
low-up, and
live the results
of the strategic
planning
process. These
are additional ways
executive leaders can
support the strategic plan-
ning process. See the first part of
this article for more ways that lead-
ers can support the strategic plan-
ning process.

Pay attention to the planning
occurring. Ask how things are
going. Focus on progress and barri-
ers for change management. One of
the worst possible scenarios is to
have the leaders ignore the process.

Sponsor portions of the planning
or the strategic planning process, as
an involved participant, to increase
active involvement and interaction
with other organization members.

If personal or managerial actions
or behaviors require change for the
vision statement, mission state-
ment, values, and goals to take hold
in the organization, "model" the
new behaviors and actions. (Senior
managers must walk the talk.)

Establish a structure which will
support the move to a more strategi-
cally thinking and acting organiza-
tion. This may take the form of a
Steering Committee, Leadership
Group, Core Planning Team or
Guidi ng Coalition.

Change the measurement sys-
tems, reward, and recognition sys-
tems to measure and reward the
accomplishment of the new expec-
tations established through the
strategic planning process.

Develop a within your to commu-
nicate, reinforce, and provide a
structure that supports the articula-
tion and accomplishment of the
strategic planning goals.

While every person in your organ-
ization cannot make their voice
heard on every issue within the
strategic planning, you must solicit
and act upon feedback from other
members of the organization.
Integral in the strategic planning
process must be the commitment of

each executive to discuss the
process and the plans with

staff members. Too
often, I have experi-

enced executives
holding information
closely and consoli-
dating their own
dysfunctional
power within the
organization at the
expense of other

company employees
feeling - and acting -

excluded. (And then
they ask: how can I get

my staff to "buy-in" to
these new expectations?)

Recognize the human element
inherent in any change - the change
from reactionary to strategic think-
ing is a huge leap. People have dif-
ferent needs and different ways of
reacting to change. They need .

If training is part of the strategic
plan, senior leaders must partici-
pate in the training that other
organization members attend, but,
even more importantly, they must
exhibit their "learning" from the
sessions, readings, interactions,
tapes, books or research.

Lastly, and of immense signifi-
cance, be honest and worthy of
trust.

Throughout the strategic plan-
ning process, treat people with the
same respect you expect from them.
And you will enjoy the 29 percent
greater return than non-strategic
planning companies, predicted ear-
lier. With your vision statement,
mission statement, values, strate-
gies, goals, and action plans devel-
oped and shared, you'll all win, both
personally and professionally
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WHENEVER I go to the fridge and open
the door I've usually forgotten why I went
there in the first place. I know I want to
extract something from it but have no idea
what. I'm 52. And Kevin Rudd wants me
and a few million other Australians of my
generation to work until we are 67. God
help us.

I'm relatively fit, I don't dribble and I
scrub up all right in a suit, but my days are
punctuated by involuntary groans whenev-
er I rise from my chair or sink into the set-
tee. Where did they come from? I don't
know. I hadn't expected this to happen.

And I didn't expect my body to start
wearing out. The accumulation of years of
sporting injuries, tumbling off ladders while
doing up the house, falling up the stairs
after Friday night drinks with workmates,
and the dull coccyx ache from decades of
being welded to an office swivel chair have
taken their toll.

What state will I be in in 15 years?
What's the PM going to do? Dispatch the
district nurse to the home of every vague-
minded, bone-sore sexagenarian to admin-
ister a few non-rebatable lines of coke to
inject some much needed giddy-up before
we all hobble off to work of a morning?

And I've been lucky. I've mostly worked
in office jobs where the physical toll is not
too great, the mental burden manageable
and the work enjoyable, even fulfilling. But I
come from a family of coal miners, dock-
workers, labourers and factory fodder, peo-
ple who aged before their time, who got
injured or killed in workplace accidents, or
crawled home at night after another bout of
overtime never wanting to make another
plastic widget in their lives.

This is not to say that working in a flour
mill as my grandfather did is not satisfying
at some point, but in the end it did his head
and his lungs in, and it became work for
work's sake, work to make ends meet.

Times may have moved on - better work-
ing conditions, for example - but there are
still many people who want the daily grind
to end sooner than later and not just those
whose have rotten jobs - and let's face it,
there are some really rotten jobs out there.

(I worked in an abattoir for a while and,
curiously enough, I quite enjoyed it. But I
knew it was only temporary, especially
after I watched a slaughterman being
stretchered out of the works after being
fatally gored by a disgruntled bovine. The
cow's time there proved to be temporary as
well, although its early retirement was
expected.)

The Federal Government's proposals to
lift the formal retirement age and make peo-
ple work longer before they can get access
to a government pension has a whiffy arro-
gance about it that assumes everyone can,
or wants to, work until they don't know
what a refrigerator is, never mind what's in
it; that everyone wants keep slogging away
because they've got an HR department that
hasn't downsized them yet; that they are
happy to continue hacking at the coalface
because they haven't yet lost heart or been
defeated by hard labour, office politics or
thwarted ambition.

W ork for work’s sake is not


