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White Paper: Strategic Planning

Strategic Planning
Aligning Personnel to Achieve Corporate Objectives

Problem: Communicating Corporate Objectives
In today’s hyper-competitive business climate, C-level executives want to leverage

their most valuable resource—people. People are the key to staying competitive

advantage in today’s global market. 

Products can be quickly duplicated and services cheaply emulated, but people

provide the innovation, execution, and knowledge to drive your organization for-

ward. This collective talent is your primary resource for effectively competing and

winning—if you can leverage it as part of a process of strategic planning.

A recent survey by Bersin and Associates reported that 60 percent of executives

felt the challenge of aligning employee capabilities with company business strategy.

New technology has the potential to streamline strategic talent management

processes and empower you to achieve maximum employee productivity and 

performance. What is troubling, however, is that despite having these tools, only a

small percentage of executives have implemented performance management

programs and effectively aligned their workforce with their company objectives. 

Moreover, a recent McKinsey & Co study of human resource professionals revealed

that 72 percent of respondents were dissatisfied with the current performance 

review process at their company. 

Along with problems aligning employee development with organizational goals

and objectives, many companies have difficulty tracking employee and department

progress against company goals and targets. Many companies have difficulty 

providing employees with a fundamental understanding of corporate goals. 

Solution: Effective Strategic Planning
Strategic planning offers an effective strategy for addressing this problem. It en-

sures that all employees understand your main objectives and remain motivated

and focused on productivity and customer service. 

Key Principles

1 Implement decision-based
model.

2 Estimate performance 
potential.

3 Assign responsibility.

4 Develop a performance 
language.
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Starr and Associates understands how to use industry-standard software and practices to create evidence-based strategies for
building more efficient, responsive, competitive, and customer-focused organizations. We provide strategic planning, business
intelligence, business analytics, and technology support for clients in includes banking, distribution and logistics, financial 
services, healthcare, manufacturing, public sector, public utilities, pharmaceuticals, and telecommunications.

•  •  •

But a strategic planning needs accurate data and measurement-driven processes to

be successful. Data and processes yield best practices, industry insights, and innova-

tive strategies. They enable you to focus organizational attention on the most im-

portant issues and create the greatest performance leverage. 

There are four key principles of strategic planning that ensure your data and 

measurement-driven processes are aligned with your performance-management

objectives for employees. 

Principle 1: Implement a decision-based model of performance. Develop a decision-

based model of controllable performance and apply it throughout your organization.

The model is comprised of factors that drive decisions. The components of the

model are operational and address the managerial disciplines from which manage-

ment make decisions. These include such issues as customer acquisition and reten-

tion, productivity, efficiency, and risk control. 

Principle2: Estimate performance potential. Answer the question, "How well should

we be able to perform?" And answer it for each individual and departmental metric

measured. Companies routinely compare actual performance to planned perform-

ance objectives to assess the accomplishments of individuals and make decisions

about compensation and advancement. But comparing planned and actual per-

formance objectives has little value for determining where the application of effort

can produce the best returns. This requires an understanding of how well individuals

and units are doing in comparison to how well they ought to be able to perform. 

Principle 3: Assign responsibility for controllable aspects. Hold decision makers 

accountable for the performance metrics they control. The overall effectiveness of

any performance management process depends on accountability. Accountability

ensures that your people focus on the right issues and strive to achieve the right 

targets. Equally important, decision makers must be allowed to recognize opportu-

nities, improve performance, and identify those responsible for capturing each of

these opportunities. 

Principle 4: Develop a common performance language. Develop a common per-

formance language that connects operational performance and individual responsi-

bilities to corporate performance objectives. This is essential to ensure organization

alignment and cohesive decision-making. Well-aligned organizations need a per-

formance language that ensures a shared understanding of how all disciplines must

work in combination to create organizational success. This language must relate 

decisions made about operational factors to corporate performance objectives. 
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