Strategic Management: What it is, Whose responsibility it is and Why it matters
As long as companies have conducted business, some have been outstanding successes while others have been dismal failures. Some companies act with purpose and direction, others drift. Some companies are adept at seizing new opportunities, others watch passively or let them slip through the cracks. Some companies perform well because of good internal management, others barely survive because of inefficiency and misdirected operations.

The management practices of successful and unsuccessful enterprises have been scrutinized in an effort to learn the really important managerial do’s and don’ts that separate winners from the losers. Although what research and experience have taught us so far falls short of a genuine theory of “how to manage”, we have nonetheless zeroed in on some notable managerial differences between high-performing and low-performing enterprises:

1. In high-performing organizations, there is a clear sense of direction. Senior managers have a strong vision of where the company needs to be headed and why. They are not afraid to blaze new trails or initiate major changes in the organization’s business make-up. By contrast, the managers of low-performing organizations are characteristically so absorbed in the latest crisis and tending to administrative detail that they neglect the task of thinking deeply about where the organization will be in five years if it sticks just what it is already doing. Big direction-setting decisions stay on the back burner. They are more comfortable being late-movers than first-movers. Major strategic issues are often studied but less often acted on decisively.
2. In high-performing organizations, there is an abundance of skilled entrepreneurship, with unmatched knowledge about customer needs and behavior, market needs and emerging opportunities. Managers doggedly pursue ways to do things better differently, often getting their best ideas from listening to customers. The innovative approach they practice is persistence – try, fail, learn, try again, keep at it, and eventually succeed. They aggressively search out new opportunities and move boldly to pursue those they find most attractive. Poorly run enterprises are neither customer-driven nor opportunity-driven. Their managers are normally less perceptive about customer needs and attitudes, their instinct is to react to market trends rather than initiate them. They are reluctant to try out new ideas for fear of making a mistake. Actions and decisions don’t stray far from the “tried and true” ways. Real entrepreneurial drive is missing.
3. In high-performing companies, managers are committed to having a first–rate strategic action plan – one aimed at achieving superior financial performance and a strong, defendable competitive position. They see competitive  advantage (if possible, competitive dominance) as the key to superior profitability and long-term performance. Weak-performing organizations are nearly always on the short end of the strategy stick. Their managers, preoccupied with internal brush fires and paperwork deadlines, do a comparatively poor job of maneuvering their organizations into favorable competitive positions; they don’t develop effective ways to compete more successfully. Often they underestimate the strength of competitors and overestimate the ability of their own organizations to offset the competitive advantages of the market leaders.

4. High-performing organizations are strongly results-oriented and performance conscious. Doing a good job of managing means achieving the targeted results on time. Outstanding individual performance is valued and well rewarded. The managers of poorly performing organizations excuse weak performance on the basis of such uncontrollable factors as a depressed economy, slack demand, strong competitive pressures, rising costs and unforeseen problems. Rewards are loosely tied to standards of superior performance. Making modest progress is rated as “doing a great job”.
5. in the best-performing companies, managers are deeply involved in implementing the chosen strategy and making it work as planned. They understand the internal requirements for successful strategy implementation and they insist that careful attention be paid to the tiny details required for first-rate execution of the chosen strategy. They engage in “managing by wandering around, staying in touch with down-the-line personnel and maintaining a personal feel for how things are going.” They personally lead the process of strategy implementation and execution. In contrast, the managers of poorly performing organizations are into the machinations of corporate bureaucracy; the bulk of their time is taken up with studies, reports, meetings, policymaking, memos and administrative procedures. They do not see systematic implementation of strategic plans as their prime administrative responsibility. They spend most of the workday in their offices, remaining largely invisible to their organization and keeping tight control over most decisions.
These contrasts in mindsets and approaches are striking and managerially instructive about do’s and don’ts. The managers of successful organizations are action-oriented “strategic thinkers” who make a habit of training their eyes externally on customer needs, new opportunities and competitive positioning, as well as internally on operations. They have a talent for entrepreneurship combined with a flair for day-to-day management and internal leadership. They are aware of their responsibility to shape their organization’s long-term direction, lead the organization down a clear-cut path, formulate a coherent strategic action plan that will produce competitive advantage and long-term financial success and orchestrate successful implementation of the chosen strategy. They watch like hawks to see that their organization has a good strategy and executes it to perfection. They are good strategists and entrepreneurs as well as good leaders.
In unsuccessful organizations, managers fails to appreciate the importance of charting a clear organizational course and being good entrepreneurs. They lack an instinct for strategic thinking and ignore the lesson implicit in the familiar expression, “If you don’t know where you are going, any road will take you there.” Their downfall seems to be getting so wrapped up in administrative activities and solving internal “problems” that they neglect the tasks of consciously shaping the organization’s business makeup, directing where the business is headed and managing the process of getting there.
QUESTIONS and  Answers :

1. Which are the good managed companies principal goals?
2. Which are the “do’s” in strategic management?
3. Which are the “don’ts” in strategic management?

4. How good managers act in their successful business?

1. The goals of good managed companies are:

· to act with purpose and direction;

· to size new opportunities;

· to perform well

2. The “do’s” in strategic management are:

· good managers have a strong vision of where the company needs to be headed and why. They are not afraid to blaze new trails or initiate major changes in the organization’s business make-up.

· there is an abundance of skilled entrepreneurship, with unmatched knowledge about customer needs and behavior, market needs and emerging opportunities. Managers doggedly pursue ways to do things better differently, often getting their best ideas from listening to customers. The innovative approach they practice is persistence – try, fail, learn, try again, keep at it, and eventually succeed. They aggressively search out new opportunities and move boldly to pursue those they find most attractive.

· managers are committed to having a first–rate strategic action plan – one aimed at achieving superior financial performance and a strong, defendable competitive position. They see competitive  advantage (if possible, competitive dominance) as the key to superior profitability and long-term performance.

· high-performing organizations are strongly results-oriented and performance conscious. Doing a good job of managing means achieving the targeted results on time. Outstanding individual performance is valued and well rewarded.
· in the best-performing companies, managers are deeply involved in implementing the chosen strategy and making it work as planned. They understand the internal requirements for successful strategy implementation and they insist that careful attention be paid to the tiny details required for first-rate execution of the chosen strategy. They engage in “managing by wandering around, staying in touch with down-the-line personnel and maintaining a personal feel for how things are going.” They personally lead the process of strategy implementation and execution.

3. The “don’ts” in strategic management are:

· the managers of low-performing organizations are characteristically so absorbed in the latest crisis and tending to administrative detail that they neglect the task of thinking deeply about where the organization will be in five years if it sticks just what it is already doing. Big direction-setting decisions stay on the back burner. They are more comfortable being late-movers than first-movers. Major strategic issues are often studied but less often acted on decisively.

· Poorly run enterprises are neither customer-driven nor opportunity-driven. Their managers are normally less perceptive about customer needs and attitudes, their instinct is to react to market trends rather than initiate them. They are reluctant to try out new ideas for fear of making a mistake. Actions and decisions don’t stray far from the “tried and true” ways. Real entrepreneurial drive is missing.

· Weak-performing organizations are nearly always on the short end of the strategy stick. Their managers, preoccupied with internal brush fires and paperwork deadlines, do a comparatively poor job of maneuvering their organizations into favorable competitive positions; they don’t develop effective ways to compete more successfully. Often they underestimate the strength of competitors and overestimate the ability of their own organizations to offset the competitive advantages of the market leaders.

· The managers of poorly performing organizations excuse weak performance on the basis of such uncontrollable factors as a depressed economy, slack demand, strong competitive pressures, rising costs and unforeseen problems. Rewards are loosely tied to standards of superior performance. Making modest progress is rated as “doing a great job”.

· the managers of poorly performing organizations are into the machinations of corporate bureaucracy; the bulk of their time is taken up with studies, reports, meetings, policymaking, memos and administrative procedures. They do not see systematic implementation of strategic plans as their prime administrative responsibility. They spend most of the workday in their offices, remaining largely invisible to their organization and keeping tight control over most decisions.

4. How good managers act in their successful business?

The managers of successful organizations are action-oriented “strategic thinkers” who make a habit of training their eyes externally on customer needs, new opportunities and competitive positioning, as well as internally on operations. They have a talent for entrepreneurship combined with a flair for day-to-day management and internal leadership. They are aware of their responsibility to shape their organization’s long-term direction, lead the organization down a clear-cut path, formulate a coherent strategic action plan that will produce competitive advantage and long-term financial success and orchestrate successful implementation of the chosen strategy. They watch like hawks to see that their organization has a good strategy and executes it to perfection. They are good strategists and entrepreneurs as well as good leaders.

