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Motivation and Strategy Management
On the practical, let’s call it the tactical level, the reason you need Strategy Management is because it takes
people to get thing done. Organizations have always benefited from highly motivated people and teams that
can help drive success. How does Strategy Management advance the efforts of organizations to motivate,
beyond just managing or monitoring employees?
.
Providing the Information Needed to Make Good Choices
Everywhere, organizations are trimming, folding, merging, or outsourcing. Chances are very good that in any
organization there are many new people. By new, it may not necessarily be new hires; it is more likely
someone who has been with the organization and now has new responsibilities. These additional duties are
in new, unfamiliar areas. Optimizing strategic performance means providing the direction to get more done,
not just create more work to do. Articulated goals and targets provide guidance for staff to not only do things
right, but also do the right things.
While organizations change, so has the ways of how staff interacts. Team members may be miles or oceans
apart from one another. Other changes within organizations mean less distinction between internal
departments and outside collaborators. Staff and partners need to clear direction to understand how their
Individual responsibilities affect the abilities of others in reaching targeted goals. By providing the
transparency between and within departments, staff has the opportunity to understand the impact they have
beyond their particular area of responsibility.
Providing the Authority to Act
People need the authority to act. In today’s business climate, things are moving too fast for every decision to
be validated and approved. When people have the information they need to make a decision, understand
how their decision will align with organizational goals, and have appropriate authority to do so, more of the
right things are accomplished more quickly. We all are too aware of how much time is lost while staff waits for
decisions, on even small matters, from somebody, anybody. Giving staff the responsibility to make decisions
along the understanding of the preferred outcome can make a huge impact on the flexibility, speed, and
accomplishments in an organization. A motivated employee will take responsibility as long as they have some
authority to change the situation.
Many companies are unaware of processes that de-motivate workers and create unproductive, busy work.
No one wants to compile reports that don’t appear to be useful or used. People are much more motivated
when they feel they are contributing to the organization and that their work makes a difference. Creating a
regular operational review process can help identify policies or procedures that are outdated, obsolete or
unnecessary. Eliminating busy work and regularly reviewing progression toward goals is a great incentive to
keeping people on track and aligned.
Providing the Proper Resources and Recognition
Motivation of a different sort comes with the allocation of resources and what incentives are provided to
employees. The rewards and incentives for staff need to be explicitly tied to organizational objectives.
Employees are better motivated to make the right decisions and do the right thing when those decisions and
activities are the ones that are rewarded.
In every organization it is the midlevel and operating managers that translate the broad corporate objectives
into specific tactically activity. Unintended consequences often result when these managers are rewarded for
results that do not tie to strategic goals. Recognition, bonuses, and promotions are very strong motivators. A
structure must be in place to directly associate resources and incentives to strategic initiatives. Doing so
means recognizing and rewarding those activities that align with intended results.
Allocating resources for projects also must be considered. Having a high-level view of on-going initiatives can
prioritize attention and resources on critical projects. Staff has a better chance of achieving recognition and
rewards by directing them to complete projects that make the greatest impact.
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Helping Balance Priorities
While most organizations don’t want to consider it, people do have priorities beyond work – relationships,
hobbies, families, and avocations. That is why it is so important to communicate clearly the priorities of work
and giving the proper incentives that reinforce and validate those priorities. Helping optimize performance at
the individual level better positions a worker to effectively navigate the increasing demands of work and
personal life.
Summary
Motivation is an important part of an organization’s strategy management program. Highly motivated staff and
teams drive success. Employees need to know why they are valuable to an organization, how they can
contribute, and feel that they have some control over their job. When implementing Strategy Management,
your organization has a way to communicate the goals and direction to staff, manage the proper incentives
and administer appropriate authority so workers can make the correct decisions. Giving the information, the
incentives, and the authority to workers can be very motivating. A motivated staff goes beyond what is
expected and makes positive impact to fuel better results.
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Copyright
© Copyright 2007 SAP AG. All rights reserved.
No part of this publication may be reproduced or transmitted in any form or for any purpose without the
express permission of SAP AG. The information contained herein may be changed without prior notice.
Some software products marketed by SAP AG and its distributors contain proprietary software components of
other software vendors.
Microsoft, Windows, Outlook, and PowerPoint are registered trademarks of Microsoft Corporation.
IBM, DB2, DB2 Universal Database, OS/2, Parallel Sysplex, MVS/ESA, AIX, S/390, AS/400, OS/390,
OS/400, iSeries, pSeries, xSeries, zSeries, z/OS, AFP, Intelligent Miner, WebSphere, Netfinity, Tivoli,
Informix, i5/OS, POWER, POWER5, OpenPower and PowerPC are trademarks or registered trademarks of
IBM Corporation.
Adobe, the Adobe logo, Acrobat, PostScript, and Reader are either trademarks or registered trademarks of
Adobe Systems Incorporated in the United States and/or other countries.
Oracle is a registered trademark of Oracle Corporation.
UNIX, X/Open, OSF/1, and Motif are registered trademarks of the Open Group.
Citrix, ICA, Program Neighborhood, MetaFrame, WinFrame, VideoFrame, and MultiWin are trademarks or
registered trademarks of Citrix Systems, Inc.
HTML, XML, XHTML and W3C are trademarks or registered trademarks of W3C®, World Wide Web
Consortium, Massachusetts Institute of Technology.
Java is a registered trademark of Sun Microsystems, Inc.
JavaScript is a registered trademark of Sun Microsystems, Inc., used under license for technology invented
and implemented by Netscape.
MaxDB is a trademark of MySQL AB, Sweden.
SAP, R/3, mySAP, mySAP.com, xApps, xApp, SAP NetWeaver, and other SAP products and services
mentioned herein as well as their respective logos are trademarks or registered trademarks of SAP AG in
Germany and in several other countries all over the world. All other product and service names mentioned
are the trademarks of their respective companies. Data contained in this document serves informational
purposes only. National product specifications may vary.
These materials are subject to change without notice. These materials are provided by SAP AG and its
affiliated companies ("SAP Group") for informational purposes only, without representation or warranty of any
kind, and SAP Group shall not be liable for errors or omissions with respect to the materials. The only
warranties for SAP Group products and services are those that are set forth in the express warranty
statements accompanying such products and services, if any. Nothing herein should be construed as
constituting an additional warranty.
These materials are provided “as is” without a warranty of any kind, either express or implied, including but
not limited to, the implied warranties of merchantability, fitness for a particular purpose, or non-infringement.
SAP shall not be liable for damages of any kind including without limitation direct, special, indirect, or
consequential damages that may result from the use of these materials.
SAP does not warrant the accuracy or completeness of the information, text, graphics, links or other items
contained within these materials. SAP has no control over the information that you may access through the
use of hot links contained in these materials and does not endorse your use of third party web pages nor
provide any warranty whatsoever relating to third party web pages.
Any software coding and/or code lines/strings (“Code”) included in this documentation are only examples and
are not intended to be used in a productive system environment. The Code is only intended better explain
and visualize the syntax and phrasing rules of certain coding. SAP does not warrant the correctness and
completeness of the Code given herein, and SAP shall not be liable for errors or damages caused by the
usage of the Code, except if such damages were caused by SAP intentionally or grossly negligent.
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