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Hundred Day Plan (HDP)

A proven methodology for success when commencing a new leadership
role from General Management to C-suite




Hundred Day Plan (HDP)

Hundred Day Plan

success

“During his first 100 days in office,
President Frankiin D. Roosevelt sent
15 messages to Congress, guided
15 major laws to enactment,
delivered 10 speeches, held press
conferences and cabinet meetings
twice a week, conducted talks with
foreign heads of state, sponsored an
international conference, made all
the major decisions in domestic and
foreign policy, and never displayed

The First 100 days can significantly shape perceptions and therefore

Have a Hundred Day Plan
for your success

« Define your'mark (visior) and priorities for next

23 years

« Putmoney in the bank from short-term

opportunities and Quick Wins

« Delineate your principles and approach
« Ensure your new management team backs you and

cascades your communications consistently

Your first Hundred Days are crucial, but fit into a bigger picture
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and direction

Deliver
outcomes
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« Familiarise yourself with | | Establish PURPOSE
the culture, performance, | |+~ Aticulate your vision and
position and challenges of | | goals, how your era will be.
the organisation defined

« Determine your ambition | | Assess PORTFOLIO

« Decide on how you wil + Establish control over the real

« Define how you will make || « ‘Course-cor

the business more
valuable over the medium
term

* Develop the blueprint for

rect o
reinvent the strategic
direction as appropriate

* Set new goals and keep
challenging the team to
perform

define your legacy numbers « Build a ‘high performance’ || » Build organizational
« Address people issues - Setyour sgondaorthe | | S PEOPLE team capabilles

First 100 days - Evaluate and buid your team || .
« Launch your top 3-5 priorities y Drive operational

. at measures

fright or panic and rarely even bad
temper.” * Evolve
« Begin culivating key Ascertain POTENTIAL excellence

—Adthur M. Schlesinger Jr.
‘The Age of Roosevelt:
‘The Coming of the New Deal

ortunies
« Strengthen key relationships « New CEO Seminar opportas of key consiituencies
Prosecute PERFORMANCE
* Design strategy and take
action

* Post announcement but prior o assumption o rle

The Hundred Day Plan (HDP) provides a proven methodology which allows a new executive to best ensure their success

Price: through the development of a high impact plan.

HDP Template

) ] Many new executives fail to create the impact that is possible because they do not apply a rigorous approach to planning for
US $10,000 (single use licensee)

their success.

The HDP articulates the critical aspects to consider and actions an executive needs to take into account when developing their

HDP Lite 100 Day Plan, some of which are required before the commencement of the new role. The HDP methodology includes:

US $1,000 (single use licensee) « Setting the actions required in the First 100 Days in the context of the bigger picture: the transition period, the next 2-3 years and
thereafter

» The HDP goals: to Establish PURPOSE, Assess PORTFOLIO, Select PEOPLE, Ascertain POTENTIAL and Prosecute
HDP Expert Coaching Support PERFORMANCE and an articulation that brings each of these to life

US $5,000 per day » A graphical Game Plan (Playbook) example, setting out the major actions required during the Transition Period and the First 100

Days with an indication of timing and resource effort as well as major people-aspect milestones

HDP Team Support » Supporting templates and explanatory notes for the major actions in the in the Game Plan (Playbook) — an example of which is the
TBA list of critical questions on which to base the executive’s interviews with the leadership team.

New executives can opt to access the HDP methodology only, but due to the diversity and intensity of actions required in a very

limited time frame (particularly in the transition period when access to organisational resources is limited), many choose
additional support from ICG Affiliates accredited in the HDP process.

To assist in this, the HDP methodology can be purchased with varying levels of support. Like all ICG products, the HDP
methodology can be unbundled and supplied as a licensed set of templates, however it is more commonly supplied with expert
coaching support or, for a more senior role or larger enterprise, an accredited Affiliate team.

The HDP Lite version of this product is designed cater for executive roles that are smaller in scale and scope. It comprises the
components of context, goals and granulated goals, as well as a high-level game plan.
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The first 100 days can significantly shape perceptions and

therefore success

“During his first 100 days in office,
President Franklin D. Roosevelt sent
16 messages to Congress, guided
15 major laws to enactment,
delivered 10 speeches, held press
conferences and cabinet meetings
twice a week, conducted talks with
foreign heads of state, sponsored an
international conference, made all
the major decisions in domestic and
foreign policy, and never displayed
fright or panic and rarely even bad
temper.”

—Arthur M. Schlesinger Jr.
The Age of Roosevelt:
The Coming of the New Deal

Have a Hundred Day Plan
for your success

Define your ‘mark’ (vision) and priorities for
next 2-3 years

Put money in the bank from short-term
opportunities and Quick Wins

Delineate your principles and approach

Ensure your new management team backs you
and cascades your communications consistently

Address people issues
Launch your top 3-5 priorities
Communicate performance management measures

Strengthen key relationships.
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Why invest in a Hundred Day Plan?

Harvard e AN

& 523{23,53 - You have been promoted — congratulations-

@G}Th e Management Tip and you are not clear on all the challenges

C

DeCOding LeaderShip ahead of you or how you will overcome them.
by Norm Smallwood | 5:55 PM September 15, 2009

Rule 1: Shape the future. This rule is embodied in the strategist _ _
dimension of the leader. Strategists answer the question “where Your choices include:
are we going?” and make sure that those around them

understand the direction as well. > Do what you've always done, after all,

Rule 2: Make things happen. Turn what you know into what you’ve won the promotion

you do. The Executor dimension of the leader focuses on the - go it alone approach
question “How will we make sure we get to where we are

going?” or

Rule 3: Engage today’s talent. Leaders who optimize talent )

today answer the question “Who goes with us on our business » Do some research and look for tips and
journey?” Talent managers know how to identify, build and advice on what you should be doing to
engage talent to get results now. prepare for and commence your new role

Rule 4: Build the next generation. Leaders who develop the

next generation answer the question, “who stays and sustains —the armature approach

the organization for the next generation?” Talent Managers or
ensure shorter-term results through people while Next
Generation Developers ensure that the organization has the » Contact ICG and purchase the proven

longer-term competencies required for future strategic success. .
Rule 5: Invest in yourself. At the heart of this Leadership Code A methodolog.y etk U2 [l &

— literally and figuratively — is Personal Proficiency. Effective support appropriate to your challenge
leaders cannot be reduced to what they know and do. Who they - the professional approach
are as human beings has everything to do with how much they
can accomplish with and through other people.

/
/
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Your first Hundred Days are crucial, but fit into a bigger picture

Before
You Start*

Hit the ground
running

o Familiarise yourself with
the culture, performance,
position and challenges of
the organisation

« Determine your ambition

» Decide on how you will
define your legacy

« Set your agenda for the
First 100 days

« Begin cultivating key
constituencies

« New CEO Seminar.

o

/

)

Your Hundred
Days

Set the tone
and direction

Establish PURPOSE

* Articulate your vision and
goals, how your era will be
defined

Assess PORTFOLIO
« Establish control over the
‘real numbers’

Select PEOPLE
* Evaluate and build your team

Ascertain POTENTIAL
* Decide on value generating
opportunities

Prosecute PERFORMANCE
* Design strategy and take
action.

* Post announcement but prior to assumption of role
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Your Three
Years

)

Deliver
outcomes

o Define how you will make
the business more
valuable over the medium
term

« Develop the blueprint for
success

« Build a ‘high performance
team

» Drive operational
excellence

» Manage expectations
of key constituencies.

/

Your
Legacy

Build a
sustainable legacy

» ‘Course-correct’ or
reinvent the strategic
direction as appropriate

« Set new goals and keep
challenging the team to
perform

« Build organizational
capabilities

e Evolve.

o /




The HDP Methodology includes a comprehensive set of tools,
templates and frameworks

Context

Templates
(Examples)
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Sample Templates:

Sample - HDP Goal: Establish PURPOSE

What is your ambition for your Organisation and yourself? How will your era be defined?

Topics

Organisation’s o
recent performance  ©

What performance o
goals are you willing ©
to commit to?

What is your mark o
for the Organisation?

What are the o
priorities to achieve  ©
both performance
outcomes and your
mark for the
Organisation?

o

Components

Group measures, over time, versus peers, versus analyst expectations
Portfolio entity/activity

Top quartile TSR performance? (who is peer group and over what term?)
What does this translate to in terms of sustained annual TSR?

o What other financial and non-financial goals?

Vision for Organisation

= Tobea..... by ...for customers, ... for employees, ...shareholder returns and ...in the community.

Designing your mark:

= Factor in; Social climate (trends), Stakeholders, Organisation’s ‘starting point’, Competitors, Best
Practices to establish your list of principles

= Use this list to define your mark (vision for success)

Where to win: markets, segments, products...?
How to win: leadership models, scale, innovation, key integration points, simplification, employee and
customer advocacy...?

o Levers to win

= Growth (revenue productivity, focus, infrastructure/scale distribution, digitalisation, retention/cross-sell/
new customer, innovation ...)

= Cost productivity (eliminate, simplify. automate, outsource ...)

= Capital productivity (selective deployment, reduce high capital/low return products...)

What are the major challenges facing the Organisation?

= “Hairy” questions to address;

© Internal Consulting Group 2014
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Sample: Action guidance: Target Customers and Value Proposition

—f Questions ;

® \What are the most attractive
customer segments and how
is this changing? (value,
growth, ability to address)

e How do purchasing processes,
criteria, and decisions vary by
segment and how does our
offer measure up?

® What is our share of these
segments?

e How are customer segment
needs/our share likely to
change in the future?

< Activities >—

e Customer database analysis

Penetration by brand/
channel by segment over
time

True segment profitability
analysis

Loyalty, retention

e Customer research

Review existing proprietary
research (characteristics,
needs, evolution etc)
Selected customer
interviews

New market research
dependent on time/
resource

e High level segmentation of
customer base

e In-depth understanding of
purchase decisions and
process by customer
segments

e Point of view on high priority
segments for us

© Internal Consulting Group 2014
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Hundred Day Plan — Full range of support options for a new executive

e — S— /
. S . Coach and Training nnow
Professional Organisation
Senior support for HDP development:
- A senior ICG Affiliate who is accredited in the
HDP process to: conduct a structured walk
e . through of the HDP methodology (training for
etes . . you and your team) and support you as an
e - independent sounding board, coach and
Training
‘ counsel during the transition period and on into
Support g the 100 days as required.
| Events |

New CEO
Major
Corporate

Large Team example

Full support for HDP development:

Add ICG Analyst Affiliates to undertake s
ianifi i i (Methods) =
the significant analysis required for a . .
high quality HDP. Advised for both [ ... L>C -
transition period and first ~50 days.
Support Vhiitiytytytytyty

Services
Events
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Hundred Day Plan — Full range of support options for a new executive

The First Hundred days are crucial CoaCh and Tl'ai ning

s

« Listen, look, learn

New GM
in Global
Organisation

Hundred Day Plan Senior support for HDP development:
D) Rapid development of a Plan for the First Hundred Days for a new Global GM role
) =y

in a Global Professional Services Business. HDP Accredited Coach support.

L Buy-into plan for second 30 days.

Looking ahead through the first year - what does success look like?

i Tean g for JF:WTMMM Crowtt e %
i \

proge
o track customer advocacy, M8A ntegraton initat o0

[ 1

Key imperatives must be initiated quickly in order to show results in Years 2, 3 and beyond

[ Vour Hundroa pays | )| Vour Three Yoars ]

[Cres v o [ I s m o 1o [ o oo J[ven [ veerszsres ]

Strategic imperatives and enablers drive the selection of key initiatives

Key initiatives

— 1P 1P 1P

‘The strategy should reinforce a central and simple vision Westpac

Vision Apirational state for

New CEO The Strategy Pyranid
Major
Australian

Bank

& 2 O

La rg e Tea m exa m p I e Different phases of the new role have different demands

Before Your Hundred Your Three
You Start* Days Years
Give yourself a Quickly set the Deliver
flying start tone and direction the results
. o in
o

N
(x

« Listen, look, learn
« Get control of the 'real’
numbers.

« If appropriate, siaughter
some sacred cows

« Atticulate your vision

Feople
and valt

) 4

Full support for HDP development: é

Afull team of six FTE professionals worked with the externally appointed e

CEO of a major Australian Bank to develop her Hundred Day Pan. The T —
engagement commenced six weeks before day 1. m
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Hundred Day Plan — 1illustrations of pricing associated with

support options

Product and support Example role License fee Coaching Team support
HDP Lite
US $1,000
Methodology only
HDP Template
UsS $10,000
HDP Lite 3-5 days
New GM US $1,000 US $5,000pd*
Coach and Training o:ga?i:z:!m
HDP Template 3- 15 days
USs $10,000 US $5,000pd*
New CEO HDP Template 7 - 15 days
Small Team example Medl P yS 75 - 125 days
‘;L';m US $10,000 US $5,000pd US $1,500pd*
New CEO
Large Team example Major HDP Template 10 - 20 days 150 - 250 days
Australian Us $10,000 US $5,000pd* US $1,500pd*

Bank

*: Day rates are illustrative average day rates, actual rates to be established via a BAF® process to select accredited HDP affiliates
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Internal Consulting Group

I Email enquiries@internalconsulting.com or
visit our website at www.internalconsulting.com

Internal Consulting Group

UNBUNDLED CONSULTING « PROJECT SUPPORT » CAPABILITY BUILDING « PROFESSIONAL ASSOCIATION




