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DEVELOPMENT OF THE PERFORMANCE IMPROVEMENT PLAN

REFLECTING THE VIEWS OF CUSTOMERS AND MEMBERS

· The need to develop a Performance Improvement Plan following Best Value Reviews is an established part of the best value process.

· During the Best Value Review of the strategic options for Salford's Support Services, the Council's Corporate Services Directorate (along with colleagues in the Personnel and Performance Division) undertook fairly extensive consultation and sought to challenge its current service delivery arrangements.

· A number of common themes started to emerge from this exercise, including comments that we are not a 'support' service, but actually an essential core component of front line service delivery.  (It should also be borne in mind that the Directorate's services include a significant proportion of direct services to the public).

· Whilst the Directorate has always sought to be 'customer focused', the review has forced us to consider how effectively we actually achieve this object.  Internal customer comments, such as "The Directorate tells us what services it thinks we should have, rather than what we actually want", indicate that we need to reconsider our customer relationships and address this critical issue.

· Consultation with our own staff identified improvements necessary to ensure the effective delivery of services.

· Both an external 'Challenge Panel' and the City Council's Members felt that wholesale externalisation and partnership would not be the right option for the Directorate at this juncture.  The message from the Best Value Review was that we should instead concentrate on improving the performance of our internally provided services.

· Our Performance Improvement Plan seeks to address the weaknesses identified during the review.  It reinforces the Directorate's vision to have "Customer led, vital services" and identifies SMART Performance Indicators and actions both at a strategic level and an operational level.  It also contributes to the City Council's corporate pledges and its requirement for 'Efficient and Effective' services.

· At the strategic level the Best Value Review has concluded that the following areas require strengthening :-

· Performance Management / Benchmarking

· Service Level Agreements and Service Standards

· Consultation / Communication

· Innovation and Partnership

· Change Management

· Staff Development



SLA's AND SERVICE STANDARDS STRATEGIC PIP

RESPONSIBILITY : JOHN SPINK

OBJECTIVE
ACTION
PERFORMANCE MEASUREMENT/OUTCOME
RESPONSIBILITY
RESOURCES ALLOCATED
TARGET DATE








To improve the effectiveness of service level agreements so that they become a means of client directorates having a full understanding, and an appreciation of the value for money, of the services they want and receive from Corporate Services
Prepare and issue proposal document, and enter into consultation, about updated Service Level Agreements for each client directorate for services provided in 2001/02 to :-    

(a) establish a proper baseline position, and         (b) ensure a better under-standing by clients of the services they are currently receiving and their value for money


Completed Service Level Agreement document for 2001/02

Appropriate benchmark information to provide suitable indicators of value for money

Individual meetings with all client directors

Updated client directorate and Corporate Services Directorate budgets to reflect agreed Service Level Agreements for 2001/02

Monitor actual service levels against SLAs quarterly
Head of Finance with input from senior management of each division

Heads of Function

Director of Corporate Services

Head of Finance

Heads of function
Senior management and appropriate team leaders plus accountancy support 

Heads of Function plus appropriate team leaders and accountancy support 

Support from Senior Management Group where appropriate

Accountancy support 

Accountancy support


Completion by 2nd  November, 2001

Completion by 9th  November, 2001

Completion by 30th   November, 2001

Completion by 16th   November, 2001

30th June, 30th September,

31st December, 31st March


Consult with client direct-orates on the services they require for 2002/03 with a view to ascertaining :-

(a) any changes to standards, 

(b) any changes to volumes,

(c) new services, and

(d) services no longer required
Individual meetings with all client directors

Review service standards and level of service provision in response to directors requirements

Update client directorate and Corporate Services Directorate budgets to reflect agreed Service Level Agreements for 2002/03

Review impact upon Corporate Services Directorate budget and resources for 2002/03

and identify appropriate action
Director of Corporate Services

Heads of Function

Head of Finance

Heads of Function
Support from Senior Management Group where appropriate

Heads of Function

Accountancy support 

Heads of Function plus appropriate team leaders and accountancy support 
Completion by 31st   December, 2001

Completion by 31st December, 2001

Completion by 31st   December, 2001

Completion by 31st January, 2002 


Establish a regular consultation process to review the performance of  services and to refine information requirements


Quarterly review meetings with client directorates
Director of Corporate Services
Support from Senior Management Group and accountancy where appropriate


Reviews completed within one month of quarter end, ie by 31st July, 31st October 31st January and 31st May


Establish a timetable for the negotiation and agreement of annual Service Level Agreements for 2003/04 onwards

Consider the need for an account management role for Corporate Services as the focus for customer liaison
Annual timetable set by agreement with Directors Team

Report on the need for such a role to be presented for decision to Senior Management Group
Director of Corporate Services

Head of Finance
Support from Senior Management Group where appropriate

Support from senior management group
Completion by 31st   March, 2002

31st March, 2002

PERFORMANCE MANAGEMENT AND BENCHMARKING STRATEGIC PIP

RESPONSIBILITY OF: ALLISON LOBLEY

OBJECTIVE
ACTION
PERFORMANCE MEASUREMENT / OUTCOME
RESPONSIBILITY
RESOURCES ALLOCATED
TARGET DATE








To improve the effectiveness of the Directorate’s performance management system, thereby contributing towards the delivery of Corporate Services’ vision “To provide customer led vital services”, and assist in meeting the City Council’s corporate pledges.
· The Directorate recognises that a comprehensive performance management system must be developed and implemented. We therefore intend to:


· Annual Directorate Service Plan to be drafted following production of annual Performance Improvement Plans.


· Strategy Development Team to have responsibility for compilation of the Plan.


Strategy Development Team and Team Leaders
· Service Plan produced by 31st March each year.

· Annual Performance Improvement Plans to be produced by 31st December 2001, and this time each year ready for implementation from April the following year.




· Review the current Performance Indicators for each service and develop a suite of appropriate key and management Performance Indicators which are clearly linked to the Directorate’s Service Plan, the Best Value Performance Plan and the corporate objectives and performance management framework.

· Produce Performance Improvement Plans for each service area following discussions with staff, thereby providing a clear link between service providers and the Service Plan. 
· Develop systems to collate, monitor and report information as appropriate.
· Review undertaken and new suite of Performance Indicators produced.

· Performance Improvement Plans prepared for all service areas this year, and reviewed in future years leading to the production of the annual Service Plan.

· Systems in place across Directorate.
· Strategy Development Team and Team Leaders.

· Team Leaders and appropriate monitoring staff  supported by Strategy Development Team.

· Team Leaders supported by Systems Analyst and Strategy Development Team.



· 31st December 2001

· 31st December 2001

· 31ST December 2001.




· Monitor progress and achievements monthly against the Performance Improvement Plans.

· Monitor progress and achievements monthly against the Performance Indicators contained in the Best Value Performance Plan.


· Monthly reports from all services areas on progress against Performance Improvement Plans and against Performance Indicators in Best Value Performance Plan indicating reasons for any underperformance, barriers to improvement, proposed action to be taken and the timescale for the action.
· Team Leaders

· Monthly




· Take action to deal with those areas where performance is below target

· Each year, review appropriateness of targets contained within Performance Improvement Plans in the light of actual performance and any changes in service provision.


· Quarterly report to Quality and Performance Committee and Cabinet on key Best Value Performance Indicators and Performance Improvement Plans (plus exceptions)

· Monthly report to Senior Management Group and Lead members on progress against Service Plan, Performance improvement Plans and Best Value Performance Indicators (exception basis) identifying corrective action to be taken

· Findings of review reflected in Performance Improvement Plans and Best Value Performance Plan
· Strategy Development Team

· Team Leaders supported by Strategy Development Team.

· Senior Management Group

· Team Leaders supported by Strategy Development Team.

· Senior Management Group



· Quarterly

· Monthly

· 31st December


· The Directorate recognises that the availability of high quality benchmarking information for all services Is mixed. We therefore propose to:





 
· Identify process benchmarking gaps across the Directorate in order to concentrate efforts in those areas.

· Assess where the training needs are to enable staff to undertake process benchmarking.

· Ensure that each service area enters into process benchmarking arrangements with at least two other service providers.

· Ensure that the information is exchanged at least once a year with other service providers.

· Ensure that the results of the benchmarking exercise are fed into the service planning process.

· Review the results of Best Value reviews of services which have already taken place to provide up to date information on current best practise to Team Leaders.


· Report produced for consideration by Senior Management Group.

· Report produced for consideration by Senior Management Group.

· Process benchmarking arrangements established for each service area.

· Information exchanged.

· Each service area to produce a report on the outcome of the benchmarking exercise, which will be used to inform the development of Performance Improvement Plans and the Service Plan for the following year.

· Report produced for each service area.
· Strategy Development Team

· Strategy Development Team

· Team Leaders supported by Strategy Development Team

· Team Leaders

· Team Leaders supported by Strategy Development Team

· Strategy Development Team
Strategy Development Team and Team Leaders
· 30th November 2001.

· 30th November 2001.

· 31st March 2002.

· 30TH September 2002.

· 30th November 2002.

· 30th November 2001.









· The Directorate recognises that regular performance appraisal of all staff is the foundation upon which an effective performance management system is based. To that end we propose that:

· All staff be appraised on an annual basis with a six monthly review of progress included.
· Co-ordinated and monitored appraisals to be carried out for all staff.
· Personnel Team

· Divisional Heads

· Team Leaders
· Personnel Team

· Divisional Heads

· Team Leaders
· Appraisals to be completed by 31st December each year.















CONSULTATION / COMMUNICATION STRATEGIC PIP

RESPONSIBILITY : ANDY ROBERTS

OBJECTIVE
ACTION
PERFORMANCE MEASUREMENT / OUTCOME
RESPONSIBILITY
RESOURCES ALLOCATED
TARGET DATE








To contribute towards the delivery of Corporate Services vision “To have vital, customer led services” which accurately reflect customer requirements and assist in meeting the City Council’s corporate pledges. 
· The Directorate recognise that there have been weaknesses in the current approach to consultation.  We, therefore, intend to compile an annual Consultation Plan which ensures :-
· Annual Directorate Consultation Plan.

· Annual/Bi-Annual Consultation Implementation Plans for all services.
· SDT to have responsibility for compilation of the Plan.

· All Team Leaders to have responsibility for supplying appropriate information to SDT.
· SDT

·  Clerical/administrative support on Council Tax and Benefits consultation, as required.

· Team Leaders
December, 2001, for publication of Plan.

(consultation exercises to be programmed to take place on a phased approach)









· That all Divisions carry out consultation with customers at least once every two years through a designated customer representative.

· Each Division uses the information from consultation exercises by formulating an 
Implementation Plan which is fed directly into service delivery and monitored by SMG.


*
Part of the Consultation Plan will include a requirement to feed back the results of consultation to customers (both internal and external).
· Feedback/dialogue with customers.
· Analysis of consultation to be undertaken by SDT.

· Implementation of findings to be the responsibility of Team Leaders with support from SDT.

· SMG to monitor.











· Each service to maintain an index of customer satisfaction levels, measuring annuall/bi-annual changes in customer satisfaction.
· Annual / Bi-Annual Customer Satisfaction Index.
· All Team Leaders
Support from SDT where necessary.
· Customer satisfaction index developed by December, 2001.

· December, 2002, for publication of first Directorate Customer Satisfaction Index.









· Clarify customer expectations / requirements by producing service standards, across the Directorate, following discussion with customers and SLA negotiations.  This is to ensure that the customer gets the service they want rather than the service we think they want.


· Service Specification for each service area, detailing minimum standards/quality which customers can expect to receive.
· All Team Leaders for compilation of service specifications.

· SMG to monitor.
N/A
March, 2002, for all service specifications to be compiled.  Documents to be reviewed and updated annually.

To improve communication channels across the Directorate, with staff, Trades Unions and Members.
· Make more effective use of the Council Intranet by promoting two way communication through interactive facilities, including a Q & A (questions and answers) facility and a suggestions for improvement link. Staff access to other key documents also to be made available, including : 


-SMG minutes 


-Quarterly team leader meeting minutes


-Departmental consultation outcomes and action plans


-Performance Indicators


-Regular updates on all major initiatives


-Attendance Management Policy


-Training Development Programme


-Induction and Appraisal guidance


-Allowances and expenses 


-Holiday arrangements.
· Electronic bulletin board and interactive facilities introduced into Corporate Services intranet “Home page”
· Dave Hunter

December, 2001.









· Re-launch of "Grapevine" Directorate newsletter in electronic format (But with paper copies available) and circulated to all staff, Corporate Services Lead and Deputy Lead Members and Quality and Performance Scrutiny Committee Members.
· Grapevine publication resumed.
· Alan R Eastwood
Editorial Team
December, 2001









· Ensure that all areas of the Directorate have fortnightly Team Meetings; and that Service Plan targets, P.I.P. targets, and any BVPP or Local PI's., feature as standing agenda items.
· Fortnightly Team Meetings across all areas of the Directorate.
· Function Heads
N/A
December, 2001









· All members of staff to be appraised by their Line Manager on an annual basis, initially by  28th February, 2002 and thereafter by no later than 31st December each year.  Appraisees to have prior sight of Service Plan objectives and how these link to personal targets.
· Completion of appraisals for all staff.
· Staff with responsibility for appraisals.
N/A
Staff appraisals to be carried out by no later than 31st December each year.









· The initiatives proposed in this Performance Improvement Plan be the subject of a formal “Launch” with staff and customers explaining what changes will take place and how and by when they will be implemented.
· “Launch” for staff through e-mail and quarterly team leader meeting.

· “Launch” for customers at a meeting of Directors Team. 
· SMG/SDT

· Alan Westwood
N/A
· December, 2001

· December, 2001


· Undertake Bi-annual staff satisfaction survey. 

 
· Bi-annual staff satisfaction survey.

· Feedback results of 2001 survey.
· Business Excellence Model People group
£11,000 for 2002 survey and budget for future years.
· Feedback of 2001 survey by December, 2001.

· 2002 survey by June, 2002


· Initiate regular, quarterly Team Leader meetings with SMG, with opportunity for two-way communication.
· Quarterly meetings with ALL Team Leaders.
· SMG/SDT
N/A
Meetings to commence from October, 2001.

INNOVATION & PARTNERSHIP STRATEGIC PIP

RESPONSIBILITY OF : ALAN EASTWOOD/MAURA BROOKS
OBJECTIVE


ACTION
PERFORMANCE

MEASURE/OUTCOME


RESPONSIBILITY
RESOURCES ALLOCATED
TARGET DATE

To seek effective/efficient methods of Service Delivery that benefits the City and the Community
· Ensuring continued and co-ordinated roll-out of the Customer Contact strategy in accordance with the 5-year plan – see www.salford.gov.uk/pathfinder

· Details are included in the  5-year statement for implementing electronic government –  see www.salford.gov.uk/pathfinder
· Lead:       Maura Brooks
· Details are included in the  5-year IEG - see  www.salford.gov.uk/pathfinder
· End of: 2005


· Submit bid for a Pathfinder Strategic Partnership

· Develop Salford Advance
· Better service delivery

· Skills transfer

· Ability to generate income through new service offerings or leverage of grants

· Opportunity to benefit from investments already made, or gain economies of scale


· Lead:         Mike Willetts
· To be levered in IT Services as the result of internal     re-organisation of responsibilities

· Assistant Director in Legal Services is support
· Business Plan Development commences: November 2001

· Shadow Organisation in place:       Quarter 1, 2002


· Ensure there is sufficient strategic managerial capacity to deliver the benefits of new models within IT Services and Customer Services
· New organisational structures in place within    IT Services, Customer Services and part of the Finance Division
· Lead:       Maura Brooks
· To be levered as the result of internal re-organisation of responsibilities
· Consultation: November 2001

· Implementation shadow organisation: December 2001

· Review:        June 2002




· Seek partnerships to assist in delivery of specialist Legal Services

· Develop legal framework

· Prepare advert and specification

· Ensure there is sufficient strategic managerial capacity to deliver the benefits of new models within Legal Services


· Better utilisation of skills and services

· Skills transfer

· Better use of market for specialist skills
· Lead:          Alan Eastwood
· Assistant Director            (six months, initially)
· December 2001


· Explore potential for a range of new service offerings (including potential for partnership with other Local Authorities and public sector bodies). These will be further developed in operational PIPs, e.g. 

· Contact Centre: new market offerings

· Out-of-Hours: collaboration with others

· Internal Audit: consultancy to Local Authorities

· Printing: other Directorates


· Present interim findings on initial analysis
· Lead SMG

· Individual responsibilities to be allocated within operational PIPs
· To be allocated/assigned within operational PIPs
· Feedback:  March 2002


· Develop the business case for teleworking
· To aid accommodation shortages and enhance extended opening hours


· Lead: Personnel / Maura Brooks
· Project Manager
· Interim feedback: March 2002

STAFF DEVELOPMENT AND MANAGEMENT

RESPONSIBILITY : GEOFF TOPPING

OBJECTIVE
ACTION
PERFORMANCE MEASURE/OUTCOME
RESPONSIBILITY
RESOURCES ALLOCATED
TARGET DATE

To ensure that staff resources can deliver effective services to customers








Recruitment
To ensure that the most appropriate staff are recruited and retained to deliver the service and to ensure that recruitment procedures are efficient


Recruitment
All team leaders to receive training in recruitment and selection procedures

Review recruitment procedures to ensure that they are streamlined and that selection is made from a wide range of applicants e.g. job fairs, recruitment open days, internet, marketing the organisation

Review criteria for the appointment of team leaders to ensure that appropriate emphasis is placed on the managerial requirements of the position in job descriptions, person specifications, selection

Consider the potential to establish a ‘recruitment pool’ for temporary jobs 

Review staff turnover and the requirement for retention schemes in specific service areas


Team leader training completed

Report on alternative recruitment approaches completed

All job descriptions, person specifications and selection processes to be reviewed for all future team leader appointments

Report identifying the advantages and disadvantages of such an approach to be presented to SMG for consideration

Report identifying turnover rates and the application of retention schemes to be submitted to SMG
Personnel Team

Personnel Team /

Central Personnel

Heads of Function/

Personnel Team

Personnel Team

Personnel Team

30th June 2002 (Chairs of Panels)

31st Dec 2002   (Others)

31st March 2002

Prior to any team leader appointment

30th April 2002

31st March 2002

Staff Appraisals

To appraise all staff to ensure that they are aware of the objectives of the service and that individual performance is assessed against those objectives
Staff Appraisals
Staff appraisal procedures and related documentation to be placed on intranet for use by appraisors

Appraisors to complete all 2001/02 appraisals

Appraisors to complete all 2002/03 appraisals

Ensure that appraisals for all staff are completed within the above timescales

Training requirements arising from appraisals to be submitted to Personnel Team 

Prepare training programme and notify team leaders and staff of the programme, including the outcome of requests for training
Procedures and documents available

2001/02 appraisals completed

2002/03 appraisals completed

All appraisals completed

Training plans 2001/02 appraisals submitted

Training plans 2002/03 appraisals submitted

Training programme completed for 2001/02 appraisals

Training programme completed for 2002/03 appraisals
Personnel Team

Appraisors

Appraisors

Personnel Team/Heads of Function to monitor compliance and ensure appraisals are completed

Team Leaders

Team Leaders

Personnel Team

Personnel Team



30th November 2001

28th February 2002

31st December 2002

28th February 2002

31st December 2002

31st March 2002

31st March 2003








Attendance Management

To ensure that absence levels are effectively managed to maintain effective service delivery


Attendance Management

Attendance Management policy, procedures and documents to be made available on intranet

Responsibility of team leaders to implement the policy to be reinforced

Sickness targets to be communicated to all team leaders

Review procedures for reporting and recording sickness ensuring all sickness is recorded on SAP

Ensure all interviews arising from staff hitting sickness trigger points are undertaken. Personnel Team to check compliance

Sickness monitoring reports to be considered by SMG monthly
Attendance management documents available 

Team leaders aware of requirements of policy and responsibility

Team leaders aware of target

Sickness recording procedures verified

Sickness interviews completed

Monitoring reports presented, proposed action  minuted
Personnel Team

Head of Law & Admin/Personnel

Head of Law & Admin and Personnel Team

Head of Law & Admin / Personnel Team/Support Services

Team Leaders/Personnel Team

Support Services



30th November 2001

6th December  2001

6th December 2001

31st December 2001

1st January 2002

1st January 2002




Ensure that arrangements for covering sickness are put in place particularly in the case on long term sickness and that staff covering sickness absence are supported


Sickness cover arrangements put in place and regular communication takes place with staff covering absences
Team Leaders

1st December 2001

Communication
Ensure that all staff in the directorate are adequately informed and motivated to deliver an effective service
Communication
Regular meetings of all team leaders and SMG to be held to communicate and discuss issues relating to the whole directorate

Minutes of SMG meetings to be circulated by e-mail and posted on intranet

Minutes of team leader meetings to be circulated to all staff within appropriate services

Team leaders to be provided with access to SOLAR together with user instructions

Team Leaders to hold staff meetings on a regular basis

Regular newsletters to be issued to all staff about significant developments in the Corporate Services directorate


Quarterly meetings arranged

Minutes available

Minutes available

SOLAR access available

Team meetings held at least monthly

Newsletters issued quarterly or as appropriate
SDT

Head of Law & Admin

Heads of Function to nominate

Head of Law & Admin

Team Leaders

SDT



1st November 2001

1st December 2001

1st December 2001

1st December 2001

1st December 2001

1st November 2001

Budget Management

Ensure that the directorate’s financial resources are effectively deployed and managed in accordance with service objectives 


Budget Management

Determine appropriate budget managers across the directorate ensuring responsibility is delegated to an appropriate level

Allocate responsibility for the management of appropriate budgets to the above managers

Develop delegated budget management guidelines, communicate to budget managers and post on intranet

Budget managers trained in the use of SAP for budget monitoring

Implement delegated budget management

Review Corporate Services budget preparation process for the 2003/04 budget to include budget managers
Agreed list of budget managers

Responsibility clarified

Guidelines issued

Training completed

Budget management procedures implemented

Budget preparation process agreed


Heads of Function

Heads of Function

Head of Finance

Corporate Accountancy/E-merge

Heads of Function

Head of Finance



1st January 2002

1st January 2002

31st March 2002

30th April 2002

1st May 2002

31st July 2002



Procedures
Communicate staffing procedures and guidelines to all managers and staff to ensure consistency

of approach


Procedures
All procedural guidance e.g. induction, appraisal, attendance management, allowances and expenses, holiday arrangements, to be made available on the intranet for all managers and staff


Procedure manuals and guidance posted on intranet


Personnel Team

31st December 2001

Support Systems

Ensure the efficient and effective systems are in place to manage staff resources


Support Systems

Continue to develop the SAP system particularly the HR facilities for recruitment, training, personnel development, management information
Delivery of Emerge development plan


Emerge team to co-ordinate



Go live dates to be agreed following detailed project planning



Customer care

Ensure all appropriate staff receive and undertake customer care training


Customer care

Consider the potential of expanding customer care training to include those staff involved in providing services to internal customer
Training requirements to be assessed and training provided
Heads of Function/Team leaders/Personnel team

31st December 2002

Training

Ensure that staff training is adequate and appropriate to the objectives of the organisation
Training

Review the range of training courses provided on an annual basis including:

· Technical training

· Management training

· IT training

· Seminars

Review the adequacy of the budget provision in resourcing the annual training plan


Range of available training courses reviewed and agreed 

Budget provision reviewed and adjusted
SMG/Personnel Team

SMG/Personnel Team

1st April 2002

30th September 2002

CHANGE MANAGEMENT STRATEGIC PIP

RESPONSIBILITY OF: MIKE WILLETTS / MIKE BLEESE
AIM: To strengthen the capacity of Corporate Services to cope with change through the development of a Change Management Methodology embodying the three fundamental components of: Clarity of Vision,Commitment and Engagement; Capacity Building and Project Management 
Ref
Objective
Action
Performance Measure/Outcome
Responsible
Resources Allocated
Target

Date

1

2


Vision, Commitment and Engagement..

Devise a Methodology for Managing Change in order to establish a vision and involvement for individual projects within Corporate Services’ Change Programme and their relationship to the Council’s strategic agenda in order to improve the success rate of their achievement 

Capacity Building…

To strengthen managerial capacity to plan and deliver agreed changes 


· Devise Methodology

· Training in use of Methodology 

· Launch of Methodology

· Consider the role of Supervisor / middle management in change process


· Methodology documented and circulated

· Officers Trained:

· SMG 

· Team Leaders

· Launch of new approach:

· SMG

· Team Leaders

· To produce a Discussion Document on the future roles and responsibilities of managers / supervisors in the change process 
MB/MW

MB/MW

SMG

Team Ldrs

MB/SMG/

SDT


MB/MW/FA

PSO

FA/PSO

SMG

Team Ldrs

MB/SMG/SDT/

Team Ldrs
Mar 2002

May 2002

Oct 2002

Jun 2002

Sep 2002

Mar 2002

3


Project Management…

To adopt standardised methods tools and techniques and strengthen skills
· Implement a Salford Version of PRINCE 2 Project Management Methods, tools and techniques, supported by MS Project Tool by which to plan, manage, deliver and review the Change Programme 
· Finalise standards currently in development within Directorate

· Officers Trained:

· SMG 

· Team Leaders


MW

MW


MW / PSO

PSO
Apr 2002

Jul 2002

Oct 2002

(LEGEND:  MB – M Bleese,  MW – M Willetts,  FA – Fola Agbayalla,  PSO – Project Support Office, SMG – Senior  Management Group,  SDT – Strategic Development Team )



Operational Performance Improvement Plans will be drafted to link into the strategic objectives.  The diagram below illustrates the Directorate approach:-
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