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What is the Workforce
Development Plan?

Overview

Rochford District Council’'s Workforce
Development Plan reflects the Local
Government Workforce Strategy which has
five strategic priorities as outlined in the
table below.

Organisational development

Effectively building workforce support for
new structures and new ways of working to
deliver citizen-focused and efficient
services, in partnership.

Leadership development

Building visionary and ambitious
leadership, which makes the best use of
both the political and managerial role,
operating in a partnership context.

Skill development

With partners, developing employees’ skills
and knowledge, in an innovative, high
performance, multi-agency context.

Recruitment and retention
With partners, taking action to:

e address key future occupational skill
shortages

e promote jobs and careers
e identify, develop and motivate talent
e address diversity issues

Pay and rewards

Modernising pay systems to reflect new
structures, new priorities and new ways of
working.

Source: I&DEA (Improvement & Development
Agency — 20 August 2009)

It is a vehicle to integrate Local
Government priorities and Rochford
District Council’s priorities and key
objectives, as well as the expectation that
all employees contribute to its progress
and achieve the intended outcomes of the
plan and make a difference to the
performance of Rochford District Council.

How has the plan developed?

This Workforce Development Plan has
been put together by the Senior
Management Team and Human
Resources and will be a working document
that is owned by all service areas for the
forthcoming five years. (See Appendix 1
on how the Workforce Development
Plan is developed and progressed.)

It is imperative that this document is
embedded within the organisation and
integrated with other strategies and plans,
for example Rochford District Council’s
values, Corporate Plan, Divisional Plans,
Equality & Diversity Strategy, Investors in
People. Therefore, all staff should be
informed of its existence and what it is
intended to achieve.

What is needed to improve the
implementation of a Workforce
Development Plan?

It has been identified and agreed that there
needs to be:

e A simplified model
e A Workforce Development Plan owned
and driven by Senior Management

Team, supported by Human Resources

e Links with other plans and agendas e.g.
Investors in People

o Staff, Members and Partners to be fully
engaged

Making a Difference
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Why have a Workforce Development
Plan?

To enable:

o Effective leadership with vision and
ambition

e Responsive and innovative approaches

e Continual review of strategies, seeking
ways to streamline and improve
efficiency and effectiveness

e Minimise risks and impact on services
e Staff to feel empowered and motivated
e Measures of Success to be celebrated

e Above all, a well developed plan will
enable Rochford District Council to
attract and retain staff with the skills
and attitudes needed for future success

Review Plan
For the Future
Regularly the Right
ACIUOn a:d People Skills
mpac Place Time

Take Action
Deliver Results

Introduction to Rochford District
Council

The Vision

The Council’s vision is:

To make Rochford District a place
which provides opportunities for the
best possible quality of life for all who
live, work and visit here

The Council cannot deliver all services and
improvements without its partners. To that
end we are involved in a range of
partnerships including the Local Strategic
Partnership which shares our vision. The
Local Strategic Partnership is responsible
for delivering the Sustainable Communities
Strategy 2009 — 2021 which identifies
shared priorities for the District.

The Local Strategic Partnership also links
the partners to the broader county Local
Area Agreement. This is an agreement
between central and local government. It
includes a number of performance targets
that the partnership works towards.

The main themes of these targets are
focused around the Council’s four main
corporate objectives for 2010 — 2015,
these are:

. Making a difference to our people

. Making a difference to our
community

B Making a difference to our
environment

Making a difference to our
local economy

Our vision and our four corporate
objectives translate into the things that we
do; our key strategic documentation such
as the Corporate Plan, the Local Plan and
the emerging Local Development
Framework (LDF); the services we deliver
and the facilities we provide. It is our
intention that these are complementary
with the Sustainable Community Strategy
and the Essex Local Area Agreement and
this Workforce Development Plan is to
support the implementation of these
strategies and plans.

In working to achieve our vision and
ensure delivery against our corporate
objectives the Council will carry out its
work in accordance with a set of values
which it thinks are important.

Making a Difference
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e Be an open, accountable, listening,
responsive Council

e Put the customer and citizen at the
heart of everything that we do,
delivering services in a caring and
sensitive manner.

e Coordinate the management of
resources with an emphasis on
sustainability.

e Value the contribution of partners,
employees and citizens, trusting each
other and working collaboratively.

External Factors impacting on
Workforce Development

The Economy and Public Sector
Finances

The national economic situation appears to
be entering a period of slow recovery but
local authorities can expect to see
reductions in government funding over the
coming years. All Local authorities are
planning for this and making efficiency
savings but the ongoing financial situation
may have an impact on our staff. As a
result there will need to be a creative
approach to recruitment, retention and
reward strategies to continue to improve
the delivery of increased customer
expectations in these challenging times.

Value for Money

This emphasises the need for local
government to become less bureaucratic
and effectively do more, with less. Already
embedded into the way we work at
Rochford there is a constant need to
existing processes, reconfigure services
and implement improved service provision.

Service provision could be met by use of
partnerships and shared services across a
number of organisations. It should also be
recognised that the pace and rate of
change will also be a challenge to the

workforce in general and this can manifest
itself in higher levels of stress within the
workplace.

Total Place and Shared Services

A key element of public sector service
development is in the drive for shared
service provision and in demonstrating
considerable savings to public sector
finances by providing services with other
public sector bodies and in particular other
local authorities.

Local Strategic Partnership and Local
Area Agreements

Local Strategic Partnerships and Local
Area Agreements are multi-agency
approach to the priority outcomes that
impact on the life of people who live in
Rochford. This approach covers the public,
private and voluntary sector. Within these
partnerships there is greater emphasis and
working alongside other agencies with
opportunities for shared service provision
and staffing.

Outsourcing and contractual
partnerships

Rochford has already entered into
successful partnerships with the private
sector to provide day to day services for
the public. The services include waste
collection, recycling, cleansing and leisure
centres.

Demographics of the District

Public expectation around the range,
choice and quality of services continues to
grow. Demographic factors at both ends of
the age profile will impact due to an ageing
population overall and the need to do more
for young people.

Work life Balance

Work life Balance is often stated as one of
the key areas for employee satisfaction (or
dissatisfaction). This trend is likely to
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continue but poses challenges in terms of
effective policies and management of the
individuals concerned. Rochford has
already adopted a range of measures in
support of flexible working and will
continue to do so. This includes a popular
flexi-time scheme, different working hours,
e-learning and remote or home working
arrangements.

Opportunities to Seize

e The Council has a strong reputation
and standing in terms of local customer
service. This provides a strength to
build on for the next five years using
the Council’s biggest asset — the staff.

e External assessments e.g. Investors in
People (liP), Comprehensive Area
Assessment have all commented on
the Council’s staff having a ‘can do’
attitude and approach to work and
service provision.

e There is evidence of good practice in
customer responsiveness and building
a flexible and adaptable, as well as
highly skilled workforce and it is
important to ensure that this is
consistent across the whole Council.

e The Council is committed to invest in
the local community and workforce,
building on our own talent locally, for
example apprenticeship programmes,
work placements, partnership working
with Jobcentre Plus, mentoring local
colleges and implementation of the staff
volunteering scheme within the local
community.

e Recognition awards have been
achieved, for example, National
Recycling Award, Revenues & Benefits
Charter Mark status and Plain English
Campaign, Investors in People,
Equality & Diversity Level 3, and
Disability Symbol, which demonstrates
the Council’'s commitment and
programme towards an excellent
guality service.

Workforce Profile Summary 2009
— 2010

It is important to identify the profile of the
workforce in order to identify the key
priorities needed to develop the workforce.
Outlined below are the key statistics that
have helped inform the workforce
development plan for 2010 — 2015 and the
action plan for Year 1.

Gender Breakdown

Although 62% of the workforce are female,
this is not reflected in the management
structure, with 62% being male. Therefore,
there needs to be an analysis to ascertain
the reasons for females not reaching
management level. Positive actions to be
identified to support females in the
workplace, build their confidence and
encourage their career development up to
management level.

Age profile

/- 38%

O Male
B Female

62%—"

It is evident from the chart below that there
is a concern that 35% of the workforce,
may be considering leaving the authority,
particularly with the introduction of a
flexible retirement policy. As a result it is
key that there is a focus on identifying key
roles that should have succession plans in
place to minimise any impact of staff
leaving. It will also provide staff with
career path options and a focus for future
development, which will help to motivate
and retain key staff. 73% of those staff
aged below 50 are female and 58% over
the age of 50 are male with a number in
management positions.

Making a Difference
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Staff Affected by Disability

According to the Council's QPR statistics
the percentage of the workforce declaring
a disability is 1.25%. Positive actions have
been taken and continue to be progressed
to raise awareness of the support available
to individuals affected by a disability and
the Council’'s commitment to recruit,
develop and retain staff. For example work
with the local JobCentre Plus continues
with the commitment to the Disability
Symbol and the Local Employment
Partnership.

Ethnicity Profile

The ethnicity profile of the Council reflects
positively at 2.92% against a community
profile of 1.30%. Extensive work has been
conducted to recruit candidates with the
key skills required and continue to develop
and retain these individuals, working with
the relevant authorities e.g. UK Border
Agency.

Sickness Absenteeism

Absence due to sickness rates remain low
at 4.17 days per employee over the first
three quarters of 2009/2010. There has
been an increase in absenteeism during
Quarter 3, however, this is due to a
number of long term sick cases which have
during early part of Quarter 4 either
concluded or are being closely managed.

Areas for Development

Human Resources policies and procedures
are in place for staff and managers.
Managers at all levels, including
supervisory, appear to be confident in
raising issues and concerns, however, they
need the knowledge, skills and confidence,
as well as the tools to carry out the people
management aspect of their role. The
objective being to resolve without the need
to instigate formal proceedings, unless the
seriousness of the case warrants
immediate formal processes.

Rochford’'s Workforce Issues
Identified

During the development of this Workforce
Development Plan, there have been seven
key workforce issues identified across the
Council as outlined in the table below.

These workforce issues need to be
addressed over the forthcoming five years
to ensure that Rochford District Council
develops a sustainable workforce that has
the relevant knowledge and skill set to
meet the demands of its customers
including the residents, local businesses
and other external public bodies.

In addition, it is imperative that this plans
takes account of the external factors, both
nationally and locally, which are impacting
significantly on the Council and its
services. As well as ensure any
opportunities are seized and used to their
full potential in an efficient and effective
manner with measurable outcomes
demonstrating positive affect.

e |dentification and development of
middle managers and supervisory level
in people management.

e Management of organisational change
at all levels of the organisation.

Making a Difference
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Building and sharing knowledge base
to improve capacity and service
delivery.

Development of a flexible and
adaptable workforce that will strive to
exceed customer expectations and
Government agendas.

Development of partnership working
and skills of our partnering workforces
delivering services on behalf of the
Council

Improving communication skills
effectively, both internally and
externally to ensure information is
accessible and understood by all
individuals

Maintaining Member learning and
development arrangements that are
both specific to roles and responsive to
corporate objectives/priorities.

Ensure that Continual Personal
Development is available so that
specialist officers within the Council are
able to enhance their technical skills as
required.

Priorities for Year 1 of Workforce
Development Plan

An action plan has been developed for the
first year of this Workforce Development
Plan (See Appendix 2). The key priorities
and focus for Year 1 can be summarised
as follows:

Develop junior/first line supervisory
management tier in people
management issues. This level of
management need to be equipped to
deal with the day to day operation and
management of a team and its service
delivery. People management issues
include but are not limited to absence

management, on the job performance,
working relationships, handling conflicts
and difficult conversations which need
to be addressed and defused to
prevent matters from escalating.

Investigate and propose a succession
planning programme to include the key
roles across the Council to minimise
any risks to service delivery and will
encourage and motivate staff to
develop and progress, as well as
identify career path options which will
assist in the retention of good
performing staff and those that
demonstrate high potential.

Embed the re-organisation structure by
providing team building activities for
new and existing teams, awareness
raising sessions on the various service
areas across the Council, staff and
management development days on
specific service deliveries to further
enhance customer service (both
internal and external), as well as fully
utilise the Business Process Re-
engineering activity to identify ways in
which to further improve and build upon
efficiency and capacity.

Develop further existing and new
partnership working opportunities
across all service areas and how these
relationships can have a positive
impact on Corporate objectives.

Actively strive to achieve higher
recognition levels of existing
accreditations i.e. Investors in People,
Local Government Equality Standards,
which will have a positive impact both
internally with staff and managers, as
well as, externally in the public domain
demonstrating Rochford District
Council’'s commitment to its workforce
and the communities to which it serves.

Continue to enhance our
communication strategies ensuring all
forms are fundamental in everything we
do.
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e Continue to develop and deliver a
training programme for Members based
on training needs and the accreditation
requirements associated with the
Member Development Charter, which
the Council aims to achieve by the end
of 2010.

Summary Review

The purpose of this Workforce
Development Plan is to share the key
issues facing Rochford District Council,
how these will be addressed utilising staff
knowledge, skills and commitment to
delivering results to the communities in
which it serves.

It is imperative that this plan is owned by
all levels of the organisation, embedded
into the corporate planning cycle and fully
support the delivery of the Corporate Plan.
The Senior Management Team will lead on
the continual review, development and
implementation of this plan, supported by
Human Resources.

Priorities Identified for Years 2-5

The priorities for the second year of this
plan that have been identified include but
are not limited to:

e Conduct a full skills audit across all
service areas

e Develop and implement generic job
descriptions at all levels across the
Council

¢ Introduce Coaching/Mentoring sessions
for staff and managers as an
opportunity for development as part of
the MPR process

With the implementation of this Workforce
Development Plan and close monitoring of
progress by the Senior Management Team
and Human Resources, further priorities
will be identified for years 2-5.

It is intended that the action plan detailed
in Appendix 2 is a working document and
will appear on the agenda with each Head
of Service during regular Human
Resources meetings throughout the time
period of the plan.
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Appendix 1 — Developing the Workforce Development Plan

Development of

Rochford District Council
Workforce Development Plan

Human Resources

Meeting with Heads of Service
Considered strategic issues facing service
area, changes needed, customer
requirements, skills needed

/\

Human Resources Presentation

to Senior Management Team
Clarified what, why and how previously
managed, highlighted Central Government
Workforce priorities and what is
now needed

Senior Management Team

Development Day
Group Exercise to identify key issues, external
pressures, future requirements, Central
Government Agenda, Workforce
Requirements

—

Chief Executive Office
(including Human Resources and Corporate
Policy & Partnership Unit)

Workforce Development Plan drafted based
on Local Government Workforce Strategy
Priorities, Corporate Plan and Senior
Management Team feedback from the
Development Day

y

Executive Approval
of
Workforce Development Plan and
Year 1 Action Plan

Implementation
Approved Workforce Development Plan
cascaded to staff, internal committees,
partners and customers. Forms the basis of
the ‘My Performance Review’

Making a Difference

11

April 2010



Workforce Development Plan April 2010 — March 2015

Appendix 2 — Workforce Development Action Plan Year 1 — April 2010 — March 2011

Resource/
Budget
Implications

Outcome Measure
of Success

Links with

other Plans Lead Officer

Target Date

Issue/action

Organisational Development
1.0 Each service area to seek Divisional Officer time Heads of Work is underway | Each service area
opportunities with neighbouring Plans Services and opportunities to | identifies relevant and
authorities to develop and be fully identified by | appropriate services
implement shared services in HR DP 4.1 31 March 2011 to develop with
appropriate areas to improve neighbouring
specific service(s) delivery. authorities and
establish formal
agreement to
progress (i.e. next
steps)
2.0 Heads of Services to identify key [ Divisional Officer time Heads of Start 1 April 2010 in | Succession Planning
posts within the new organisation | Plans Services in view of restructure | Programmes
structure requiring a Succession conjunction and conclude 31 developed for key
Planning programme to minimise | HR DP 1.1 with HRM March 2011 to posts in each area
any risks to the Council implement 1 April and fully resourced for
2011 implementation in
2011.
Making a Difference 12 April 2010
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Issue/action

Links with
other Plans

Resource/
Budget
Implications

Lead Officer

Target Date

Outcome Measure
of Success

3.0 Develop, implement and embed a | Corporate Officer time Head of CPP | Work underway Improved customer
Corporate Social Responsibility Plan and quarterly satisfaction survey
Policy reviews to take results:
CPP DP place concluding
31 March 2011 Baseline Place
Survey 2008
NI 17,141 & 142
Recognition of
improvement at next
Investors in People
Assessment
4.0 Implement and embed the HR DP Officer time Head of CPP | Work underway Improved customer
approved Volunteering Policy: 2009/10 in liaison with | and Quarterly satisfaction survey
4.1 HR to amend existing HR policies HRM and reviews to take results:
and practices e.g. induction and HoS’s place and conclude
MPR to raise and awareness and 31 March 2011 Baseline Place
promote opportunity Survey 2008
4.2  Heads of Services to promote NI 16 to increase %
volunteering amongst managers participation
and teams across the service e.g.
via team meetings, MPR process Improved staff
4.3 Head of CPP to take responsibility satisfaction survey
for the gatekeeper of the results
Volunteering Scheme and
facilitate staff wishing to volunteer
through RRAVS and maintain staff
register
Making a Difference 13 April 2010
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Issue/action

Links with
other Plans

Resource/
Budget
Implications

Lead Officer

Target Date

Outcome Measure
of Success

5.0 Develop further community Sustainable Officer time Head of CPP | Work underway Improved customer
engagement activity to enhance Communities and Quarterly satisfaction survey
services and Council performance | Strategy reviews to take results

place and conclude

CPP DP 31 March 2011 Baseline Place
Survey 2008
NI 1, 2, 3, 4,5, 139,
140
Increased
involvement of the
public in the decision
making process of the
Council

6.0 To continue to retain Investorsin | HR DP 2.2 Officer time HRM in April 2010 — Achievement of liP
People Accreditation and achieve conjunction February 2011 Gold Status
Gold Status with Heads of

6.1 Progress a programme of themed Services
monthly ‘Gold Workshops’ for all
staff

6.2 Raise SMT awareness on the
workforce profile to inform
decisions on staff training and
development and e-learning
packages.

Making a Difference 14 April 2010
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Issue/action

Links with
other Plans

Resource/
Budget

Lead Officer

Target Date

Outcome Measure
of Success

Implications

7.0 Achieve Excellence in the Local HR DP 2.3 Officer time HoS CS Work underway Achievement of
Government Equality Standard and Quarterly Excellence Standard
E & D Action | External reviews to take
Plan Consultant place and conclude | Minimal development
Costs 31 March 2011 needs identified in
RDC'’s approach to
Equality and Diversity
8.0  Define and publish a rolling CS DP Officer time CEO in liaison | Work Underway Completion of BPR
programme of Business Process Re- with HoS CS, | 31 December 2010 | process for the
engineering (BPR) for the identified P&T DP HoS, P&T and identified priority
areas of RDC: BPR Team areas for 2010/2011.
11.1 Promote the process, its purpose
and benefits to staff A consistent approach
11.2 Publish Terms of Reference which to BPR across service
outline the positive steps to areas
change
11.3 Publish BPR Evaluation Reports Raised awareness
Priority Areas for 2010/2011: amongst staff on the
e Homelessness (commencing purpose and benefits
14 April 2010) of BPR and accepted
e 106 Planning Agreement as a positive
(Commencing — to be mechanism tp
confirmed) Improve service
delivery
Making a Difference 15 April 2010
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Issue/action

Links with
other Plans

Resource/
Budget

Lead Officer

Target Date

Outcome Measure
of Success

Implications

BPR
recommendations
accepted and
implemented

Improved service
delivery reducing
bureaucracy.

Leadership Development

Enhance Partnership skills in all service | Divisional Officer time Heads of Work underway Improved efficiency
areas and continue to develop direct Plans Services and Quarterly and effectiveness of
working relationships with other local HR DP 4.1 Funding reviews to take service areas and well
authorities, public, private and charity allocations place and conclude | established
organisations. 31 March 2011 partnership
relationships that
have a positive impact
on Corporate
objectives.
2.0 Continue to develop and enhance | Member Cost of training | HoS LE&MS Work underway Members Training
the Council’s training programme | Training and | events and Quarterly Programme rolled out
for Elected Members in Development reviews to take for the period 1 April
accordance with the Members Policy place and conclude | 2010 to 31 March
Charter. Statement 31 March 2011 2011 with an annual
review.
Corporate
Plan
L,E&MS DP

Making a Difference
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Resource/
Budget
Implications

Outcome Measure
of Success

Links with

other Plans Lead Officer

Issue/action

Target Date

3.0 Identify management levels HR DP 1.2 Officer time Heads of Start 1 April 2010 in | Development of a
across the Council and the Services in view of restructure | Corporate
relevant management liaison with and conclude Management
gualification(s) for each post HRM 31 March 2011 to Quialification
implement 1 April Programme for
2011 relevant management
posts identified
utilising Evolution
resources and the HR
Partnership
4.0 Develop and implement a HR DP 1.3 Officer time HRM Start 1 April 2010 An HR Management
Manager’s rolling training with quarterly Training Programme
programme on Human Resources’ Room reviews and which covers all
practices (i.e. Manager's essential bookings, conclude priorities | aspects of people
skills) course identified by management
4.1  Develop E-Learning Programmes materials 31 March 2010
for introduction and refresher lunch & Skilled managers in
training refreshments progressing
4.2  Develop & deliver HR Briefings confidently people
(i.e. ¥2 day sessions) management matters
4.3  Progress the above for the
following people management Casework managed
priorities: and concluded in a
e Managing Grievances timely and efficient
e |dentifying & Minimising manner
Harassment & Bullying
e Effective Recruitment &
Selection Skills
Making a Difference 17 April 2010
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Issue/action

Skill Development

Links with

other Plans

Resource/
Budget
Implications

Lead Officer

Target Date

Outcome Measure
of Success

1.0 Enhance IT skills for all staff at all | HR DP 1.2 Cost of Course | HRM in liaison | Work underway Improved IT skills
levels &21 per delegate with and Quatrterly across the workforce
1.1  Continuation of ITQ Level 2 (depending IT&CM reviews to take at all levels
programme MPR Reviews | upon funding place and conclude
1.2  Consideration of other relevant IT | across RDC available) 31 March 2011 Improved staff
gualifications satisfaction survey
1.3  Consideration of utilising internal Officers time results
resources for training and
development e.g. ‘bite size’ lunch
time sessions
Recruitment and Retention
1.0  Further develop partnership HRDP 1.1 Officers time HRM Work underway Continual recognition
working with JobCentre Plus and | & 4.1 & 4.2 and Quarterly of the Disability

with local schools and colleges to
assist the long term unemployed,
individuals affected by a
disability, youngsters seeking
employment, e.g. apprenticeship
and local trainee programmes

reviews to take

place and conclude

31 March 2011

Symbol

Recognition for
partnership working
and community
engagement

Recognised as a
strength of the
Equality & Diversity
standard

Making a Difference
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: Links with RESOLITE) . Outcome Measure
Issue/action Budget Lead Officer Target Date
other Plans .o of Success
Implications
Pay and Rewards
1.0 Progress the development of HR DP 1.1 & | Officers time HRM in liaison | Work underway: Improved retention in
Career Matrices for the posts 1.6 with SMT the lower graded roles
identified below in a standard Incremental - Consultation
systematic system: CS DP progression April 2010 Improved staff
¢ Revs & Bens Assistants may be quicker satisfaction survey
e Fraud Investigators I&CS DP - Rollout May results
e Visiting Officers 2010
¢ Information Officers )
o Customer Service Officers - Review
 Information & Support November 2010
Services Assistants
2.0 Develop and promote further team | HR DP 1.2 Officers time HRM in liaison | Work underway Improved staff
well being programme building on with HoS with full programme [ satisfaction survey
the Esprit Programme and I&CS DP Consultant I&CS to commence results
E-Learning packages for: Costs 1 April 2010 and
e Customer Services and IT conclude Baseline Place
team Potential Staff 31 March 2011 Survey 2008
_ Introduction to Expenses Local Public Services
Teambuilding Results
- Consultative Workshops Healthier workforce
B E)r(gtl:(t)izzuon of Best e.g. improved
_ Staff Workshops absence figures
— 1to 1 Coaching
—  Final Evaluation & Audit
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Resource/

Links with Outcome Measure

of Success

Issue/action Budget Lead Officer Target Date

other Plans .o
Implications

Achievement of team
targets

Improved retention
and attendance — see
Workforce Profile

2009/2010
3.0 Develop Job Evaluation HR DP 2.3 Officers time SMT in liaison | Work underway A User Friendly Job
Conventions to assist with the with HRM and to conclude Evaluation Scheme
application of the Job Evaluation 31 August 2010 and consistent
Scheme and minimise various grading structure
interpretations. across Rochford

District Council.

Key Abbreviations

CEO Chief Executive Officer

CPP Corporate Policy & Partnerships
BPR Business Process Re-engineering
CSs Community Services

E&D Equality & Diversity

HoS Head of Service

HRM Human Resources Manager

HR Human Resources

DP Divisional Plan

1&CS Information & Customer Services
IT&CM IT & Communications Manager
LE&MS Legal Estates & Member Services
P&IM Payments & Income Manager
P&T Planning & Transportation

SMT Senior Manager Team
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