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by collating design documentation 203
by learning from design phase 202-03
and transitioning design team 203
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implementation, preparing for 198-202
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and taking the OPTIMAL way
forward 206-07
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detail 170, 172-73,170-72
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175-76
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109-135 see also main entry
change leadership and other
workstreams 109-10, 110
establishing management systems and
programme environment 111-12
set out programme definition and
plan 112,115, 113-15
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also leadership
ensuring business leadership to
support programme 102-03,
104
identifying and resourcing design
team 100-102
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233-39
sizing an organization (and)
estimating size of workforce
growth 220
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Said Business School, Oxford 14
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