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     1)                         INTRODUCTION

     This report is on Managing projects within an organisation. This report specifically deals with sports talent management.
There will be many examples of managing projects within the organisation and what appears to work best and others that could possibly better in other industries.
During this report many things will be discussed such as the tools and techniques of project management, the benefits of project management, organisational structures and risk management techniques.
The report will also have discussion on the Prince2 strategy as well as facts and figures on how a sports management agency makes its money along with financial stakeholders.
Various graphs and charts will be in the report to make things easier to understand as most of the working population do not, or never have dealt with sport and its financial side.
Gantt charts and organisational charts are included in the re 

                          







              
2)

                PROJECT SPONSORS, STAKEHOLDERS
                                 & SCOPE

PROJECT SPONSOR
     The project sponsor is person who is in charge or has the overall responsibility of the project. On most occasions the project sponsor is the senior manager, executive or the sole owner of the organisation. The major role of the project sponsor is to ensure that the delivers what the business requires. The Individual must be clear as to the identification of the project and its exact outcome.
     Because the project sponsor is paying for the project, weather that be directly because they are the sole owner or its paid through the company and goes through their finance department, it is the project sponsor who decides on the budget, schedule and the overall scope of the project.
“A major contribution of PMO’s is to establish project administration procedures for selecting, initializing and planning, budgeting, and scheduling projects as well as to serve as a repository for reports on the performance of the planning, budgeting, scheduling and resource allocation processes.” (Meridith & Mantel, 2010)
     Just to make one thing crystal clear, especially in the project involved in this report. The project sponsor is already in place and this is typical in most organisations and whilst this is already in place, the project manager is assigned after.
“On its surface, the task of motivating good people to join the project does not appear to be difficult, because the kind of people who are most desired as members of a project team are those naturally attracted by the challenge and variety inherent in project work.” (Meridith & Mantel, 2010)
The communication to stakeholders on most occasions happen between the project sponsor who deals directly with stakeholders and senior management.

 COMPENSATION PACKAGE SET BY PROJECT SPONSOR

         OUTLINE OF A COMPENSATION CHART THAT 
         HAS BEEN NEGOTIATED FOR A NEW TALENT
         BY THE OWNER / SCOPE SPONSOR
                 



SCOPE OF THE PROJECT
  
     This is the planning stage, and this involves many areas of the project that has to be documented.

     The various areas of scope include goals, features, tasks, functions, deliverables, deadlines and possible unexpected or unforeseen circumstances which could happen in a worst case scenario. (More on this later in the report).
     Deliverable is something that has happened that is usually beneficial to the company or its client because of the work they are doing which is also part of the overall project.

STAKEHOLDERS

     The three primary stakeholders in the sporting talent management organisation are Parents, coaches and the national governing body in the particular sporting field of the individual
     Senior management can be classed as stakeholders because they need to know the full details of the most talented people in the organisation.
     HR and talent professionals (Spotters) are another key form of stakeholders. The talent professional’s sole duty is to go fact finding and seeing potential talent that could become high quality athletes in the future. When a potential talent has been spotted and if and when the individual is successfully in signed to the organisation, it is only right and proper that the talent professional is notified at every stage as to the progress of the individual they helped bring to the organisation. 
“One of the best tools a project manager can use is to develop a realistic assessment early in the project identifying the principle stakeholders and their agendas.” (Meridith & Mantel, 2010)
     To make things even clearer and straight to the point. A Stakeholder in a talent management company is anyone who has an interest in the hiring of a potential talent. The list of stakeholders can be anyone working within the organisation through to family and close friends of the individual hired for their potential talent and outside advertising sponsors who require the talents management company to ensure that the individual says and does the right things as to not damage the reputation of the advertising sponsor who has come on board with that particular individual or the sporting talent management company as a whole.

 5)      PROJECT COMMUNICATION METHODS

     In a talent management scenario, communication is key, the same could be said for most business. In talent management, the effects of bad communication can lead to disastrous effects upon the business. Not only are the staff continually dealing with each other, there are many occasions that within the talent management business, the parents and advertising sponsors can contacts the company and as a ethical transparent company, it is a duty to speak to the parents and advertisers regarding their future talent that is being looked after, trained and managed by the organisation.

Non communication will be the downfall of any talent management organisation.
     Effective communication will help in building relationships, managing a team, sharing ideas and delegating responsibilities.
     Management and the owner’s responsibility is to make sure everything surrounding the business is running smoothly and effectively, especially the various communication areas surrounding the business. No effective communication equals no business.

5 TYPES OF PROJECT COMMUNICATION

1) VERBAL COMMUNICATION: 
Face to face, telephone, video conferencing, and presentations are a daily feature in a talent management organisation. It can be argued but active listening skills is a skill within itself.

2) NON VERBAL:

Body language, gestures and facial expressions say a lot weather that be intentionally or unintentionally.

3) WRITTEN:
Writing, typing, email, text, symbols, books, pamphlets, leaflets, cards, memos and blogs are all a type of written communication.
A wrong email sent to the wrong person is a fatal error in business as well as sending an email to everyone when it was meant to a specific individual.
In the talent management company, it is almost mandated that any communication be short, brief, straight to the point. Less chance of errors and miscommunication and misinterpretation.

4) VISUAL:
Graphs, photographs, drawings are all classed as visual.
As with photographs of an individual, it is required where you intend to use the photograph, example: for advertising purposes.

5) SOFT SKILLS:
This cannot be taught. Soft skills are usually through a person’s skills and experience in different fields and a person who negotiates a deal on behalf of the company or the owner themselves may be the best at soft skills.

THE MOST SERIOUS AREA OF TALENT MANAGEMENT WHEN DEALING WITH AN EXCEPTIONAL COMBAT SPORTS FIGHTER
     In the sporting arena, especially a boxer of the highest calibre is able to mentally break down an opponent before they have set foot in the ring. Intimidation and an aura can reduce someone to a quivering wreck.
     A professional combat sports athlete who has an in built sixth sense and combined with soft skills along with the aura of intimidation has to be very careful never to lash out in public and use what skill they have in the paid professional environment, albeit a dangerous environment. The individual with those dangerous skills can kill another human who is not a trained professional athlete without touching them or put them to the point of killing themselves starting with hallucinations.
     This is where management skill in this field comes in to play. It is imperative that as someone in a senior level within an organisation of this type, you know what to say, when to say it and how to say certain things. There is an instinct to it.
     I speak from experience because I have been in a spine-chilling situation with a professional athlete and two members of the public that is beyond most people’s thinking. 
Never underestimate what you don’t know or have never seen.
     It is a dark art and a serious deadly skill which must be controlled. Some professional combat sports athletes need constant reminders of how actually dangerous they are and to be prompted only to use their skill when absolutely necessary in the paid ranks where it is legal to strike the opponent. The law of the land applies outside of their official professional fight in the ring.
8)
BENEFITS OF PROJECT MANAGEMENT

     The benefits of project management are varied and requires management skills. Some of the key benefits are concept, planning, manage, execution, regulation and closure. All of this comes alongside the scope, time, budgeting and quality.

     Project management is a tool which gives the organisation a repeatable process of techniques and guidelines. The Planning, organising and the implementation is overseen by the project manager and is for the benefit of project management structure within the organisation.
“The trouble is that project organisation is the only feasible way to accomplish certain goals. It is literally not possible to deign and build a major weapon system, for example, in a timely and economically acceptable manner except by project organisation. The stronger the emphasis on achievement of results in an organisation, the more likely it will be to adopt some form of project management.” (Meridith & Mantel, 2010) 
STRATEGIC POINTS OF PROJECT MANAGMENT

· Improve the results of the project
· Fresh perspective to achieve result
· Use resources in the most efficient way
· Accurately set the scope, schedule & budgeting whilst working with the project sponsor 
· Keeping the project within the budget
· Keep the various stakeholders up to date with constant communication
· Minimise the risk of the project failing
     As a project manager working alongside the project sponsor of a talent management company, the number one aim is to recruit, develop and retain the best available talent. Human resources ensure that the staff with the best qualities stay at the company.
     There are 8 factors that a project manager and the project sponsor look at, even if a talent spotter with a trained eye has identified someone.

PROJECT MANAGEMENT AIMS
1)  Identifying required talent
2)  Payment structure
3)  Keeping a check on performance 
4)  Nurturing the talent
5)  Retaining the talent
6)  Having the right team to guide the talent
7)  Training & development competences
8)  Ensuring the right talent for the company

     Every organisation including talent management wants people with skills, knowledge, intelligence and experience, character, attitude and judgement. Unfortunately, the business world is not perfect, never has been and never will be. Therefore, one of the key benefits of project management in the talent management industry is the skill of retaining and guiding someone who to the public is a troubled individual but possesses exceptional talent in one sector of the sporting arena. With proper man management and guidance, a person with a troubled background but who has exceptional ability can become financially wealthy but can become a role model for youngsters as they become successful.
“Typical project management requires attention to issues of cost, schedule and quality. As the customer demands increase for quality increase, either the cost or the schedule must yield to balance these new demands.” (Meridith & Mantel, 2010)

PROJECT MANAGEMENT OBJECTIVES
· PROCEDURES
· PLANNING
· START THE PROJECT ON TIME
· EXECUTE THE PROJECT PLAN
· STAY WITH BUDGET RESTRICTIONS
· REGULATION
· CONSISTENT GUIDENCE TO THE TEAM
· CLOSURE

     All the objectives have to be done within the scope, time, quality and the budget.
     Within the sporting talent management industry, it is imperative that for the new talent that has come on board, short term, medium term and long-term goals and consistently monitored and amended slightly if needed. An example of this could be an injury to the athlete which could side-line them for 3 months.
                

                
                 PROJECT MANAGEMENT CHART

 

                  CHARACTERISTICS OF
               PROJECT MANAGERS 

· LEADERSHIP SKILLS
· COMMUNICATION SKILLS
· DECISION MAKER
· SHARED VISION WITH THE OWNER
· TECHNICAL ASPECT EXPERTISE
· TEAM BUILDING
· NEGOTIATION SKILLS
· CAN WORK UNDER PRESSSURE
· COMPETENCE
· EMPATHY

     There are various characteristics of project managers and in the field of talent management, the owner of a talent management company usually does a mental psychological overview as to whether a person fits the criteria to become a project manager. The reason for this is because unlike most businesses, a senior person at the talent management company is dealing with the parents or other family members of a talented individual on a regular basis. There is no room for mistakes on this level because you are dealing with on most occasions a young person’s professional life. The life of a professional sports person in the main is relatively short compared to other careers. 
“Ethical standards: The board has a key role in setting the ethical tone of a company, not only by its own actions, but also in appointing and overseeing key executives and consequently the management in general. High ethical standards are in the long-term interests of the company as a means to make it credible and trustworthy, not only in day-to day operations but also with respect to longer term commitments.” (Vallabhaneni.S.R. 2008)
      The family of a talented individual is usually heavily involved from the initial negotiations because their talented youngster has the potential to turn the whole life of the family around in a short period of time.
     Most project managers according to Myers-Briggs personality type indicator fall into the category of introversion, thinking, sensing and judgement.
     Having the respect and motivating stakeholders is another key characteristic of a quality project manager, without this, the project is almost doomed from the outset. This is a fundamental requirement of respect that has to be earned.
     The other notable trait of a quality project managers characteristics is the fact that they are committed to the project no matter what outside influence may stop them, they are committed to the cause. They take full responsibility for the result of the project. They look into facts and data instead of assumptions. 
     It must be noted that an owner of the talent management company will look into facts and figures and past performance, especially if it is a young amateur fighter but also go by gut instinct. Sometimes a tennis player, cricket player, footballer or fighter has a tag of being a quitter when the going gets tough. This tag alone can put off many management agents and the media can be ruthless when someone is labelled ‘A Quitter’. 
“Fraud involves deception, confidence, and trickery done by one individual to get an advantage over another. Fraud is different from unintentional error because the former involves intent and the latter does not.” (Vallabhaneni.S.R, 2008)
     The owner can afford and justify a gut instinct and will sometimes speak to senior management as to whether it is worth taking a chance on a individual if they feel that the quitter tag is unjustified and it is possible that the person could become one of the biggest sports stars in the country, Europe or the world.


              ORGANISATIONAL STRUCTURES  
                       TO SUPPORT PROJECTS  

6 ORGANISATIONAL STRUCTURES



1)  MATRIX: Set up as a grid. Staff with similar skills grouped together. 
                  In a talent management organisation, this can work because it will be more streamlined because there are less managers to go through if something needs to be done urgently. Most other regular businesses will have multiple managers to deal with in the same department.
2)  HORIZONTAL / FLAT STRUCTURE: Usually adopted by small companies but can work in any talent management company because the business does not have to rely on multiple offices in different locations. Middle management eliminated from this structure.
3)  NETWORK STRUCTURE: Staff and senior management can communicate easily and freely. Less interference with management if a staff member needs to deal directly with project manager or owner.   
4)   DIVISIONAL STRUCTURE: Each specialised department will have its own project manager and middle management. The disadvantage of this structure is that staff cannot easily access other departments especially if time is short and a project is in jeopardy because of this rigid structure.
Absolutely no way will a talent management company have this structure under any circumstances because talent management is dealing with people, not products that are coming off a production line as if it is a part of a motor vehicle.
5)  LINE BASED STRUCTURE: Effective communication to all departments which brings stability to an organisation that is based in one building.
A Very effective structure for a talent management company. 
6)  HIERARCHIAL STRUCTURE: This structure groups individuals in geographical area or if some departments are required to work together then a senior manager is there to link for example, HR, Admin and Finance together.

For a Talent Management company especially one that deals with the fast-paced sporting arena, a combination of structures can work if it is streamlined or just one structure in its simple basic form.
Line based, Network and the Horizontal / Flat nstructure. The Matrix structure is viable as long as it’s streamlined because all departments need to contact each other immediately if the situation arises, which in talent management is a daily occurrence.
 In my opinion the Horizontal / flat structure works best because all staff can contact senior management all the way to the owner of the company immediately. This is vital for a company that is dealing with people and not products. 
“Another form of methodology can be introduced at the analysis stage. Although qualitative and quontative data are normally analysed within their respective traditions, there is also the possibility of ‘cross dressing’. Thus quantative data can be analysed in quantative ways.” (Easterby-Smith / Thorpe & Jackson, 2012)
There could be a call up to an event as a late replacement because someone else has been injured or because of bad weather a particular professional athlete cannot make the event on time which cannot be changed because of TV scheduling, it is imperative that a member of staff or the project manager can contact the necessary people immediately. 
Sometimes the owner will speak directly with an athlete and his family and convince them that the opportunity has come up at the last moment and that injuries and fitness permitting, this opportunity cannot be missed. People lives have changed overnight as a result of entering an event as a late replacement. 

                      HORIZONTAL / FLAT STRUCTURE
                                   

                           LINE STRUCTURE


Please note that the line structure for purpose of clarity is spread over two lines.
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TYPES OF PROJECTS IN SPORTING TALENT MANAGEMENT

     In talent management the benchmark for the organisation should be to retain the best talent available during their peak years and possibly until the end of their short-lived sporting career. The benchmark is to have their goals achieved quicker and for longer and at a better financial rate of rewards than competitors in this field.
There are 5 functions that senior management and the owner must do so that the best talent available stay and remain loyal to the talent management agency.
     In the types of project section, because this is a people business rather that product or service driven, many people struggle to differentiate and understand how a project involves different individuals. I am sure things will be made clearer in this section.
“Managers need to be able to work across technical, cultural and functional boundaries, and they need to be able to draw on knowledge developed by other disciplines such as sociology, anthropology, economics, statistics and mathematics.” (Easterby-Smith / Thorpe & Jackson 2012)

LEGAL

     Before the start of every tax year it is vital that all insurance, taxes, licence and permits are up to date. Any clerical error can result in the client as well as the management agency losing a lot of money. Insurance is vital to cover the client and the management agency in case a serious injury or something fatal happens during an event. The legal system in the UK is so complex and thinking that the venue or the host team is liable in case of a freak accident can put any business in jeopardy. It is not worth taking the risk.

                    5 FUNCTIONS TO RETAIN TALENT


 

Each of these functions must be of the highest order because the sole duty of a sporting talent management agency is to recruit, retain and ensure that the talent has the best available training so when they turn professional after amateur status, they can at some point compete with the very best In the world. If the staff in the office are not working towards this and are demotivated, this can spell disaster because a good reputation built up over many tears can be left in ruins very quickly.
     The life blood of the business is to increase the value of the talent that has been recruited. The more prise money earned or a wage if they are playing for a team sport, the better it is for the professional athlete and the better it is for the management agency who take a percentage of the profits. 

EXACT TYPES OF PROJECTS

     This depends on what sporting athlete has been recruited.
TENNIS PLAYER: 
· Training at the best facilities and dietary needs
· Best coaching that the client is comfortable with
· Arranging tournament
· Gaining sponsorship and advertising
· Public relations
· Media training
· Media days or arranging interviews
· Making sure all travel visas and documents are valid
· Making sure the clients parents have valid visas and documents to attend their son/daughter first few events In UK or abroad
In tennis especially, the parents are heavily involved because it was them that initially took their son/daughter to regular tennis academy’s.

BOXER / UFC / MMA (COMBAT SPORTS):

· Training facilities
· Insurance to cover regular brain scans
· Best coaching available that client is happy with
· Check with client’s coach/trainer as to future opponent
· Sponsorship and advertising
· Media training and interviews
· Public workouts and training in front of media
· Making sure all travel visas and documents are valid
· Regular medical check-up for client
· Public relation events

ANY PROFESSIONAL ATHLETE IN A TEAM SPORT:

· Secure the client the most lucrative contract taking into account location and possible family issues.
· Advertising & Sponsorship
· Arranging interviews and Public relations events






THE PROJECT LIFE CYCLE

     

The project life cycle appears straight forward but a lot of work goes into each individual client.
Each project with the individual client could be for 1 year or could last 15 years. This depends on how successful the client has become in their chosen field and also depends on injuries. This is not a 9-5 job and you could be doing whatever job for 20 to 40years. This is not the case with a professional sports athlete at the highest level, although there are some exceptional cases throughout history, it is extremely rare.
It is wise to re-evaluate the lifecycle of each individual client minimum every year. Injuries are part of a professional athlete’s life and it is again in exceptional cases where an injury does not play a part for many years.

In Bahrain, the government has implemented a regime to identify potential future stars in the sporting arena and are doing whatever it takes to get a promising athlete to continue training and improving to the point they become a professional athlete, even then the government of Bahrain will continue to support the athlete in anything they require to make them the very best in Asia and then possibly the world. Bahrain has a cultural problem where parents actively stop promising youngsters continuing in sport because they have been mentally brainwashed into thinking that someone going into sport even if that person is gifted in that field, that they are wasting their time, they cannot and will not make a living and is somehow an embarrassment to the family if anyone finds out. It is almost unbelievable but true.
     The Government have come up with a chart to show a life cycle. It is clear and straight to the point and I feel it is necessary to use it here.




           GOVERNMENT OF BAHRAIN TRAING LIFE CYCLE




PRINCE 2

   Prince2 stands for (PROJECTS IN CONTROLLED ENVIRONMENTS).  The Prince2 structure is widely used in the business world such as PriceWaterhouseCoopers and is so effective that Her Majesty’s Government use the Structure and principles of Prince2. Two corporate giants and very successful entrepreneurs based in the U.K, Sir Richard Branson & Sir Alan Sugar both use the Prince2 structure in their business empires.
     The Prince2 structure follows a rigid detailed plan where each stage has to be completed and then documented.
     There are 4 separate stages of the Prince2 structure which cover different levels in the corporate structure
· Owner & Senior Corporate Management
· Senior Project Manager & board members
· Project Manager / HR / Finance
· Team Level

Prince2 delivers to any organisation the (Why, When & Whom). In this case the sporting talent management agency is helped in its project with
· A clear consistent approach
· A clear controlled start, middle & end of the project
· Regular reviews
· Continual check that the project is justified. (Financially and otherwise)
The strategy and principles of Prince2 does help with the daily and weekly smooth operation of a talent management agency. It is carefully put together and is possibly the best management tool in the business world today.  


                PRINCE2 CHART FROM SENIOR PROJECT 
                            MANAGER PROSPECTIVE
     

     
                 RISK MANAGEMENT TECHNIQUES

RISK MANAGEMENT TECHNIQUE
     



Business is itself a risk, but things can be put in place to minimise the risk to an individual or the organisation as a whole. The following can cause havoc within a organisation if duty and care is neglected
· Insurance
· Retention of staff
· Visas & Passports checked and updated before time
· Medical insurance for the new talent and possibly new professional athlete
· Tax & National insurance
· Up to date accounts

These risks fall in to one of the following categories 

· Avoidance / Eliminate / withdraw
· Sharing / Transfer / Outsource
· Reduction / Mitigate
· Retention / accept

“Four common best practices that are applicable to each type of risk include 1) Acquiring traditional and non-traditional insurance coverage to protect tangible and intangible assets. 2) Conducting surveys of employees, customers, suppliers, and the industry. 3) Performing benchmarking studies to understand existing and new risks better, and 4) Keeping the chain of knowledge strong and current through continuous acquisition of knowledge, skill and abilities (KSA’s) by all employees.” (Vallabhaneni.S.R, 2008)

APPRECIATION OF SOFT SKILLS

Although this was looked into earlier in the report and that was soft skills in a deadly aspect from a professional combat sports athlete. Here we will look briefly into what most people would say is normal soft skills. Some people have no clue, no idea. Majority of the public have only worked in so called ‘Normal Jobs. Make of that what you want.

SOFT SKILLS IN LEADERSHIP, 
MANAGEMENT & COMMUNICATION

In Communication or (Non-Communication). Soft skills can be in many forms and the overall experience built over time has developed this set of skills which cannot be taught. Many people are of the mistaken belief that soft skills can be specifically used in leadership and management. Incorrect. It can be used in any situation depending on the skill that the individual has. 
Soft Skills in Talent Management can be used to negotiate and bring the team with the organisation as one complete unit. The other great skill is dealing with the family of the potential talent, that can make or break a deal. There is an art and a skill to this that cannot be taught, that is why someone has a success rate of completing the deal at a considerably higher ratio than many other people in the same field. 
Soft skills can be used in: 
·  Teamwork 
·  Decision Making
·  Empathy
·  Improved Office Culture
·  Negotiating
·  Communication can help others in their work ethic
·  Mirroring so another person tells you more than they   initially wanted to tell you
·  Language
·  Personal habits
·  Cognitive actions

The character of the person with an exceptional set of soft skills can range from a complete shy introvert who could negotiate a diamond deal better that someone in the trade for 20 years all the way to a huge 6”7 muscle bound giant and physically intimidating but can within seconds totally change the way a business deal is being conducted on the phone and close the deal.

                       STAKEHOLDER ANALYSIS

Stakeholder analysis considers Policy and the project plan. The stakeholder in a sports talent management agency are varied.

· Employees
· Directors
· Creditors
· Business partners
· Sponsors
· Investors
· Advertisers
· Governing bodies
· Friends and family of the talented client
· Stadiums & Indoor Arenas
· Medical teams
· Regulatory authorities
· Local community where the clients are from
· Media

The only people who can influence the business is the client and the family of the client. The Client and their family are the only ones outside of the staff at the sports talent management agency that can directly benefit from the success of the client who has signed with the agency. 

INFLUENCING THE STAKEHOLDERS 

· Know who are the stakeholders
· Build trust and reputation
· Have clear goals 
· Inspire confidence to all stakeholders
· Actively involve stakeholders from the beginning
· Keep your word
· Be direct and straight to the point, no miscommunication
· Address any issues immediately

KEY STAKEHOLDERS

     The new sporting talent who has signed a contract and their family as well as the existing talent at the agency are the number one priority stakeholder. Without the talent and what can be achieved with them, there is simply no business.

Below, The quadrant by (Bryant, 1995) makes things simple to chart. 



     
    Below is the chart with more datail



Example of figures stakeholder may see when a client turns professional.

FIGURES THAT HELPED THE COMPANY TO GROW:

CLIENT A : (£20K Investment over 3 years before turning professional)

1st Year professional earning
3 Financial stakeholders         33% Management Cut

£7K in year one as a professional    
33% Management cut Approx. £2,331, Therefore £777 each per financial stakeholder

2ndt Year professional earning
3 Financial stakeholders         33% Management Cut

£80K in year two as a professional    
33% Management cut Approx. £21,312, Therefore £7,104 each per financial stakeholder
The professional (Client) takes home £58,688

3rd Year professional earning
3 Financial stakeholders         33% Management Cut

(Further £9K Investment)
£210K in year (3rd Year) three as a professional    
33% Management cut Approx. £69,930, Therefore £23,310 each per financial stakeholder
The professional (Client) takes home £139,860

RETURN ON INVESTMENT

£29K Invested by 3 stakeholders = £9,666 each
Each financial stakeholder received £31,191 over the clients 3 years as a professional so far. Deduct the £9,666 invested per stakeholder.

£21,525 PROFIT PER STAKEHOLDER SO FAR

                        Tax & N.I calculated end of each financial year and taking into consideration which country the prise money was won.















                                 GANTT CHART
BASED ON FIRST 4 YEARS EARNINGS OF A NEW TENNIS PROFESSIONAL 
	
	Column1
	Column2
	Column3
	Column4
	

	
	1st Year
	2nd Year
	3rd Year
	4th Year
	

	1st Qtr
	2000
	29000
	95000
	25000
	

	
	
	
	
	
	

	2nd Qtr
	4000
	35000
	40000
	10000
	

	
	
	
	
	
	

	3rd Qtr
	19000
	45000
	30000
	135000
	

	
	
	
	
	
	

	4th Qtr
	34000
	55000
	100000
	200000
	

	
	
	
	
	
	


 








                                           CRITIQUE

This paper has gone through a varied cross section on the subject of managing projects in the organisation and specifically in the field of sports management.
There were many organisational structures and charts that can be classed as useful. Some would say that for any organisation to need a management tool means that the organisation is nit being run correctly in the first place. Everyone has their own view. 
My personal view is that the Prince2 strategy for the talent management agency worked best.
The Gantt chart is very hard to understand, even in the most basis format, many people have trouble with that. I don’t dispute that it is not a valuable tool for some but not for many others. 








               20                     CONCLUSION   

     The main points gathered from this report is that management theories and management strategies work. 
      It could be the case that some industries and management projects require and different organisational structure and can be more streamlines as outlined in my report.
     I have always found that Line, horizontal and a streamlined version of the matrix structure works best because there are times, especially in sports management that a member of staff need to deal with the senior project manager or he project sponsor urgently because an athlete may need to fly to a competition on short notice and flights and accommodation needs to be booked immediately.
     The report went through a scenario of a financial situation which takes place on a regular basis and gives you an idea of the finances involved.
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COMPENSATION & BENEFITS


FIXED PAY


VARIABLE PAY


EQUITY PAY


MEDICAL


INSURANCE


AWARDS & GIFTS 



MEASURE

STRATEGY
 


ANALYSE

DEVELOPE


ORGANISE
 



ORGANISATIONAL STRUCTURES


MATRIX


HORIZONTAL / FLAT STRUCTURE


NETWORK STRUCTURE


DIVISIONAL STRUCTURE


LINE BASED STRUCTURE


HIERARCHIAL STRUCTURE



OWNER / PROJECT SPONSOR


CHIEF EXECUTIVE OFFICER


HUMAN RESURCES


FINANCE DEPARTMENT


PROJECT MANAGER


MIDDLE MANAGMENT


OWNER / PROJECT SPONSOR


CHIEF EXECUTIVE OFFICER


PROJECT MANAGER


HUMAN RECORCES


FINANCE


MIDDLE MANAGMENT



Planning


ORGANISING


STAFFING


LEADING


CONTROLLING



LIFECYCLE


INITIATING


PLANNING


EXECUTING


CLOSURE



AWARDS


BENEFITS


INCENTIVES


SALARY



1) LEARNING TO TRAIN


2) TRAINING TO TRAIN


3) TRAINING TO COMPETE


4) TURN PROFESSIONAL


5) TRAINING TO WIN



START
1) *Outline of project
*Approach
*Project brief to all involved
*Decide 1st stage of plan
*Log daily & weekly plan


CONTROL
2) *Highlight Possible Issues
*Confirm all staff know their part of the project
*Risk Managment
*Quality
*Daily & weekly log monitoring


PROCESS / BOUNDARY
3) *Project Sponsor & Senior Project Manager to meet with client to discuss the project
*Ammend details if necessary 



BOUNDARY CHECKPOINT
4) * Positive v Negative
*Business Case Review
*Next Stage Plan
*Full Detailed Accounts


CLOSE
5) * Lessons Learned
*Benefits
*Follow Up
*Overall Business Case
*END OF PROJECT



RISK ASSESMENT


ASSESS RISK


PLAN / POLICIES & CONTROLS 


IMPLEMENT SAFEGUARDS


MONITOR & EVALUATE



STAKEHOLDER IMPORTANCE


MEET THEIR NEEDS


KEY PLAYER


LEAST IMPORTANT


SHOW CONSIDERATION



STAKEHOLDER IMPORTANCE


MEET THEIR  NEEDS
*ENGAGE & CONSULT NEEDS
*INCREASE THE LEVEL OF INTEREST
*AIM TO MAKE THEM A KEY PLAYER


KEY PLAYER
*Focus more effort on this group
*Involve in decision maaking
*Consult regularly


LEAST IMPORTANT
*INFORM VIA GENERAL NEWSLETTERS, WEBSITES OR MAIL SHOTS
*AIM TO CHANGE SITUATION


SHOW CONSIDERATION
*MAKE USE OF INTEREST THROUGH INVOLVEMENT
*KEEP INFORMED

POTENTIAL SUPPORTER *


PROFESSIONAL A : Quarterly & Yearly Earnings in £ UK STERLING

Column1	1st Qtr	2nd Qtr	3rd Qtr	4th Qtr	0	2000	4000	19000	200000	Column2	1st Qtr	2nd Qtr	3rd Qtr	4th Qtr	0	29000	35000	45000	60000	Column3	1st Qtr	2nd Qtr	3rd Qtr	4th Qtr	0	95000	40000	30000	85000	Column4	1st Qtr	2nd Qtr	3rd Qtr	4th Qtr	0	25000	10000	135000	235000	



