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1.1.1 and 1.1.2 Understand the internal dynamics of organisations and the factors that determine them
Management is a process to allow organisations to achieve there goals by means of planning and controlling resources. The internal dynamics of the business can be set by culture and strategy playing a key role. Culture is defined by the belief and standard used within the organisation and strategy determined by the management team. Within older established organisations a empowering structure is used and does’nt lend itself to change very well. In newer businesses it tends to be easier to adapt the companies culture if the right leadership is in place this can happy quickly within months compared to older organisations which could take years for change to be fully absorbed.	Comment by Orr, Graham: Doesn’t – but avoid conversational English, this is a formal document	Comment by Orr, Graham: 1.5 or 2.0 line space throughout the document – except for quotes if these are shown as a separate paragraph (eg not as part of a sentence)
Business Structure
The structure of a business is crucial to the success it can impact productivity, efficiency and moral. The structure of the organisation will determine how roles and responsibilities are given to different workforce employees. Objectives and strategy will affect the business structure and may adapt over time to suit the companies requirements. Within a Centralised structure the top management has the majority of decision making power. However in a De-centralised structure power is spread throughout different departments or branches with varying control given.	Comment by Orr, Graham: Superfluous capitalisation	Comment by Orr, Graham: And again
A organisational function may be Centralised or De-centralised which may include IT support, engineering, research, development, finance,sales and manufacturing. With can be broken down in two parts execution and decision making. Delegation of authority can be a useful way to involve different levels of hierarchy and free up more time to top management who could better use there higher skill set to develop better strategies. As a result of this a down side could be that failiure could occur with some employees unable to handle the extra responsibility, in response to this supervision is highly recommended. 	Comment by Orr, Graham: their	Comment by Orr, Graham: failure	Comment by Orr, Graham: Your argument is circular.    Diffusion of authority is necessary but supervision of that diffusion is also necessary.
[bookmark: _Hlk520304563]1.3.1 and 1.3.2 Understand the importance of change and why it takes place
Change management tends to increase productivity and output within all organisations. These changes are often not welcomed by employees and lower management and they will tend to resist this in most circumstances. This tends to happen because it can be hard for the work force to abandon there usual habits fear and uncertainty can be factors. For the company overall it maybe vital to change to meet changes in the market or unforeseen circumstances. It is essential that management manage the situation carefully and sensitively throughout.	Comment by Orr, Graham: A wildly inaccurate claim which is unsupported by references demonstrating where this tendancy is the case.    Army 2020.   I rest my case.	Comment by Orr, Graham: There, their, they’re – a common error.

Kubler-ross Ross change curve
The Kubler-ross change curve is a tool used to understand change and the stages within the change model. This tool is used to help organisation’s management teams to successfully help the workforce in implementing change and move the process forward. When procedures are implemented they will gradually become more understood and better performance occurs and levels off as changes become more accepted through time. The greater the change the larger the impact on morale will be. All employees within the business need a lot of support throughout the period of change. Effective management is vital throughout this evolution change management. For large scale change, project management may be a requirement through a series of phases.	Comment by Orr, Graham: ‘…help the organisation’s…’	Comment by Orr, Graham: repeditive

The principle of resistance to change is a confusing problem for the management team, what form does this resistance express itself? Well this can be employee resistance to change, reduction in work output, a increase in people wanting to leave the company and fear which may reveal itself in anger.
Fear of the unknown is a very common reason as many employees will be scared of failure and in turn the risk of dismissal by not satisfying there terms of reference. Especially within new technologies were computer skills are required, many older employees can struggle with this. Low trust is a term used when employees don’t think the changes will last and they won’t believe it will last long and they can go back to things as they were. 	Comment by Orr, Graham: where	Comment by Orr, Graham: A better description of this is Lewin’s Change Model:  unfreeze, change, refreeze.
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1.3.1 and 1.3.2 Understand the importance of change and why it takes place continued
When staff aren’t consulted of developments throughout there organisation there is a risk that they won’t do this best and can withdraw from making there best efforts potentially holding the company back. All communication lines need maintaining and worked upon at all times. Limiting or staggering the amount of routine change will help staff adjust easier and cause them less stress. If the staff can be sold the change and buy into it the outcome for everyone involved will be much greater. Benefits and rewards can help adhere the workforce together. A change management plan can help provide a smooth transition while guiding employees. A high percentage of change iniatives fail because of employees attitude and a slow down in work output.	Comment by Orr, Graham: Do what best – or did you mean will not their best?	Comment by Orr, Graham: A possible oxymoron – is change routine?   If it is the staff are already attuned to this scenario and the problem does not exist.
First step is to clearly define the change, conducting a critical review against organisational objectives and performance goals to check it is right for the organisation. It must meet the requirements strategically, financially and ethically. Then when plans are put in place a communication strategy must be made to provide the best way to get through to staff. Training is the next step this will give staff confidence in being able to deliver within there job role. This training can be structured or informal depending on the situation. Then a support structure must be put in place to be able to support all staff members emotionally and practically. A open door policy can be useful as employees can air there fears and solutions to problems can be worked out. Finally a structure needs implementing to measure the business impact of the changes used. This structure must be maintained and evaluated as and when required with key lessons learned and recorded.
Empowerment is amanagement practice of information sharing, giving opportunities for rewards and power to employees. This will inspire them as a whole and also stand out individuals who will be promoted. This empowerment will include responsibility and accountability quantified depending on each employees employee’s potential. 	Comment by Orr, Graham: Poor phrasing
The ADKAR (awareness, desire, knowledge, ability, and reinforcement) Model is a goal oriented management model used to guide an organisation in the process of change. It’s key objectives for change are awareness, desire, knowledge, ability and reinforcement. It provides simple easy to use structure available to all employees to implement change. It can start conversations and in turn provide alternative better change options if enough people get involved. ADKAR provides outlines and guidance for all stages of change management, these stages must be completed within the order given.    So easy you cannot be bothered to explain the stages in this essay?	Comment by Orr, Graham: It’s = it is and not the possessive case of belonging to.	Comment by Orr, Graham: No kidding!    Lucky these objectives match the words  that make up the model.
1.4.1 Understand the information needed to meet corporate objectives
Communication affects all decisions made within an organisation showing how important the right information is communicated correctly. It’s a two way process looking towards reaching a mutual understanding and a way forward. It consists of information exchange, ideas, news and views going forward. It’s vital that the right form of communication is used at the most appropriate time also the need to listen is just as important. The information contained within the communication needs to be fully understood by all the recipients. The phase know your audience is very important, aim to communicate at a level to the lowest rank or experience.
Meeting’s are a useful way of getting information across to the key personnel it relates to. Within RNAS Yeovilton Daily routine orders are a good way of getting information across to a broad amount of staff broken down to key information required within the organisation. Email is quick and easy and an increasing method use in all organisations it also provides recorded information which can be held for reference or authority use. Telephone is still the most direct route of communication after face to face.
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1.4.1 Understand the information needed to meet corporate objectives - continued
A new very useful form of communication is via , What’s App Messenger and is easily regulated to who see’s what through managing group access. It provides feedback on who has read the message and acknowledged any tasking requirements. Appraisals is a very good way of getting required improvements across and informing staff on any short comings they may have. This will allow them time to think about ways they can improve and implement change within themselves for the benefit of the organisation in driving it forward to future success. It is important to use a private space I.E an office to discuss a matter privately when being formal.
Within RNAS Yeovilton, Management of the joint deployed inventory MJDI is a vital tool in the stores department. It helps account for millions of line items throughout the air base. It also ensures better stock visibility, quantities and location of stores. 	This will in turn lead to reduced equipment loss, lower transport and operating costs.
Throughout a persons working life it is essential to be able to implement self-management, This involves setting targets and managing task allocated time given. Keeping morale going while maintaining focus throughout. Prioritising work is key to working efficiently and getting the important tasks completed first.
4.5.3 Understand the concepts of financial and non-financial performance appraisal
Non-Financial Performance indicators used within Performance management
An organisation will use a mixture of financial and Non-financial performance indicators (NFPI’S). These NFPI’S play a key role in bringing and maintaining success within the organisation. A key role is human resource management, product and service quality and also brand, company profile awareness. 
Management of human resources is crucial as one of the main organisations cost is staff. It is very important to attract, retain and motivate skilled and motivated staff. NFPI’S are used regularly in controlling and monitoring staff and are useful in analysing staff turnover, sick days and a range of information gathering surveys.
Implementation of MJDI Demanding items in Yeovilton
The impact of business process engineeringwithin RNAS Yeovilton, Demands are processed in Yeovilton after authority is granted from a senior rate. This allows a demand to be placed on MJDI, it is input along with various criteria including Priority code which determines the urgency of the requirement. Priority codes range from 1-16, 1 being the most urgent. Other variants include quantity, price, material, condition, required delivery date, delivery point and so on. The item is demanded then further down the line availability will be confirmed and then issued.
It is vital that a strong internet network is in place to be able to maintain connectivity at all times. This applies to the portable version of MJDI which deploys in the field. Financial indicators can play a vital role in maintaining success via MJDI within the Royal Navy its important to change its functions and develop the system. This will improve its use within the military as a whole. NFPI can be useful looking into civil servants flexible working hours and sick daystaken. This is often a problem area in Yeovilton as there is a lot of civil servants employed in the stores departmentand on the squadrons.
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Appraise the impact of business process re-engineering within an organisation with which you are familiar (Assessment Criteria 1.1.1, 1.1.2, 1.3.1, 1.3.2, 1.4.1 and 4.5.3).
This has not been done.     You have a lot of discussion about theory but nothing of substance relating to the impact of a BPR inititive.
So clear your mind entirely and change tack.     
Being ruthless with yourself is part of the academic learning curve – happens to me all the time.   I learn, write, discover I am not covering the brief anywhere near as well as I hoped, dump what I have done and start over.    What I previously learnt is never wasted – it will be of use sometime later.     
You have one model that will enable you to write a very good essay. 
Use the implementation of MJDI and also use the ADKAR model.    Describe how MJDI was implemented within your organisation and evaluate whether there is evidence that management (internal and external) used the ADKAR model.    Discussing the event and then having a discussion about each of the five elements of ADKAR followed by a conclusion discussing the results of your evaluation will more than cover the wordcount and specifically address the assignment brief.   
Introduction – background……what MJDI is and why it was implemented
Awareness – how was the forthcoming change communicated (or not!)   How successful was the communication process?   Examples of how this was done.
Desire – how was enthusiasm for the change generated.   How successful was this – discuss BOTH the pros and cons.
Knowledge – how well was the training process conducted?   Do not forget the training new recruits received at Phase 2 Training but concentrate on the training given in the unit to the old and bold.
Ability – What can be done now with MJDI that was difficult (or impossible) before?  
Reinforcement – relates to Lewin’s change model which you could happily bring in here – what has been done to avoid the good old system of two accounts?    The one the inspection team was shown and the real one lol.
[bookmark: _GoBack]Draw all of your evaluation together into a comprehensive conclusion based on your discussions above.   Remember you are evaluating whether there is evidence that the ADKAR model was used – was it?    Then perhaps a comment on whether it ought to have been or, if the evidence suggests it was, whether it ought to continue to be used in the future.
Easily 2,000 words and about 300 per each of the 7 sections.
Learn the difference between their and there,
Given any thought to coming to Swansea for a one-to-one or joining in a class?    You are always welcome.    I have no classes on a Monday and Wednesday.
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