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Executive Summary 

The Movement Controller trade has 378 personnel in total, ranging from private soldier to Warrant Officer class 1.  Since the drawdown of overseas Operations in Iraq and Afghanistan, there has been an increased number of overseas exercises for British troops of all disciplines conducting training activities.  This increase has led to a spike in demand for Movement Controllers to provide logistical assistance both in the UK and abroad.

Due to this increase tasking’s, the trade is running extremely hot and requires a recruitment drive to be able to sustain the high level of output being achieved. 

With the reform of Army 2020, it is possible to re-train current soldiers from other trades as well as recruit fresh talent from the civilian sectors.  To ensure that the right personnel are being recruited, the creation of a multi-disciplinary team with the aim to re-engineer to trades recruitment and successfully meet the desired objectives.

Introduction

The purpose of this report is to describe the creation of a multi-disciplinary team, that has the task of implementing business process re-engineering, to successfully meet the corporate objectives of the Movement Controller Trade within the British Army.

1. How the Movement Controller trade achieves its objectives

1.1	How to manage individual activities to meet corporate objectives

1.1.1	“In a turbulent economic climate, characterised by pressures to improve productivity and reduce costs, performance management has a more central role in helping to ensure competitive advantage”, Rowland , C et al (2012).  This is the exact position the Movements trade finds itself, MOD budget cuts and increased volume of overseas tasking’s, have led to individuals undertaking far more important tasks than in previous years. Action learning, most people learn best by doing, however this can be detrimental if not managed carefully.

1.1.2	Throughout the MOD, personnel receive appraisals from line managers annually, providing a rounded performance review and highlighting areas for development.  Each individual is to update objectives to be achieved throughout the year and the appraisal reviews the objectives to ensure that they are not underachieving or being career fouled.

1.1.3	“Appraisal is usually part of a performance management system and can result in increased pay and other rewards such as promotion, career opportunities or actions to remedy disciplinary or capability issues” Rowland , C et al (2012).  Promotion and pay go hand in hand within the MOD however promotion often leads to further courses becoming available to a soldier and therefore enhancing the skill set of an individual and improving the effectiveness of a given trade.

1.2 How to manage team activities to meet corporate objectives

1.2.1	The concept of the team is well established in sport but in so far as it relates to work, it is of comparatively recent origin.  Teams, where the players play a different part but enjoy broadly equal status, have scarcely any precedents in the broad political history of mankind.  the assignment of duties and responsibilities has operated through rank and has incorporated traditional rules and conventions” Belbin, RM (2010). 

1.2.2	The word team correlates to many forms in the military, it may be a section of 10 infantry soldiers or 4 Movement controllers, the concept remains the same and concurrent cooperation is required to achieve the desired objective.  

1.2.3	The rank structure is a way of managing this team and ensuring that soldiers work in harmony rather than as individual entity’s.  Seniority often determines the right person for the top job and the rest of the team are to respect this.  One of the core values of the British Army is ‘selfless commitment” and this value ensures that soldiers are thinking of the objective first rather than how it makes them feel.

2. Principles for Recruiting and Selecting Staff

2.1	Recruitment and Selection Processes

2.1.1	“Employing organisations have had to acquire a capacity for developing people effectively, together with increasingly sophisticated approaches to recruitment, selection, retention, employee relations and performance management” Torrington, D et al (2017).  As with the MOD, retention of the right personnel coupled with the recruitment of the right personnel is imperative to remain at the extremely high levels of output desired from higher formations.

2.1.2	Internal recruitment within the MOD is desired due to the cost implications associated, the process associated this can be broadcasted in many ways internally such as by email, newsletter or online recruitment pages.  Selection for any new posts is to be vetted by the Command Movement Warrant Officer, the top job in the Mov Con trade to assess the suitability.  For example, recently a re-trade from within the Royal Logistics Corps wanted to transfer to Mov Con, the soldier had complete 8 years’ military service and had management experience coupled with an academic ability.  The soldier in question was interviewed and was ultimately successful, proving that internal recruitment can be a success for the right calibre of personnel.

3. Developing and Motivating People

3.1	How to Motivate and Develop an Individual

3.1.1	As earlier mentioned, appraisals are used throughout the MOD, however they are not always motivating.  Motivation can come in many forms for different individuals, some may want promotion some may want a financial reward in the form of a pay rise some may just require job satisfaction.  It is important for leaders to determine each individual’s motivation for a task and use it as an advantage towards the objective.  Financial rewards are not always available although desired, and are unlikely in the military, however promotions are feasible and good work is to be rewarded accordingly.

3.1.2	Styles of leadership can play a large part in the developing of soldiers, a certain style can have both good and bad impacts.  A Coercive Leader – (do what I tell you) will not work in all situations however is required in an emergency for instance.  Pacesetting – (do as I do, now) describes a leader with extremely high standards however this style can destroy a working environment and withdraw individual innovation.  Coaching – (try this) describes a leader who is focused on the development of an individual, perfect for a military training environment.  Democratic – (what do you think) describes a leader who achieves consensus through participation.  The styles of leadership will all have an input on how to motivate an individual outside of reward.

3.2	How to Motivate and Develop Other People

3.2.1	As mentioned by Rowland , C et al (2012) “Only by creating a culture in which people can fulfil their potential can organizations survive, compete and grow in today's global environment. Yet, few organizations have thought this through to the extent that the development of teams and individuals is a key component of corporate strategy, embedded in all aspects of the organization. The idea that individuals need to be controlled persists. If a control philosophy permeates notions of empowerment, development and continuous improvement, paradoxically it will dilute both control and motivation”.  Promotion and delegation are fundamental elements of the Chain of Command, in order for it to work correctly.  Soldiers who are deprived of responsibility due to man management, are a lot less motivated than soldiers who are empowered and exposed to challenging tasks regularly.

3.2.2	For soldiers to fulfil their full potential the manager will need to display a mixture of management styles, Democratic – Complete confidence in subordinates who are allowed to make decisions for themselves And Participative – the manager has some confidence in subordinates, listens to them but controls decision making, motivates by reward and a level of involvement and will use the ideas and suggestions constructively.  Thus, allowing a soldier to develop under guidance and rewarded for good practices. 

4. Team Development and Management

4.1	Select A Team From A Group Of Individuals

4.1.1	When selecting from a pool, it is important to ensure that standards of entry are determined early.  As Belbin, RM (2010) mentions, one undoubted merit in setting out very demanding standards of entry, whether on academic grounds or otherwise, is that it restricts the field.  Without such restrictions, a firm risks being flooded with applications”.  Unfortunately for the MOD, Army 2020 has cut down Army numbers significantly, so the risk of being flooded with applications for the Mov Con trade is Highley unlikely.  That being said, the standards are to remain high to ensure the quality of work does not drop.
















4.2	Plan, organise, direct and control the work of others to achieve desired outcomes

As seen in figure 1. Provides a visual model of the characteristics that exist with most successful teams. Biech, E. (2008).[image: ]

4.2.1	The blocks in figure 1 are not randomly selected they placed in a respective spot for a reason.  To be able to adequately manage an objective, clear goals must be in place from the outset.  From this plan each individual/soldier is able to understand the standard expected and work in conjunction with the team to achieve that objective.

4.2.2	When creating a multi-disciplinary team all 10 characteristics must be in place on order for the team to be successful and ultimate recruit to the best of there ability.

4.3	Effective communication with all levels of the organisation

4.3.1	The organisation being the MOD, provides training for all junior and SNCOS through a course called Defence instructional techniques.  This course provides soldiers with the skills and experience talking to small and large groups of people ranging from private soldier to Lt Colonel.  Through effective communication in a conference room or passing an order in the field, although the message may differ the concept is the same. 

4.3.2	In the Mov Con trade, class 3 soldiers are to give deployment briefs to 250+ soldiers regularly, as part of a work place experience workbook.  This exposure provides great experience and with time individual’s grow in confidence and skill. 

5. Key legal requirements for working with other people

5.1	MOD compliance with employment, health and safety and discrimination laws

[bookmark: _GoBack]5.1.1	Throughout the Forces, there is an Equality and Diversity campaign to ensure all serving soldiers male and female are treated fairly and not discriminated against in anyway.  Not only is this an internal employment drive this is a national emphasis on ensuring all people are treated equal.

5.1.2	The MOD falls under all UK laws and the HASAW act 1974 is no different. Whether on overseas exercises or Operations the MOD are to adhere to UK law, compliance is monitored through regular audits and assurance visits from senior members of the RLC.

Conclusion

To conclude, the Mov Con trade requires an influx of new talent to ensure a constant supply of high calibre logisticians operating within the Army. The individuals tasked with recruiting are to ensure that the candidates are of the required standard and will add value to the trade.  The importance of managing individual’s correctly to ensure motivation is high and that clear goals are set to allow for team cohesion and ultimate success. 
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	Assessment Criteria Table
	

	Learning Outcome - The learner will:
	Assessment Criterion - The learner can:
	Demonstrated in Paragraph(s)

	1.2
	Understand how an organisation achieves its objectives
	1.2.1
	Demonstrate how to manage individual activities to meet corporate objectives
	1

	
	
	1.2.2
	Demonstrate how to manage team activities to meet corporate objectives
	1

	3.1
	Know the principles for recruiting and selecting staff
	3.1.1
	Implement an effective process for the recruitment and selection of staff
	2

	3.2
	Understand the importance of and the process for developing and motivating people
	3.2.1
	Demonstrate how to motivate and develop him/herself
	3

	
	
	3.2.2
	Demonstrate how to motivate and develop other people
	3

	3.3
	Understand the principles of team development and management
	3.3.1
	Select a team from a group of individuals
	4

	
	
	3.3.2
	Illustrate how to plan, organise, direct and control the work of others to ensure that the desired outcomes are achieved
	4

	
	
	3.3.3
	Demonstrate how to communicate effectively with all levels in an organisation
	4

	3.4
	Understand the key legal requirements for working with other people
	3.4.1
	Illustrate how to ensure compliance with current employment, health and safety and discrimination laws
	5
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Figure 1. Ten Characteristics of a High Performance Team





