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GENERAL STATEMENT ABOUT THE OBJECTIVES OF THE COURSE:
This introductory financial management course will help the non-financial manager of an urban poor church or mission define biblical principles of financial stewardship, simplicity, walking by faith, voluntary poverty and their relationship to entrepreneurship and fundraising. They will be equipped with the essential tools for supporitn their ministries through entrepreneurial develoment.  The course will be built around case studies from slums in  multiple cities.

Candidates will also understand raising funding for the poor within culturally acceptable processes. Communication  is a critical component of Christian mission-based organizations. However, those who work in these organizations often fail to see or misunderstand the real ministry opportunities inherent in good PR  and fundraising activities. This course is designed to introduce leaders to issues of relationships which will result in more prayer for, giving to and involvement in deeply mission-based organizations.

Through careful study of the strategic marketing planning process, this course prepares students to skillfully use the tools of this process to strengthen their mission-based organizations.  Students will also consider the biblical framework for marketing and fundraising activities, in particular, reflecting on appropriate parallels in the words and actions of Paul. Wherever possible, case studies and real-life examples will be used to provide students with opportunities to practice using the tools of marketing and fundraising.

Course Objectives

By the end of this course, you should be able to: 


Define biblical principles of financial stewardship, simplicity, walking by faith, voluntary poverty. 


Explain the value of the managerial accounting process in Christian organizations.


Describe how financial and accounting tools make it possible to carry out the mission and goals of the faith-based organizations.


Demonstrate the effective use of financial statements by analyzing the information, asking probing questions and synthesizing the data for making conclusions.


Demonstrate the complete process of financial analysis for effective decision-making.


Describe the role of budgets in managing both operations and strategic plans.


Evaluate the fiscal health of your organization and other organizations.


Describe normative cash flows in the process of planting an urban poor church 

LEARNING OUTCOMES THAT WILL BE MEASURED BY ASSESSMENT: (This is a statement of the outcomes that must be measured by the assessment tasks set by the Subject Expert and Course Director, and how they will be measured so candidates can be credited with competency.)

	Outcome1.

(11665)
	Develop training and development plans and processes, including human resource management, skills training for competency in the workplace, achievement of organisational and personal objectives, learning theory, instructional design, induction, socialization, future planning, future trends assessment, resource assessment, budgets, time frames, 


	Outcome 2.

(11665)
	Understand how to manage human resource information - number and types of training and development programmes and events, analysis of participation in processes, changes in individual and group knowledge, skills, competency and performance, productivity and performance analyses, cost-benefit analyses, skills inventories; evidence of three examples is required

	Outcome 3. (11665)
	Understand communication methods and develop a policy statement for inclusion in a quality management system - formal documentation, face-to-face and group presentations, group discussions, briefing sessions, staff newsletters, house magazines, bulletins, audio and video recordings, computer-based communications; evidence is required for three methods.

	Outcome 4.
(none) 
	Assess the effectiveness of negotiation and consultation policies and processes.


	Outcome 5.
	Develop policies and processes for negotiation and consultation with individuals, groups and their representatives.



Note:  

BIBLIOGRAPHY:
UST 11665

Develop training and development plans and processes.
performance criteria
1.1 Plans and processes are based on the knowledge and understanding of underlying concepts and principles needed for competent performance.
Range: include, but are not limited to - role of human resources development in human resources management; contribution of on-job and off-job education, training and development to achievement of individual and organisational objectives;
learning theory; instructional design;
importance of systematic approaches to training, development, induction and socialisation;
skills training;
management development;
training and development plans and processes; competency assessment and development; national education, training and qualifications system.
1.2 Plans and processes are based on the current and future needs of the organisation for training and development, are aligned to the organisation's strategies and plans, and integrated with its human resources management.
1.3 Plans and processes take account of external trends and influences, foreseeable change within and outside the organisation, the values and culture of the organisation, the perceptions and aspirations of current and potential employees, and the resources and capabilities available to the organisation for their implementation.
1.4 Plans and processes are based on logical conclusions drawn from information sources, developed in consultation with stakeholders, and presented in accordance with the organisation's style and decision making processes.
1.5 Plans and processes comply with legal requirements, codes of practice, and organisational policies, and take account of current good practice.
1.6 Plans and processes are supported by the documentation needed for effective operation, and show how they are to be implemented and maintained, and assessed for effectiveness.
element 2
Implement and maintain training and development plans and processes.
performance criteria
2.1 Plans and processes are implemented and maintained in accordance with objectives, and within budgets, time scales, and resource allocations, and in co-operation with all the people involved in the implementation.
2.2 The contribution of training and development plans and processes to the achievement of organisational and individual objectives is communicated in ways which encourage the commitment and co-operation of managers and employees.
Range: examples of communication methods - formal documentation, face-to-face and group presentations, group discussions, briefing sessions, staff newsletters, house magazines, bulletins, audio and video recordings, computer-based communications;
evidence is required for three methods.
2.3 Implementation is supported by information and skills development which improves the understanding and abilities of participants with regard to the processes.
Range: examples of information and skills development - policy and procedure statements, written materials, technical manuals and guides, newsletters, house magazines, bulletins, briefing sessions, training courses and programmes, one-on-one coaching, help lines, advisory services;
evidence is required for training courses, written materials and one other method.
2.4 Implementation problems are identified, and necessary changes to plans and processes are recommended, agreed in accordance with the organisation's decision making style and processes, and communicated to those responsible for the implementation of plans and processes.
element 3
Assess the effectiveness of training and development plans and processes.
performance criteria
3.1 Information about the effectiveness of plans and processes is collected and evaluated in terms of their objectives, the impact on the competence and performance of individuals and work groups, the views of managers and other employees, and their budgets, time scales, and resource allocations.
Range: examples of information - number and types of training and development programmes and events, analysis of participation in processes, changes in individual and group knowledge, skills, competency and performance, productivity and performance analyses, cost-benefit analyses, skills inventories;
evidence of three examples is required.
3.2 The conclusions of the assessment are reported in accordance with the organisation's decision making processes, with recommendations for changes if needed to plans and processes. evidence is required for the development of a process in each of the areas of.
Develop policies and processes for negotiation and consultation with individuals, groups and their representatives.
performance criteria
1.1 Policies and processes are based on the knowledge and understanding of underlying concepts and principles needed for competent performance.
Range: include, but are not limited to - range of communication, consultation and negotiation approaches and styles, good faith, roles of employers, employer associations, employees, employee associations, bargaining agents and representatives, conventions and strategies in negotiation and consultation, formal and informal approaches and styles, handling complaints and grievances, disputes resolution, appeals.
1.2 Policies and processes are aligned to the organisation's values, culture, strategies, and plans, integrated with its human resources management, and take account of legal requirements and current good practice.
1.3 Policies and procedures are developed in consultation with stakeholders, and documented to show clearly how they are to be implemented and maintained, and assessed for effectiveness.
element 2
Implement and maintain policies and processes for negotiation and consultation with individuals, groups and their representatives.
performance criteria
2.1 Policies and processes are implemented in accordance with objectives, budgets, time scales and resource allocations, and in co-operation with managers and other affected people in the organisation.
2.2 Policies and processes are documented with sufficient detail for implementation by those responsible.
2.3 Human resources involved in negotiation and consultation are provided with sufficient information and skills development to facilitate effective implementation of policies and processes.
Range: examples of information - written (policy and procedures manuals, circulars and memorandums, in-house newsletters and magazines, materials from external sources) and oral (face-to-face, presentations to groups, discussions with employees and their representatives);
examples of skills development - training in communication, negotiation, consultation, problem-solving, and disputes resolution;
evidence for at least one example from each category is required.
2.4 Implementation problems are identified and resolved, and necessary changes to processes are recommended, agreed in accordance with the organisation's decision making style and processes, and communicated to those with responsibilities for compliance.
element 3
Assess the effectiveness of negotiation and consultation policies and processes.
performance criteria
3.1 Information about the effectiveness of policies and processes is collected and evaluated in terms of their objectives, budgets, time scales, and resource allocations.
3.2 The conclusions of the assessment are reported in accordance with the organisation's decision making processes, with recommendations for changes if needed to policies and processes.
element 4
Negotiate and consult with individuals, groups and their representatives.
performance criteria
4.1 The choice of negotiation or consultation style and process is based on the organisation's policies on negotiation and consultation and suits the needs of the particular situation.
4.2 Negotiations and consultations are carried out in accordance with the organisation's values, culture, policies, and processes.
4.3 Negotiations and consultations are supported by researched information, arguments are clear, propositions are tenable, and the presentation takes account of the obligations and priorities of the organisation.
4.4 Behaviour in negotiations and consultations meets ethical and professional standards based on current good practice, Code(s) of Good Faith, and promises and undertakings given are reasonable, realistic, and capable of being honoured.
4.5 Negotiation and consultation policies and processes are followed, or the reasons for any deviations are agreed by the parties involved, and recorded.
4.6 Complete and accurate records are made of proposals, offers, points of agreement, decisions and other proceedings of the negotiations and consultations.

Contribute to the development and review of organisational vision and values.
performance criteria
1.1 Needs and opportunities to contribute a human resources dimension to the development and review of organisational vision and values are identified.
Range: examples of needs and opportunities - reviews of organisational vision, values, culture or climate, organisational changes, changes in people’s expectations and aspirations, changes in employment patterns, society and demographics;
evidence of identifying needs and opportunities arising from at least two of these circumstances is required.
1.2 The contribution is based on the knowledge and understanding of underlying concepts and principles needed for competent performance.
Range: include, but are not limited to - impact of social, economic, legal, political, and economic influences and issues on organisational strategies and style;
role of vision and values in development of organisational strategies and policies; importance of human resources to achievement of organisational objectives;
nature of organisational politics and role of power in organisations; perceptions and aspirations of stakeholders.
1.3 The contribution is based on logical conclusions drawn from information sources, takes account of current good practice, is developed in consultation with stakeholders, and presented in accordance with the organisation's style and decision making processes.
1.4 The input is regarded by senior management as a constructive contribution to the development and review of organisational vision and values.
element 2
Contribute to the development and review of organisational strategies and plans.
performance criteria
2.1 Needs and opportunities to contribute a human resources dimension to the development and review of organisational strategies and plans are identified.
Range: examples of needs and opportunities - reviews of existing strategies and plans, changes in external or internal environments, new developments in markets for products or services, changes in legislation, changes in the activities or aspirations of clients and customers or competitor organisations, organisational changes, changes in the labour market;
evidence of identifying needs and opportunities arising from at least two of these circumstances is required.
2.2 The contribution is based on the knowledge and understanding of underlying concepts and principles needed for competent performance.
Range: include, but are not limited to - links between organisational strategy and human resources strategies and policies; role of human resources function in relation to organisational and human resources strategies; concepts and methods of organisational strategy and planning; issues and influences in the external and internal environments.
2.3 The contribution is based on logical conclusions drawn from information sources, takes account of current good practice, is developed in consultation with stakeholders, and presented in accordance with the organisation's style and decision making processes.
2.4 The input is regarded by senior management as a constructive contribution to the development and review of organisational vision and values.
element 3
Develop strategies and policies for the management, performance, development, and reward of human resources.
performance criteria
3.1 Development of strategies and policies is based on the knowledge of underlying concepts and principles of human resources management needed for competent performance.
3.2 Development is based on data drawn from information sources, consultations with stakeholders, current good practice, and the organisation's vision, values, strategies, and plans.
3.3 Recommendations for strategies and policies identify their advantages and disadvantages in terms of the achievement of the vision, values, strategies, plans, and human potential of the organisation.
3.4 Recommendations for human resources strategies and policies show how they are integrated with and give support to the organisation’s overall strategies and plans.
element 4
Assess the effectiveness of strategies and policies for the management, performance, development, and reward of human resources.
performance criteria
4.1 Measures and criteria used for assessing effectiveness are drawn from the organisation’s vision, values, strategies, and plans.
4.2 Input from information sources and stakeholders is used to provide a context for the assessment.
4.3 Assessment is based on analysis of information and opinion with a demonstrated relationship to the organisation’s strategies, plans, and priorities.
4.4 The outcomes of assessment are reported with recommendations which enable decisions or actions to be taken to maintain or enhance strategies and policies.
Demonstrate knowledge of the nature of ethics and selected ethical theories.

performance criteria
1.1 Definition of the nature of ethics identifies three levels of inquiry and distinguishes between them.

Range: levels of inquiry - descriptive ethics, normative ethics, analytical ethics.

1.2 Distinction explained between ethical statements and empirical statements shows importance of this distinction in business problem solving and decision making.

1.3 Description identifies different ways of thinking ethically by reference to main branches of normative ethics, and explains the distinguishing features of each in the context of a business setting.

Range: branches - utilitarian ethics, deontological ethics, virtue ethics.

1.4 Descriptions of selected theories of ethics provide interpretation and debate on their merits, in terms of description of the theory, its principal premises and presuppositions, identification of arguments that apply the theory, and criticism of the theory using practical examples.

element 2
Demonstrate knowledge of personal, organisational, and social levels of ethical analysis.

performance criteria
2.1 Description of personal level of ethical analysis identifies the ethical dimensions of personal character, moral choices, and values of the self in relation to others, and is illustrated in a business setting.

2.2 Description of personal level identifies and explains characteristics of a morally autonomous decision maker, including the degree of freedom and discretion assumed.

Range: characteristics - independence, rationality, moral intensity.

2.3 Description of organisational level of ethical analysis identifies the ethical implications of an organisation’s corporate purpose, vision, mission, and culture, as it pursues its objectives.

2.4 Description of organisational level explains and evaluates the influence of shared values and group norms in the development of a corporate ethic for an organisation, implicitly through group expectations, and explicitly through formal policy.

2.5 Strengths and limitations of codes of ethics are assessed in relation to their necessity, sufficiency, and efficacy in resolving business problems, setting standards, and guiding behaviour within an organisation.

Range: codes - organisational codes, professional codes.

2.6 Description of social level of ethical analysis identifies the impact of the environment of social values, social expectations, and regulatory frameworks within which an organisation operates, illustrated by examples.

element 3
Demonstrate use of ethical decision making models.

performance criteria
3.1 Description defines ethical decision making in terms of its key processes, using a practical example.

Range: processes - ethical reflection on values, goals, and priorities, weighing diverse values and competing interests, setting priorities, choosing among alternative courses of action.

3.2 Demonstration of the moral reasoning syllogism uses a suitable model, with practical examples drawn from a business setting.

Range: suitable model must be drawn from current literature, such as the Toulmin-Brown moral argument model.

3.3 Use of moral assessment tools demonstrates their application in practical business examples.

Range: tools - drawn from current literature, such as Kohlberg’s levels of moral development, Weber’s stages of moral reasoning, or Rokeach’s personal value orientations.

3.4 Evaluation of decision guides shows how they may be used as a framework for ethical business decision making, and identifies key elements to be considered.

Range: identification of key elements - includes facts, ethical issues, parties, rights and duties, consequences, obligations, integrity, feelings.

element 4
Apply ethical theory and models to practical decisions.

performance criteria
4.1 Description defines ethical dilemmas, cites examples of business practice, and clarifies contestable concepts, confusions, and ambiguities in ethical statements of position.

Range: examples of dilemmas include but are not limited to - those between personal and corporate values, between internal and external stakeholder constituencies, between corporate and societal values.

4.2 Ethical theories applied to identified dilemmas relate each of the premises of the theories to the business circumstances of the example and the ethical statements being examined, and criticise both the example and the theory in relation to the circumstances.

4.3 Ethical decisions made in relation to identified dilemmas provide detailed explanation and justification of statements, sufficient to demonstrate the moral reasoning process adopted.

4.4 Decision making models applied to identified dilemmas relate the business circumstances of the example to their key ethical elements and empirical facts, test the ethical content of decision alternatives, and report sufficiently the ethical justification for the decision reached.

4.5 Description of theories of corporate social responsibility relates the interests and influence of shareholders, other stakeholders, and social expectations upon an organisation.

4.6 Adoption of a formal position is argued and justified using selected ethical theories applied to a range of business functions.

Range: functions include but are not limited to - advertising, consumer protection, resource use, ecology, environmental protection, health and safety, product quality;

assessment evidence of three functions to be covered.

Develop strategy, strategic policies, and plans.

performance criteria
1.1 Proposed objectives, policies, and plans are developed in consultation with stakeholders, experts and key informants during plan preparation, and customer, market and stakeholders’ needs are identified.

1.2 Consultation processes are adequate, timely, and effective in securing quality input and participation.

1.3 Planning options and alternative strategies requiring choice and decision are defined, selected and justified for relevance to the requirements of the strategic plan.

1.4 Where required investigation or research cannot be accessed internally, external technical experts are consulted against a written specification or brief, and their reports and recommendations are critically evaluated for cogency and feasibility in the development of planning proposals.

1.5 The costs and benefits of different options are presented with supporting recommendations for decision making.

1.6 Proposals presented analyse and chart the action, resources, critical outcomes, and time scales and milestones required to implement agreed options.

1.7 Agreed plans are documented and transmitted to those who require this information.

element 2
Implement strategy, strategic policies, and plans by delegation to operational levels.

performance criteria
2.1 Responsibility and authority for planned activities are delegated to operational individuals, teams or groups in a manner which is unambiguous, explicit, and allows sufficient time for the action to be carried out.

2.2 The way in which the responsibilities will be carried out and the resources to do so are agreed with those concerned in a manner which ensures understanding, commitment, creative thinking, and enthusiasm.

2.3 Individuals and groups are given information which specifies output targets and performance standards and which identifies those responsible for meeting them.

2.4 Milestones and key indicators are consistently met in the progressive implementation of agreed plans.

2.5 Existing and additional resources are deployed and optimised to achieve full implementation of agreed plans.

element 3
Review strategy, strategic policies, and plans to improve their effectiveness

performance criteria
3.1 Measures and criteria to evaluate achievement are cost effective and make optimum use of data sources and means of collection.

Range: examples of measures and criteria may include but are not limited to - sales performance, share values, market share, benchmarking, performance of competitors, productivity ratios, actual performance against standards;

evidence of three different measures to evaluate achievement with rationale for their use.

3.2 Measures and criteria provide sufficient and timely information to make judgements about progress towards the achievement of objectives, strategic policies, and plans.

3.3 Conclusions of evaluation provide a holistic view of the total organisation’s performance, present condition, and likely progress in the short to medium term.

3.4 Causes of success or failure in achieving the organisation’s purpose, strategies, objectives, strategic policies, and plans are identified, evidenced, and explained.

Range: examples of causes of success or failure may be internal or external and include but are not limited to - the contribution of individuals and groups, delegation, provision of resources, provision or lack of advice and support, systems, controls and measures, actions of competitors or collaborators, changes in the environment;

evidence of understanding the impact of three different causes with recommendation as to corrective management action

3.5 Conclusions, lessons, and recommendations to be drawn from success or failure are communicated to stakeholders and affected persons.

3.6 Revision and reformulation of the organisation’s purpose, strategies, objectives, strategic policies, and plans build upon the identified strengths and weaknesses, successes, and failures.

Develop a culture conducive to innovation and creativity.

performance criteria
1.1 Description of innovation follows a systems point of view, and identifies scope, and opportunities for change processes and forms of innovation to take place.

Range: change processes - linear incremental change, non-linear breakthroughs;

forms of innovation - include products, services, processes, technologies, and systems.

1.2 Organisational and environmental scanning methods identify sources and opportunities for successful innovation.

1.3 Recommended changes in organisational structure and management systems contribute to providing an environment conducive to innovation and creativity.

1.4 Participation in, and contribution to the search for innovation characterise the strategic intent, and are drawn from people throughout the organisation.

1.5 Positive values accorded to innovation and creativity are recognised and communicated throughout the organisation, with recognition and reward commensurate with contribution.

1.6 Innovation structures and networks provide for differentiation in time and methods from other parts of the organisation structure, but with integrating mechanisms to facilitate communications between them.

1.7 Resources allocated to the processes of idea generation, feasibility study, technology, and market assessment and project formulation demonstrate the commitment of the organisation to the management of innovation.

element 2
Lead and manage innovation processes within the organisation.

performance criteria
2.1 Innovation structure is established with membership, resources, and support, and with clarity of goals and expectations, including freedom to act autonomously, and to self-manage the project.

2.2 Innovation management roles are clarified and assigned to specified people (or self-assigned) as a means of using, developing, and enhancing skills.

Range: innovation management roles include idea generator, product champion, sponsor, project leader, project team member;

evidence of knowledge and understanding of role contributions, competencies, and relationships to the success of an innovation project.

2.3 Protection and support provided to innovation projects’ participants enable them to function creatively in conditions of uncertainty and risk, including the freedom to fail.

2.4 Advice and assistance are provided only so far as necessary to allow progress to be maintained and to enable individuals and groups to work autonomously.

2.5 The ways in which advice and support are provided confirm joint commitment to innovation goals, demonstrate trust in those carrying out the work, give encouragement, and reinforce confidence.

Develop a culture conducive to productive change and improvement.

performance criteria
1.1 Organisational scanning method applied identifies opportunities for continuous improvement and productive change.

Range: opportunities - linear, non-linear, incremental, breakthrough.

1.2 Participation in, and contribution to the search for, beneficial change characterise the strategic intent, and are drawn from people throughout the organisation.

1.3 Positive values accorded to change are recognised and communicated throughout the organisation, with recognition and reward commensurate with contribution.

1.4 Opportunities are taken to promote the benefits of change activities to stakeholders, and to create a positive climate of acceptance and support.

1.5 Resources allocated to the processes of idea generation, feasibility study, technology, and market assessment and project formulation demonstrate the commitment of the organisation to the management of change.

element 2
Lead and manage change and improvement processes within an organisation

performance criteria
2.1 Alternative change options and processes are evaluated, and selection is made and justified in terms of feasibility, usefulness, and congruence with organisational objectives.

2.2 Change management roles are clarified and assigned to specified people (or self-assigned) as a means of using, developing, and enhancing their skills.

Range: change management roles include change sponsor, change agent, change participant;

evidence of knowledge and understanding of role contributions, competencies, and relationships to the success of a change project.

2.3 Assessment of contextual factors identifies their contribution to the successful management of change, and strategies developed strengthen positive factors, and remove or minimise adverse factors.

Range: contextual factors include but are not limited to - organisation culture and values, environmental pressures, management style, participation, communications.

2.4 Development of viable strategies overcomes resistance to change, based on identified reasons for resistance, and builds support for change.

2.5 Protection and support provided to change projects’ participants enable them to function creatively in conditions of uncertainty and risk, including the freedom to fail.

2.6 Advice and assistance are provided only so far as necessary to allow progress to be maintained and to enable individuals and groups to work autonomously.

2.7 The ways in which advice and support are provided confirm joint commitment to change goals, demonstrate trust in those carrying out the work, give encouragement, and reinforce confidence.

Develop and implement quality management system.

performance criteria
1.1 A quality management system established for the organisation sets forth a distinctive management philosophy, gives quality assurance to customers of its products and services, and expresses its commitment to quality goals and objectives.

1.2 The quality management system provides evidence of a coherent integrated system, within which all activities and procedures are understood, controlled, and documented, with evidential proof that they are followed.

1.3 Consultation and feedback with key interest groups and stakeholders in the development of the quality policy ensure their commitment to meet the quality requirements of customers.

1.4 Responsibilities and authorities, with lines of accountability for quality performance, control, and improvement, are defined and documented for all persons whose activities can affect the quality of the products and services offered.

1.5 System information detailing all quality responsibilities, policies, and procedures is maintained in an updated, reliable and readily accessible form to meet user needs.

element 2
Review quality management system for conformance to requirements and improvement of quality.

performance criteria
2.1 Review demonstrates that operational procedures are in place for detecting causes of nonconformities, for initiating preventive and corrective actions, for following up, and verifying their effectiveness.

2.2 Review validates quality of inputs, processes, and outputs against standards.

Range: standards include but are not limited to - customer requirements, technical standards, organisational objectives.

2.3 Review demonstrates effectiveness of internal audit system in providing auditable criteria and an audit trail, ensuring identification of success and deficiencies, and enabling improvements in performance to be implemented.

2.4 Review verifies that quality improvement opportunities, goals and plans are established, agreed and implemented.

2.5 Review ensures that the quality management system continues to meet the requirements of customers and the organisation and identifies opportunities for continuing improvement.

2.6 Review demonstrates effectiveness of communication of the quality message throughout the organisation, showing commitment to the quality management system at all levels, and understanding of the contribution each person can make to the control and improvement of quality.

Plan and sponsor an activity across organisational boundaries and structures.

Range: across teams, across groups, inter departmental, special projects.

performance criteria
1.1 Viable opportunities to sponsor cross function activities are identified and sponsored in accordance with organisation procedures.

1.2 Business outcomes of the sponsorship are determined and compared against organisation’s business strategy and objectives for compatibility, within agreed time frame.

1.3 Activities are communicated in a manner that ensures that all relevant parties across the organisation are clear on their role in the activity.

1.4 Cross functional plans are designed in consultation with appropriate individuals, groups, and work areas.

1.5 Cross functional plans are clear, concise, and agreed and include agreed performance standards.

1.6 Plans are complete, comply with relevant legislation, meet organisation and client needs and requirements, and include provision for contingencies.

element 2
Coordinate activities across organisational boundaries and structures.

Range: across teams, across groups, inter departmental, special projects.

performance criteria
2.1 Resources required for cross functional activity are organised and available in accordance with plan.

Range: people, materials, finance.

2.2 Unplanned or unscheduled contingencies are identified, and remedial actions are implemented to realign plan and meet organisational and customer requirements.

2.3 Allocation of work is fair, consistent, and is aligned with the competence and capability of individuals.

2.4 Areas where authority and responsibility can be delegated within the activity are identified and allocated in line with organisational requirements.

2.5 Designed systems to manage activity are implemented in accordance with plan, and are continuously monitored to ensure that plan milestones are being met.

2.6 Plans and sponsorship activities are evaluated in terms of their ability to meet cultural and diversity requirements.

2.7 Improvements to activities are identified, evaluated, documented, and implemented in accordance with established procedures and timeframes.

Explain the nature of and the need for strategies for financial management.

performance criteria
1.1 The explanation describes the objectives of financial management.

1.2 The explanation describes the investment decision, financing decision and dividend decision in terms of their purpose.

1.3 The explanation describes the need to forecast financing needs.

1.4 The explanation describes the consequences of inadequate financial management.

Range: uneconomic return on investment, financial distress, insolvency, receivership.

element 2
Explain the nature and calculate measures of risk.

Range: calculations - risk adjusted discount rate, certainty equivalents.

performance criteria
2.1 The explanation describes the relationship between risk and return.

2.2 The explanation describes the principles and assumptions of the Capital Asset Pricing Model (CAPM).

2.3 The explanation describes measures of risk in terms of their features.

Range: standard deviation, coefficient of variation.

2.4 The results of calculations are correct.

2.5 The explanation compares the certainty equivalent and risk adjusted discount rate.

2.6 The explanation describes sensitivity analysis, scenario analysis, and computer simulation in terms of their process.

element 3
Explain and apply the principles of project appraisal.

Range: applications - calculate compound and present values of lump sums and annuities, identify cash flows relevant to a specified project.

performance criteria
3.1 The relevant cash flows are identified according to standard accounting practice.

3.2 The results of calculations are correct.

3.3 The explanation makes a recommendation based on the appraisal techniques undertaken on given data.

Range: payback, accounting rate of return, net present value, internal rate of return, profitability index.

3.4 The explanation compares the use of net present value and internal rate of return for project appraisal.

Range: mutually exclusive projects of different size, capital rationing, reinvestment assumptions.

element 4
Explain the processes of funds management.

performance criteria
4.1 The explanation describes the sources of short-term financing, their advantages and risks.

Range: trade credit, bank loans, accounts receivable factoring.

4.2 The explanation describes the risks associated with, and methods of protection for, international finance.

4.3 The explanation describes and evaluates strategies to manage accounts receivable.

4.4 The explanation describes and evaluates strategies to manage inventories.

element 5
Explain and evaluate the nature of, and calculate cost of, capital.

Range: calculations - weighted average cost of capital, capital asset pricing model, cost of capital.

performance criteria
5.1 The explanation defines the cost of capital.

5.2 The results of calculations are correct.

element 6
Explain the processes of managing capital structures and liability portfolios.

performance criteria
6.1 The explanation describes the theory of optimal capital structures.

6.2 The explanation describes the effect of financial leverage.

6.3 The explanation describes the risk of business failure in terms of capital structure.

6.4 The explanation discusses the sources of finance and comments on their distinguishing features, advantages and risks.

6.5 The explanation discusses dividend policies and factors affecting dividend decisions.
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