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Post 1:
Capital budgeting is a process used by companies for evaluating and ranking potential expenditures or investments that are significant in amount. There are several tools of capital budgeting like NPV, IRR, MIRR, Payback period, PI etc that are used according to the available data and information related to the project. Capital budgeting usually involves the calculation of each project's future accounting profit by period, the cash flow by period, the present value of the cash flows after considering the time value of money, the number of years it takes for a project's cash flow to pay back the initial cash investment, an assessment of risk, and other factors.
Apart from the quantitative factors, there are other qualitative factors also that affect the feasibility of a project. Such factors like customer satisfaction, quality of services or products, wastage reduction, good working environment, labor welfare etc are important for Investment appraisal. Thus, the Capital budgeting technique falls under the “Cost-Benefit Analysis” and according to Axelrod (1988), “It involves such factors as placing a current monetary value on project benefits and costs that will take place in the future”. The initial cost is easy to ascertain but the benefits arise due to qualitative factors are difficult to estimate. For example, the benefits of high customer satisfaction will be translated into higher sales but how much incremental revenue would be generated is difficult to estimate. In the same way, it is difficult to estimate the benefit arises due to favorable labor policy. In the words of Shirey (1994), estimation of future benefits in the terms of a dollar is almost impossible.
Despite the complexity and low accuracy of monetizing the qualitative factors, it is always desirable to take into account of project appraisal. According to Morone & Paulson (1991), “Qualitative considerations in the capital investment analysis are very important for strategic investment”. Factor analysis gives a broad framework of the feasibility of project on the basis of qualitative grounds.
Therefore, Mara has correctly incorporated those qualitative factors for Investment analysis. Such qualitative factors may put the project highly profitable and sustainable in long run in spite of non-acceptance of a project on quantitative factors only.
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Post2:
Incorporation of Qualitative Factors in Capital Investment Decisions
Capital investment analysis is a first and foremost primary practice that organizations undergo whenever they decide to invest in a long-term project. Budgeting techniques during capital investment analysis provide information about future cash flows that the investment project will generate. These techniques provide profitability analysis and cut-off point for making a decision. Net present value is one of the most used techniques for capital investment analysis (Kalyebara & Islam, 2014). It provides the present value of projected future cash flows by discounting these on required rate of return. Usually, NPV only incorporates quantitative factors such as an increase in productivity, sales, cost, the rate of return and expected cash flows. The project with positive NPV is said desirable while projects with negative NPV are not pursued by the organization.
However, this technique does not provide a holistic approach. Quantitative factors are not the only factors which play role in profitability and productivity. Several qualitative factors are quality important to enhance profitability, productivity, and growth. Attributes like employees’ morale, market reputation, quality enhancement, waste reduction and customer satisfaction are said to affect the profitability level of organization.
Points that Mara produced have significant value in strategic decision making about capital investment. If the installation of the new machine is seen to increase the level of customer satisfaction and perceived quality then there is no doubt that it will bring greater proceeds for the organization. Reduced cost of inventory and scraped production are directly linked to the cost-benefit analysis of capital investment decision. These costs can be easily determined and extracted out of the total cost of the project. Thus it is valid to say that incorporation qualitative factors in NPV calculation are equally important to reach the right decision.
Reference
B. Kalyebara and S.M.N. Islam, (2014). Corporate Governance, Capital Markets, and Capital Budgeting, Contributions to Management Science Springer-Verlag Berlin Heidelberg 2014
 
Dynamic 
Post 3
Business Leaders & Changes 
      The business leader is an individual or a group of individuals to influence and guide followers or other members of an organization. The business Leadership involves making sound decisions, creating and articulating a clear vision, establishing achievable goals and providing followers with the knowledge and tools necessary to achieve those goals (Rouse, n.d.). The business leaders are found and required in most aspects of society, from business to politics to region to community-based organizations. An effective leader possess the following characteristics: self-confidence, strong communication and management skills, creative and innovative thinking, perseverance in the face of failure, willingness to take risks, openness to change, and levelheadedness and re-activeness in times of crisis (Rouse, n.d.). 
      Multiple definitions of business leadership exist, although the different definitions generally converge in the theory that great leaders have the ability to make strategic and visionary decisions and convince others to follow those decisions. The consensus is leaders create a vision and can successfully get others to work toward achieving that goal. They do this by setting direction and inspiring others to want to succeed in achieving the end result. Moreover, they are capable of getting people excited and motivated to work toward the vision. In other words, great leaders know how to both inspire people and get followers to complete the tasks that achieve the leader's goal (Rouse, n.d.). 
      As for my experience, the involvement in a change initiative that was doom from the beginning was especially on technologies change. I was a part of the committee of change one of system that we work on it as a supply chain management system and link with a procurement system as well. This system linked between other organizations among the country that can help to request and send the items that have been requested to the projects that located in different places. We suggested that the system needs to be updated and do some changes that can help the workers to understand it in easy way. The employees were really cooperate in those changes and listen to their suggestions it give us that the employees feeling great with those changes since the system was known by them. 
      Later, we have been distributed by a new system that has been forced on us by the HQ to use it in the place of the old one. By this action, most of the employees got frustrated and frightened because many skills needs to be obtained to use the new system and the company decided to fired and reduce the jobs regard the new system. From that, the change was really hard to fix in other word to begin with it since there are some and strong resistance against the change. So, from that I can say the change has been doomed from the beginning. 
      So, without execution or implementation the whole process is a waste of time, effort and money. Following are 10 common challenges companies face when implementing effective change initiatives (Jewell, 2016); 
· Absence of leadership consensus: The primary reason change initiatives fail is lack of consensus and support from the firm’s leaders.
· Lack of accountability: Along with measuring progress comes holding employees accountable for the success of the project.
· Failure to communicate: Communication is critical to getting employee buy-in and eventual user adoption.
· Inadequate resources: Each internal improvement project needs adequate resources of time, money and people to be successful.
· Poor planning: Every internal initiative should be treated as a project with a scope, budget, and timeline and given the same attention as you would a billable project.
· Failure to measure: A lack of specific measurable metrics established to analyze results will make it very difficult to determine if the initiative is a success or failure.
· Disjointed team: Without the right team, any initiative is doomed to fail.
· Missing feedback: Employees and other stakeholders can provide valuable feedback and clues about potential obstacles.
· Resistance: This is a normal reaction to change that be anticipated.
· Lack of defined outcomes: Failure to determine specific measureable goals and objectives for the project.
      By ensuring these 10 challenges are anticipated and prepared for in advance, the company business leaders can give their firms the highest chance of success in implementing critical business improvements or changes. They must take the time to understand where their firm stands before starting any new projects and have realistic goals that everyone can get behind.
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Post 4 :
Organizational change failure
Why do change processes seem to fail so often? most people shy away from the hard decisions when considering change. In human systems such as organizations, the effectiveness of their functioning is determined far more by the effectiveness of the relationships between the component parts, than it is by the form the structures take. There are some common themes, or reasons organization change fails. The good news is that they work in reverse, too.
1. Clear performance focus
Success comes from a tight, clear connection between change expectations and business results. Failures come when an organization is overly focused on activities, skills and culture, or structural changes without creating a tight linkage to business results.
2. A winning strategy
Projects & organizations succeed when the strategies play to strengths. Failure happens when there is an overestimation of strength(s) and/or no ability to document concrete ‘wins.’
3. Specific change criteria
In successful efforts, the underlying performance criteria and change requirements are clear, documented and not negotiable. If the ‘rules’ shift or evolve or can be negotiated, failure follows.
4. Distinction between decision-driven and behavior-dependent change
Some change can be ‘decided’ – restructuring, purchases, hires/fires, etc. Other change is ‘behavior-dependent’ – skills development, new processes, implementing new accountabilities, etc. Organizations that over ‘decide’ and underinvest in ‘behavior’ changes fail.
5. Structure and systems requirements
Structure and systems (particularly IT) changes may be required for change but are almost always overused as either the answer or the excuse. Overdependence on structure and systems results in confusion and sapped energy, and is a great technique for stalling progress.
6. Appropriate skills and resources
Successful change often demands new skills that are being created; requiring some level of transition resources until new skills are fully functional. Lack of the right talent (skills) and resources against an opportunity is certain failure; yet organizations consistently repeat this shortcoming.
7. Tight integration and alignment of all initiatives
Major change inevitably requires dozens of initiatives (strategy projects, re-engineering efforts, training, leadership development, communications, technical redesign, new measurements, etc.). The result is a massive integration challenge. Failure results from locally and globally isolated projects, cross-project conflicts, resource competition, and confusion as to how projects do or don’t relate.
8. Leader ability and willingness to change
The ceiling on any attempt to change at the project, department or organization level is set at the leaders’ willingness to embrace and embody the change. Whatever behaviors individual project or leader team members cannot adopt, become effectively impossible for the organization.
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