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	Executive Summary



This business report is written to the company's CEO on problems affecting its internal workforce management on the subject topic of employee job satisfaction and engagement. 
 It addresses key contemporary issue within the field of people management, specifically in the area of physical work environment, psychological work environment, skills training, recognition, and award. 
According to Taylor (2011), “An engaged employee is aware of business context and works with colleagues to improve performance within the job for the organization's benefit. The organization must work to develop and nurture engagement.” (p.182)
This report combines relevant historical information and meta-analysis findings on employee job satisfaction and employee engagement.
An interview with the company director has been conducted as a means of primary data source, and the benefits of this report include insight analysis, findings, and possible recommendations to the CEO.
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	INTRODUCTION














	Topic of discussion 


 A Critical Evaluation Of Employee Job Satisfaction And Employee Engagement at Greenhood 
Limited through Service Improvement.
	Aim Of The Report 





The aim of this business report is to analyze the overall employee job satisfaction and employee engagement at Greenhood Limited, on factors involving: 
[bookmark: _Hlk81885539](1). Security in the workplace,(2). Physical working environment, (3) Service functions-external stakeholder engagements, (4). Psychological work environment, (5). Teamwork and collaboration in the organization,  (6) Management team and leadership style and (7) Skills training, recognition, and awards.
		Purpose Of The Report


An extensive interview will be conducted with the company director via a face-to-face interview, asking questions relating to the research topic.
Three semi-structured interview sessions will be conducted with the company director as a primary data collection source. The order of the questions can be changed as per need, preference, questions, and real-time information. Following the interview, a deep analysis of the questions will be conducted, and recommendations will be given to the company's CEO.
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	Interview with the company director
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	The Business Model Canvas
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	BACKGROUND
























	Company Background 


Greenhood Limited is an active limited company incorporated on the 8th July 2014 with registration number 09120984 in England and Wales. Greenhood Limited is located in Wolverhampton, West Midlands region of England, United Kingdom. The company started trading from the historic county of Essex in 2014.
Greenhood Limited provides healthcare and hospital training consulting contract services, targeting customers primarily in NHS hospitals [image: ]  and residential care homes [image: ].
Greenhood Limited is classified as a micro company with less than 10 employees [image: ]  and a total company value worth under £2 million.  The company has the potential for future growth and expansion; the operational scale to the company is mainly dependent on its capability to cope and perform well under an increased or expanding workload or scope to its professional workforce. 
Greenhood Limited works with leading digital healthcare consultancy companies and pioneer medical staffing companies that provide services  directly to leading healthcare organizations and hospitals in the United Kingdom and overseas, such as:
[image: ]                          [image: ]                                     [image: ]
[image: ]
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The company has been identified with a high level of employee engagement and job satisfaction; benefits of working for Greenhood Limited include better pay and remuneration, career development, and training. The company currently has 1 active director and employee. Greenhood Limited operates as a flat organizational structure where its employee report to the company director.  
The problem-solving mechanism at Greenhood Limited is that the company provides highly trained and experienced consultant that use critical thinking, brainstorming techniques, analogy, and abstraction to execute given assignment or contract service agreement.
	Company History
	


Sources relevant to the company confirm the idea that the company’s name ‘greenhood,’ has emerged as a family initiative that went from being a suggested name for a  outwear design to an IT consulting company with two directors initially.
    [image: ]Source: (Greenhood, 2021)



		Problem Statement 



[bookmark: _Hlk82028310]The main problem identified at the company is in the area of disengagement and dissatisfaction, concerning skills training, recognition, and awards.
According to Munns (2021), 
“Unfortunately, almost everything can cause an employee to become disengaged. From the small things like running out of milk, the kitchen being untidy, and being forced to do jobs outside of their role all the way up to far bigger issues. Engagement can drop fast if it is ignored.”
Wong (2020) also added specifically to employee recognition as,” it's common for organizations to acknowledge staff members who've given 10, 15, or even 20 years to the company. Each employee usually receives the same plaque, handshake, and five-minute speech slot. Their years of service diminished to one anti-climatic moment. This scenario is a reality for many companies, as only 46 percent of employees rate their leaders and managers above average in providing recognition. Organizations looking to improve employee engagement need to build a culture of appreciation and awards. Employee engagement is working together to achieve organizational goals; an organization whose employees are satisfied and happy results in effective work productivity, improved outcomes, good quality of service, and excellent performance.
The enthusiasm to work is there from the employees, there is loyalty to work, and a better productivity level is achieved. However, most people might interpret the meaning of employee engagement and satisfaction in the wrong manner.                             Gallup (2017 ) notes that “Teams with high employee engagement rates are 21% more productive and have 28% less internal theft than those with low engagement.” (p.6)
Organizations with low employee engagement scores saw 18% lower productivity, 16% lower profitability, 37% lower job growth, and 65 % lower share price over time.
A happy and engaged working environment not necessarily means that employees are motivated to work. However, certain factors could withhold employees from continuing to work in that organization. Factors such as good pay incentive, proximity to work, and work-life balance might be determining factors for some employees to retain that position 
	[image: ]
  Source: (Vantage, 2021)

According to Oehler (2017), 
“The concept of employee engagement is sometimes confused with happiness, but it’s really about an employee’s psychological investment in their organization and motivation to produce extraordinary results.” (p.5)






motivated to work in the organization. And customers are happy. Going by customers' feedback on the company's website, it has all been positive comments to the employee workforce. Conclusion: how has it been that customers have provided very good and constructive feedback resulted from effective employee engagement and job satisfaction. 




















	[bookmark: _Hlk81884607]Identifying Engaged and Disengaged employees


 According to Taylor (2021), “ There are specific, noticeable traits of both engaged and disengaged employees. "13 Signs of a Disengaged Employee," those traits include:
	Complaining
	No desire to grow as an employee

	Gossiping
	Unwilling to learn new things

	Making excuses
	Irresponsibility: missing deadlines, showing up late, etc.

	Lying or making up stories
	Frequently distracted

	Lacking enthusiasm
	Unwilling to help others

	Employees who think they know it all
	Lacking initiative


Identifying traits of disengagement will also help you spot the fully engaged and the neutral employees. While it's essential to work hard even for those who are already actively disengaged, the actively engaged and neutral groups will often show the most return on the resources you invest. That's why it's important to identify signs of disengagement early on and work to support those employees before they reach the stage of active disengagement.
	Understanding The Root Organizational Causes Of Disengagement


Don’t shoot the messenger, but unfortunately, organizational leadership is the root cause of having and keeping disengaged employees.
The hiring process's seeking, screening, and interviewing phase is typically where you would like to find candidates who will remain fully engaged during their employment with your company. That is not an easy task, but it is possible to get close with proper vetting (e.g., multiple interviews, screening procedures, etc.).Changes in the job market don’t necessarily negatively affect the engagement of employees, but when the job market is good, disengaged employees consider jumping ship.
Our recent Employee Engagement and Modern Workplace Report found that 71% of workers are “not engaged” or “actively disengaged” and are emotionally disconnected from their workplaces, less likely to be productive.
Roughly 66% of Actively Disengaged employees surveyed said they are actively looking for a new job, with only 29% of Disengaged Workers workers seeing themselves at the same organization in two years.
These statistics reveal that work must be done to identify the root causes of disengagement and do all that is necessary to eliminate them.
According to Gerard Seijts and Dan Crim, from the Organizational Behavior Department at the Richard Ivey School of Business at the University of Western Ontario, as published in the National Business Research Institute, several elements are ignored contribute to employee disengagement.
They include:
· Clarity — Leaders not communicating a clear vision of the organization
· Contribution — Leaders not letting employees know that their work matters
· Control — Leaders not allowing employees to have some sense of control over their work pace and flow
· Credibility — Leaders not setting an example of high ethical standards
· Conveyance — Leaders not establishing processes and procedures to help employees reach their goals
Recognizing and focusing on these elements serves to increase engagement and decrease employee turnover.













	RESEARCH METHODOLOGY




















The interview is conducted on an open, unbiased approach with the company director. Developing a clear understanding of the company’s employee job satisfaction and employee engagement policy.
Interviewing according to Mears (2017), “Effective interviewing depends on a well-planned interview to ensure that you cover the topics you want your participants to address.” (p.185)
This interview process will take approximately three weeks of an interview with the company director at the company address on an ½ hourly session every Monday afternoon to discuss questions on the research topic.
	Objectives



Status update, current status surrounding employee engagement, and employee job satisfaction in the company, to review the project plan and action log on matters concerning the research topic, milestone achievement, what needs to be reviewed, why, and what needs to be done to accomplish the project task in a timely and fashioned manner.
	Ground Rules


· No sidebar conversation
· Being honest and unbiased about the responses to the questions been asked.
	Attendees/Participants 


Interviewer

 Interviewee

	Planning the meeting



Location of the meeting

 Minutes of the meeting sent to the company director in advance 



A working structure to limit distraction

A well planned agenda, assigning critical roles such as a facilitator, Time keeper, Recorder to co-ordinate the meeting 


Having a clear goal in mind and planning  for the interview




	Outputs/Outcome of the meeting 


· Update action Log
· Highlights for next meeting with the company director.

	Challenges and Disposition


According to Mears (2017), “No discussion of in-depth interviewing would be complete without acknowledging the challenges. It poses, namely  that it requires patience, demands considerable time and energy, and involves coordinating schedule with the busy calendars of others.” (p183). This consultancy report has encountered numerous challenges; the weekly interviews with the company director has encountered challenges. The company director has taken his time out to attend the interview session and manage his workload. The interview session overall has yielded positive results.












































	FINDINGS





































	Employee Job Satisfaction


According to Christiansen and Chandan (2017), “The trend for employees’ job satisfaction has fluctuated for the past 10 years, starting from 77% in 2005, 86% in 2009, 81% in 2012 and 2013, and 88% in 2015 (SHRM, 2016 cited in Christiansen and Chandan, 2017, p.202), Based on SHRM (2016), the top 12 aspects or contributors to employee job satisfaction included the following : (1) respectful treatment of all employees at all levels (67%); (2) overall compensation/pay (63%); (3) overall benefits (60%); (4) job security (58%); (5) trust between employees and senior management (55%) and opportunities to use skills and abilities at work (55%); (6) the organization’s financially stability as well as the relationship with immediate supervisors (53%); (7) a feeling safety in the work environment (e.g. physical safety, taking measures to prevent violence in the workplace, acts of terrorism) (50%); (8) immediate supervisor’s showing respect for the ideas of others (50%); (9) the work itself (whether the work is interesting, challenging, exciting) (48%); management’s recognition of employee job performance (48%); communication between employees and senior management (48%); (10) career advancement opportunities within the organization (47%); (11) autonomy and independence to make decisions (46%); and (12) management’s communication of organizational goals and strategies (45%). These statistics showed the importance of the interpersonal dynamics in the workplace.” (pp. 202-203).
“It was apparent that employees’ relationships with management played a significant role in employee job satisfaction because respect, trust, relationship, recognition, communication, autonomy, and independence are keywords on the list. In SHRM’s (2016) cited in Christiansen and Chandan (2017, p.203), further study of 581-590 participants’ satisfaction ranking with relation to the management, the manager’s communication of organizational goals and strategies, respectful treatment of all employees at all levels, and communication between employee and senior management stood out as 
the top three on the list. Communication has played a pivotal role in job satisfaction, as reported by SHRM (2016).” (Christiansen and Chandan, 2017).
	Employee Engagement


According to (Sun and Bunchapattanasakda,2019), “Employee engagement is an important issue in management theory and practice. However, there are still major differences in the concept, theory, influencing factors and outcomes of employee engagement, and there is still no authoritative standard.” (p.63).
Employee engagement, as defined by the Society for Human Resource Management, is “the actual conditions in the workplace (the environment and the work itself) and workers’ opinions and behaviors (how the employees perceive their relationship with their work, as well as how they view others around them).” (SHRM, 2014, p.5).
Sun and Bunchapattanasakda (2019) note that the “Two kinds of definitions of employees engagement are identified: employee engagement as a multi-faceted construct (cognition, emotions, and behaviors) and as a unitary construct ( a positive state of mind, a dedicated willingness, the opposite of burnout). Three theoretical frameworks are used to explain the varying degrees of employee engagement: Needs-satisfaction framework, job demands-resources model, and social exchange theory. The influencing factors of employee engagement are divided into three categories: organizational factors (management style, job rewards, etc.), job factors (work environment, task characteristics, etc.), and individual factors (physical energies, self-consciousness, etc.). Employee engagement is found to have a positive relationship with individual performance (organizational commitment, positive behavior, etc.) and organizational performance (customer satisfaction, financial return, etc.).” (p.63)






	Market Research and Meta-Analysis  on         

	                                                  EMPLOYEE JOB SATISFACTION and 
                                                 EMPLOYEE JOB ENGAGEMENT 


	Historical Findings, Facts, and Figures (2002-2020) Secondary Data


	Top Aspects Contributing to Job Satisfaction in 2013
Compensation/pay was rated as “very important” by 60% of employees in 2013, making it the top contributor to overall employee job satisfaction. This factor was ranked as low as fifth in importance only a few years ago, in 2010. However, many employers have frozen salaries or administered minimal increases to compensation during the post-recession economy in an effort to control costs, and this slow-growth environment for incomes is undoubtedly having an impact on workers’ priorities and could affect their plans for seeking new employment in 2014. Both job security and opportunities to use skills/abilities rated second (59% each) among the factors reported as “very important” to job satisfaction. These job satisfaction contributors were followed by the relationship with immediate supervisor (54%), the overall benefits package (53%), organization’s financial stability (53%) and the work itself (51%). Compensation/pay was either the top or second-rated aspect of job satisfaction of four different generations of employees (Millennials, Generation X, Baby Boomers and Veterans). It was also cited as one of the top three job satisfaction contributors among several employee categories (non-exempt, professional and mid-management). It did not place in the top five aspects for executives, who most often cited opportunities to use skills/abilities (66%) as the most important aspect of job satisfaction.
Employee Job Satisfaction


2013 marks the first time in eight years that employee job satisfaction has not changed from the previous year. This finding may come as no surprise, considering that economic conditions and job creation rates have experienced little fluctuation during the past few years. However, workers are placing different levels of importance on the factors that contribute to job satisfaction and engagement, and this can be expected to change further if, as predicted, the economy and the labor market improve in 2014. In 2013, 81% of U.S. employees reported overall satisfaction with their current job, unchanged from 2012. Of that group, 36% said they were “very satisfied,” and 45% were “somewhat satisfied.” That level of satisfaction is slightly higher than a low of 77% in 2002, but below the peak of 86% in 2009, when the U.S. economy transitioned out of the Great Recession and began its current period of expansion. After increasing from 2007 to 2009, job satisfaction gradually fell between 2009 and 2012





































(SHRM, 2014)
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	Employee Engagement Statistics in 2020


It’s easy to make statements about employee engagement and how it is good for your organization, but what do the numbers say? We found 12 employee engagement statistics that we believe every manager should know in 2020: 
1. As Low As 15% Of Employees Are Actively Engaged Globally 
In its State of the Global Workplace report, Gallup concludes that “85% of employees are not actively engaged or [are] actively disengaged at work.” What this implies is that only 15% of employees are actively engaged. 
Even though the Gallup report paints a grim picture, other organizations looking at engagement levels across the globe present higher rates of engagement. This could be due to the fact that some organizations see disengagement only as active disengagement.   
For instance, in 2019, the Trends in Global Employee Engagement report from Kincentric, a provider of employee engagement solutions, states that 66% of employees are engaged. However, Kincentric only collects data from its clients. 

Top Aspects Contributing to Employee Engagement in 2020

According to Aston (2020), “The fact that 2020 has been a challenging year for many workers worldwide because of COVID-19 is well recognized.”











































(Aston, 2020)








Of course, it is important to read these numbers with care because the factors that impact employee engagement may differ depending on the region’s conditions and culture. However, these numbers provide an idea of the general trends in different parts of the world.  
5. Europe Has The Lowest Levels Of Engagement
The New York Stock Exchange-listed global professional services firm, Aon Plc. analyzed more than “five million employees at more than 1,000 organizations around the world” in 2017. This analysis showed that Europe had the lowest levels of engagement globally, at 60%. 
6. Rising Levels Of Employee Engagement 
Generally, when looked at from a historical perspective, the analysis by Aon shows that the percentage of engaged employees has been on the rise; from 59% in 2011 to 65% in 2017. By March 2020, Kincentric reports engagement levels of 68%.    
7. Decreasing Levels Of Actively Disengaged Employees 
Gallup describes actively disengaged employees as “those who have miserable work experiences and spread their unhappiness to their colleagues.” From data collected from a random sample of 4,700 employees in the US, Gallup recorded the lowest percentage of actively disengaged employees in 2019, at 13%. 

2. Engagement Levels In The US Reached A Record High In 2019
Gallup reports that since it started reporting employee engagement, the highest percentage of engaged employees it has recorded in the US is 35%, in 2019. 
Gallup attributes the rising levels of employee engagement in the US to an improved economy and employee benefits, even though these are not the primary drivers of employee engagement.   
3. Latin America Has The Highest Levels Of Engagement 
According to data collected by Kincentric from its clients from the second half of 2019 to the first quarter of 2020, the highest employee engagement levels are in Latin America, at 74%. 
4. Employee Engagement By Region 
For the rest of the world, the Middle East North Africa (MENA) region follows Latin America, at 72%. The Asia Pacific at 71%, North America at 72%, and Sub-Saharan Africa at 62%, follow. 


	










































Aston (2020)





10. Women Are More Engaged Than Men A study published in the IOSR Journal of Business and Management concludes that “gender diversity and employee engagement have a direct relationship.” The same study also concludes that women do not have the same opportunities as a man in many organizations.
Notwithstanding the reality presented above, Gallup reports that women tend to be more engaged than men. The same report also notes that employees, led by women, tend to be more engaged than those led by men.
 11. Employee Engagement Boosts Results 
Companies with engaged employees show better results when compared to those that do not. Gallup compared business units with high engagement levels with those that don’t and came up with the following conclusions. Engaged employees:   
· Increase productivity by 17%
· Increase customer ratings by 10%
· Increase sales by 20%
· Increase profitability by 21% 
· Reduce absenteeism by 41%
12. The Cost Of Disengaged EmployeesThe Human Resources news website, Hrdive.com, cites a collaborative study done by Sirota-Mercer, Deloitte, ROI, The Culture Works, and Consulting LLP involving 1,500 employees, concluding that “disengaged employees cost companies between $450 and $550

 billion a year.” 



8. Top 3 Companies Leading In Employee Engagement 
Great Place to Work, a company that assists businesses in becoming great places to work, presented 2019’s top companies in terms of engagement. The following are the top 3: 
1. Hilton: Employees believe the company invests in them and encourages a spirit of entrepreneurship. 
2. Salesforce: According to the company’s employees, the firm backs up its talk with action. 
3. Wegmans Food Markets Inc.: Its employees praise it as the company where “employees can follow the American Dream” through the many developments and learning opportunities.
9. Older Workers Are More Engaged 
In a report entitled Effects of Country & Age on Work Engagement, Job Satisfaction & Organizational Commitment Among Employees in the United States, the Sloan Center on Aging & Work concludes that older individuals are more engaged. 
According to the Sloan report, “Among those aged 30-39 at the worksites in the United States, the average level of work engagement is lower compared to those aged 40-49 and those aged 50+.” 










































(Aston, 2020)










	Complex Environment



Thompson (2001) narrates on a complex environment as “An environment is complex where the forces and the changes involving them are difficult to understand. Quite often, complexity and dynamism occur together. Technology-based industries and internet-based businesses are excellent examples of this. The structure of the organization, the degree of decentralization and the responsibility and authority delegated to managers throughout the organization, and information systems can render complexity more manageable. Managers will need to be open and responsible to the need for change and flexible in their approach if they are to handle complexity successfully. Managerial awareness and the approach to the management of change are therefore key issues in uncertain environments. If managers are strategically aware, and flexible, and responsive concerning change, then they will perceive the complex and dynamic conditions as manageable. Other less aware managers may find the conditions so uncertain rather that they are always responding to pressures placed on the organization rather than appearing to be in control and managing the environment. Hence a crucial aspect of strategic management is understanding and negotiating with the environment in order to influence and ideally to control events.” (pp.240-241)


















	RESULT AND DISCUSSION



















Result Section
Section 1 of the interview relates to gender, working-age group, ethnicity, and work employment. 

Extracts from the interview have the below:

Extract 1
Table 2. Gender and Employment Status
	Q1   
	The gender identity- Male

	Q2  
	The workgroup category- 35 to 44 yrs. Old.

	Q3
	Ethnicity- black or black British African background.

	Q4
	Employment status- full-time employment

	Q5
	 Existing employee-Yes

	
	








Extract 2
The company’s director viewpoint on (Section 2) of the interview discusses each of the questions  as:

Table 3. Security In The Workplace 
	
	
	Strongly disagree
	Tend to disagree
	Neither agree nor disagree
	Tend to agree
	Strongly agree
	N/A

	Q6.1
	I feel secure at my workplace.
	
	
	
	
	
	


Discussion:-
 To clarify with the company director's suggestion to his choice of answer “strongly agree” in Table 2 above. He responded, “the work environment is well suited to his work.” Relating outcomes from historical findings and meta-analysis research conducted by SHRM on page (17), 49% of the 600 respondents answered ‘Very Important’ to feeling safe in the work environment. As written by HSE (2013), feeling safe in the work environment narrates, “Workplaces where employees are involved in taking decisions about health and safety are safer and healthier. Collaboration with your employees helps you to manage health and safety in a practical way. Helping you to spot workplace risk, making sure health and safety are practical, increasing the level of commitment to working in a safe and healthy way.” (p.8) Feeling secure in the workplace is very important. Employees want the assurance of their working time in the office; it also adds to a major factor in employee job satisfaction.
Table 4. The Physical Working Environment
	[bookmark: _Hlk81885900]
	
	Strongly disagree
	Tend to disagree
	Neither agree nor disagree
	Tend to agree
	Strongly agree
	N/A

	Q6.2
	The physical working environment.
	
	
	
	
	
	


Discussion:-
Response to question (6.2) ”The physical working environment” in Table 4 above,.it indicates the answer “Tend to agree.” by the internal company director. In his words, “He spends most of his working time off-site been a “sub-contractor” and “temporary worker” working on various assignments on behalf of Greenhood Limited.” The physical working environment written by Public Health England states, “ The surroundings in which employees spend their working lives are an important source of job satisfaction and impact on work motivation and patterns of interaction. They can be as much of a source of pressure as a heavy workload, poor work-life balance, or significant organizational change. The impact of particular elements of the physical work environment on employee wellbeing, specifically the office layout, office furniture, workplace lighting and temperature and employee control over their work environment. All of these factors should be considered in order to ensure that the physical  characteristics of the work environment do not have a detrimental effect on engagement, productivity and wellbeing. (p.4)













[bookmark: _Hlk81886827]Table 5. The Service Functions-External Stakeholder Engagements
	
	
	Strongly disagree
	Tend to disagree
	Neither agree nor disagree
	Tend to agree
	Strongly agree
	N/A

	Q6.5
	The service functions-external stakeholder engagement.
	
	
	
	
	
	


Discussion:-
  The question-“The service functions-external stakeholder engagement” in Table 5. Indicates “Strongly agree” In his opinion, the service functions to the company have been adversely affected in recent times due to the COVID-19 pandemic.  He mentions,” There has been a decline in the number of external stakeholder engagements.” This, in my opinion, indicates a significant impact on employee engagement and job satisfaction, financial losses, and low performance. The service function-external stakeholder engagement also relates to the business canvas model diagram on page (7), showing its relationship with key partners and external stakeholders. The business model canvas at the company gives a quick background to the kind of service it offers.
According to Graves (2012), “The function describes the parameters of the service level agreement-which should remain essentially the same for all implementations of the service, and the capability determines the parameter-values to be assigned to those parameters in the service-level agreement, which are likely to be different for each implementation of the service.
Table 6. Psychological Work Environment
	
	
	Very Negative
	Negative
	Somehow Negative
	Positive
	Very Positive
	No Opinion

	Q6.8
	The psychological work environment.
	
	
	
	
	
	


Discussion:-
According to Abrams (2020), the psychological work environment indicates an “emotional and psychological wellbeing for better or for worse-in particular, the quality and psychological health of the workplace environment.” The outcome of the 1st question in the  2nd  interview session with the company director, has answered the questions on “The psychological work environment,” as been “positive.” psychological work environment brings about a good quality of work in and around the work environment and better psychological health and wellbeing. A positive work environment reduces stress, anxiety, depression, substance abuse, and an excellent work-life balance. The company director's opinion of having a positive psychological work environment has contributed to his work output and enhanced job satisfaction. From my observation during the interview, there is a high degree of a positive outlook. Hence, I will be of the impression that having a positive atmosphere in an organization is essential.
    Table 7. Teamwork And Collaboration In The Organization
	
	
	Very Happy
	Happy
	Neutral
	Not Very Happy
	Not at all Happy
	Very Happy

	Q8.2 
	Teamwork and collaboration in the organization
	
	
	
	
	
	


Discussion:-
The 2nd interview session was conducted with the company director; the answer to the question “Teamwork and collaboration in the organization” were of the impression “Very Happy” given his opinion.
 The outcome lays an insight into Knippenberg's (2003, p.381) definition, “Workgroups and teams are the building blocks of organizations. Not surprisingly, then, considerable research attention in the organizational sciences is devoted to the study of the functioning and performance of work groups and teams”-
  The kind of organizational structure of the company has been identified as a flat organizational structure with fewer employees of less than 10. This implies there is not much teamwork collaboration in the organization. Hence, in my opinion, there might be a high proportion of happiness to which jobs are allocated and the way employees collaborate within the organization.



    Table 8.  Management Team And Leadership Style
	
	
	Very Happy
	Happy
	
	Neutral
	Not Very Happy
	Not at all Happy
	Very Happy

	Q8.3 
	The management team and leadership style

	
	
	
	
	
	
	


Discussion:-
The participant “company director has given his opinion on the question of “Management Team and Leadership Style has been “Very Happy.”

    Table 9.  Skills Training, Recognition, And Awards
	
	
	Very Effective
	Fairly Effective
	Not Very Effective
	Not at all effective
	Don’t know
	Very Effective

	Q7.5 
	The skills training, recognition, and awards
	
	
	
	
	
	


Discussion:-
In contrast to the answer given in Table 8., Dissatisfaction with skills training, recognition, and award has been recorded as “Not at all effective”. Having an extensive discussion on the topic, I noted some areas which might lead to the suggestion that there is an element where the company director is not finding the right balance in the professional service, possibly due to insufficient skills or training.  Skill training, recognition, and award have been marked as not practical, which is an adverse effect to the company and need to address as an issue of concern.


















	CONCLUSION

















To conclude this business report, it has been made evident based on the interview sessions conducted with the company director that the overarching finding to the interview with the company director is on the topic: skills training recognition and awards. Recent studies suggest that skills training, recognition, and award has been identified as a significant contributor to job satisfaction. Keeping employees engaged and satisfied at work is a very challenging task. However, a positive work environment promotes productivity, performance, and better work output. 
Zojceska (2019) narrates employee recognition as it “plays an essential part in today’s fierce competition to attract and retain employees.” 
Skills training, recognition, and award have been the focal point of this analysis and might be an area to be reconsidered as an internal strategy by your company.
According to Farnham (2010), “To be effective in the business world today HR professionals need to understand the external contexts (STEEPLE) in which their organisation operates and the levers driving change within it. Appropriate and relevant HR Strategies, operational HR activities and HR solutions are important factors in meeting organisational needs to promote competitive advantage in the  marketplace. The underpinning argument is that people make a difference to organisational performance. Recruiting, selecting, deploying, rewarding, appraising and developing the ‘right’ people in organisations are necessary conditions for organisational effectiveness, efficiency and business success. Having the wrong people lacking the knowledge, skills, attitudes, and customer-focus to match organisational expectations and requirements is seen to be antithetical to these objectives.
Current good practice indicates that the HR function is critical to formulating and delivering these business and HR objectives and promoting appropriate HR activities. To achieve this purpose, HR specialists have to understand the business they work in, its markets and the forces driving it in the sector where the business operates .They also need to understand their organisation’s business strategy, its performance goals and drivers. More specifically, HR practitioners have to draw on insights to lead and influence decisions at strategic, tactical, team, and individual levels across the organisations. They feed these insights and observations to senior managers to influence strategy, as well as developing prioritised HR plans aiming to deliver the needs of the organisation in line with its overall HR strategy.” (p33).

In my opinion and suggestion, skills training, recognition and award within your company should be revisited. The following section of this business report has provided possible suggestions and relevant sources of information on the research topic.
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A practical solution to employee engagement and satisfaction is understanding the key concepts to the employee's internal working environment, skills training, recognition, and career development.
 To keep the best talent for succession planning and leadership. Having a good understanding of these concepts can increase employee engagement and build a thriving workplace.
Some key points are being suggested as an opinion or recommendation. 
· Giving recognition to employees across the organization-
Recognition programs are used frequently in many organizations where employee disengagement is still prevalent. Creating a recognition program to improve employee engagement doesn’t work unless it is done with heart. 
· Career development-
Career development provides opportunities that can be mutually beneficial for both employees and employers. Greenhood Limited works with major healthcare consulting companies providing a niche service. Career development is an essential aspect of the company’s strength and agility to compete in the niche market. Employees who partake in job training, continuing education, and other types of professional development can refine and acquire new skill sets that could help advance their careers. In addition, more knowledgeable staff may translate into various advantages for employers. Building more well-rounded employees by preparing them to handle tasks better and be successful in their roles helps organizations become more effective and efficient. For example, cross-training employees would mitigate the loss of productivity while backfilling a position.



· Respectful Communication:
 According to  Robins and Khanna (2020), Constant communication is key for both building relationships and ensuring that important work information does not fall through the cracks. 
To create a culture that enables open and honest communication, lead by example. This means communicating your feelings so others feel safe to communicate theirs and provide constant visibility on your information. How do we do it? Frequently check-in with your team on both a personal and professional level. We do team “Monday morning Check-ins” to learn about everyone’s weekends to stay connected and have weekly “Team Updates” to keep everyone aligned on important news and the business objectives







































	ANNEXURE AND BIBLIOGRAPHY



































Annexure  I
Tables
	[bookmark: _Hlk82111549]Table 1
	Top Five Aspects of Job Satisfaction Rated as “Very Important” by Employees:2002-2013
	17

	Table 2
	Gender and Employment Status
	22

	Table 3
	Security In The Workplace 
	22

	Table 4
	The Physical Working Environment
	23

	Table 5
	The Service Functions-External Stakeholder Engagements
	24

	Table 6
	Psychological Work Environment
	24

	Table 7
	Teamwork And Collaboration In The Organization
	25

	Table 8
	Management Team And Leadership Style
	26

	Table 9
	Skills Training, Recognition, And Awards
	26

	
	
	



Figures
	Figure 1
	Employee Job Satisfaction  2002-2013
	17

	Figure 2
	Job Satisfaction Aspects Rated as “Very Important” by Employees
	17



Annexure II
Bibliography

Books
Thompson, J. L. (2001) Understanding corporate strategy. Oxford: Alden Press.pp.240-241.

Christiansen, B. and Chandan, H. C. (2017) Handbook of Research on Human Factors in Contemporary Workforce Development. Hershey: IGI Global. Pp.202-203.

Mears, C.L.(2017), Research Methods & Methodologies in Education-In Depth Interviews.2nd edn. London: Sage. (p.183)

Health and Safety Executive (2013) Workplace health, safety and welfare. 2nd edn. HSE Books 
 
Public Health England (2015) The Impact of physical environment on employee wellbeing-topic overview. PHE.

Knippenberg, D. V. (2003) International Handbook of Organizational Teamwork and Corporate Working. Edited by West, M.A., Tjosvold, D., and Smith, K.G ©2003 John Wiley & Sons, Ltd.(p.381).

Taylor, S. (2011) Contemporary Issues in Human Resource Management. London: CIPD. p.182.








Websites
  Sun, L. and Bunchapattanasakda, C. (2019) Employee Engagement: A Literature Review, 9(1),  p.63. DOI: 10.5296/ijhrs.v9i1.14167

   Society For Human Resource Management, (2014) Employee Job Satisfaction and Engagement-The Road To Economic Recovery. Available at https://www.shrm.org/ResourcesAndTools/hr-topics/behavioral-competencies/Documents/14-0028%20JobSatEngage_Report_FULL_FNL.pdf#:~:text=The%20purpose%20of%20the%20annual%20employee%20survey%20is,they%20develop%20and%20enhance%20initiatives%20for%20organizational%20improvement. (Accessed: 01/09/2021).

Guzman, N., Prema,M., Sood, R., and Wilkes, D. (2020) Coronavirus’ impact on service organizations: Weathering the storm. Available at Coronavirus' impact on the service industry | McKinsey. (Accessed: 05/09/2021)

Aston, B. (2020) 12 Employee Engagement Statistics You Need To know in 2020. Available at 12 Employee Engagement Statistics You Need To Know In 2020 (peoplemanagingpeople.com) (Accessed: 05/09/2021)

Gallup (2018) Engagement Drive Meaningful Change in Healthcare [Video]. Available at: Engagement Drives Meaningful Change in Healthcare - YouTube (Accessed:05/09/2021)

Venngage (2021) Exit Interview Questions You Can Ask Your Leaving Employee. Available at Venngage | Templates (Accessed:06/09/2021)

Oehler, K. (2017) Decoding and Driving Employee Engagement- A step-by-step guide to employee engagement and what it takes to devise an effective strategy to ensure a happier and productive workforce.  Available at Decoding-and-Driving-Employee-Engagement.pdf (vantagecircle.com). (p.5) (Accessed: 06/09/2021)

Gallup (2017) Decoding and Driving Employee Engagement- A step-by-step guide to employee engagement and what it takes to devise an effective strategy to ensure a happier and productive workforce. Available at Decoding-and-Driving-Employee-Engagement.pdf (vantagecircle.com).(p.6) (Accessed: 06/09/2021)

Graves, T. (2012) Service, function and capability (again)-How can we distinguish between service, capability and function in enterprise -architecture models?. Available at Service, function and capability (again) – Tom Graves / Tetradian. (Accessed 08/09/2021).

Abrams, A (2020) The Value of a Psychologically Healthy Workplace Available at The Value of a Psychologically Healthy Workplace (verywellmind.com) (Accessed 08/09/2021).

Zojceska, A. (2019) 20 Ideas for Employee Recognition Programs-Culture&People, Employee Management. Available at 20 Ideas for Employee Recognition Programs | TalentLyft (Accessed 09/09/2021).





Datasets
Tobun, M.(2021) Project Timeline- employee job satisfaction and employee engagement at Greenhood Limited [online] Available at Project Timeline-employee job satisfaction and employee engagement  [Accessed 31/08/2021].

Greenhood Limited (2021) Company History-Dataset and Insights. Wolverhampton: United Kingdom.

Tobun, M. (2021) Business Model Canvas-Greenhood Limited [online] Available at BusinessModelCanvas [Accessed 31/08/2021].

























































	INTERVIEW QUESTIONNAIRE 




































[bookmark: _Hlk65568710][bookmark: _Hlk65924700]These interview questions are designed to conduct a brief study on employee job satisfaction and employee engagement. Its goal is to understand how an employee is satisfied and engaged with their work. Findings will not identify the individual participant. However, its use of data is for academic research.
Demography and Employment Status
Section 1 
Kindly complete the following questions on gender, workgroup category, ethnicity, and work employment

Please mark ( ) one that is appropriate to the following questions.
	Gender

	 Q1
	
	Gender of the respondent, are you?
	                


	Workgroup Category

	Q2



	
	What is your age group category?
	              	               



	Ethnicity

	Q3
	
	Which of these ethnic groups do you belong to?
	(Select all that apply)
	


                                                      







Work Employment
	Q4
	
	Which of these best describes your current employment status?
	       

	Q5
	
	Are you a new or existing employee?
	             



Internal company environment
Section 2
Please mark () as appropriate from the following questions below that best describes your company’s approach to each statement below. Be open and honest as you can.
Q6   How satisfied and engaged are your employees with the organization?
	To what extent do you strongly disagree or strongly agree with the following statements?
	Strongly disagree
	Tend to disagree
	Neither agree nor disagree
	Tend to agree
	Strongly agree
	N/A

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Q6.1
	I feel secure at my workplace.
	
	
	
	
	
	

	Q6.2
	I can influence my physical working environment.

	
	
	
	
	
	

	Q6.3
	The technical equipment at my workplace is well suited for my work tasks.
	
	
	
	
	
	

	Q6.4
	My workplace is kept clean and pleasant.

	
	
	
	
	
	

	Q6.5
	I believe that the service functions overall are very good.
	
	
	
	
	
	

	

	
	To what extent are you extremely comfortable or not at all comfortable with the below question?
	Extremely comfortable
	Very comfortable
	Somewhat comfortable
	Not very comfortable
	Not at all comfortable

	Q6.6
	Voicing your concerns to your supervisors.
	
	
	
	
	





	

	
	To what extent are you been not supported or very supported with the below question?
	Not Supportive
	Somehow
Supportive
	Supportive
	Very Supportive
	Not prefer to say

	Q6.7
	How will you best describe your line manager’s attitude towards your job?
	
	
	
	
	



	
	
	Very Negative
	Negative
	Somehow Negative
	Positive
	Very Positive
	No Opinion

	Q6.8
	What is your overall perception of your workplace as a staff?
	

	

	

	

	

	



	Q7   How Effective Is Management With The Following Areas?

	
	
	Very Effective
	Fairly Effective
	Not Very Effective
	Not at all effective
	Don’t know

	Q7.1
	Appraisals and Team meetings
	
	
	
	
	

	Q7.2
	Crisis management
	
	
	
	
	

	Q7.3
	Division of labour
	
	
	
	
	

	Q7.4
	Conflict Management
	
	
	
	
	

	Q7.5
	Training and Induction
	
	
	
	
	

	Q7.6
	Quality and frequency of communication
	
	
	
	
	


	
	
	Very  Dissatisfied
	Fairly Dissatisfied
	Neither satisfied nor Dissatisfied
	Fairly Satisfied
	Very Satisfied
	Doesn’t apply/ Don’t Know

	Q7.7
	The culture of the organisation.  
	
	
	
	
	
	


	[bookmark: _Hlk76549763]

	
	To what extent are you been not supported or very supported with the below question?
	Not Supportive
	Somehow
Supportive
	Supportive
	Very Supportive
	Not prefer to say

	Q7.8    
	Health and wellbeing.
	
	
	
	
	
	



Section 3
	Q8  Employee Engagement

	
	How very happy or not at all happy are you with the below questions?
	Very Happy
	Happy
	Neutral
	Not Very Happy
	Not at all Happy

	Q8.1
	The exchange of information, ideas, and feelings within the workforce.
	
	
	
	
	

	Q8.2
	Teamwork and collaboration in the organization.

	
	
	
	
	

	Q8.3
	Style of leadership
	
	
	
	
	

	
	How very dissatisfied or very satisfied are you with the below questions?
	Very  Dissatisfied
	Fairly Dissatisfied
	Neither Satisfied Nor Dissatisfied
	Fairly Satisfied
	Very Satisfied
	Doesn’t Apply/ Don’t Know

	Q8.4
	Workplace and wellbeing

	
	
	
	
	
	

	Q8.5


Q8.6
	Relationship with co-workers 

Meaningfulness of the job
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