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[bookmark: _Toc323502080]Executive Summary 

[bookmark: _Toc323502081]Project Aims 
To provide Wyevale Garden Centres with recommendations into how the can improve their employee engagement. 

[bookmark: _Toc323502082]Project Objectives 
1. To produce and distribute a questionnaire on employee engagement to obtain the view of the employees on the organisation. 

2. To analyse the questionnaire results to find where the company can make improvements to its employee engagement. 

3. To use secondary research with our primary research to critically analyse the situation into employee engagement. 

4. To give recommendation on how to better the employee engagement in the organisation 



[bookmark: _Toc323502083]Findings and Critical Analysis
[bookmark: _Toc323502084]Primary Research 
The results of our employee engagement questionnaires can be seen in the appendix of this report. 
Our results found that there is a mixture of opinions on areas of employee engagement within the organisation. These include positive, negative and neutral feedback into areas including career development, performance and communication and work engagement. 

[bookmark: _Toc323502085]Secondary Research
Through secondary research we at BLE Consulting have found that theory in to employee engagement support our primary research findings. 
We found that the suggestions that the three areas thought to be incorporated with employee engagement which are emotional, cognitive and physical are shown in the results we found and that there are certain factors involved in them that need to be improved (Dundon Et Al, 2011). 
We found that there are different levels of motivation. Maslow’s Hierarchy of Needs that once one need is a met there is another level of want that will then motivate individuals (Mullins, 2013). 
The need for motivation suggests that organisation need to offer their employees benefits and rewards to achieve and engaged workforce. 
Total Reward schemes have been shown to produce a workforce that is engaged with their organisation this can be seen through organisations such as John Lewis (John Lewis , 2016). 

[bookmark: _Toc323502086]Conclusion 
Through our research we have concluded that Wyevale Garden Centre have a need to improve their reward scheme by producing a total reward scheme. 

[bookmark: _Toc323502087]Recommendations 

1. To conduct research into what their employees are motivated by. This could be done through questionnaires/focus groups. 

2.  To encourage communication between management and employees. 

3. To create a Total Reward scheme that fits the organisation business plan and that motivates employees using the results from the conducted research 




[bookmark: _Toc323502088]Introduction 

[bookmark: _Toc323502089]Project Aims 
Wyevale Garden Centre have chosen BLE Consulting to look at the employee engagement in the organisation and help the company to improve the employer – employee relationship. 
After producing our Project Initiation Document to the management at Wyevale Garden Centre have agreed for us to go forward with the consultancy project to better their organisation. 
The aim of the project is to provide Wyevale Garden Centres with recommendation as to how they can improve the level of employee engagement 
Wyevale Garden Centre have asked BLE Consultancy to conduct this project as they believe this is an area of their organisation they can improve. 
The organisation have come to this conclusion after producing an employee survey the results of which suggested that the area was in need of development. 


























[bookmark: _Toc323502090]Project Objectives

1. To produce and distribute a questionnaire on employee engagement to obtain the view of the employees on the organisation. 

2. To analyse the questionnaire results to find where the company can make improvements to its employee engagement. 

3. To use secondary research with our primary research to critically analyse the situation into employee engagement. 

4. To give recommendation on how to better the employee engagement in the organisation 





























[bookmark: _Toc323502091]Introduction to The Company

Wyevale Garden Centres is a horticultural retailer selling a range of garden products ranging from plants and bulbs to garden furniture and a range of home and gift products. The company currently has over 140 stores in England and Wales and employs approximately 5000 individuals across these many stores (Marketline, 2015). 
In 2015 the organisation was the largest horticultural business in the UK. The company who got taken over by Terra Firma in 2012 recorded an increase in their revenue for the year of 5.14% (Armstrong, 2015). 
As well as Wyevale Garden Centre being a large retailer the company also operates a line of restaurants and coffee shops within their stores which have recently been refurbished and re-launched costing the organisation a massive £5.8 Million (Armstrong, 2015). 
After purchasing a number of stores in business year 2015 the company is still looking to grow the business and acquire further locations. They are also growing their relationship with concessions they have within their stores to create a better range of products (Wyevale Garden Centres , 2015 ).  
 























[bookmark: _Toc323502092]Current Business Environment 

The horticultural market environment in the UK is currently growing. Factors such as an increase in people wanting to improve their lifestyle to have a more relaxed lifestyle helping the market grow. Also with an increase in those wanting to live a healthier lifestyle encouraging the growth of fruit and vegetable by consumers wanting to grow their own (Reportlinker, 2013). 
Between business years 2013 and 2014 garden centre sales increased including through the Christmas period (The HTA, 2015). 
There are multiple factors that have an influence over the horticultural market environment ranging from the economy through to the influence of the changing weather conditions in the UK. Out of these factors the main influencing factor on the market is the economy. The fact that he rate of paying is growing is a positive sign for the areas such as the horticultural market is it could lead to an increase in consumer goods on non essential items and leisure activities (The HTA, 2015). 
Statistics have shown that people in the UK spend approximately £5 billion per annum on garden products and plants (The HTA, 2015). 
























[bookmark: _Toc323502093]Findings and Critical Analysis 
[bookmark: _Toc323502094]Primary Research 
[bookmark: _Toc323502095]What research was conducted 
To find how engaged the staff at Wyevale Garden Centres are member of our team at BLE Consulting produced employee engagement questionnaires to distribute for staff to complete. The questionnaire involved questions based around career development, performance management and communication and work engagement. 
These questions were developed to find what areas of the employer and employee relationship were lacking within the company. 


[bookmark: _Toc323502096]How was it Conducted 
The questionnaire was conducted by the questionnaires being distributed among staff while at work. 
We hired an undergraduate student to distribute the questionnaires to employees during their breaks. We have paid the student to distribute them at a standard rate of pay. 
The production and distribution of the questionnaires incurred some cost in the process. 
Including the pay for the student for distribution and the cost of printing. 
The below table shows the final costs involved in primary research conducted. 
Prices have slightly increased due to an increase in the cost of printing. 

	Item 
	Costing
	Total Cost

	Printing 
	200 sheets @ 7p 
	£14.00

	Distribution Cost
	8 hours @ £5.30
	£42.40



Total cost of Primary Research  =  £56.40

[bookmark: _Toc323502097]Ethical issues/how participants were protected 
To ensure the safety of all those participating in our primary research we have included a consent form for all participants to read and sign before they take part in the completion of the questionnaire. 
The consent form allows the participant to withdraw their involvement with the research at any time should they want to. 
The information collected from the questionnaires will be kept in a secure file and only viewed by those involved with the project at BLE Consulting. 
The results will also be available for release to all participants involved in the research should they wish to see them. 






































[bookmark: _Toc323502098]Primary Research Results 
[bookmark: _Toc323502099]Questionnaire results – graphs 
The results from the questionnaires can be seen in the form of graphs and pie charts in the appendix on this report. 

[bookmark: _Toc323502100]Analysis of questionnaire results 
After analysing the results from the questionnaires we at BLC Consulting have found that there are areas on the relationship between the employer Wyevale Garden Centres and their employees. The results from the questions have produced both positive and negative feed back to the areas covered by the questionnaire. 
The results have also showed that many employees have responded with a neutral response to a number of questions. 
We believe that the neutral responses show that there room for the organisation to improve. 
This has been backed by secondary research which suggests that those who produce a neutral response to a question do so because they either do not completely understand the question, do not have enough information on the situation to make an informed decision or because they have a divided opinion on the situation (TNS Employee Insights, 2011).  

The first area the questionnaire looked at was the way in which the organisation manages the performance of its employees. 
The results show that there is a higher percentage of staff that is satisfied with the way in which their performance is managed however; there are still 28% of employees who unsatisfied with their performance programme. There are also 14% of staff within the organisation who gave a neutral response. 
This suggests that there are improvements that could be made within the organisations performance programme. 
We believe that this is an important area to focus on as it incorporates factors from other questions answered during the primary research.  

The next area that was looked at was the way in which Wyevale Garden Centres reward their staff and the benefits that they offer. 
The results show that the majority of staff are not motivated by the rewards that the organisation is offering to them. 
Being able to offer methods of motivation for employees is an important factor to employee engagement. 
This result is supported by secondary research in to motivation, reward and total reward, which we will look into in further detail later on in the report to show its importance. 

Personal growth and the opportunities for employees to develop themselves produced a large neutral result. 
This could be due to employees being unaware of what opportunities are available for them. This result may stem from the need to improve performance management. 

In correlation with how satisfied employees are with the performance management in Wyevale Garden Centres we looked at how employees feel about the level of feed back they receive from their team leaders and department managers. 
These figures responded in line with the response from the question into performance management with 53% of employees agreeing that they are satisfied with the level of feedback they receive. However there are 34% who either disagree or strongly disagree and 13% who gave a neutral response. 

Our questions into work engagement have shown that the some of employees don’t feel excited about going to work and a massive 46% of staff didn’t have an opinion that was enough to be either positive or negative. 
However 80% of staff still believes they give their best effort every day. 









[bookmark: _Toc323502101]Brief look at SWOT analysis and PEST analysis 
To determine the overall position of the company BLE Consulting have a produced SWOT and Pest analysis on Wyevale Garden Centres. 


[bookmark: _Toc323502102]SWOT Analysis 
A Swot analysis looks at both the internal and external factors that have an impact on an organisation by looking at their strengths, weaknesses, opportunities and threats (Ferrell Et Al, 2012). 
Our full SWOT analysis can bee seen in Appendix 2. 
As an organisation one of Wyevale Garden Centres main strengths is its staff. They differentiate themselves from competitors by offering a high standard of customer service and staff that knowledgeable in all areas of their business. 
Improving employee engagement will able them to better this customer. 
The organisation has opportunities to use their employees to increase their presence in the local communities through such mean as charity work. This can offer a reward method for their employees. 
Offering rewards of this style can offer employees motivation beyond just pay rewards. 
Research into motivation by Maslow has shown through his Hierarchy of needs model that shows that people have five levels of motivation, once one level of want is fulfilled individuals are motivated by the desire to reach the next level (Rakowski, 2011). 















[bookmark: _Toc323502103]PEST Analysis
PEST Analysis is used to look at the external environment of a business. 
The analysis involves looking at the Political, Economical, Social and Technological factors that impact on an organisation. 
Our PEST Analysis can be seen in Appendix 3. 
Wyevale Garden Centres are affected by many factors of their external environment such as political factors such as trading regulations and laws. 
Economical factors including the growth of the economy and the rate of pay, this will impact on consumer spending.  
Social factors such as social trends including the increase of people wants a more relaxed lifestyle away from the work place (The HTA, 2015). 
Lastly, Technological factors these are factors such as the growth of online services retailers such as Wyevale Garden Centres will be able to use these to promote business and offers as well as expanding their methods of selling. 




























[bookmark: _Toc323502104]Secondary Research 
[bookmark: _Toc323502105]Secondary Research
To support our primary research our research team at BLE Consulting have conducted secondary research, which shows how important having an engaged workforce is and how to motivate employees. 
Secondary research is a way of gathering data and information that has been collected by others (Lehman Et Al, 2014). 
Our research team gathered this information through the use of online resources and textbooks. 

[bookmark: _Toc323502106]Employee Engagement 
Employee engagement has been defined by Kensington Business School and CIPD (2015) as  ‘Being positively present during the performance of work by willingly contributing intellectual effort, experiencing positive emotions and meaningful communications with other”. 
It has been suggested that there are three areas that make up employee engagement. These are emotional, cognitive and physical. 
The emotional element of engagement involves employee feelings towards work (Dundon Et Al, 2011). 
This supports our primary research in that employees need to be emotionally engaged with their job. The results from our questionnaire suggest that a number of employees aren’t excited about going to work or that they have a neutral opinion on the situation showing that they have neither a positive or negative attitude towards their work. 
This suggests that there is room to improve here to make employees want to go to work and have a positive emotional connection with their jobs. 
The cognitive aspect of engagement looks at how employee relationships and behaviours is the work place impact their performance (Dundon Et Al, 2011). 
This links back to how employees at Wyevale Garden Centre view the interactions between themselves and their department managers. 
The results from our questionnaires suggest that employees have a different rate of interaction with their management. Even though this is the case the majority of employees are satisfied with the rate of interaction they have. This does not suggest that all interactions are positive as our results show a varied result to the how their opinions are viewed. 
Improving the communication between management and employees could allow for more positive relationship between employees. 
Lastly is the physical side of engagement, this looks at how willing employees are to do complete their jobs and to put in the extra effort such as working more hours at short notice if asked (Dundon Et Al, 2011). 
Our results into the work engagement of Wyevale Garden Centre employees produced a mixture of results. Employees gave a largely neutral response to feeling involved in their work, this may be due to a lack of understanding as to what being involved in their work mean. However this suggests that there is room for change in these employees. 
Our results also showed however that the majority of employees are determined to produce their best effort in their job everyday. 
This suggests a motivation to achieve the esteem needs suggested by Maslow and gain their own self-esteem and to be appreciated by others that they work with (Mullins, 2013). 
























[bookmark: _Toc323502107]Motivation 
Motivation is the reason for people doing what they do. Motivation occurs when someone believes that a certain path or action will enable them to obtain a goal or need (Armstrong M. , 2007). 
Hertzburg suggested that there are two types of motivation Intrinsic and Extrinsic motivations. Intrinsic motivation involves motivating employees through non-tangible assets such as the chance to grow and develop within an organisation. Extrinsic motivation is the opposite of intrinsic involving tangible assets such as pay (Armstrong M. , 2007).  
It shows in our questionnaire results that motivational factors may be lacking within Wyevale Garden Centres. Both intrinsic and extrinsic could be seen a being in need to improvement. Looking at intrinsic factors a percentage of employees were unsatisfied with the training offered to them by the organisation however the level of positive feedback on intrinsic factors was higher that that towards extrinsic factors when asked about rewards and benefits in general the majority of employees were unsatisfied with what the organisation is offering. 
As mentioned before Maslow’s Hierarchy of needs suggest that once people have reached one goal their motivation changes to another want. Maslow proposed that there are five levels of motivation starting with physiological needs such as wanting to satisfy basic human needs such as hunger and sleep this would then be followed by safety needs, love needs, esteem needs and lastly self-actualisation (Mullins, 2013). 
Basic needs of an employee would be met by organisations through pay and extrinsic motivators. As an employees motivation progresses up the hierarchy their motivators would become more intrinsic. 













[bookmark: _Toc323502108]Reward and Total Reward 
The need to motivate employees requires an organisation to offer its staff a variety of goals and benefits to reach. 
Our primary research results show that the majority of employees at Wyevale Garden Centres are unsatisfied with the rewards and benefits offered to them by their employer. 
Through our research we have found that there are two methods of reward employers can offer their employees. 
One method is to use a Reward scheme. This method of rewarding employees involves offering employees monetary rewards such as basic pay and benefits such as pensions and paid leave (CIPD, 2016). 
The second method of reward is Total Reward. Total Reward is a way of rewarding employees through offering intrinsic rewards along with their pay such as the chance to develop and the offer of flexible work hours (CIPD, 2016). 
CIPD (2016) believe an advantage of offering total reward schemes to employees increases the organisations retention rate and the levels of performance. However, they also believe there to be disadvantages as some rewards may be harder to offer than others and not all employees will be motivated by the same reward. 
Are research has shown that employers who offer their employees total reward schemes have employees who are motivated and engaged. 
Retailer John Lewis offer employees a total reward scheme which includes performance based pay and then they offer a their employees a list of benefits along with this including pension, paid holiday, holiday and leisure facilities, education subsidies and working for charities which as a just a few of what they offer their employees (John Lewis , 2016). 
A company who offers this type of reward scheme is Inchcape UK who are currently top of The Times 25 Best Big Companies to Work For. Their employees have said that they love working for the company because of the management style, benefits and the feel they get from working with their teams (The Sunday Times , 2016). 







[bookmark: _Toc323502109]CSR 
Corporate Social Responsibility (CSR) looks at how ethical a company is. It incorporates four main areas in regard to the company, which are the community, environment, market place and employees (CIPD, 2015). 
Wyevale Garden Centres already have a CSR policy in place. Part of this policy is called Nurturing Our Colleagues. The company offers plans to grow their employees with plans for talent and development, health and safety and volunteering and support (Wyevale Garden Centres , 2014). 
These are suggestions from the companies Annual Report from 2014. 
The results from our questionnaire would suggest that the organisation has started to put in place plans around its CSR strategy, however there is suggests that there is still room for improvement to be made to better is CSR in terms of its employees. 



























[bookmark: _Toc323502110]Conclusion 
In conclusion through conducting this consultancy project into the employee engagement at Wyevale Garden Centres we at BLE Consulting have found that as an organisation there are improvements that can be made to certain parts of the organisations employee engagement plan. 
We believe the main area for focus and that employees to be most unsatisfied with it the reward system that the organisation currently has. 
We have concluded from our research that motivation is a vital part of encouraging employees to work and that providing them with goals and benefits will be a grate improvement to the organisation. 
Employers that have offered their employees with Total Reward schemes have been found to have motivated employees that are engaged with their organisations. 































[bookmark: _Toc323502111]Recommendations 

Are recommendations to Wyevale Garden Centres are: 

1. To conduct research into what their employees are motivated by. This could be done through questionnaires/focus groups. 

2. To encourage communication between management and employees. 

3. To create a Total Reward scheme that fits the organisation business plan and that motivates employees using the results from the conducted research 
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[bookmark: _Toc323502113]Appendix 1 – Questionnaire Results 
























































[bookmark: _Toc323502114]Appendix 2 – SWOT



	Strengths 
1. Large chain 
2. Staff knowledge 
3. Customer Service 
4. Quality of goods 

	Weaknesses
1. Seasonality 
2. Lack of stock at peak times 
3. High pricing 


	Opportunities
1. Adding more child facilities – play areas  
2. Expanding online shopping facilities 
3. Increasing presence in local communities 
4. Expanding into garden services
	Threats 
1. Unpredictable UK weather 
2. Competitors with lower prices and higher stocking levels 























[bookmark: _Toc323502115]Appendix 3 – PEST 


POLITICAL
1. Laws
2. Trading legislation 
3. Tax and vat rates 
4. Pressure groups 

ECONOMICAL
· Employment and unemployment levels
· Economic growth 
· Interest rates 

SOCIAL
· Social trends 
· Disposable income 
· Shopping trends 
· Online shopping 
· Demographic Change
· Environmental issues 

TECHNOLOGICAL 
· Advances in technology 
· Online services 
· Click and collect 
· He of technology to communicate 
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Comments and marks awarded. Please note marks in () are the maximum marks allocated for each section. 

Research (20) 15

Evidence of research undertaken both from a theoretical perspective and an industry perspective. It's nice to see the use of current industry data being used. A good range of sources and evidence of wider reading. 

Knowledge (20) 13

You clearly demonstrate subject and industry knowledge. You have a good understanding of the role of a consultant. I would like to see more depth to your discussion in parts. 



Analysis (25) 18

Some good analysis and evaluation undertaken particularly through the linking of the primary and secondary research. As mentioned more depth needed in parts, for example more could have been done with the PESTEL analysis. 


Practical application (25) 15

A good attempt is made to apply the key theoretical concepts. I would like to have seen more connection between the frameworks and your data analysis. 

Skills for Professional Practice (10) 7

Overall well written and presented, your graphs are particularly visually engaging. Some spelling and grammatical errors.  

Percentage of employees who believe their opinion is listened to by management 

Listen to all suggestions 	Sometimes listen to suggestions 	Never listen to suggestions 	8	5	2	

Number of staff satisfied with the level of communication 
Strongly disagree	Disagree	Neutral	Agree	Strongly agree 	1	3	2	8	2	Opinion 

Number of staff 



Percentage of staff satisfied with level of feedback 

Strongly disagree	Disagree 	Neutral	Agree	Strongly agree 	1	4	2	5	3	

Percentage of staff staisfied with opportunities for personal growth 

Strongly disagree	Disagree	Neutral	Agree	Strongly agree	0	1	7	7	0	

Number of staff satisfied with reward and benefits offered 
Strongly disagree	Disagree	Neutral 	Agree 	Strongly agree 	3	3	5	3	1	Opinion 

Number of staff



Percentage of staff satisfied with how organisation manages performance 

Strongly disagree 	Disagree 	Neutral	Agree	Strongly agree	4	2	4	4	

Pencetage of staff who excited about going to work 

Strongly disagree	Strongly disagree2	Strongly disagree3	Strongly disagree4	Strongly agree 	1	4	7	2	1	

Percentage of staff determined to give their best effor each day 

Strongly disagree	Disagree	Neutral	Agree	Strongly agree 	0	0	3	7	5	
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