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elcome to the fourth edition of Andersons’ Business Matters.
This publication looks at a selection of topics relevant to farm

businesses across the UK.

We hope you find it informative and thought-provoking. If you would like
to discuss any of the issues covered in Business Matters please do not
hesitate to contact one of our consultants (listed at the back of the

booklet).

The Directors of Andersons
the Farm Business Consultants

June 2024
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he financial performance
of farms varies massively.
Mostly, this is not due to

enterprise, system, location, land-
type or even size - it is the way that
farms are managed that really
drives business performance.

Andersons undertook research for
the AHDB that looked at the
specific factors that sets the high
performers apart from their run-
of-the-mill peers. This involved a
review of existing studies into the
topic, an analysis of Farm Business
Survey data, and a number of case
studies. From these three sources,
a list of eight key attributes has
been distilled;
1. Minimise overhead costs.
2. Set goals and compile budgets .
3. Compare yourself with others
and past performance and
gather information.
4. Understand your market
requirements and meet them.
5. Give each detail the attention
it deserves.
6. Have a mindset for change
and innovation.
7. Continually improve people
management.
8. Specialise.

The importance of these will vary
for each individual farm according

BUSINESS MATTERS

The Charactersistics of
High-Performing Farms

to their specific circumstances, so
there is no ‘one thing’ that will
transform all businesses. In fact, a
key characteristic of the best farms
is that they are a little better at a lot
of things, rather than being
spectacular at just one. Below, we
look at each of the attributes in
some more detail.

Overhead Costs: across all sectors,
higher-performing farms have
lower overheads per unit of output
than the rest. It tends to be
overhead costs rather than the
variable costs where the biggest
difference between spending
occurs. Cost control may not be
the most exciting of subjects, but
achieving low-cost production is

It is the way
that farms are
managed that

really drives

. business
key for commodity producers - erformance
which most UK farmers are. The P
key is to find ways to trim costs n

that don't affect turnover. There
are a large number of potential
ideas; collaborate with nearby
farms or businesses, keep
machinery longer and maintain it
well, spend time developing and
training staff, keep necessary staff
and machines and no more, and
many others.

Goals and Budgets: where do you
want to be in five years’ time? Or
10? Or 20?7 Without a goal it is easy
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for a business to just ‘drift’. Setting
specific goals also brings into the
open what might have just been
implied or assumed - other family
members might have a very
different vision for the future of the
business. Clear communication is
key to ensure everybody is
achieving their personal and shared
objectives. Once there is a long-
term plan, this should be converted
into specific targets through an
annual (or multi-annual) budget.
Just undertaking the budgeting
exercise often highlights areas for
improvement - at the very least, it
makes you think about how the
business is structured. During the
year, you can identify what is going
well and what not so well, helping
you to adjust things if necessary.
Ideas for change can also be tested
using the budget.

Compare and Learn: farms with
better information make more
money. It could be through
benchmarking, discussion groups,
informal discussions, regular
reading (not just farming press),
farm walks or a combination of all
the above. Critically, taking that
information back to the farm to
identify what you can do to farm
more profitably is what matters.
Knowledge is only useful if you
change something as a result of
the information.

Market Requirements: good farms
supply what the market wants to
buy. Poor farms often produce
what they want to and are then
disappointed that buyers aren’t
clamouring for their output.
Understand market dynamics,
specifications etc. Ensure good

communication with your buyers.
Ask them what would add value to
what you produce, what they don't
value and importantly, the service
that comes with it.

Attention to Detail: attention to
detail is hard to define, but most
people recognise it when they see
it. It can sometimes be difficult to
make a change in this area; habits
and work practices become
ingrained, and the farm is too
familiar. Try and look at what you
do as if seeing it for the first time -
‘if we were starting from scratch,
would we do it like that?". It may
require an external viewpoint - ask
somebody you trust (and who will
be honest with you) whether there
are things you could do better.
How can you improve everything
you do? - even if just by a little bit.
This should be a continual process
- not just a one-off ‘push’ followed
by a further period of coasting.

A positive attitude is vital; farmers
that enjoy their work will do a
better job.

Change and Innovation: people
have different characters and
farmers are no different - some like
the familiar, whilst others always
adopt the latest innovation. There
is @ happy medium. The best farms
are open-minded to new ideas
where they can help the business.
However, they are also critical - ‘is
this change really going to improve
performance, or is it a
complication or distraction?’, ‘does
whoever is promoting the
innovation have their own agenda
and does it align with mine?. Not
all farms are prepared for, or
realise, the need for change if they



want to improve, so settle instead
for the status quo. However,
change is inevitable so will arrive
whether it is welcomed or not. It is
best to embrace it and manage it
rather than have it forced upon
you.

People Management: there is only
so much an individual can do in a
day, but there is no limit on the
capacity of a team. Empowering
staff (including family labour) to do
a great job involves investing time
and money, but especially time in
them. Training, motivation and
crystal-clear leadership all
contribute to trusting, loyal and
hard workers. Better farmers
manage to extract far more from
workers than average farmers.

Specialisation: farmers that
specialise also tend to do a better
job than those with many
enterprises. It focusses the mind
and prevents distractions. Fewer
enterprises gather fewer
overheads. It also makes it easier to
ensure each enterprise is at a
minimum efficient size. Small
farms can be efficient and
successful, but costs and time
need to be in proportion to output
levels; this may require a
consideration of part-time farming.
A business should grow only once
it is operating at a high
performance, or the faults it
contains will also grow. The
number of enterprises that can be
run successfully will depend on the
manager - but even the best need
to recognise when they reach their
limits. And one person doesn't
have to do everything. Delegating
helps motivate other team

members. Management skills (and
time) can also be brought-in from
outside - for example by
contracting out one enterprise on
the holding so the farmer can
concentrate on what they do best.

Of course, farming is an industry
that provides far more than simply
financial rewards - it offers a way
of life that most would not swap.
Most farmers are hard-working, a
necessity for success, but to raise
performance requires change
which often involves bravery and
self-belief. According to the study,
only 5% of factors affecting farm
performance are out of the
farmer’s control. This suggests
almost all the determinants of
success are down to the individual,
the decisions made on the farm
and how they are implemented.

This article is a summary of three
reports that The Andersons Centre
prepared for the AHDB. We thank
the AHDB for its permission to
reproduce the material. If you wish
to see the full reports, these can be
found at;
https://ahdb.org.uk/knowledge-
library/characteristics-of-top-
performing-farms-2024
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Labour Markets

and Wages
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wo of the fundamental
| ingredients for businesses

are labour and capital,
whose availability and cost are
central to planning and
management. This article considers
labour markets and the cost of
employment, whilst capital is dealt
with separately in this edition of
Business Matters.

During the last 25 years there have
been very significant changes in
the UK labour market.

The introduction of the National
Minimum Wage (NMW) in April
1999 for the first time set the base
level at which all workers would be
paid in the UK. The 1999 rate was
£3.60 per hour. At that time farm
worker rates were established by
the Agricultural Wages Board.

Whilst Wales and Scotland have
retained their boards for
determining farm worker pay, the
Agricultural Wages Board in
England was discontinued in 2013.
Since that time, the guide for many
farm businesses has been the
National Minimum Wage (NMW)
and, subsequently, the National
Living Wage (NLW).

The NLW came into effect in 2016,
under which the current minimum
wage rate (from 1st April 2024) is
£11.44 per hour. With the addition
of employer-funded allowances
for holiday pay, pension and
National Insurance - none of
which were a requirement of the
NMW in 1999 - this equates to a
gross cost to the employer of
some £14 per hour.

In the twenty-five years 1999-2024
the statutory minimum employer’s
wage cost has risen from £3.60 to
£14 - up £10.40 per hour. This is
equivalent to a 288% increase.
During the same period the Retail
Price Index (RPI) has gone up by
126%. Real minimum wages (i.e.
adjusted for inflation) have
therefore increased considerably in
this time; put another way, the
2024 wage rate would only need
to be £8 per hour to have matched
RPI inflation since 1999.



Changes to minimum rates of pay
have varied over the 1999-2024
period, with a greater proportion
of the increases occurring during
the last decade, as illustrated by
Figure 1.

A comparison of minimum wage
increases for the two decades
2005-2014 and 2015-2024 is
shown in Figure 2.

Farm businesses vary in their
vulnerability to wage rate
increases, depending on their
requirement for labour, which
differs significantly between
enterprises.

Figure 3 provides some
illustrations.

The figures show why the
disproportionate increases in wage
rates in the last decade has been
so damaging to UK horticultural
businesses, whose sale prices have
been largely static over the same
period. They also cast a light on
why there are now so few
employed shepherds on UK farms.
However, for many farmers it is the
issue of declining labour availability
that is as important as rates of pay.
Since our departure from the
European Union in 2021 and the
changing expectations that have
followed the Covid epidemic,
businesses in all farming sectors
have had real challenges with the
recruitment and retention of staff.
For some this has involved
significant changes to the scale of
enterprises whilst, for others, their
discontinuation altogether.
Reduced labour availability is an
issue for many areas of the UK
economy and is as challenging for,
say, the Care and Hospitality
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Increases Minimum Wages Rates

by Decade - 2005 to 2024
Decade % NMW/NLW Average Annual %
Increase Increase
2005-2014 34% 34%
2015-2024 76% 7.6%

Source: Andersons

Typical Labour Requirements for

Farm Enterprises

Enterprise

Cereals / Potatoes / Sugar Beet
Milk

Pigmeat

Cauliflower / Broccoli / Parsnip
Apple / Lettuce

Sheepmeat

Strawberry / Raspberry / Asparagus

Labour
Requirements
Hours per Tonne
(approx.)

1-2
3-5
5-10
20-30
30-40
40-60
150-400

Source: Andersons
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sectors as it is for farming.

The result of this shortage has
been to further inflate wage rates
and for employers to seek other

For many
farmers it is
the issue of

declining

labour
availability
that is as
important as
rates of pay

investments in staff as ways of

attracting and retaining employees;

these might include:

) accommodation

b assistance with mortgage
payments

travel allowance

provision of vehicle
additional holiday allowance
flexible working hours
healthcare

)

K‘.

additional pension contributions
training and development

social events

ex-gratia payments

share ownership

In 2024 employee expectations are
very different from 25 years ago.
Loyalty and long service, once
commonplace, are now irrelevant
to many. The result is that
employers have had to adapt and
increasingly look at providing a
‘package’ of rewards to staff, rather
than a simple rate of pay.

Finding the right combination of
rewards to recruit and retain staff
has become an important
management skill for those
running a farming business.

Bk ANDERSONS
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BUSINESS MATTERS

The Increased
Requirement for
Capital On-Farm

he dominant use of increased; the perfect storm of
capital for farmers who cost inflation and increased
occupy their own farm interest rates.

is the retention of ownership.

A recent review of land prices
indicates the current average
market price of arable and pasture
land is a little below £10,000 per
acre. Since the reasons for owning
land are often different to running
a farm business, this article will
focus on the requirement for
‘tenant’s capital, i.e. the funds
required to undertake the business
of farming, as distinct from the ‘Agdflation’ - 2019 to 2024
economic activity of owning land.

A longer-term perspective reveals
a familiar trend and some of the
causes. Over the last fifteen years
the cost of a 150hp tractor has at
least doubled (increasing from
£61,000 to £124,000), fuel and
some animal feed prices have
increased by 70 to 80%, and wages
by between 65 and 70%.

40 | -
Whilst inflation and business ~Agricultural Inputs Index

growth are the obvious and key 1307 [o| " Agricutmrel Qutputs Index
causes of increases in capital —€Plindex
requirements, it is interesting to
consider some of the other,
perhaps less obvious, causes.

=100

120 | ——CPI Food

o

Index: 2020

Inflation is topical, not only 100

because it is affecting us all, but
Ukraine invasion
also because the competence of 90
. . 2222883 AAEAARNIIRNIRIRISS
governments is often judged by §533 8553555385855 585838658583

the country's economic
performance; particularly inflation Source: BEIS / Andersons
and interest rates.

We have seen inflation for UK farm  The underlying pattern using these

businesses over the last 4 to 5 examples over the last 15 years is
years accumulating to between 30  an average increase in operating

and 40%. No wonder the cost of costs in the order of 4 to 6% per

farm business capital has year.
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The visibility of these increases
varies and sometimes reflects the
sources of capital. Capital is usually
provided by a combination of
sources, typically a mixture of
proprietor’'s own funds and sources
from outside the business. Where
bank overdrafts are used, the effect
of inflation is often more obvious
due to the costs and frequency of
renewing facilities each year.
Inflation is even more visible where
meaningful management accounts
are available to help identify all the
sources and uses of funds required
by the business.

Term loans and bank overdrafts are
generally the first choice for those
businesses with assets available to
provide security. However, for
businesses with limited security the
other, often more expensive,
sources may be the only options,
typically asset finance and
merchant credit. Where none of
these are possible the increased
requirement for capital may
manifest itself in other ways -
reduced proprietor drawings,
delayed payment of invoices and
deferred replacement of
machinery and / or breeding
livestock, which in some cases can
lead to a reduction in business
performance.

Other factors that can have bearing
on the requirement for capital
include:

b Breeding livestock replacement
rate

Accelerated machinery
replacement

Capital expenditure driven by the
use of capital allowances to
mitigate tax

b Storing crops for longer

b Expansion of existing enterprises
b Taking on more land

b Profits insufficient to meet
drawings

Funding trading losses
Delayed payment from
customers

Funding proprietor succession
Basis and frequency of VAT
claims

On account tax payments
combined during periods of
profit fluctuations

Where capital is provided by
sources outside the business, the
costs are clear. At the current Bank
of England base rate of 5.25%, the
interest rates paid by businesses
have trebled since the dramatic
fall in 2008 and 2009. The
combination of current interest
rates and increases in the
requirement for capital from
inflation means that the current
cost of tenant’s capital could
equate to a large proportion of
total output for many businesses.
As mentioned, some of this cost is
hidden where proprietors are
providing the capital, often from
undrawn profits accumulated over
time, typically without the same
reward that a lender would require.

Looking ahead, the opportunities
for managing the ongoing
requirement for capital lie in a
number of areas. The key aspect is
determining the contribution that
each enterprise makes to overall
business profit, including the cost
of capital. Often this exercise
highlights the risk associated with
particular business activities.



Comparing autumn and spring
sown crops is a good example.
Whilst the replacement of OSR
with an SFI management option
has perhaps been driven in part by
challenges with controlling
cabbage stem flea beetle, it
demonstrates the effect of
enterprise choice on the

decides to hold land and also
whether it retains dedicated labour
and machinery in order to farm.
Clearly the requirement for capital
is not the only criteria by which
businesses are managed, for if it
were the business designer would
look to rent, not own land and to
hire rather own machinery.

requirement for capital whilst still
being able to maintain acceptable
levels of profit. Timing of produce
sales is a key area to consider.
Whilst a cost of say £1.20 per
tonne per month to hold on to
wheat to achieve a better selling
price may be a risk worth taking,
being clear about the effect of
such a decision is key to managing
the requirement and therefore cost
of capital.

The environment in which
businesses operate comprise a
range of factors of which capital,
and its availability/cost, is
fundamental. Ensuring an adequate
supply of capital is key if
proprietors are to have both real
choice when selecting enterprises
and unencumbered access to the
best techniques, labour and
machinery to achieve the best
returns.

Interestingly the effect of

operational decisions can be

eclipsed by whether the business

suring an adequate
upply of capital is
if proprietors are
o have both real
dice when selecting
enterprises and
unencumbered
access to the best
~techniques, labour
and machinery to
achieve the best
returns

. N
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Using the SFI Options
to Boost Grazing
Efficiency

Pl ANDERSONS

s it possible to improve grazing

efficiency using Sustainable

Farming Incentive (SFI) options?
Whilst many of the newly-
announced options are geared
towards more extensive systems,
within SFI there are stilla number
of actions applicable to productive
grassland farms.

One that is integral to grazing
efficiency is SAM1 (now ‘CSAM1’
under SFI 2024). This is based on
‘assessing soil, produce a soil
management plan and testing soil
organic matter’. With soil being the
very foundation of productive
grassland, is this not one of the
most important options? Key
points and observations on the
SAM1 option include:

) Payment rate of £6 per hectare
for testing of soil organic matter
(on a five-year rotational basis)
plus an additional £97 payment
per SFl agreement yearly.

b This soil sampling payment
should pay for a comprehensive
soil analysis in addition to soil
organic matter testing.

) To drive "grazing efficiency” we
should be aiming to make sure
our soil is in the best condition it
can be, and the soil sampling
payment can help us to achieve

this. To manage, we need to
measure!

A Visual Evaluation of Soil
Structure (VESS) is a simple and
extremely effective way of
judging the health of your soil.
Whilst some experience is
desirable, it is something that can
easily be learnt. A severely
compacted layer or poor soil
aggregation will show up in
these assessments.

A full soil sample including pH,
potassium, phosphorous and
trace element status would be
strongly recommended. Sub-
optimal pH levels for grass
production will be hindering
grass growth and reducing
nitrogen uptake, as well as
reducing soil microbial activity.

A soil with a correct pH, good
biological activity, high levels of
organic matter and good
phosphate and potash (P&K)
levels will increase grass growth.
For example, a field at pH 6.3 will
grow an additional 2t per Ha dry
matter per hectare, compared to
a field at pH 5.5. Taking
advantage of the soil sampling
and assessment payments will
demonstrate which fields need
remedial help.



In addition to SAM1, there are other
SFI options which will help farmers
boost grazing efficiency. The focus
of these are the ‘legumes on
improved grassland’ option (NUM2)
and the 'herbal ley’ option (SAM3).
With a significant payment of £382
per Ha per year for herbal leys, on
paper this looks like the most
financially attractive option,
compared to legumes at £102 per
Ha. However, it is crucial that
herbal leys suit the system, rather
than just chasing the payment on
offer.

Typically, there are two types of
herbal ley. One is designed for a
more extensive grazing system,
with multiple grass species,
including cocksfoot, fescues and
timothy; multiple clovers and
legumes such as lucerne, trefoil or
sainfoin, as well as numerous herbs
such as plantain, chicory, yarrow or
burnet. This mix might contain
over twelve varieties in total. This
type of ley will deliver drought-
resistant properties, fix nitrogen but
potentially will have lower levels of
metabolisable energy.

A more applicable herbal ley for an
intensive grassland farm would be
a mix containing no more than six
varieties, with perennial ryegrass

and clovers being the mainstay of
the mix, alongside chicory and
plantain. This type of mix will be
both highly digestible and high
energy feed with deep rooting and
nitrogen fixing properties, as well
as containing high levels of protein.
A typical seed mix is shown in
Figure 5 below.

Typical Herbal Ley Mix
Weight

Varieties Kg per Ha
Perennial Ryegrass 16.50
Fescue / Festulolium 175
White Clover 375
Red Clover 3.75
Chicory 175
Plantain 2.50

Source: Andersons

Figure 6 shows a trial carried out by
Teagasc in Ireland, on Curtins dairy
farm. This compared ryegrass-only
swards, ryegrass and clover swards,
and herbal leys. Nitrogen usage
was halved for the trial for the
clover swards and herbal leys with
minimal difference in grass growth.
Animal performance also improved
with increased milk yield and milk

Performance of Different Leys

14
It is crucial
that herbal
leys suit the

system, rather

than just
chasing the
payment on
offer

)

Herbal Ley*

Grass Growth (t per DM per Ha)
Artificial Nitrogen (kg N per Ha)
Milk Solids (kg per cow)

Milk Yield (litres per cow)

Ryegrass Ryegrass and
(o1,1)% White Clover
12.6 12.0
250 125
437 452
5,200 5,190

12.2

125

460
5,340

Source: Teagasc

* Ryegrass plus two other grasses, chicory, plantain and three clovers
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solids per cow when compared to
ryegrass only swards. This
demonstrates the improvement in
performance from utilising herbal
leys effectively.

Following the recent
announcement of the revised SFI
2024 offer, new 'CSAM3’ options
will require a minimum of one
grass, two legumes and two herb
(or wildflower) species to be
present in the sward. For many
farmers with legumes already
present, this might mean
overseeding their swards with

P

herbs such as chicory or plantain

rather than a full reseed. To ensure

good establishment of a herbal ley
through overseeding or reseeding,
consider the following:

b Clover and legumes require a
slightly higher temperature
before growth begins, so be wary
of very early spring or very late
autumn establishment.

b Clover, legumes and herbs
require good pH levels; P & K
indices in the soil are very
important.

b Low nitrogen usage will allow
clover and the legumes to
compete sufficiently with the
grass; nitrogen fixation will also
not be as efficient if high levels of
fertiliser are still being spread.

b With herbs such as chicory and
plantain, be careful not to graze
them prematurely on the first
graze. Plantain, in particular,
should not be grazed until it has
reached the 6-leaf stage, to
ensure good survival as a result
of well-developed root systems.
Chicory should be grazed no
earlier than the 7-leaf stage.

b With overseeding, ensure that
the ryegrass is kept sufficiently in
check prior to sowing, to ensure
that it does not outcompete the
herbs and clovers.

b All herbal leys will suit a
rotational grazing system rather
than set-stocking.

b Typically, chicory and plantain
might struggle to achieve long-
term persistency, compared to
clover and ryegrass. However,
with the CSAM3 option only
being required for 3 years this
should be achievable.



n a competitive employment

market, the need for employers

to be creative when considering
the rewarding of staff is critical to
both new appointments and
existing staff.

Agriculture can be a challenging
sector to work in for the following
reasons:

b Long, unsociable hours.
) Weekend working.

) Potential lack of structure, driven
by the demands of the weather.

b Restrictions on when holidays
can be taken - e.g. school
summer holidays.

Rewarding employees can directly
or indirectly benefit both employer
and employee:

b Retention of existing staff.

b Greater chance of attracting the
best candidates when recruiting.

b Improved staff motivation
leading to increased output.

Rewarding employees is not simply
financial. Whilst rates of pay, or
salary, are important, there are
other opportunities to reward and
motivate which can assist in the
recruitment and retention of staff.
This article considers some of
these opportunities.

BUSINESS MATTERS

Rewarding Staff.
What are the
Options?

Recognition

b Simply recognising when team
members have done a good job
- thanking them not only
privately, but also publicly.

Time

) Additional holiday entitlement
(paid or unpaid).

b Increasing holiday entitlement
with length of service.

b Greater flexibility when holidays
can be taken.

) Reduced working hours during
quieter periods - 4 day week, for
example, during winter months.

b Creating a structure which is
task-driven rather than time-
driven, e.g. today you need to
complete the following tasks,
rather than today you are
working 7.30am - 6.00pm.

b During busy periods (e.g. calving,
harvest), try and facilitate an early
finish once or twice a week for
each member of staff by
rotation.

Remuneration

b Cash Bonus
+ Output based, such as
completing a task within a
specific timescale.
+ Discretionary, recognising
commitment to the business or a
specific achievement.

Rewarding
employees is
not simply
financial.
Whilst rates of
pay, or salary,
are important,
there are other
opportunities
to reward and
motivate

ANDERSONS b



) Pension - paying above the
statutory minimum.

b Private Healthcare cover,
perhaps also including the
employee’s family.

Training

) Provide a structured training
programme — invite employees
to suggest their training
requirements.

b Do not limit training needs to
those needed for the role. For
example, a spray operator does

not require a BASIS qualification,

but the additional knowledge
gained from this training could
benefit both employee and
employer.

Employers are often concerned
about the risk of losing staff,
having invested significantly in
their training. There are ways of
addressing this within
employment contracts if
necessary. However,

consideration should be given to

the cost of not investing in
training staff - increased staff
turnover for example.

Personal Development

) Mentoring - facilitating a more
senior member of staff to help
junior members of the team (e.g.
a shepherd coaching a new
lambing assistant).

b Regular individual meetings to
discuss personal development
plans.

b Increased responsibilities -
providing staff with additional
responsibility can increase staff
motivation.

Providing Staff with the Best Tools

for the Job

) Having the best tools for their job
is a significant motivator,
including regular investment in
maintenance and, if necessary,
replacement.




Welfare Related

) Branded Clothing: Providing
business branded clothing makes
employees feel part of a team
and provides a financial benefit
(saving employees the need to
purchase work clothing).

Meals: Providing a hot meal
during busy periods

Staff Social Events: Getting team
members together pre or post
busy periods to say thank you
Break and Restroom Facilities:
Maintaining to a high standard of
cleanliness to provide a
comfortable environment.
Families: Many agricultural
employees could not work the
hours they do without the
support of their families.
Recognising this and being
sympathetic to their occasional
needs is a great way of rewarding
employees.

Communication

One of the simplest forms of

motivating staff is to keep them

informed (where appropriate of
course):

b Upcoming work. This could be
‘no work this weekend' to ‘we
plan to start harvest next week'.
Staff enjoy the feeling of knowing
what is going on.

b Changes within the business.

) Capital expenditure plans.

) '‘De-briefs’ - providing the
opportunity to hold a debrief
following busy periods to ask the
following questions: What went
well? What could be improved
for next time?

Consultation

b E.g. the purchase of a new
tractor. Including staff in the
decision-making process could
be of benefit to the business.
Choosing the correct
specification and taking feedback
on different makes and models
could provide more value for
money for the employer as well
as increasing output.

Finally, don't overlook the
opportunity to motivate staff with a
simple, well-timed ‘thank you' for a
task or project well done.

There is not a one-size-fits-all
approach, however a combination
of the above will help to ensure
that staff are justly rewarded, not
just financially, which will in turn
improve the work ethic of the
workforce, improve the working
environment and improve business
productivity.




THE CONSULTANTS OF THE ANDERSONS BUSINESS

THE ANDERSONS CENTRE

Richard King

t: 01664 503200

m: 07977 191427
rking@theandersonscentre.co.uk

& ] Graham Redman

t: 01664 503200
m: 07968 762390
gredman@theandersonscentre.co.uk

Joe Scarratt

t: 01664 503200

m: 07956 870263
jscarratt@theandersonscentre.co.uk

; = { Michael Haverty
3 4 01664 503200
m: 07900 907902

mhaverty@theandersonscentre.co.uk
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& & § Oliver Hall

& £ t: 01664 503200
m: 07815 881094

ohall@theandersonscentre.co.uk

« ¥ George Cook

t: 01664 503200

m: 07836 707360
gcook@theandersonscentre.co.uk
—
« + d Caroline Ingamells
+ . J t: 01664 503200
m: 07495 281717
cingamells@theandersonscentre.co.uk

Tony Evans
t: 01664 503200

y m: 07970 731643
tevans@theandersonscentre.co.uk

Kerry Jerman

t: 01664 503200

m: 07838 591799
kjerman@theandersonscentre.co.uk

E Edward Calcott

v t: 01664 503200
e = m: 07827317672
ecalcott@theandersonscentre.co.uk

Harry Davies

t: 01664 503200

& m: 07402 027459
hdavies@theandersonscentre.co.uk

&4 Amelia Rome

A t: 01664 503200

m: 07565 213933
arome@theandersonscentre.co.uk
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- James Webster

»" t: 01664 503200

4w m: 07717 088409
jwebster@theandersonscentre.co.uk

Anna Bowen

t: 01664 503200

m: 07588 774901
abowen@theandersonscentre.co.uk

Alex Benbow

t: 01664 503200

m: 07875 174952
abenbown@theandersonscentre.co.uk

Andy McNally

t: 01664 503200

m: 07708 001780
amcnally@theandersonscentre.co.uk
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Jay Wootton

t: 01284 787830
m: 07860 743878
jwootton@andersons.co.uk

Nick Blake

t: 01284 787830
m: 07748 631645
nblake@andersons.co.uk

Jamie Mayhew
t: 01284 787830
m: 07540 686759
Jmayhew@andersons co.uk

Pam Jacobs

t: 01284 787830
m: 07787 445433
pJacobscdandersons co.uk

Annabel Gardiner
t: 01284 787830
m: 07387 396561
agardiner@andersons.co.uk

% Tom Procter

¢ t: 01284 787830
m: 07467 562627
tprocter@andersons.co.uk
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John Pelham
t: 01568 701929
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Harry Batt
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m: 07948 245525
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Victoria Moxham
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| m: 07776 847434
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Dawd Siddle
t: 01968 678465
m: 07885 809119

dsiddle@andersonsnorthern.co.uk

- Ben Kellagher
t: 01968 678465
: m: 07770 652959
bke agher@andersonsmorthem co.uk

Charlotte Dun
t: 01968 678465
m: 07572 149631

cdun@andersonsnorthern.co.uk

Tom Cratchley
t: 01968 678465
m: 07826 112211
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ANDERSONS - THE FARM BUSINESS CONSULTANTS

The four Andersons businessess provide services for Farming Businesses and Food and
Agribusinesses. Recognising that all businesses are different, Andersons’ advisors tailor their
advice to their clients’ needs. Advice may be provided in a range of areas including:

Farming Businesses
» Business Appraisal
» Business Strategy and Succession Planning

» Investment Planning and Appraisal

Financial Planning including Budget
and Cashflow

Enterprise Costings and Benchmarking

o Farm Business Administration

IT and Software Design

Contract Farming and Joint Ventures

e Co-operation and Collaboration

Diversification

Understanding Support Schemes and Grants

Basic Payment / Agri-environment Claims
and Problem Solving

Preparation of Grant Applications

Tenancy, Rent Reviews and Arbitration

Expert Witness

Insolvency or Managed Recoveries
e Recruitment

* Training

Food and Agribusinesses
e Specialist Information Services
» Bespoke Training and Briefing

» Preparation of Promotional Material
and Bespoke Publications

Appraisals and Feasibility Studies

Business Strategy

» Market Research and Analysis

Business Analysis and Modelling

» Benchmarking and European
Economic Comparisons

Acquisitions and Joint Ventures

IT and Software Design
* Recruitment and Personnel

» Development

For more details on any of the above, or a discussion about your own particular needs,
please contact one of the Andersons businesses. All discussions are strictly confidential

and without commitment.

Agro Business Consultants Ltd

Publishers of the ABC Agricultural Budgeting
and Costing Book, the Equine Business Guide
and the Professional Update subscription
service, providing the complete agricultural
and rural information service.

The Pocketbook
Publishers and distributors of the John Nix
Farm Management Pocketbook.
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ANDERSONS THE FARM BUSINESS CONSULTANTS

THE ANDERSONS CENTRE

www.theandersonscentre.co.uk

MELTON MOWBRAY
General Enquiries: 01664 503200

Farm Consultancy Business Research Corporate Consultancy
Contact: Joe Scarratt Contact: Richard King Contact: Michael Haverty
Tel: 07956 870263 Tel: 07977 191427 Tel: 07900 907902
jscarratt@theandersonscentre.co.uk rking@theandersonscentre.co.uk mhaverty@theandersonscentre.co.uk
The John Nix Pocketbook Agro Business Consultants
Contact: Graham Redman Contact: Debbie North
Tel: 01664 564508 Tel: 01664 567676
enquiries@thepocketbook.co.uk enquiries@abcbooks.co.uk
www.thepocketbook.co.uk www.abcbooks.co.uk
MID-WALES HARROGATE
Contact: Kerry Jerman Contact: Oliver Hall
Tel: 07838 591799 Tel: 01423 875721
kierman@theandersonscentre.co.uk ohall@theandersonscentre.co.uk
ANDERSONS MIDLANDS
www.andersonsmidlands.co.uk
SALISBURY LEICESTER HEREFORD
Contact: Mike Houghton Contact: Sebastian Graff-Baker Contact: John Pelham
Tel: 01722 782800 Tel: 01455 823425 Tel: 01568 701929
mhoughton@andersons.co.uk sgraff-baker@andersons.co.uk jpelnam@andersons.co.uk
ANDERSONS NORTHERN
www.andersonsnorthern.co.uk
EDINBURGH

Contact: David Siddle
Tel: 01968 678465
dsiddle@andersonsnorthern.co.uk

ANDERSONS EASTERN

www.andersonseastern.co.uk
BURY ST EDMUNDS
Contact: Nick Blake
Tel: 01284 787830
nblake@andersons.co.uk
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