Factors that affect
employee voice In non-
union organisations

Submitted by: Hrvoje Kos
Student Number: 14117479

Dissertation submitted for the award of
BA (Hons) Human Resource Management

School of Business
National College of Ireland

Submitted to the National College of Ireland, July 2015



ABSTRACT

There has been a proliferation of non-union organisations in the recent times. The
current business environment is changing representation of employee voice from
collective union to individual communication with the organisation. This research
explores the factors that influence employee voice in a non-union organisation from the
perspective of employees. Using quantitative method of surveys, the research surveyed
36 respondents to understand how they would rate factors affecting employee voice
from their perspective in order of importance. The research also explored the
relationships between the individual employee variables such as age, work experience
and type of work and its relationship with how they rate the importance of the factors
that affects employee voice. Some of the key findings of the research were that the most
important factors that affect employee voice are those related to the relationships
between the employee and the organisation. The study found that the supervisor has a
key role in employee voice in non-union organisations and the relationship between an
employee and supervisor greatly affects how employee views their representation in the
organisation. The research also found that there are certain factors that affect employee
voice that facilitate their job performance in the organisation and certain factors that
affect the employee voice that are related to the rewards that the employee expects for
their job performance. The research found that the importance given to the factors that
affect employee voice are influenced by age, type of work, number of years of

experience, position in the organisation, and number of employees in the organisation.
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CHAPTER 1 INTRODUCTION

1.1 Background
Employee unions are official groups of employees that are officially recognised by an

organisation as being representative of the overall opinions and feedback of all the
employees that are a part of this group. Employee unions have been an important part
of organisations providing a channel of representation of employees to the top
management of the companies. However recently, more and more organisations are
avoiding employee unions in their organisations and are instead creating new channels
for representation of employee voice that would avoid formation of an official
employee union (Dundon et al, 2005). In other words, the organisations are encouraging
individual means of communication rather than collective communication of feedback
from the employees to the organisation (Gollan, 2006). Although this puts enormous
pressure on the human resources department and line managers in the organisations to
ensure that the employee is adequately satisfied in the organisation, non-union
organisations insist that this is a better and more effective form of employee
representation (Kaufman, 2003). With the heavy reliance on individual communication
by the employees to their supervisors of human resource departments, there can be
many cases in which the employees may not share feedback or may feel under-
represented in the firm. This can be especially the case when there are certain factors
that hinder or discourage the communication of employee to the non-union

representation channels.

This research explores the factors that affect the employee voice in a non-union
organisation. This is a highly relevant issue in organisations in the present times as most
of the organisations are giving up employee unions to adopt non-union ways of
employee representation. Moreover, the growing numbers of small and medium
enterprises do not have enough number of employees that would warrant an official
recognition as employee union and these organisations are heavily reliant on non-union
means of representation for employees. The research on non-union representation of
employee voice in limited and heavily focussed on justifying the effectiveness and
efficiency of non-union organisations. This research would contribute to the literature
on employee voice in non-union organisations by identifying and validating the factors

that influence employee voice in the organisation from the perspective of employees.



This would be one of the very few studies that have explored employee voice from the

perspective of employees for firm level factors that can influence employee voice.

1.2  Aims and Objectives
The aim of this research is to identify the factors that affect employee voice in a non-

union organisation. The specific objectives of the research are
1. To explore the definition of employee voice in a non-union organisation

2. To propose and validate potential factors that affect employee voice in a non-union

organisation

3. To explore the relationships between the individual employee variables and factors

that affect their employee voice in a non-union organisation

1.3  Structure of the dissertation
This dissertation is structured in six chapters. The first chapter gives a brief background

of the subject of employee voice in non-union organisations and sets the objectives for
the research. The second chapter reviews the literature on the definition of employee
voice, definition of non-union organisations, the factors that influence employee voice
and the outcomes of employee voice in non-union organisations. The third chapter
explains the methodology for the research describing the research methods that were
used for the study. The fourth chapter describes the results of survey done for the study
and presents the results of data analysis in the form of graphs and charts. These results
are interpreted and discussed in the fifth chapter and the implications of the results are
examined for achievement of objectives of the research. The final chapter concludes

the research and gives recommendations for further research.
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CHAPTER 2 LITERATURE REVIEW

2.1 Introduction
Non-unionization is a phenomenon that is becoming increasingly popular among the

firms around the world. Today, there are more organisations with non-unions than there
are with unions present in them (Kersley et al, 2005). According to Bryson et al (2007)
large sections of the employed population comprises of ‘never-members’ who are
people who have not been a part of unions throughout their working life and are likely

to never be a part of unions in the future either.

Due to the lack of unions, the employees have to discuss their issues directly with their
supervisors and managers. Managers on the other hand, have gained more power for
unilateral decision making that affects the employees (Dundon and Gollan, 2007). If
the issue is not resolved, employees are being forced to reach out to third party
institutions such as employment tribunals, citizens advice bureau etc. (Abbot, 2004).
Therefore, there is a new system for employee voice management that is emerging as a

result of lack of employee unions.

2.2 Employee Voice in unionised and non-unionised firms
During the 1970s and 1980s, there was a lot of emphasis on the advantages of having

unions to manage employee voice in organisations. Freeman and Medoff (1984) argued
that employee unions provided an efficient mechanism for employees to communicate
their concerns to the organisations so that problems and issues could be resolved at
early stages. They suggested that employee unions can potentially increase the
productivity of the employees and quality of operations (Freeman and Medoff, 1984).
Pfeffer (1998) found that employee voice is important to build employee commitment

towards the organisation.

Despite the research on advantages of employee voice for the organisation, recent times
have seen a drastic reduction in the number of organisations that support unions. Unions
are considered inefficient for the firm operations by decreasing the productivity of the
employees (Dundon et al, 2004). This means that there is a growing representation gap
for employees to their organisation and there is an emerging need for managing
employee voice in non-union organisations to ensure that the communication between

employer and the employee is maintained. Terry (2003) observes that the decline in
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unionisation may be due to the inefficacy of unions for managing employee voice in the
organisation. Delery et al (2000) found that unions are able to affect quitting rates in the
organisations only through the mediation of compensation. Similarly, Ackers et al (2006)
argues that many non-union organisations have been successful in developing strong forms
of participation of employees in the organisation and can be compared to unionised firms
that can be weak, ineffectual and corrupt. The shift of employee voice management from
union to non-union channels questions the validity and exclusives of unions and explores
other channels for employee voice. Kaufman (2003) found that non-union voice
management by organisation can often lead to employee satisfaction and organisation
commitment through fostering cooperative and positive employee relations. Another
study by Taras and Copping (1998) revealed that when a company allows perceptions
of encouraging participation and representation of employee through their non-union
voice management initiatives; this can often lead to high expectations of employees in
their role in decision making process. When these expectations are not fulfilled, it often

leads to frustration and search for third party representation of employee voice.

Non-union organisations are organisations that do not recognise trade unions of
employees and do not include them in their communication mechanism with employees
(Campling and Gollan, 1999; Dundon et al 2005). Non-unionism does not imply that
there is no communication between the workforce and the organisation. It just means
that there is no formal channel in the form of trade unions that is recognised by the
organisations. Non-union organisation also does not necessarily mean that there is a
complete absence of unions for the employees. In some organisations, certain sections
of the workforce may be represented by unions that are recognised by the organisation

while other employee groups may not receive the same recognition.

2.3 Definition of Employee Voice
Voice is considered to be an attempt to change an unsatisfactory situation rather than

escape from it (Batt et al, 2002). Employee voice is a means of expression of
dissatisfaction by the employees (Batt et al, 2002). This definition carries a negative
connotation with the term ‘employee voice’ by emphasizing that employee voice is a
means for communicating only the problems and issues of the employees without
including the element of participation and positive development through such
mechanism. Bryson (2004) defined employee voice as potential dialogue between the

employees and the organisation to communicate their perceptions, concerns and issues
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to the management. This definition restricts the role of employee voice to
communication and does not give the employees the power to participate in decision
making and have an influence on management decisions. Boxall and Purcell (2006)
defines employee voice as “processes and structures” that empower employees to give
their opinions and participate in the decision making process of the organisation.
Defining employee voice in a non-union context can be ambiguous and confusing. This
IS because unions have a defined structure and mechanism in place that has been
established through literature and research in the past decades. Non-union employee
voice is a topic that has not been studied as much and has been interpreted by different
organisations in different ways. Dundon et al (2004) suggests that employee voice has
been interpreted in four different ways by academics and practitioners. These are:
articulation of individual dissatisfaction to address issues and problems in the
organisation, expression of collective organisation where employee voice is involved
in collective bargaining, contribution to management decision making, and
demonstration of mutuality and co-operative relationship between the employee and
the employer. Managers in non-union organisations generally perceive voice as a
process rather than an outcome (Wilkinson et al, 2004). It is considered a part of daily

operations of the organisation.

2.4  Management of employee voice in hon-union organisations
Milward et al (2000) suggests that employee voice can be expressed through three

ways: trade unions, indirect or representative participation and direct employee
involvement. Both trade unions and indirect representation through a collective voice
have declined over the years and direct employee involvement has developed to
represent the employee voice. The study by Bryson (2004) found that non-union voice
is much more effective than union voice to elicit managerial responsiveness. He also
found that direct voice of the employee is more effective than representative voice in
both union and non-union organisations. Wilkinson et al (2004) found that employee

voice is managed in organisations in five different ways.

1. Individual communication and exchange of ideas between the employee and the

manager
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2. Upward problem solving where the employee provides feedback and this is taken
upwards in the organisational hierarchy for evaluation and improvement of

organisational performance

3. Collective representation of the opinions and views of the workforce to the
management. This can be done either through formal establishment of unions or

through a non-union collective.

4. Engagement of the employees and providing them with encouragement and support
to express their opinions and feedback to the managers. This makes the employees feel

more involved and non-hesitant to communicate with the managers.

5. Giving an opportunity to employees to have a say about issues and ensuring that their

opinions will be taken into account for improvement of the problem.

Dundon et al (2005) studied how employee voice is managed in various non-union
organisations and found that management facilitates employees to share their views and
ideas. In their study of 18 non-union organisations across the UK, they revealed that
managers in these organisations primarily view employee voice as a loose and
imprecise notion that is a part of HR initiatives and policies and is important to achieve
competitive advantage in the organisation. The employees in these organisations
expected to have a voice with the managers supporting and even encouraging such
behaviour. Organisations used mechanisms such as electronic media, two-way
communications, suggestion schemes, attitude surveys and project teams for upward
problem solving among employees. A study by Wilkinson et al (2004) found that
managers generally perceive employee voice as a two way communication between the
employer and the employee. Team work provides employees with the opportunity to
collaborate and give their suggestions on improving the business operations (Batt et al,
2002). Representative participation was ensured through non-union consultative
forums. Batt et al (2002) find that non-union organisations often use dispute resolution
procedures including management review of grievances, peer review, and non-union
arbitration. These initiatives encourage individual representation of the employee rather
than a collective voice. Batt et al (2002) found that these dispute resolution procedures
do not affect quitting rates of employees. They suggest a need for a stronger
representation of employee voice than these initiatives. Dundon et al (2005) argue that

the new citizenship agenda promoted by the EU is an empowering tool for the employees
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who have increased expectations from their employers regarding employee voice and have

become more confident with expressing their views.

2.6  Factors influencing non-union employee voice
Dundon and Gollan (2007) give a framework of the external and internal factors that

affect the non-union voice arrangements in an organisation. Among the macro-
environmental factors, they identify market influences from the product and labour
markets and competitors in the industry, structural influences of organisation size and
ownership of nationality of the organisation, and the regulatory environment with
respect to EU directives and government regulations. These factors can have a major
effect on how the organisation decides to manage employee voice. The micro-
organisational factors include managerial strategies for employees that have been
formed according to the external environment, occupational identity and group
solidarity of employees within the organisation, power and influence of the employees,
degree of trust between the employer and the employee and the level of autonomy of
the employees. These factors will help in giving a background about the factors that

affect employee voice in non-union organisations according to previous research.

2.6.1 Macro environmental Factors

Macro environmental factors are the ones that exist outside the organisation and are
beyond the control of the organisations. These include the business environment in
terms of political factors, economic factors, social factors, technological factors,
environmental factors and legal factors. Dundon and Gallon (2007) study the macro-
environment affecting employee voice under three headings- market pressures,

structural influences and legal regulations.

Market Pressures

The competitive environment in the industry can highly affect the management of
employee voice in an organisation. Human resources are one of the most unique
resources of an organisation and can be a source of competitive advantage in the
industry (Porter, 1991). In an organisation that is service oriented and largely dependent
on the skills of its workforce, it is especially important that there is a channel of
communication between the employees and the organisation. Dundon and Gallon
(2007) reveal that organisations where employees have direct interaction with

customers and where customer service is given a high importance need to make
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significant efforts to ensure that employee voice is managed in an efficient manner.
Market pressures of customer service, limited supply of talented workforce, and
requirement of flexibility in terms of business operations increase the need for
innovations in employee voice so that employees feel a part of the organisation and are

given an opportunity to share their opinions for better business performance.

Structural Influences

Organisation structures in terms of the size of operations, number of employees, type
of management etc. can have an effect on how employee voice in managed in an
organisation. For example, small and medium enterprises may not have specific
departments to manage human resources and employee relations and employee voice
may largely be managed by the immediate supervisors of the employees. On the other
lad, large scale enterprises with specific structures in place for employee relations,
learning and training of workforce etc. have specialised human resource manager that
may undertake regular reviews and have formal channels of communication with the
employees for expression of opinions and complaints. In terms of the style of
management, this also differs with the size of the organisation and the extent of
involvement of the owner and top management with management of employee

relations.

Regulatory Environment

The legal obligations of the organisation to give provisions for employee voice in an
organisation are a major factor that affects the way that employee voice is managed. In
the EU, there are two EU directives that have a direct impact on employee voice in
organisations. The EU Directives on European Works Councils and Employee
Information and Consultation provide for a formal framework for representation and
communication of employees to the employer. The European Work Councils provides
a new type of collective voice for employees in the non-union firms. EU Directive on
Information and Consultation requires organisations with 50 more employees to
establish a formal procedure for employee voice. Under the directive, the employees
are supposed to be consulted in matters related to the economic situation of the
undertaking, developments relating to employment (especially any threats to
employment), and substantial changes in work organisation or in contractual relations
(Hall, 2003). These necessary frameworks for representation of employees in the

organisation shape the way employee voice is managed in an effective manner while
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following the legal requirements. They may limit or trigger different types of channels

for employee voice (Hall, 2003).

2.6.2 Micro Organisational Factors

Micro organisational factors are the elements within the organisation that affect

employee voice. Being within the organisation, most of them can be controlled,

managed and changed by the organisation unlike the macro-organisational factors.

Dundon et al

(2007)

management of employee voice. These are given in Figure 1.

identifies five micro-organisations dynamics affecting

Figure 1 Macro Organisation and Micro Organisation factors influencing employee voice

Macro/Environmental Factors

\

Market Influences
Product and labour
markets

Competitive pressures

Structural Influences
Organisational size
Ownership/Nationality

Regulatory Environment
EU Directives

Government regulations

J

Source: Dundon et al (2007)

1. Managerial Strategies

Micro/Organisational Dimensions

Management
strategies towards
trade unions

Occupational
identity; Inter-
group solidarity

Non-union voice outcomes

e.g.

*  Union avoidance

*  Ideological hostility

s Irrational and rational
employer behaviour

—

~ o Power and

Influence

Trust

The managerial strategies followed by the organisations have a primary impact on

employee voice. The types of strategies chosen determines how involved the employees

are in the decision making process and how often they are asked for their opinions and

feedback. Strategies may or may not give importance to communication and trust

between the employees and the managers. Dundon et al (2007) suggest that strategies

that place an importance on trust between the employee and the employer are effective

non-union channels for employee voice. This means that the employees are able to

17



develop their knowledge and skills and contribute to productivity, support for
organisational changes and contribution to the decision making process of the
organisation along with their managers (Gollan, 2006). Formal channels of
communication between the employee and the employer provide a degree of legitimacy
for management of employee voice in non-union organisations (Kaufman, 2003).
However, the structures that are put in place for voicing of employee opinions and
feedback may be limited by the skills, knowledge and inclination of the middle
managers, line managers, and supervisors towards the importance they give to
employee voice (Kaufman, 2000). For an organisation to perform well, the type of
managerial strategy and channel that is used for management of employee voice-union
or non-union must be effective and efficient providing benefits to both the employer
and the employee.

2. Occupational Identity and Group Solidarity

Occupational identity and group solidarity refers to the value placed on the employees
by the organisation and the solidarity within the workforce to communicate opinions to
the management. This means that the organisation must give importance and attention
to the employees and the value that they provide towards the performance of the
organisation. If the employees are recognised for their work, feel that their role is
important and develop an occupational identity within the organisation, the employee
voice channels are likely to be more effective (Lewinki and Weintoff, 2000). Such
importance can be shown by development of informal communication and
encouragement on the daily performance of the employees by their supervisors and line
managers (Dundon et al, 2007). This kind of informal engagement develops a comfort
level with the managers enabling the employees to voice their opinions and improve
their performance. It shows individual importance and ensures that any employee

problems are voiced and resolved at the earliest.

Group solidarity or team cohesiveness can affect channels of employee voice and
organisation performance by developing a capacity for collective action and resistance
to management. This means that if the team members and employees have close bonds
while working together and share same opinions, issues and problems with the
organisation, they can form a group that can collectively demand for organisational

change. Such group solidarity can operate on a similar level as in trade unions with or
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without the formal structures of a trade union and without an official recognition from

the organisation.

3. Power and Influence at the workplace

The impact of power and influence on employee voice is explained by Dundon et al
(2007) in terms of scope and range of issues that can be influenced by the employees.
Scope refers to the level of involvement that the employee has with issues such as
ability to influence decisions at a large level, consultation given by the employee or no
opinion seeked from the employee (Dundon et al, 2007). Range refers to the different
types of issues that can be influenced by the employees and the importance that is given
to these issues. These issues would include job security, type of work, pace of work,

setting of wages and provision of training and learning (Dundon et al, 2007).

Autonomy is another important concept that relates to power and influence. This means
what is the level of independence that the employee or employee groups have in their
operation and on giving opinions, feedbacks or complaints to the management (Butler,
2005).

4. Trust

Trust between the employer and the employee has an effect on management of
employee voice because trust represents the confidence that the employer and employee
have in each other’s actions and consideration of one another’s well-being. It is
important because a trusted employer shows that the employee is able to give their
opinions with confidence and do not feel under-represented. A trusted employee shows
that the employee is working for better performance of the organisation and is providing
ideas for improving performance. Beachmount and Hunter (2005) found that
difficulties in trust can arise in two types of situations. One is when the organisation
reinterprets the employees’ voice at different levels of organisation and the resulting
recommendations and outcomes are different from the issues and recommendations
given by the employees. A second type of trust difficulty is when the organisations

taken an action that may affect the employees without their consultation.

The previous literature on employee voice the factors that influence employee voice
provides an overall picture of what could be the possible factors that affect employee
voice in this study. This literature would provide the basis for identification of proposed

factors that could influence employee voice in the study conducted for this research.
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2.7  Outcomes of influential factors on non-union employee voice
Dundon and Gollan (2007) explain that the macro and micro environmental factors

interact with one another in the organisation and can lead to three outcomes for non-
union employee voice in the organisation: union avoidance, ideological hostility, and

irrational and rational employee behaviour.

2.7.1 Union Avoidance by Organisations

Union Avoidance is the situation when unions are either suppressed or substituted by
the organisation. Suppression of the employees includes exploitations and intimidation
by the employer so that the employee voice is blocked from going outside the
organisation. Substitutions are HR practices that supplement the need for union
organisations through effective HR policies. In both the situations, the idea is to keep
the employee problems within the organisations and avoid the interference of an
external union in the affairs of the business operations. The disadvantage for the
employees in such a scenario is the monopoly of the employer. The employer, on the
other hand, provides a certain degree of power to the employees without relinquishing

control over them.

2.7.2 ldeological Hostility

Union avoidance can be the result of difference in ideological perspectives about union
organisations. Some employers are taking aggressive actions to ensure that trade unions
are avoided in organisations because of their hostility towards unions. This ideological
hostility can often be manifested in the non-union voice mechanisms that are
incorporated in the organisations to ensure that the ideology of unions is not encouraged

or supported.

2.7.3 Balance between the irrational and rational employer behaviour

Non-unionization of an organisation is considered an irrational employer behaviour
taken to mitigate the fear of trade unions making demands for increase in wages, better
work conditions, job security, complaint procedures, inclusivity in decision making and
better employee relations. In order to address this fear, the organisations ironically end
up offering incentives of better wages, job security and work environment for
employees to avoid unionized environments. In other words, the employer often ends

up adding cost to the organisation to derive benefits of a non-unionized organisation.
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When the balance between the employee benefits and costs is not maintained, the

employee may find unions a more attractive option for representation.

2.8  Conclusion
Employee Voice is an important part of human resource management for an

organisation that is crucial for firm performance and maintaining competitive
advantage in the industry. With the development of business environment and advances
in technology, service oriented firms are on the rise that put more importance on the
skills and talent of their workforce. With these developments, there are firms that are
encouraging management of employee voice through channels other than employee
unions. Management of employee voice in non-union firms is a complex process and
there are many factors that affect the channels of representation and the outcomes of
different types of employee representation. This chapter analysed the various factors
and outcomes of management of employee voice in a non-union organisation as has
been discussed in previous literature. The review of the literature has provided a
foundation for further research on the subject and carrying out the study. The next
chapter will explain the methodology that will be used in the study to study employee

voice in hon-union organisations.
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CHAPTER 3 RESEARCH METHODOLOGY

3.1 Introduction
This chapter explains the methodology that is followed through the research to achieve

the research objectives discussed in the first chapter. The literature review in the
previous chapter provided an overview of the research studies that have been done on
employee voice in a non-union organisation. This chapter outlines how this research is
going to be carried out to contribute the literature on employee voice in non-union

organisations.

3.2 Research Approach
This research attempts to identify the factors that affect employee voice in non-union

organisations. To achieve this, the research reviewed the literature and identified the
potential factors that could affect employee voice. It is these identified potential factors
and their relationships with individual employee variables that are validated by this
research to achieve the purpose of this research. This means that this is an explanatory
research that is used for showing relationships and showing cause and effect (Kane and
O’Reilly-De Brun, 2005). Such a research can be studied using experimental or non-
experimental research approach. While experimental methods may be a good choice
for research approach to test the hypothesis, this research uses a non-experimental
quantitative research approach as it is an appropriate research method to test and
confirm a proposed hypothesis within the limitations of time and resources. The
quantitative methods of research are objective methods of research that provide a
rational perspective on the situation. They are deductive methods that show the existing
situation in the form of numbers and explain the facts with an emphasis on prediction
(Kaplan, 2004). They are based on making observation on the situation as it is and draw
conclusions about hypothesis testing (Kaplan, 2004). The quantitative methodology
does not include subjective views of human beings but instead poses an external frame
of reference (Neuman & Neuman, 2004). This research study follows the realist
paradigm of research which means that the research situation is viewed from an
objective point of view but it is also understood that the researcher’s knowledge will

help in making the observations (Aliaga & Gunderson, 2000).
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3.3 Data Collection
The data collection for this research is done with the help of surveys of employees

working in non-union organisations. Surveys are a good technique for testing
hypothesis and will therefore be an appropriate choice for this research (Kane and
I’Reilly-DeBrun, 2005). It is a standard technique for getting a large number of
responses to set questions about the hypothesis. The surveys were both descriptive and
analytical in nature to determine the importance of the identified factors and understand
their relationship with individual employee variables in the organisation. While a
descriptive survey helps in simply understanding the existing situation, analytical
surveys help in identifying what kind of cause and effect relationships are present
between two factors (Kane and O’Reilly-DeBrun, 2005). The survey gave the
perspective of the employees on what they think are the most important factors and how

so these factor change with individual employees.

Surveys were done in the form of questionnaires that were given online to the sample
population. Online questionnaire ensured a higher rate of response and helped in
collation and storage of data for data analysis in the next stage of the research. The
questionnaires were designed to include background information and details of their
employment. The questionnaire also included questions where the employees rated the
importance given to the identified factors that affect employee voice in the organisation
on a Likert scale. The Likert scale will be designed to include the opinion about the
importance of the factor ranging from least important to most important. The potential
factors that affect employee voice were identified from literature review. The final

questionnaire that was used for the study is given in Appendix 1 of the dissertation.

The sample population for these surveys include the employees working in non-union
organisations in Ireland. Non random sampling was used to include a sample size of 50
employees. Out of these, 36 fully completed survey responses are expected. A pilot
survey will be done with 2 people to validate the questionnaire and make improvements.
After the pilot study, the questionnaire was improved to change the language of certain
questions so that they are understood by the respondents in a better manner. Once the

survey was done, the responses were collated and stored for further analysis.
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3.4 Data Analysis
The analysis of the survey data includes both descriptive analysis and exploratory

analysis of the statistical data. The descriptive analysis gave the general background
information about the population and the mean, median and mode for each of the Likert
scale ratings from the survey. Exploratory statistics included correlation analysis to
reveal the relationships between the ratings and the relationship of each rating with
other variables such as employment details of the employee and other profile details.
The level of significance for each of the relationships was determined to see which
relationships were most important for the study. The results of the survey were
discussed in detail to give the final factors that affect employee voice in non-union

organisations.

3.5 Limitations
The limitations of this study are that the research uses non-random sampling for

selecting sample for data collection. This may lead to bias of information provided by
the research. Another limitation is the small sample size of the study that may not be
representative of the entire population under study. The quantitative research approach
of this study provides an overview of the research subject but does not go deeper to
explore the factors that could affect employee voice. This is a limitation of quantitative

research approach.

3.6 Research Plan
The research plan along with the activities that were included in the research is shown

in the figure below.
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Figure 2 Research Plan followed for the study

Definition of Factors affecting
Literature Review (Objective 1)

employee voice employee voice

Proposing potential indicators that affect employee voice
in non union organisations

Preparation of questionnaire

Pilot study for validation of questionnaires

Final Survey questionnaires sent to sample of 50
employees

Vaildation of potential indicators through analysis of
survey results (Objective 2)

Exploration of how employee voice is affected by
individual employee variables (Objective 3)

3.7 Conclusion
This chapter explained the research approach and research techniques that will be

followed in this study. This provides a background and plan for conducting the study
and analysing the results. The next chapter discusses results from the data collection
carried out during the study.
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CHAPTER 4 FINDINGS

4.1 Introduction
This chapter describes the results obtained from the surveys conducted for the research.

An online survey questionnaire was distributed among people who were employed in
Ireland as either full time or part time employees and their perspectives on employee
voice and channels of employee voice were recorded. The survey was conducted from
10" June to 17" June 2015 and a total of 36 responses were received. This chapter
presents the results of the survey in three sections. Section one gives the basic details
of the participants. Section two describes the channels of employee voice and their
effectiveness in the respondents’ organisation. Section three presents the ratings that
were given by the respondents about the factors that affect employee voice. Section
four presents a detailed correlation analysis between various factors and their
relationships with the age and work experience of the participants and how the

participants have rated the channels for employee voice in their own organisations.

4.2 Basic Details of Participants
The basic details of the participants are recorded to understand the background of the

people and if this background would have any effect on the key findings of the factors
that affect employee voice in non-union organisations. The details were given in terms

of their age, gender, work experience and employment details.

The age of the participants mainly ranged between the ages of 25 years to 44 years. As
shown in Figure 3, 48% of the participants were between 25-34 years and 26% of the
participants were between 35-44 years. This means that most of the participants were
neither too young nor too old and would have had a certain level of maturity and life
experience that would influence their responses. The predominant age range is the same

as the working age of an individual.
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Figure 3 Age of Participants

W 18-24 years
W 25-34 years
W 35-44 years

M 45 or above

The gender of the participants showed relatively even distribution between males and
females. As shown in Figure 4, 54% of the participants were females and 46% of the
participants were males. Therefore, the perspectives about employee voice of the

participants would represent the opinions of both the genders evenly.

Figure 4 Gender of the participants

B Female
H Male

In terms of the type of employment, 91% of the survey participants were full-time
employees. This means that the results of the survey predominantly represent opinions
of employee that are employed full time in the organisation. It is important to
understand this as the perspectives of full time employees and part time employees
about the importance of employee voice may differ. Figure 5 shows the type of

employment of the participants and found from the survey results.
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Figure 5 Type of Employment

H Full Time

H Part Time

The numbers of years of work experience of the participants in their current
organisation and their total work experience was important to understand the time they
had spent in the current organisation and how it had affected their opinions about
employee voice. The perspectives about employee voice may differ as one gains more
experience. Figure 6 shows the results of the survey representing the work experience
of the participants. The figure shows that 38% of the participants had spent less than
three years working in their current organisation. In comparison, another 38% of the
participants had spent more than five years in their current organisation. Therefore, the
overall results of the survey would represent both old and relatively new employees.
The total work experience of the participants was predominantly ten years or above.
More than 72% of the respondents had a total work experience of more than five years.

Figure 6 Work Experience of the participants

21

B Current Organisation M Total

Oto3 3to5 5to9 10 or more
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The next section will describe the details of the current organisations of the participants

and the channels of communication and employee voice provided in the organisation.

4.3 Employment Organisations of participants
This section gives details about organisations in which the survey respondents were

employed in terms of the type of organisation, industry and size. The job title of the
participants is examined in terms of their position in the hierarchy of organisation
structure. This section also discusses the channels of communication available to the

employees to give suggestions and opinions or make complaints or requests.

The organisations of the survey respondents were primarily privately owned
organisations. Figure 7 shows that 86% of the organisations were private while 14% of
the organisations were government organisations. Therefore, the opinions of the
employees may be influenced by the type of organisation in which they work as

different organisations have different style of management.

Figure 7 Type of Organisation

B Government
Organisation

B Private Organisation

The participants were working in various types of industries and these industries have
been categorized into eight different categories (Figure 8). The maximum numbers of
participants were working in the hospitality sector mainly in restaurants and bars.
Another important industry that emerged during the survey was the technological sector
that was represented by six participants. This distribution shows the influence of

different industries on the perspectives about employee voice among the employees.
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Figure 8 Type of Industries that participants were working in

Education
Legal

Retail
Utilities
Public
Technology
Healthcare

Hospitality

The job titles of the participants were translated to their relative positions in the
organisation structure hierarchy that was divided into three levels- operational level,
managerial level and executive level. Executive level included the participants who
were the either the owners of the organisations or a part of the top management.
Operational level represented the employees that worked at the basic level of operations
of the organisation and were supervised by managers. The managerial level represented
the middle level managers that manage the operational level employees and report
progress to the executive level. During the analysis of the results of the survey, it was
found that more than 50% of the participants represented the operational level
employees (Figure 9). Managerial level employees represented 31% and executive level
represented 17% of the employees respectively. This means that the sample population
predominantly represents the operational level employees that may influence the results

of the research.
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Figure 9 Position of the participants in their organisations

M Executive Level
B Manager level

1 Operational level

The number of employees in the organisation would represent the potential size and
scale of the organisation. A higher number of employees may also be more likely to
have an employee union in place to represent the opinions of the employees. In the
survey, it was found that most of the organisations were employing less than 50
employees. Figure 10 shows that 38% of the organisations employed less than 50
employees in total ad 25% of the organisations employed more than 500 employees in
total. Therefore, the sample represents organisations of all sizes in terms of number of
employees employed

Figure 10 Number of employees working in the organisation of the participants

|

More than 500

100-500

~

50-100

D

Less than 50 14

It was discussed in the literature review that working in a team can influence the opinion

about employee voice among the employees. Most of the participants worked in teams.
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Figure 11 shows that 77% of the survey respondents worked in teams which mean the
survey results may show an inclination towards working in a team being an important

factor affecting employee voice.

Figure 11 Participants working in a team

HYes
H No

The human resource or employee relations department in the organisations is mainly
responsible for managing the employee and employer relationships and maintenance of
employee well-being. Figure 12 shows that 69% of the organisations already had an
human resources department in place. This means that the human resource department

should be playing an important role in managing employee voice in these organisations.

Figure 12 Presence of HR department in the organisation

B Yes

B No

The participants were asked if they had an employee union present in their organisation.

This result mainly divides the organisations that have employee unions and those that
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do not. It was found that 77% of the organisations did not have employee unions. Figure
13 shows the pie chart representing the presence of employee unions in the

organisations of the survey participants.

Figure 13 Presence of employee unions in organisations

HYes

H No

Out of the organisations that did have employee unions, only 20% of the participants
were a part of these unions. This means that the unions that are present in the
organisations do not represent their departments. This shows that most of the
participants were essentially employees where there were no employee unions for them.
Figure 14 shows the distribution of participants that were a part of employee unions

among the organisations where employee unions were found to be present.

Figure 14 Employees part of the employee union in organisations where employee unions
are present

HYes

H No

The participants were then asked about their interactions and medium of
communication with their employer. In case the participants had any suggestions,
opinions or feedback for the organisation, the medium through which these opinions
were shared were mainly through direct feedback to the immediate supervisor of the
employee. Direct feedback to the human resource department was another important
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medium for the participants to share their opinions. Figure 15 shows the responses of
the survey participants for the medium that they used to share their feedback with the
organisation. It is interesting to find that three participants did not have any channel of
feedback in their organisation.

Figure 15 Medium provided to the employees for sharing feedback with the organisation

No channel h 3

Direct Feedback to HR/ER _ 12

Employee Committee/ Council F 5

Although there may be many mediums provided by the organisation to the employees

to provide feedback, it was found that some of the main points of contact for the
participants for sharing their positive and negative feedback were different. As shown
in Figure 16, both types of feedback are predominantly given directly to the supervisor.
For positive feedback such as suggestions for improvement, all channels are used
extensively including discussion with other team members, contacting the top
management of the organisation, reaching the HR and discussion in the employee
council. However, there were also more responses that suggested that they would not
go to anyone for giving positive feedback. In case of negative feedback, the point of
contact was mainly the supervisor followed by contacting the HR department and the
top management. The instances of not going to anyone in case of a complaint or a

request are much lower.
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Figure 16 Point of contact for the participants for giving suggestions and making
complaints

M Ideas or Suggestions given to B Complaints and Grievances given to
26
21

9 8 8
/ 5
Bl m-
Supervisor  Other Team HR/ER Top Donotgoto Employee
Members  Department Management anyone Committee/

Council

The participants were then asked how often they felt that their concerns were addressed
and feedback was given importance. They were also asked how often they felt they
were given representation to express their voice in the organisation. The participants
rated their answers according on a scale of 1 to 5, 1 representing ‘never’ and 5
representing ‘all the time’. Table 1 shows the mean, median and mode of the ratings
given by the participants. It was found that the participants felt that their concerns were
addressed most of the time but they felt that their voice was represented in the
organisation only some times. This means that employees are satisfied with the
organisations’ reactive initiatives when a concern is raised or requests are made by the
employees but at the same time, the employees do not feel equally satisfied with the
proactive initiatives taken by the organisations to provide the employees with

opportunities for providing feedback and opinions.

Table 1 Participants ratings about how often they felt represented and how often their
concerns were addressed

Addressing of concerns and Voice being represented in the

listening to feedback organisation

The next section addresses the key question of the research on identification of the

factors that affect employee voice in a non-union organisation.

35



4.4  Factors affecting Employee Voice
Ratings were taken from the participants about their opinion of the importance of

certain factors that could potentially contribute to or affect representation of employee
voice in an organisation. There were a total of 15 factors that were identified during the
literature review that can potentially affect the employee voice in a non-union
organisation. Table 2 shows the mean, median and mode of the responses given by all
participants in the order of importance. The averages of each of the ratings are shown
in a graphical form in Figure 17. The results show that all the factors were rated as
above average and somewhat important for representation of employee voice in a non-
union organisation. Taking the mean, median and mode into consideration for all
factors, the personality of the supervisor was rated as the most important factor that
affects employee voice. This result can be related to the previous result about the
immediate supervisor being the most important contact for the employee for giving
suggestions and making complaints. This shows the significance of the role of the
supervisor or line manager in an organisation. The second and the third most important
factors are related to the relationship between the employee and the organisation that
should be based on trust and positive elements. Feeling of being a valued member of
the organisation makes an employee feel like they are contributing to the organisation
and are a part its profits and losses. This is an important factors that affect employee
voice as being a valued member means the employees also feel that their opinions
matter to the organisation and will be considered for decision making. Similarly,
recognition of the work done shows that the employee has contributed to the
organisation and plays an important role in the organisation’s performance. Sharing of
opinions, concerns and comments is important because this is one of the direct
mechanisms for representation of employee voice in a non-union organisation. A good
working environment ensures that the employees are happy and their opinions are
heard. These are the factors that scored an average of over 4 out of 5 meaning a score
of above 80% in terms of their importance. Other important factors that were also
identified as important were job security, training and learning and salary. These three
factors represent the perks that come with employment in an organisation. Many of
these factors could deter or contribute to expression of employee voice. Strong
relationship within the team provides a channel for sharing opinions about matters
among the employees that could potentially lead to a coordination action against a

pressing issue. Quality of work that is done and autonomy of work is indirectly related
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to the value that is given to the employee and employee satisfaction. Interestingly,
acceptance of employees’ opinions and suggestions was rated was less important than
sharing of opinions and concerns. This means that the employees are more concerned
about expressing their opinions and for the organisation to listen to their feedback rather
than the organisation taking any action regarding the feedback. Informal relationship
between the employee and the supervisor was rated as the least important by the

participants.

Table 2 Factors affecting employee Voice in non-union organisation

Factors Mean Median Mode Percentage
Agreeable and approachable 4.34 5 5 86.86
personality of supervisor

Trust between employee and 4.29 5 5 85.71
organisation

Good relationship between 4.23 4 5 84.57
employee and organisation

Feeling like a valued member of the 4.17 5 5 83.43
organisation

Good working environment in the 4.14 4 4 82.86
workplace

Recognition for work done by 4.09 4 5 81.71
employee

Sharing of my opinions, comments 4.03 4 5 80.57
and concerns

Job security 3.97 4 3 79.43
Training and learning 3.97 4 4 79.43
Salary 3.94 4 4 78.86
Strong relationship with team and 3.89 4 4 77.71
other employees

Quality of work that | get to do 3.83 4 3 76.57
Acceptance of my opinions, 3.80 4 3 76.00
comments and concerns by

supervisor and management

Autonomy 3.80 4 4 76.00
Informal relationship between 3.51 4 4 70.29

employee and supervisor
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Figure 17 Factors affecting employee voice in non-union organisation

Autonomy
Training and learning
Salary
Job security
Quality of work that | get to do
Feeling like a valued member of the organisation
Good working environment in the workplace
Recognition for work done by employee
Informal relationship between employee and supervisor
Good relationship between employee and organisation
Trust between employee and organisation
Acceptance of my opinions, comments and concerns...

Sharing of my opinions, comments and concerns

3.80
3.97
3.94
3.97
3.83
4.17
4.14
4.09
3.51
4.23
4.29
3.80
4.03

Employee voice Representation felt in the organisation 3.26

Addresssing of concerns

4.5 Correlation Analysis between variables between participants
and ratings given for factors affecting employee voice
The ratings of the factors affecting employee voice were analysed to find a correlation

between the basic details and employment details of the participants. It was found that
there is a moderate relationship between age and personality of the supervisor with a
correlation of 0.354. This means that as a person’s age increases, the personality of the
supervisor was potentially more important for representation of their employee voice.
There was also a positive correlation relationship between the type of work and
importance of recognition of work. The recognition of work was more important for

participants who were working full time than those working part time (0.344).

It was found that as the position of the participant increased from operational level to
executive level, the acceptance of the opinions was more important for expressing their
employee voice (0.385). Interestingly as the work experience of the participants
increased in their current organisation, sharing of opinions was less important showing
a correlation factor of -0.364.The number of the employees in the organisation were
directly correlated with the importance given to the relationship with other employees
for showing employee voice. Both the variables showed a positive correlation of 0.343.

The feelings of addressing of concerns were strongly correlated to the feeling of
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employee voice being represented in the organisation with a correlation factor of 0.56
with a significance level of 0.01. The various correlation relationships discussed
between the variables are shown in Figure 18.

Figure 18 Correlation relationships between employee individual variables and importance
of factors affecting employee voice

0.354
Age of the employee Personality of supervisor
Type of Work 0.344 -
. . Recognition of work
(Part time/ Full time)
Position in Organisaiton 0.385
(Operational level, Managerial Aceptance of opinions
level, Executive level)
-0.364
Work Experience Sharing of opinions and
(Number of years) feedback
-0.343
Number of employees in the Relationship with other
organisation employees
0.56

Employee satisfaction with ETIDEE SEBIEETEN Ll

feeling of representation in

addressing of concerns .
organisation

4.6  Conclusion
This chapter showed the results that were obtained from the survey conducted for the

research and analysed those results using basic statistics techniques of frequency
distribution, mean, median and mode. The different variables were also explored by
using correlation analysis to find the potential relationships between different factors
and how employee voice can be affected by employee and organisation characteristics.
These results will now be explained in the next chapter. The findings from the literature
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review and the survey will be reviews to see how far the research objectives have been

obtained.
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CHAPTER 5 DISCUSSION

5.1 Introduction
The details of the results of the survey conducted for the research was given in the

previous chapter along with the statistical analysis of the responses recorded for teach
of the survey questions. This chapter would discuss the findings of the survey. The
results will be interpreted to see how the findings have implications on the achievement

of the research objectives. The discussion is divided into three sections.

5.2  Discussion of findings
The survey provided details about the profile of the survey participants, their

employment details and their ratings for the factors that they perceive as important for
employee voice. The section of the questionnaire about the ratings of importance of the
factors that affect employee voice in an organisation are the key results for this study.
The relationship of the basic details and employment details of the respondents with
their ratings presents an interesting case of how the perspective towards certain factors

would change in different situations.

The literature review discussed that the number of firms having an employee union is
decreasing rapidly. Out of the 36 respondents, only 23% had an employee union in their
organisation out of which only 20% of the employees were a part of the union in their
organisation. As suggested by literature, most of the other organisations have replaced
employee unions with non-union channels of human resource departments and reliance
on direct feedback to the supervisor. The point of contact for participants for ideas and
suggestions or making a complaint or a request have become highly reliant on
immediate supervisors of the employee, human resource departments of the
organisation and other members of the team. If the employee does not feel comfortable
in communicating with any of the non-union channels for expressions of concerns or
opinions, it can be counter-productive for the firm. As found in the results of the survey,
some employees decide to not give feedback or make complaints to anyone in the firm.
This is a very important revelation in the survey as such behaviour among employees
can lead to employee frustration, dissatisfaction ultimately leading to the high levels of

employee turnovers in the firm.
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The employees were mostly satisfied with the way their concerns were addressed in the
organisations showing a mean rating of 3.5 on a scale of 1 to 5 for satisfaction. The
employees were however not as satisfied with respect to their feeling of belonging and
being represented in the organisation. This shows that the employees’ organisations in
the survey that are largely non-union firms have channels of communication for the
employees that can provide the basic function of helping and supporting employees
with their complaints and concerns but lack in taking a proactive role to make the
employees feel that they are a part of the organisation and are important representatives.

From the ratings of the importance of the factors that affect employee voice in an
organisation, the agreeable personality of the supervisor was rated as the most important
with 86.8% level of importance from the respondents. As the feedback to supervisors
and hierarchical structure of communication in organisations has gained importance
with the absence of employee unions, supervisors and line managers are the key
personnel in the organisation that provide a two way communication between the top
management and the employees. The employee give their requests or suggestions to
their supervisors and it is up to these supervisors whether or not they take action or
communicate these requests or suggestions to the top management of the company.
With this central role of supervisors, the friendly personality of the supervisor plays a
key role in ensuring that employees are able to approach their supervisor and
communicate their feedback without any concerns for bias, reproach or counter-action
from the supervisor. For this reason, it is only understandable that personality of
supervisor is a top priority of all employees in any non-union organisation. Similarly,
the relationship between the employee and the organisation and the level of trust
between the employee and the organisation are represented by the people who are in
direct contact with the employee and thus represent the organisation for the employee.
The relationships with people who have direct interactions with employees such as the
HR, supervisor, other team members etc. form the organisation relationships for the
employee. It is these relationships that influence the expression of employee voice in a
non-union organisation. These relationships between employees and organisations in

the context of non-union organisations are represented in the Figure 19.
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Figure 19 Relationships between employee and organisation and the factors affecting them

HR

Department

-Trust -Agreeable
-Sharing of Personality
opinions -Trust
-Acceptance of -Sharing of opinions
opinions -Acceptance of
opinions
-Informal
relationship
Other team Supervisor/
members/ Employee Line
employees “Trust Manager
-Strong
relationship
-Trust
-Sharing  of
opinions
-Acceptance
of opinions

Employee

committee

The factors that influence employee voice are centred around these relationships
between the employee and the organisation. The factors that are identified in the results
of the survey can be represented in the form of the factors that affect each of these
relationships to provide a structured model for an organisation to understand the
employees’ perspectives of employee voice. As shown in Figure 17, the relationship
between the supervisor and the employee is the most important and has the most effect
on the representation of employee voice followed by the importance of the human
resources department. In case an employee committee is present in the organisation,
this committee may replace the HR department for managing employee voice and the
same factors that apply to HR may be transferred to the employee committee or council.
As discussed in the literature review, a trusting and strong relationship with other team
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members can be empowering for the employee and may have a collective influence on

employee voice and employee representation in the organisation. An informal group of

team members with collective concerns or similar suggestions may have a much

stronger influence in expressing their opinions and bringing about change in the

organisation.

When the employee works in an organisation, the employee expects certain provisions

from the organisation that would facilitate the work. In return for the work done by the

employee, the employee expects to be acknowledged, recognised or rewarded for his

or her efforts. Many of the factors that affected employee voice of the respondents were

based on this give and take relationship between the employee and the organisation.

These factors are shown in Figure 20.

Figure 20 Relationship between employee and organisation based on employee

expectations
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Salary
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The figure shows that when the employee is providing services to the organisation, the

factors that are important for the employee for representation in the organisation are a
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good working environment, training and learning, good quality of work and autonomy
in work all of which would contribute to a better performance of the employee and
better results for the firm. These are the factors that indirectly benefit the organisation
because they lead to better quality of work that is provided by the employee. On the
other hand, the employee expects certain perks in return for his effort that show their
representation in the organisation and are an expression of their employee voice. These
factors are recognition of the work done, job security, salary and feeling like a valued
member of the organisation. Out of these factors, feeling of being a valued member of
the organisation and recognition of work were rated as more important factors affecting
employee voice than others. Among the factors important for delivery of good work by
the employee, good working environment was rated as the most important factor that
would help in good performance. Good working environment can be directly be related
back to the various relationships that an employee has with the organisations as

explained in Figure 17.

Overall, the most important factors that affect employee voice in a non-union
organisation are factors that affect the various relationships between the employee and
the organisation, primarily the relationship between the supervisor and the employee.
The other factors that affect employee voice are the provisions for the employees for
good performance and the rewards that are given by the employees for their good

performance.

The correlation relationships between the various variables provide an interesting
insight into how the importance of factors may be affecting employee voice can change
in different situations. All the correlations that were described were of a significance
level of less than 0.05 that makes them relevant for discussion and further analysis. The
personality of the supervisor became more important as the age of a person increased
which means that with life experience of age, the employees give high importance to
the relationship between them and their supervisor that would enable them to express
their concerns and give feedback. The recognition of work was found to be more
important for full time employees as full time employees would tend to be more
dedicated towards their work and would want the organisation to reward them with
recognition for their dedication and effort. The acceptance of opinions with higher
levels of hierarchy was an expected result as the importance of the an employee and

their opinions would gain more importance in top levels of the organisation structure.
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The opinions from higher positions in the organisation ladder are more likely to be
relevant for improvement of performance of the organisation and are thus more likely
to be trusted and accepted. Similarly, the higher number of employees is the
organisation resulted in more importance given to relationship with other employees
because these relationships would become much more relevant for an employee when
working with a number of people in a large office. Employee satisfaction with
addressing of concerns was strongly correlated to employee satisfaction with feeling of
representation. This means that when an employee feels that their concerns are being
addressed, they also feel more represented or that when the employee feels more
represented, they are more likely to be satisfied with the addressing of their concerns.
This relationship should be studied further to understand which of the variables is the
‘cause’ and which one is the ‘effect’ in this relationship. An identification of the cause
and effect relationship could be helpful in designing strategies for employee

representation in a non-union organisation.

An interesting insight from the correlation relationships was that as the work experience
of a person increased, they gave less importance to sharing of opinions with the
organisation. If this result is seen in content of the relationship between age and
personality of the supervisor, it can be concluded that the mature and experienced
employees are more interested in having a good working relationship with their
supervisors that would help them in their job performance than in sharing of their
feedback and opinions with the supervisors. Less importance to sharing of opinions can
be because of many reasons like lack of belief in organisations for acceptance of
feedback. This finding can be explored more deeply in further research on employee

voice and its relationship with increasing experience of employees.

The survey of the employees for this study revealed very interesting insights into how
employee voice is perceived by employees in non-union organisations and which are
the factors that the employees think are most representative for their employee voice.
The relationships between the various employment and personal variables of the
participants with the factors provided a thorough examination of how the factors may
be affected among different individuals. The proposed factors affecting employee voice
that was identified from the literature review were validated from this research and have

been further explored in two different models in the discussions. The final factors and
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models show the overall results of the research and fulfil the objective of exploring the

factors affecting employee voice in a non-union organisation.

5.3 Conclusion
This chapter discussed the results from the survey and analysed them to find how the

factors that affect employee voice can be categorized into two concise models
representing the employee relationship with the organisation. The first model showed
the different type of relationships that an employee has within the organisation and how
each of these relationships affected employee voice. The second model explores the
employee expectations from organisation for better job performance and employee
expectations from organisation after the work has been completed. These two models

sum up the overall findings of the survey and fulfil the objectives of the research.
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CHAPTER 6 CONCLUSION AND FURTHER RESEARCH

This research explored the representation of employees in non-union organisations and
the factors that influence employee voice. The literature review of the study was based
on understanding the meaning of employee voice from the perspective of both a union
organisation and a non-union organisation. Previous research on the subject suggested
that both the macro-environment and micro-environment of an organisation determines
the type of channel that they use for employee representation in the organisation. While
the macro-environment factors are important for the choice of representation channel,
the factors that affect employee voice once these channels are selected are largely
influenced by the micro-environment of the organisation. This research identified the
firm-level indicators that could potentially affect employee voice for the employees in
a non-union organisation and conducted a quantitative study through surveys would
understand the level of importance that the employees would give to each of these
identified factors. The results of the survey found that all of the identified factors that
could potentially affect employee voice were rated with importance above the average
rating. The factors were mainly related to three types of relationship that an employee
has with the organisation. The first relationship shows that there are various
representatives of organisation for the employees in the form of supervisor, HR
department, team members etc. and each of these relationships is affected by different
factors that influences the employees’ voice in a different manner. The second
relationship is the expectations of the employee from the organisation to give some
basic provisions to the employee that will facilitate in better job performance. The third
relationship is the expectations of the employee from the organisation to reward the
employee for goof job performance. The importance given to the factors that affect
employee voice are further influences by certain individual variables of the employee
such as age, work experience, type of work, number of employees in the organisation,
and position in the organisation. It was also found that employee satisfaction with
addressing of concerns was strongly correlated with employee satisfaction with feeling
of representation in the organisation that would require further exploration to
understand the significance of these variables on employee voice and representation in

a non-union organisation.
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6.1 Recommendations for further research
This research has provided some interesting insights into factors that affect employee

voice in non-union organisation. Further exploration of more factors that affect
employee voice can be done using qualitative research methods such as interviews and
focus group discussions to get an in depth analysis of the employees perspectives on
employee voice. This may lead to identification of more factors that have not already
been identified in this research. The correlation relationships between the individual
factors of the employees and the importance they gave to factors affecting employee
voice can be explored further to understand the cause and effect of each of the variables
and how far these relationships are relevant for employee voice. A particular finding
that would be particularly interesting to explore is the negative relationship between the
experience of the employees and the importance given to sharing of feedback. This
research could not give any possible explanation for this finding and an exploration of
the causes of why such a relationship exists could yield interesting and relevant results
for the employee voice literature.
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APPENDIX 1

Survey Questionnaire
1. Age:

O 18-25

O 26-35

O 36-50

O >50

2. Gender: O Male O Female

3. Type of Work: O Part Time O Full Time
4. Type of Industry:
5. Job Title:

6. Number of years of experience in current work place: years
7. Number of years of work experience in total: years

9. What is the type of organisation that you work in?
0 Private 0 Government 0 Non-profit organisation

10. How many people do you have in your workplace?
O Lessthan50 O 50-100 0 100-500 O More than 500

11. Do you have a union for employees in your work place?
LI Yes 1 No

If yes, are you a part of the union?
O Yes 0 No O N/A

If no, do you have any other medium of sharing your opinion or expressing your
concerns or giving suggestions? (Tick all that apply)

We have an employee committee/ council
Direct feedback to supervisor
Direct feedback to human resources/ employee relations division

No channel for giving feedback

OO0 0O O 0

Any other, please specify

12. Do you work in a team?
LI Yes 1 No

13. Do you have a human resources department or employee relations department in
your organisation?

0 Yes O No
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14. When you have ideas, suggestions or opinions about work or the workplace, who
would you generally go to?

Employees committee/ council

Supervisor

Other team members

Human resources/ employee relations division
Top Management

I would not go to anyone

O 0O00000a0

Any other, please specify

15. When you have a complaints or grievance or requests at the workplace, who would
you generally go to?

Employees committee/ council

Supervisor

Other team members

Human resources/ employee relations division
Top Management

I would not go to anyone

O 00 000a0

Any other, please specify

16. Do your concerns and requests generally get addressed?
O Always [ Mostofthetime [ Sometimes [0 Veryrarely [0 Never

17. Do you feel you are not given enough representation in terms of expressing your
voice in the organisation?

O Always [ Mostofthetime [ Sometimes [0 Very rarely 0 Never

18. According to you what contributes to increasing the representation of employee
voice. Rate in order of importance from 1 to 5, 1 being least important and 5 being most
important

Sharing of my opinions, comments and concerns: (1 1 [ 2 O3 O4 )
Acceptance of my opinions, comments and concerns by supervisor and management:

01 O 2 03 04 05

Trust between employee and organisation: [ 1 O 2 O3 04 OS5
Good relationship between employee and organisation: 0 1 02 O3 04 O5
Informal relationship between employee and supervisor: 0 1 02 O3 04 O5

Recognition for work done by employee: [ 1 02 03 04 05
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Good working environment in the workplace:OJ 1 02 03 o4 OS5
Feeling like a valued member of the organisation: 0 1 02 O3 O4 0O5

Quality of work that I get to do: 01 O 2 O3 0O4 0O5
Job security in this job: 01 O 2 O3 0O4 0O5
Salary of the job: 01 O 2 O3 04 0O5

Training and learning provided inthe job: O 1 O 2 o3 04 0O5
Autonomy at work (Able to make decisions individually): 0 1 02 O304 O5
Strong relationship with team and other employees: [ 1 020304 0O5
Agreeable and approachable personality of supervisor: 0 1 02 O3 04 O5

19. What are the ways in which employee representation can be improved in an
organisation?

54



