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Abstract 
This RR critically evaluates the mechanisms of EV at VCL.  Existing research, investigated through a literature review, has shown that the concept of EV is important to an organisation due to implications for employee wellbeing, motivation, loyalty, and productivity.    
A questionnaire (using MS Forms) issued to all employees at VCL has been used to evaluate the current EV mechanisms and to examine whether previous research about EV holds true at VCL.  
Results of the questionnaire reveal that current mechanisms in place at VCL are effective and several findings from the literature review are supported by empirical evidence from VCL.  Recommendations for improvements are made and implications of implementing the recommendations at VCL are outlined. 


1. [bookmark: _Toc80694368]Introduction & rationale 
Viscose Closures Limited (VCL) is a manufacturing company based in Swansea, UK. VCL has been manufacturing for more than 100 years and is regarded as one of the leading UK players in the caps, closures, seals and sleeving markets. VCL’s unique selling propositions are manufacturing expertise and exceptional customer service.
VCL has 50 employees and a new CEO joined in February 2020.  Since then, there has been a positive change in culture with employees becoming more engaged and happier.  The management style is also in transition from autocratic to a more laissez-faire approach (Lewin, 1939).  Senior Management is now enabled, empowered and authorised to make their own decisions.  The focus of this RR is to build on the foundations of change already underway and support the long-term strategy of the business ultimately to employee ownership.
VCL is a unionised organisation that recognises the GMB Union.  Current membership (August 2021) stands at 23 employees.  Collective pay negotiations take place annually and there is a collective agreement in place.  The current relationship between the union and VCL is good.  
As a result of the COVID-19 pandemic and like most organisations, VCL has been forced to adapt to the changing working conditions (Worley and Claudy, 2020) – i.e. the workforce has been split between homeworkers and those unable to work from home so have still been required to come to the site.  EV during these times is arguably more important than ever.   
[bookmark: _Hlk80519072]This research is about critically analysing the effectiveness of current mechanisms of EV at VCL.  The literature review will provide a critical view of secondary research on EV which has shown the importance of EV with regards to employee wellbeing, value and loyalty.  The primary research, based at VCL, will focus on the findings of the literature review and attempt to determine if those findings are proven at VCL or not.  The research also intends to critically evaluate the mechanisms of EV at VCL and examine their effectiveness.  
The methodological approach taken in this investigation is a questionnaire that will be shared with all employees at VCL.  EV is a matter that affects everyone; therefore it would be hypocritical to select respondents as opposed to offering it to all.  
My particular interest in this research comes from an apparent split which is evident within the workforce of union and non-union members.  This is particularly apparent during annual pay negotiations when pay increases are negotiated between the Union and management, but the pay increase affects the entire workforce, not just union members.  I would be interested in examining the possibility of an all-inclusive employee forum where everyone has a voice.  
The RR is divided into 6 chapters; chapter 1 is introductory; chapter 2 is the literature review (secondary research); chapter 3 looks at research design and methodology; chapter 4 is results and analysis; chapter 5 is conclusory.  The final chapter provides recommendations to VCL.

2. [bookmark: _Toc80694369]Literature Review 
2.1 [bookmark: _Toc80694370]Employee Engagement 
The role of employee engagement and its contribution to organisational performance is yet to be firmly established.  Whilst engagement is recognised as a contributing factor to improved performance it should not be considered in isolation (Truss et al., 2013).   
2.2 [bookmark: _Toc80694371]Employee engagement and Employee voice 
There is not one single definition of voice.  However, it can be widely defined as the ability of employees to express their views on, and influence matters affecting them in the workplace (Bennett et al. 2020 CIPD, 2021, Macloed and Clarke, 2009 and Dromey, 2014). This is the definition adopted for this report. 
Much analysis on EV can be traced back to Hirschman in the 1970s.  Hirschman’s view on EV was to consider it as a means of creating change in an organisation (Hirschman, A., 1970).  However, employee silence remains underexplored.  It is widely believed that employees who are satisfied they have a voice that is being heard have a higher level of loyalty than those who have no voice or whose voice is unheard (Nechanska et al. 2020).  This is further illustrated using empirical evidence from the key results of the Workplace Employment Relations Study (WERS) 2011 (Department for Business Innovation and Skills, 2014).
2.2.1 [bookmark: _Toc80694372]Workplace Employment Relations Study (WERS)
A key study around EV is the 2011 WERS (Department for Business, Innovation and Skills, 2014).  Analysts of this study such as Dromey (2014) concluded that engagement is successful only when employees have a genuine voice and influence on overall decision making in the organisation.  In their analysis of the same data, Van Wanrooy et al (2013) concluded that employee loyalty is heavily linked to the level of influence employees have.  They found that 91% of those satisfied with their level of influence were also loyal to the organisation.  On the contrary employee dissatisfaction with the level of influence equated to a low level of loyalty (less than 50%).  
[bookmark: _Hlk78390256]At VCL, effective EV and the potential resulting in a high level of loyalty would be an obvious benefit given the potential impact which can be caused in an SME by someone leaving.  It is not always easy for work to be redistributed and recruiting for replacements can take time and have a financial impact on the business (Taylor, 2019).  The pandemic has exacerbated an already concerning situation regarding skills shortages meaning staff retention is arguably more important than ever (Cheese, 2021).   Historically, and currently, staff turnover at VCL is low and 46% of the workforce has more than 10 years’ service. This figure is more than double the national average in the UK for employees with more than 10 years of service which was 19.4% in 2020 in accordance with statistics from the Organisation for Economic Co-operation and Development (OECD) (OECD, no date). It could perhaps be considered therefore that the level of loyalty at VCL is high.  However, the reasons for this loyalty need exploration as they may not be down to the fact that employees feel as though they have a voice that is being heard but down to other factors impacting an employee’s loyalty to the business.  Examples could include the nervousness of moving to a new company at a time of uncertainty with the current pandemic situation and other benefits VCL offers such as flexible working.
2.2.2 [bookmark: _Toc80694373]The Good Work Plan / Taylor Review 
[bookmark: _Hlk79579621]The Taylor Review (2017) most recently found that EV has strategic significance in underpinning fair and decent work.  Some of the changes to arise from the Taylor Review included the universal right to an employment contract from day one of employment and access to holiday pay for casual workers (Institute of Employment Rights, no date).  A key finding of the review is that EV in whichever format (e.g. feedback to managers, meetings to discuss issues and raise concerns to management, delivery of key strategic information) provide an opportunity for employees to influence and feel part of decisions that affect them.   
2.3 [bookmark: _Toc80694374]Employee voice Theory and practice
Voice is typically operationalised within a strategy of Employee Involvement and Participation (EIP) which will consist of elements of both organisational and individual voice (Gennard et al., 2016).  


The two main purposes of voice are:
1) Organisational voice – the positive benefits voice can bring to an organisation, such as more innovation. For example, an employee suggestion scheme can provide the business with some excellent, realisable ideas.
2) Individual voice – a fundamental right allowing all employees to express concerns through appropriate channels and allowing involvement in decision making (CIPD, 2021).
[bookmark: _Toc80695263]Table 1: Key elements of EIP
[image: ]Source: Marchington and Wilkinson (2012)
Examples of mechanisms used to facilitate voice range from direct communications with employees to representative participation through workplace committees (indirect representation).  Some of these mechanisms are in place at VCL already with bi-weekly all staff briefings (cascade style meetings currently not scheduled due to pandemic) and annual pay negotiations between the GMB Union representative and the CEO.  One of the main drawbacks of unionised representation is that the voice of the entire workforce is not represented, only those who are members of the union (Budd et al. 2010).  Current union membership at VCL stands at 23 employees or 46% of the workforce.  Whilst this number is considerably higher than the national average which stands at 23.5% of the workforce in GB (Department for Business, Energy and Industrial Strategy, 2021) it is still less than 50% of the workforce meaning it could be argued that the workforce is unfairly represented. The voice of the Union at VCL could be considered the only one to have credence (Wilkinson et al., 2018) and it could have a negative impact on employees who feel as though their voices are unheard.  
The creation of an all-inclusive, companywide EV mechanism is in line with the long-term strategy of the business to create a culture shift and ultimately to employee ownership.  Ownership of an organisation means having the right to determine:
· the organisational objectives.
· the positions occupied by individuals.
· the functions of these positions.
· who occupies these positions?
· how are the occupants motivated to carry out their positions? (Ben-Ner and Jones, 1995)
Marchington and Wilkinson’s model (2005) has been expanded following insight from Dundon and Wilkinson (2013:490) which recognises that EIP schemes can overlap and co-exist. 
[bookmark: _Toc80695213]Figure 1: Conceptual framework of EIP
[image: ]
Source: Adapted from the Escalator of Participation (Wilkinson et al. 2013, Bennett et al. 2020)
VCL could be classified as a pluralist organisation.  A pluralist approach to employee relations is one where conflict is considered inevitable due to the differing interests in the employment relationship (Fox, 1974). The pluralist model assumes that conflict can be managed through institutions such as trade unions, collective bargaining and dispute resolution procedures.  All of which are in place at VCL. 
Under this classification, a range of voice initiatives from across the spectrum is evident at VCL (except stage 5).  The most popular initiatives in use currently are written updates and noticeboards.  This has been made more prevalent due to the pandemic with the CEO creating regular colleague updates which are shared with all staff.  The option of creating a joint consultation committee (from stage 3) of the model is a realistic prospect for VCL and it could run alongside the union consultations which are already in place.   This would support the long-term strategy for VCL which is employee ownership (stage 5).  Ensuring all employees have a voice is a critical part of this cultural shift.
2.4 [bookmark: _Toc80694375]The role of line managers and employee voice
A survey carried out by the CIPD found that whilst only 17% of the respondents mentioned their union as a channel for voice the most common channel was highlighted as one-to-one meetings with line managers with 62% (CIPD, 2021a).  This channel is vitally important and is already partially in place at VCL.  Employees who believe they cannot express how they feel could experience a negative impact on their wellbeing (CIPD, no date).  Arguably, the mechanism of EV has never been more important than it is now at the time of the global pandemic and wellbeing is at the top of the priority list for many employers (Hilton Segel, 2021).
Managers should develop a leadership style that encourages employees to speak freely and create an environment in which they feel safe to do so (CIPD, no date).
2.5 [bookmark: _Toc80694376]Covid-19 and employee voice
The COVID-19 pandemic has changed the world of work in many ways (Bersin, 2020).  NIn accordance with Maslow’s hierarchy of needs before an individual can achieve anything over and above basic functions the minimum safety needs must be satisfied (Macleod, 2020).  This is true at the workplace as well.  The basic needs of an employee must be met before they can feel a sense of belonging, accomplishment and are able to achieve their full potential.  EV could be used as a tool for enabling the more advanced needs of employees to be met (Smith, 2014). 
[bookmark: _Toc80695214]Figure 2: Maslow's hierarchy of needs
[image: ]
(Source: Macleod, 2020)
2.6 [bookmark: _Toc80694377]Potential drawbacks of employee voice
Seeking feedback is a risk and one which should be recognised before implementing any mechanism of voice.  Employees will be expecting to see action taken from feedback even if that feedback is not what the business wants to hear.  (Willoughby, no date).  If no action is taken on the feedback, the opposite effect to what is intended could result in employees becoming disengaged and presenteeism could increase (Hemp, 2004).
As briefly mentioned above employers must take care to listen to all voices and not just the loud ones.  The table below adapted from Wilkinson et al (2018a) outlines the different types of voice structures which may exist in an organisation and the potential outcomes Wilkinson et al (2018).  Highlighted in yellow is the situation represented by the current architecture at VCL.  Given the union presence, the voice of the members is arguably the only one given credence.  This is particularly evident during annual pay negotiations whereby the union representative consults only with the members, but the results of the pay deal apply to all.
[bookmark: _Toc80695264]Table 2: Unheard voices
[image: ]
Source: Wilkinson et al (2018a:715-16)


2.7 [bookmark: _Toc80694378]Key findings of literature review
The key findings from the literature review which will inform the next chapters of the report and provide a basis for the primary research are summarised below.
[bookmark: _Toc80695265]Table 3: Key findings of literature review
[image: ]
(Source: Author’s own work)


3. [bookmark: _Toc80694379]Research design: methodology 
3.1 [bookmark: _Toc80694380]Research report aims & objectives
[bookmark: _Hlk80461866]The aim of the research report (RR) is to provide critical analysis of EV at VCL.  
The RR objectives are:
1) Critical analysis of the effectiveness of current mechanisms of EV at VCL.
2) Design and develop an effective survey to gather information specific to VCL and EV. 
3) Analyse, present and discuss results concerning EV in the context of VCL.
4) Make recommendations to the CEO of VCL on any changes to current mechanisms which would be beneficial to VCL and provide an action plan to support the delivery of the recommendations.


3.2 [bookmark: _Toc80694381]Research methodology 
3.2.1 [bookmark: _Toc80694382]Research framework
[bookmark: _Toc80695215]Figure 3: The Research Onion
[image: Image](Source: Saunders et al., 2019)
The research onion portrays the 6 layers of the research process and assists the researcher in answering the research question.  Using a framework such as this to underpin the research process gives credibility to a research report (Crotty, 1998).  This research framework has been used for this RR.
3.2.2 [bookmark: _Toc80694383]Research philosophy and philosophical traditions 
Research philosophy (layer 1 of the research onion) refers to a “system of beliefs and assumptions about the development of knowledge” (Saunders et al., 2019, p. 130).    
Assumptions will be made throughout the research process (Burrell and Morgan, 2016) and these can be categorised as below:
1) Ontological assumptions – assumptions about realities encountered during research
2) Epistemological assumptions – assumptions about human knowledge
3) Axiological assumptions – how the researchers own values influence the research process
The researcher should be aware of these various categories as they will shape how the research process is carried out as well as how results are interpreted (Crotty, 1998).
A reflexive tool known as Heightening your Awareness of your Research Philosophy (HARP) can be used by the researcher to indicate where the researcher's views lie concerning five major philosophical traditions (Bristow and Saunders, 2014):
1) Positivism
2) Critical realism
3) Interpretivism
4) Postmodernism
5) Pragmatism
For this RR it should be noted that the researcher completed the HARP assessment which resulted in a strong affiliation towards pragmatism.  Pragmatism originated in the late nineteenth / early twentieth-century USA in the work of philosophers Charles Pierce, William James and John Dewey.  Pragmatic researchers emphasise the problem and utilise all approaches to understand the problem instead of focussing on the methods (Rossman and Wilson, 1985) often drawing on both qualitative and quantitative assumptions when carrying out their research (Creswell and Creswell, 2018).  Pragmatists believe that concepts are irrelevant unless they support action (Kelemen and Rumens, 2008).
In the context of this RR and VCL, the researcher has started with a problem and aims to provide practical solutions to inform the future strategy at VCL. This is consistent with a pragmatic approach.  
3.2.3 [bookmark: _Toc80694384]Research Approach
Two contrasting approaches can be adopted for a research project (layer 2 of the research onion) – deductive and inductive.  Deduction involves the development of a theory which is then rigorously tested through a series of propositions (Cryer, 2006).  An inductive approach begins with data collection and is used to build theory.  A third approach is known as abduction which begins with a "surprising fact" being observed (Ketokivi and Mantere, 2010).
The approach adopted for this RR is deduction and is predominantly explanatory.  Based on the literature review several findings/theories have been highlighted on EV which form the basis for the primary research.  The research will test if the theories are verified at VCL.  
3.2.4 [bookmark: _Toc80694385]Research Design
The main differences between quantitative and qualitative research designs (layer 3 of the research onion) are shown below:
[bookmark: _Toc80695266]Table 4: Research Designs
[image: ]
(Source: Adapted from Saunders et al., 2019 and Creswell and Creswell, 2018)
Some research can contain elements from both designs which is known as mixed methods.  The research design for this RR is predominantly quantitative.  There is a small element of qualitative research in the survey demonstrated by the inclusion of two open questions in the questionnaire to allow potential themes to be analysed.  Furthermore, some answers to the questions require interpretation rather than mathematical analysis. 
3.2.5 [bookmark: _Toc80694386]Research Strategy
The research strategy (layer 4 of the research onion) is the methodological link between the research philosophy and the choice of methods used to collect and analyse the results (Denzin and Lincoln, 2018).  The chosen research strategy for this RR is a questionnaire.  This is considered to be action research (Saunders et al., 2019). Advantages and disadvantages of this research strategy are identified below:
[bookmark: _Toc80695267]Table 5: Advantages & disadvantages of questionnaires
[image: ]
(Source: Adapted from Saunders et al., 2019)
Whilst the disadvantages are acknowledged, a questionnaire remains the most appropriate method due to its many advantages for collecting the data required in the time scales limited by this RR.  Triangulation, or a full mixed methods approach, is not an option for this RR due to timescale and scope restrictions. Triangulation might involve an initial questionnaire with potential follow up interviews or focus groups based on the findings of the questionnaire (Cameron and Price, 2009).  This could still be an option to VCL but will be outside the scope of this RR.  There is however a range of question types/styles included, come being open-ended which allows for a degree of triangulation to take place.
3.3 [bookmark: _Toc80694387]Questionnaire design
Questions require careful planning and must be defined precisely before the data collection (Jankowicz, 2005).  There is no opportunity to follow up a question during the completion of a questionnaire as there would be in an interview or focus group situation for example.  Questions should flow logically and be easy to understand (Denscombe, 2010).  The audience must be kept in mind throughout the questionnaire design whilst always considering what data is needed from each question by the researcher (Jankowicz, 2005).  A key tool in validating the design of the questionnaire is to run a test with a pilot group (Cryer, 2006).
Cloud-based software (Microsoft Forms) has been selected for the questionnaire design for this RR. 
3.3.1 [bookmark: _Toc80694388]Questionnaire modes
The first decision to be made by the researcher is whether the respondents will complete the questionnaire themselves or whether the researcher will do this.  For this RR the chosen method is self-completion since respondents will be anonymous, and this approach allows anonymity to be maintained.
There are several points to consider when selecting the most appropriate mode for conducting a questionnaire and will be specific to the factors relevant to the RR (Saunders et al., 2019).  For example, it would not be appropriate to conduct a questionnaire via web and mobile with a group of respondents who have no access to these services.  
Two modes have been chosen for this RR:
1) Web/mobile 
2) Printed copies
Option 1 will be used for those employees with access to work email and option 2 will be used for those without.  These will predominantly be process operators but will also be an option for those who prefer to use pen and paper.
3.3.2 [bookmark: _Toc80694389]Data collection methods
Online responses will go directly to MS forms.  A post box for paper responses placed on the shop floor will be used and removed at the same time the online survey ends.  A covering email to those responding online was included with the survey link (included in Appendix 3)
Small group briefings (due to Covid-19 restrictions) with shop floor personnel were conducted to explain the survey and request participation (notes included as Appendix 4).  Operators were allowed time away from the production areas to attend the briefing and complete the questionnaire which was agreed with the Head of Operations in advance.
3.3.3 [bookmark: _Toc80694390]Questionnaire flow, layout and wording
A selection of question types such as list, choice, rating, likert have been used (Cameron and Price, 2009). Open text questions have been kept to a minimum (2/21).  Simple questions are at the start of the survey and more detailed ones further along.  Question types are varied and not grouped to avoid satisficing (Saunders et al. 2019).  Bias has also been considered and a question relating to union membership has been placed at the end of the form as the survey is not about the union rather EV.
3.3.4 [bookmark: _Toc80694391]Ethical considerations
The ethical implications (Cryer, 2006) of the RR have been considered in depth by the researcher and approved by the University as part of the approval of the RR. No personal, identifiable information has been requested during the questionnaire and respondents have been made aware of what the anonymous data they provide will be used for (included in questionnaire description and reiterated by covering email and group briefings).
3.3.5 [bookmark: _Toc80694392]Participant selection
The sample should represent as wide a group as possible to provide the most varied data (Denscombe, 2010).  For this RR the entire workforce at VCL will be asked to participate in the questionnaire.  EV affects every member of the workforce therefore it would be unfair and contradictory to only offer participation to some employees and not others. 
3.3.6 [bookmark: _Toc80694393][bookmark: _Hlk79426012]Reliability & Validity
Each individual receives the same document (online or paper) and the study is replicable providing maximum reliability and validity.  For those answering online, the questionnaire has been locked to allow only responses from within VCL and only to accept 1 response per person.  Those filling in paper copies have been handed a single copy and asked to complete and post.  These two steps will protect the validity and integrity of the research by preventing multiple responses from the same individual. Findings will be consistent, and the research will be generalisable within departments at VCL and potentially the whole organisation.  It would not be possible to consider the external validity of the data as it would not apply to those outside of VCL.
3.3.7 [bookmark: _Toc80694394]Pilot test and revision
Pilot testing is a critical part of the design process allowing amendments to be made before full launch (Creswell and Creswell, 2018).  For this RR the pilot was carried out with a varied group of 6 employees.  3 of whom are shopfloor workers and 3 are office staff so both paper and electronic versions were tested.  The pilot survey is included in Appendix 1.
3.3.8 [bookmark: _Toc80694395]Finalise and launch
Following feedback from pilot testing the questionnaire was amended and launched in both paper and online formats on 2 August 2021(final survey included in Appendix 2).  The survey closed on 12 August 2021.
3.3.9 [bookmark: _Toc80694396]Timing (Layer 5 of research onion)
This RR is cross-sectional (Denscombe, 2010) meaning the data is gathered during a specific period. Respondents have been given 10 days to respond.  Due to the time restraints of this project longitudinal study is not possible (Jankowicz, 2005).
3.3.10 [bookmark: _Toc80694397]Limitations
The main limitation to the research is the potential that the number of respondents could be low. This may mean it could be difficult to prove causal relationships (Saunders et al., 2019) if the pool size is smaller than 35.  This has been mitigated by the survey being shared with the entire workforce along with the covering email or group briefing. The initial email will be followed up with a reminder 1 week after launch and shopfloor respondents will be reminded verbally.  Other disadvantages/limitations to the questionnaire approach are outlined in Table 4.  The other limitation or risk to the research is the possibility of souring the relationship between management and the onsite TU rep.  This will be mitigated by a planned meeting before the rollout of the questionnaire where the purpose of the research is explained and to ask for their assistance with the rollout.
3.4 [bookmark: _Toc80694398]Data analysis (layer 6 of Research Onion)
Once the survey has closed online and the post box has been collected from the shop floor before any analysis can begin the paper copies must be added to Microsoft forms.  This will then provide a complete data set for analysis.    
Data collected must be quantified or quantifiable and then transferred to quantitative data.  There may be other forms of data that require classification, like text for example, into categories and giving each category a numerical code (Saunders et al., 2019).  For this RR, the use of Microsoft forms presents the findings in graph, pie chart format already and also allows export to Excel.


4. [bookmark: _Toc80694399]Results and Analysis
4.1 [bookmark: _Toc80694400]Survey response rate
The response rate for the survey was 76%.  37 responses were received out of 49 possible responses.  This could be considered an excellent response rate.  There is no previous survey to compare it to at VCL but as a general comparison, the ONS suggests that response rates typically range from 50-60% (ONS, 2020).  
[bookmark: _Toc80695216]Figure 4: Respondents by department
[image: ]
The split between the population of shopfloor and office-based respondents is demonstrated below.  No further breakdown of department etc. has been carried out to protect the anonymity of the respondents.


4.2 [bookmark: _Toc80694401]Detailed results analysis
The results will now be analysed against the key findings of the literature review (as outlined in chapter 2.6 above) which have been grouped into themes for ease.
4.2.1 [bookmark: _Toc80694402][bookmark: _Hlk79919321]Length of service and satisfaction
[bookmark: _Toc80695217]Figure 5: Overall Employee Satisfaction
[image: ]
Looking at the overall satisfaction of the workforce at VCL the results are encouraging with 90% of the workforce either very satisfied or satisfied.


[bookmark: _Toc80695218]Figure 6: Length of Service and Employee Satisfaction
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When considering the cross-section of respondents and the length of service against satisfaction levels the data seems to support the belief that increased length of service means improved satisfaction.  This is indicated by the 11 out of 13 respondents with more than 15 years' service all stating that they are either satisfied or very satisfied.  The slight deviation from this is that the 2 respondents who stated they are very dissatisfied are also in this group.  However, due to this frequency being low, the tendency towards overall satisfaction could be considered as largely unaffected (Saunders et al, 2019).

4.2.2 [bookmark: _Toc80694403]Preferred voice mechanisms
4.2.2.1 IMPORTANCE OF THE MANAGER
[bookmark: _Toc80695219]Figure 7: Preferred mechanisms of voice
[image: ]
Analysis of questions 4 and 5 of the questionnaire indicate that the most preferred mechanism of EV is manager communication.  Talking to their manager is the clear favourite mechanism for employees when they have a problem (33 respondents) or if they have a suggestion they would like to put forward (31).
Interestingly, despite VCL being a unionised organisation and 15 respondents being Union members, only 8 respondents stated that they would report a problem to their union representative and 0 stated that they would inform them of a suggestion.  This is unexpected as historically, and currently, if an employee has an issue, and that employee is a union member, they almost certainly would raise it with the onsite TU representative.  This has been demonstrated on several occasions over the past 2/3 years where the onsite TU representative has been present at grievances, disciplinaries etc. The split between the shop floor and office union members has not been broken down as this could potentially allow the identification of employees, particularly office-based union members where the number of members is low.
[bookmark: _Toc80695220]Figure 8: GMB union membership among respondents at VCL
[image: ]
Zero employees stated they would tell “no-one” if they had either a problem or a suggestion which is very encouraging for VCL and suggests employees feel empowered to express themselves via one of the channels of voice available to them.  If voice was oppressed at VCL, it would be reasonable to expect the most popular channels of voice to be “union representative” and “no-one”. 


[bookmark: _Toc80695221]Figure 9: A safe place to express voice
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The freedom to express their voice at VCL is further supported by the analysis of question (above) where the majority of the workforce at VCL either strongly agree or agree that they can share their concerns (95%) and they can express themselves freely at work (92%).  Based on this it could be argued that there are very few unheard voices at VCL.


[bookmark: _Toc80695222]Figure 10: One-to-one manager meetings
[image: ]
Question 7 investigates how employees communicate with their managers and more specifically relating to one-to-one meetings.  The CIPD research on EV revealed that this was the preferred method (62%) of expressing voice (CIPD, 2019).  However, this is not the case at VCL.  As demonstrated above the manager is the key person employees reach out to for their voices to be heard but for the most part, this is not done via one-to-one meetings at VCL.  This supports the approach that the format of voice is less important than the pure existence of it in an organisation (Taylor, 2017).  It could be argued that there is an open forum for voice at VCL.  Currently, it is predominantly only office-based staff who have regular one-to-one meetings with their managers.  A proportion of the population (7 shopfloor and 1 office employee) would like to start having one-to-one meetings with their manager.

4.2.2.2 [bookmark: _Hlk79933572]OTHER AVAILABLE MECHANISMS AT VCL
[bookmark: _Toc80695223]Figure 11: Voice Mechanism Ratings
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Question 8 asks the population to rate current voice mechanisms in place at VCL.  
[bookmark: _Toc80695224]Figure 12: Question 8 from the questionnaire
[image: A picture containing table
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The average rating across all mechanisms is at a minimum rated as “good”.  Several respondents selected N/A for many of the statements indicating that the question was perhaps not worded correctly as most of the mechanisms do apply across VCL.  This did not come up during the pilot test as a potential issue.  
Despite the question perhaps not being understood correctly in its entirety, one of the statements asked the respondents whether they could speak freely at meetings with their managers. More than three quarters (78%) said that they can express themselves freely with their managers.  This further supports the belief the current mechanisms of individual voice at VCL are effective. 
4.2.2.3 POSSIBLE OTHER MECHANISMS TO INTRODUCE AT VCL
[bookmark: _Toc80695225]Figure 13: Potential mechanisms of voice at VCL
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Questions 9 and 10 ask the population for more information relating to what additional mechanisms they would like to see in place at VCL.  The funnel chart below shows that almost 50% of respondents would like to see the introduction of a works council/employee forum as well as a suggestion box.  While 5 employees stated they would like “something else” only 3 provided further details in question 10.  There was no common theme and none related to voice.  It can only be concluded here that the 2 respondents who did not provide the additional information answered a paper copy of the questionnaire.  This is due to the settings of the electronic version being set to all required questions meaning submission would be prevented until all questions had been answered.  One employee felt particularly strongly about the employee forum stating “Works council is the way forward. I believe the disparity between union and non-union members creates a great deal of friction, and the quicker an elected works council takes over the better” (Anonymous employee at VCL, 2021).
Of the 18 respondents who would like to see the introduction of an employee forum 8 of them (almost 50%) are union members.  This may be a very early indication that the workforce perceives union membership to be less valuable.
From that same group of 18 respondents, only 10 said they would like to be part of the forum.  This contradicts somewhat the CIPD research findings (2019) and the Skills and Employment Survey (2017) which both found that there was a strong link between levels of involvement and feelings of improved wellbeing at work.  When questioned about their wellbeing and specifically about whether they feel VCL is interested in the wellbeing of employees, 95% either strongly agree or agree that VCL is interested in their wellbeing. 


[bookmark: _Toc80695226]Figure 14: Viscose is interested in employee wellbeing
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4.2.3 [bookmark: _Toc80694404]employee value, loyalty and input
Employee value and loyalty is often linked with the satisfaction of the level of EV and is part of Hirschman’s construct (Hirschamn,1970).  How an employee feels is incredibly important not only to their well-being but also for productivity (Krekel et al., 2019).  
[bookmark: _Toc80695227]Figure 15 - Employee Value
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[bookmark: _Toc80695228]Figure 16: Loyalty Level
[image: ]
The research revealed that 65% of the workforce at VCL felt valued and 32% felt valued “sometimes”.  None of the respondents reported feeling unvalued.  Moreover, 86% of respondents rated their level of loyalty to VCL as high and 11% rated it as medium. These results appear to confirm the correlation between value and loyalty.   The numbers also clearly indicate a satisfied workforce and corroborate the previous statements of overall satisfaction.
[bookmark: _Toc80695229]Figure 17: Input Level and Loyalty
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86% of the respondents are happy with their level of input and 45% stated they would like more input.  81% confirmed that an increase in the level of input would not result in an increased level of loyalty.  This could indicate a level of contentment among the workforce.
4.2.4 [bookmark: _Toc80694405]The impact of the covid-19 pandemic on voice at VCL
[bookmark: _Toc80695230]Figure 18: Loyalty rating based on how VCL has handled Covid-19
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When asked if the way VCL handled the Covid-19 impacted employee loyalty the results were positive for the Company.  68% reported their level of loyalty is the same as the pre-pandemic level, 30% reported their level of loyalty has increased, and no one reported being less loyal suggesting the pandemic has been handled well by VCL.  
Referring to Maslow’s hierarchy of needs (Macloed, 2020) the safety requirements businesses have been required to implement resulting from the global pandemic are over and above the requirements of Health and Safety at Work etc. Act (1974).  At VCL, the implementation of all COVID-19 safety measures and adherence to these good working practices throughout the pandemic have potentially attributed to the scores for this question. 
[bookmark: _Toc80695231]Figure 20: Communication during Covid-19 pandemic
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Questions 12 and 13 relate to the amount and quality of communication since the start of the pandemic in March 2020.  As mentioned in the introduction to the RR VCL welcome a new CEO on the 24th of February 2020 just a few weeks before the first national lockdown.  The results of these two questions will almost certainly be influenced by this change in leadership as there has been an increased amount of communication from the CEO during the pandemic versus the previous CEO.  This could suggest the start of a shift in culture to a more inclusive environment.  Arguably, EV has never been more important (Warstrom, 2021).  62% of the workforce at VCL believe that the amount of communication has increased since the start of the pandemic.  Moreover, 57% of the respondents stated they felt more informed about the business than they did before March 2020 as the quality of communication has improved. 
The highest-rated CEOs during the pandemic as rated by employees in a survey by job searching site Glassdoor can be considered those who communicate clearly with their employees and have employee wellbeing high on their agenda (Connley, 2020).   The evidence from the questionnaire suggests the CEO at VCL has performed well in these areas. 
4.2.5 [bookmark: _Toc80694406]Reasons for employee loyalty
[bookmark: _Toc80695232]Figure 21: Reasons for Loyalty to VCL
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There are other reasons employees remain loyal to their organisations other than EV and the associated benefits for wellbeing etc.  When asked about possible reasons employees work at VCL the results revealed that in all categories apart from one (fair pay) VCL scored a rating of above 80%.  
The standout reason from the questionnaire with 100% of respondents either strongly agreeing or agreeing with is that VCL offers job security.  This, along with a score of 89% for employee involvement and 83% for inclusive culture further supports and underpins the scores for overall employee satisfaction.   
4.2.6 [bookmark: _Toc80694407]Anything else about employee voice at VCL	
The final question of the survey was an open question allowing respondents to type or write anything they wish about EV.  There were 5 responses in total with no common themes and none relating to voice.


5. [bookmark: _Toc80694408]Conclusion 
The RR aims to provide critical analysis of EV at VCL and ultimately to determine whether the current mechanisms in place for EV are effective.
90% of the workforce at VCL are either satisfied or very satisfied.  The link which has been highlighted in previous studies between long service and improved employee satisfaction holds for the most part at VCL with 85% of respondents with more than 15 years of service stating they are satisfied or very satisfied.  A slight deviation from this is 13% of respondents who stated they are very dissatisfied are also in this group.  However, due to this frequency being low, it could still be argued that the workforce is satisfied. When considering the cross-section of respondents and the length of service against satisfaction levels the data seems to support the belief that increased length of service means improved satisfaction.  
The findings of the literature review and previous research highlight the importance of the role of the line manager, and particularly one-to-one line manager meetings as being a key mechanism of EV.  Whilst the manager was identified as a key person employees reach out to at VCL the channel used for the most part is not one-to-one meetings.  This supports the approach that the format of voice is less important than the pure existence of it in an organisation (Taylor, 2017).  Moreover, it could be argued that the workforce at VCL have the freedom to express their voice due to 95% of the working stating they can share their concerns at work and 92% stating they can express themselves freely at work.  There were also zero respondents to the statement that they would tell no one if they had a problem or a suggestion at work.  These results seem to demonstrate there are very few unheard voices at VCL and that VCL has created a safe environment for voice to be expressed.
Other mechanisms of voice at VCL and in particular the GMB Union showed some surprising results in comparison to previous research.  In a unionised organisation, it may be expected to see the TU representative being key to employee dispute resolution for example.  However, the results at VCL show that only 22% of respondents would tell their union representative if they had a problem at work.  The manager was the preferred option with 89% of respondents choosing this mechanism.  
It could also be argued that due to the fact zero respondents stated they would tell their union rep if they had a suggestion at work, the union is still associated with negative employee relations as opposed to positive events such as suggestions and improvements. The manager was once again the preferred option here with 84% choosing them as a preferred channel for suggestions at VCL.  
These results could signify perceived diminishing value to union membership as trust and belief in the leadership team builds.  It would not be prudent to assume this is the case as there has not been a fall in union membership which would be the key indicator.
86% of the respondents stated a high level of loyalty to the company and no one reported feeling less loyal following the way VCL handled the COVID-19 pandemic. 
The timing of the pandemic ties in with the arrival of the CEO in February 2020 and these results could be considered as an early indication that trust is starting to build in the CEO and the shift to a more inclusive culture is underway.
In conclusion, the results suggest that the mechanisms of EV at VCL are effective.  This is supported by 89% of the respondents stating employee involvement as a reason for working at VCL. 
If the research were to be repeated there is one potential area identified for reconsideration relating to the response methods used for the questionnaires.  The paper responses allowed questions to be missed (intentionally or unintentionally).  For this RR the frequency of this was low and no real viable alternative due to restrictions on MS forms and how questionnaires can be set up.  For instance, consideration was given to sending the form electronically only and to personal email addresses for those without company email addresses.  They could then respond on a mobile device or personal computer.  However, to achieve this in MS forms settings need to be enabled to allow responses from anyone and as such responses cannot be limited to one per person therefore potentially endangering the validity of the research.



6. [bookmark: _Toc80694409]Recommendations 
It could be argued based on the conclusions above there is very little action needed by VCL to improve EV. However, some recommendations for improving the EV experience based on the survey results are outlined below.  These will also support the overall long-term strategy of the business to create a more inclusive culture for everyone.  
6.1 [bookmark: _Toc80694410]Support for managers
Throughout the RR the importance of the manager in EV at VCL is critical. It would be in the interest of VCL (to underpin the EV experience) to create and implement a support structure for managers to prevent over-burden.  HR and the CEO should be available for this.  
6.2 [bookmark: _Toc80694411]Suggestion box
48% of respondents said they would like to see the mechanism of a suggestion box implemented at VCL.  This is a straightforward activity that can be set up at little or no cost of time or materials.  A lockable box could be placed in a common area (e.g. health and safety corner) which would be emptied weekly.  The importance of acting on the suggestions should not be underestimated – even if it is recognition that the suggestion has been received but cannot be implemented for whatever reason – this is important to close the loop.  If employees make suggestions, then hear nothing back about them this could have a negative impact on their wellbeing, promote presenteeism and be more detrimental than not having this mechanism in place at all (Willoughby, no date and Hemp, 2004). 
6.3 [bookmark: _Toc80694412]Works council / employee forum
48% of the respondents stated they would like to see the introduction of a works council/employee forum.   This supports the shift towards a more inclusive culture, but it could also have other benefits:
· Eventual removal of the need for collective bargaining if the creation of the forum leads to decreasing union membership and de-recognition of the union.  This is already theoretically possible as membership is less than 50% (Gov.uk, no date) of the workforce but there is currently no alternative in place.
· This would lead to a fairer allocation of pay increases based on merit and performance; and
· Free up CEO and management time as the negotiations can be time-consuming.
· Company-wide involvement in decision making, feedback etc.  Removing the split between the union and non-union members.
6.4 [bookmark: _Toc80694413]Timeframes and costs
Even though there is no obvious financial outlay to be budgeted for there is still a cost of those involved time to prepare, deliver and launch the recommendations, as well as considering the opportunity cost of each person involved.  The recommendation requiring the most planning to be able to launch is the creation of the employee forum.  An outline of the action plan is shown below in Table 6.
[bookmark: _Toc80695268]Table 6: Action plan
[image: ]






[bookmark: _Toc80694414]Reflective statement
The RR has been a huge learning experience from start to finish.  The major experiences I have taken from it are:
1) Not to underestimate the importance of a plan.  The PID proved vitally important and the work it took putting that document together paid dividends in the final report creation. 
2) Timing – setting realistic goals and sticking to them really helped in completing the project on time.
3) Following guidance and taking small steps at a time.  The RR seemed an overwhelmingly large task at the start but breaking it down and taking one step at a time led to milestone successes and overall completion. 
There were not that many challenges along the way thankfully due to the PID creation and adherence to it.  Also, my organisation has been very supportive throughout the entire process.  The main risk to the RR, and my main concern was that the response rate to the questionnaire would be low.  Starting with a pool of only 49 I was really pleased to receive 37 responses (76%). 
The main strengths and weaknesses of the RR are shown in the table below:


[bookmark: _Toc80695269]Table 7 - Strengths and weaknesses of RR
[image: ]
Undertaking the RR has helped me to develop professionally as it has assisted with elevating my role as Head of HR at VCL.  Dealing with the entire workforce in this way and asking them all to help, not only with my studies but also with shaping the future of ER at VCL, has given me greater exposure in my role.  This has been rewarding as the buy-in from the workforce has been better than expected.  What is important for me now is to provide feedback on the results to and I will share the action plan so the workforce know they are not being ignored and their assistance is appreciated and valuable to the company as well as to me.   
Personally, completing a piece of work of this size and at this level is an achievement.  It is over 23 years since I completed my Bachelors degree and I was unsure if I was suitable for this course at the start but completing this RR has shown me that I am capable of anything I set my mind to. 
As already mentioned in the conclusion I would consider a different approach to data collection if I did the research again although I am not sure there is a more appropriate alternative solution.
For any forthcoming students the best advice I could give to them is to put the effort and work in at the start of the process.  Get the PID completed and submitted early as well as the timetable.  Agree key milestone deadlines with supervisors early on and endeavour to stick to the deadlines as much as possible.  
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[bookmark: _Toc80694420]Appendix 4 – Notes for Staff Briefings and Employee Post Box
Small groups of max 4 due to Covid restrictions in meeting room space
1. Thank them for their time
2. Stress participation is voluntary but would be greatly appreciated
3. Not only helping me with my studies but also helping to shape the future of employee relations at Viscose (WIFM)
4. Stress confidentiality and anonymity
5. Should only take between 10 and 15 min to complete
6. Ask if anyone does not want to take part – let them know it’s perfectly fine and there will be no percussions
7. For those who remain in the room:
a. Let them know they can stay in the room – I will be leaving but Vince Moses (Union rep) staying in case there are questions. He will come and get me from my desk
b. Once completed take with them and place in the post box on the shop floor under the TV
c. I’ll be leaving the post box until 5pm on Thursday the 12th of August
8. Any questions?
Thank you, thank you, thank you
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Employees who are satisfied with their level of voice / influence are more loyal to an organisation than those who are
dissatisfied.
Length of service is an indicator of employee satisfaction over the influence they have.

Other reasons may be influencing an employee’s decision to stay with the Employer.
The key channel for employee voice is one-to-one meetings with line managers.

Employee voice in whichever format provides an opportunity for employees to influence and feel part of decisions that
affect them.

Different / multiple mechanisms of voice are usually prevalent in an organisation and will depend on the level of
employee involvement.

An unheard voice can cause negative impact on wellbeing.

All voices should be listened to — not just the loud ones.

A safe space for employees to speak freely is vital.

The importance of employee voice has been amplified during the Covid pandemic over the last 18 months.
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8.How would you rate the following communication mechanisms currently in place
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viscose

Employee Voice at VCL

We would like to understand if you believe you have a voice at work and whether that voice is
being heard.

Any information you share in your responses will be treated confidentially and you will remain
anonymous. You will not be required to share an personal, identifiable information during or after
the completion of this survey.

Completion of this survey is voluntary but your participation would be greatly appreciated.

The survey has been created by Rachel Parfitt as part of her postgraduate studies at the University
of Wales Trinity Saint David. The anonymous data collected will be analysed and shared in an

assignment which is being prepared by Rachel.

By completing the survey you are giving consent for your anonymous data to be shared with
relevant personnel at the University.

Thank you for your time.

* Required

1. What department do you work in? *
O Production / Shopfloor

O Office

7/25/2021
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2. How many years of service do you have? *
O Less than 2 years
O Between 2 and 5 years
O Between 6 and 10 years
O Between 11 and 15 years

() More than 15 years

3. Are you currently a member of the GMB Union? *
O Yes
O No

4.1f you have an issue at work would you feel comfortable raising it with: *

Strongly
Strongly agree  Agree Neutral Disagree disagree
Line Manager O O O O O
HR O O O O O
Union Representative O O O O O
Someone else O O O O O
5. Please indicate your opinion on the below statement: *
Strongly
Strongly agree  Agree Neutral Disagree disagree
| can express myself 0) 0) O 0) 0)

freely at work

7/25/2021
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6. Do you currently have regular one-to-one meetings with your line manager? *

O Yes
O No

7.1f you answered no to question 6, would you like to have a regular one-to-one
meeting with your line manager? *

O Yes
O No

8.1f you answered yes to question 6, do you feel able to speak freely during these
meetings without fear of any repercussions? *

O Yes
O No

9. How would you rate the following communication mechanisms currently in place at
Viscose: *

**currently not taking place in usual format due to Covid-19 restrictions

Excellent Good Fair Poor Very poor

CEO colleague updates O O O O O

Notice boards

£
=

One-to-one meetings
Team meetings
Weekly meetings

Monthly meetings

OO O OO0 O0
OO O OO0 O
OO OO0 O
OO O OO0 O0
OO OO0 OO0
OO OO0 O0O0

Staff Briefings**

7/25/2021




image32.jpeg
10. What other mechanisms for communicating / expressing your views would like to

11.

see introduced at Viscose? *

**these would be dependent on Covid-19 guidelines

Yes No
Works council /
employee forum O O
Town hall meetings** O O
Newsletters O O

If you would like to see the introduction of a works council / employee forum would
you be interested in being part of the council / forum? *

O Yes
O No

O Maybe

12.In your opinion, has the amount of communication improved as a result of the

pandemic? *
O Yes
O No

13.In your opinion, has the quality of communication improved since the start of the

7/25/2021

pandemic. In other words, do you feel more informed about issues the business is
facing now, versus how you felt in March 2020? *

O Yes
O No




image33.jpeg
14. Do you feel valued by Viscose? *

O Yes
O No

O Sometimes

15.1f you had more input into decisions affecting you in the workplace would you feel
more valued? *

O Yes
O No

O Not sure

16. How would you rate your level of loyalty to Viscose? *
(O High
O Medium

O Low

17.Has your level of loyalty changed based on the way Viscose has handled the Covid-
19 pandemic? *

O Yes, | am more loyal than before pandemic
O No, my level of loyalty is the same

O Yes, | am less loyal than before than pandemic

7/25/2021
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18.1f you had more input into decisions affecting you in the workplace would this
increase your level of loyalty? *

O Yes
O No

O Not sure

This content is neither created nor endorsed by Microsoft. The data you submit will be sent to the form owner.

& Microsoft Forms

7/25/2021
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Employee Voice at Viscose

We would like to understand if you believe you have a voice at work and whether that voice is
being heard.

This survey has been created by Rachel Parfitt as part of her postgraduate studies at the
University of Wales, Trinity Saint David.

Completion of the survey is voluntary but would be greatly appreciated. Your participation will
not only help Rachel with her studies but you will also be helping to shape the future of Employee
Relations at Viscose.

Any information you share in your responses will be treated confidentially and you will remain
anonymous. You will not be required to share any personal, identifiable information during or
after the completion of this survey.

The anonymous data collected will be analysed and shared in an assignment which is being
prepared by Rachel. The results/findings of the survey will also be shared with the workforce at

Viscose.

By completing the survey you are giving consent for your anonymous data to be shared with
relevant personnel at the University and the workforce at Viscose.

If you are completing a paper copy of this survey please write clearly.

Thank you very much for your time and support.

* Required

1. Which area of the business do you work in? *
"Shopfloor" includes process operators (film and cellulose), engineering and warehousing only.

Shopfloor

Office

8/3/2021
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2. How many years of service do you have? *
Less than 2 years
Between 2 and 5 years
Between 6 and 10 years
Between 11 and 15 years

More than 15 years

3.Overall, how satisfied are you at work? *
Very satisfied
Satisfied
Dissatisfied

Very dissatisfied

4.1f you had an issue or a problem at work, who would you would raise it with? *
Select all that apply

Manager

Lead hand

HR

Union representative
A colleague

No-one

8/3/2021
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5.1f you had feedback or a suggestion at work, who would you tell? *
Select all that apply

Manager

Lead hand

HR

Union representative
A colleague

No-one

6. Please indicate your opinion on the below statements: *

Strongly agree Agree Disagree Strongly disagree

| can express myself
freely at work

At Viscose | can share
my concerns

Viscose is interested in
my wellbeing

8/3/2021
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7.Tell us about meetings with your manager: *

Please answer this question even if you do not have meetings with your manager. Select N/A for
statements which do not apply to you.

Agree Disagree N/A

| don't currently have
meetings with my
manager

| would like to start
having meetings with
my manager

| am happy with the
amount of meetings |
have with my manager

I would like more
meetings with my
manager

I would like less
meetings with my
manager

| am able to speak
freely without fear of
repercussions during
meetings with my
manager

8/3/2021
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8.How would you rate the following communication mechanisms currently in place at
Viscose? Select N/A if any do not apply to you. *

**currently not taking place in their usual format due to Covid-19 restrictions

Excellent Good Fair Poor Very poor N/A
CEO colleague updates
Notice boards
One-to-one meetings
Team meetings
Weekly meetings
Monthly meetings

Staff Briefings**

9. What other mechanisms for communicating / expressing your views would you like
to see introduced at Viscose? Select all that apply *

**A works council / employee forum is a group of employees who meet with management to discuss
matters affecting the workforce and to share information. The group can consist of a mix of union
and non-union members.

Works council / employee forum**
Suggestion box
Newsletters

Something else

8/3/2021
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10.1f you selected "something else" in the previous question, please tell us about your
suggestion in the space below:

11.1f you would like to see the introduction of a works council / employee forum
would you be interested in being part of the council / forum? *

Yes
No

Maybe

12.In your opinion, has the amount of communication improved as a result of the
pandemic? *

Yes

No

13.1n your opinion, has the quality of communication improved since the start of the
pandemic? *
In other words, do you feel more informed about issues the business is facing now, versus how you
felt in March 20207
Yes

No

N/A

8/3/2021
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14.Do you feel valued by Viscose? *
Yes
No

Sometimes

15. How would you rate your level of loyalty to Viscose? *
High
Medium

Low

16.Has your level of loyalty changed based on the way Viscose has handled the Covid-
19 pandemic? *

Yes, | am more loyal than before the pandemic
No, my level of loyalty is the same

Yes, | am less loyal than before the pandemic

17.Please indicate your opinion on the below statements relating to decision making
on matters affecting you in the workplace: *

Strongly Agree Agree Disagree Strongly Disagree

| am happy with the
amount of input | have

I would like more input

8/3/2021
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18. My level of loyalty would increase if | had more input *
Yes

No

19. Please indicate your opinion on the below as possible reasons for working at
Viscose: *

Strongly agree Agree Disagree Strongly disagree
Fair pay

Good physical working
conditions

Inclusive culture
Employee involvement

Job security

20. Are you currently a member of the GMB Union? *
Yes

No

21.1s there anything else you would like to tell us about employee voice at Viscose? If
5o, please use the space below

8/3/2021
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Rachel Parfitt

From: Rachel Parfitt
Sent: 03 August 2021 07:06
To: Claire Corbett; Dion James; Emma Blackmore; Gary Laidlaw; Kitti Kovacs; Matthew

Swain; Nicholas Edwards; Rachel Davies; Rhys Williams; Rob Rodenburg; Samuel
Pothecary; Sara Nurse; Seren Pontin; Simon Merritt; Stephen Armstrong; Vince
Minchella; Vince Moses; Steve Brown; Andrew Anderson; Simon Jones; Richard
Phillips; Dannie White

Subject: Employee Survey - Help Please!

Good morning all

| need your help please!

As you may know | am currently studying for a postgraduate qualification in Human Resource Management. Part of
the course requires us to complete a research report on a HR subject in the context of our own workplaces.

| have chosen the subject of employee voice, and more specifically — do you believe you have a voice at work and is
that voice being heard?

| have created a survey using Microsoft forms which contains 21 questions to find out your opinions. It should only
take a maximum of 10-15 minutes to complete.

The link to the survey is: https://forms.office.com/r/aU6qQ80fTL

Participation in the survey is voluntary but it would be greatly appreciated. Completing the survey will not only
really help with my studies but you will also be helping to shape the future of employee relations at Viscose.

Your responses are anonymous and | will not be able to identify you. | will not receive results from email addresses
or with any personal identifiable information regarding who the responses are from. Your responses will go straight
to Microsoft Forms. There are some details at the start of the survey regarding data collection and what it will be
used for.

The survey closes at 5pm on Thursday the 12" of August so please complete it before then.

If you have any questions please just ask.

Thank you in advance for your help and support — | really appreciate it.

Zactiel

Rachel Parfitt
Head of HR & PA

T: +44 (0) 1792 796393
www.viscoseclosures.com

**The UK has now left the EU please note our EORI number for your records: GB702399734000, For Northern
Ireland transactions: XI702399734000**

Please consider the environment before printing this email or any attachment.

See our Terms and Conditions
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Thank you!

Rachel
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The degree of involvement indicates the extent to which workers or their

representatives are able to influence management decisions

The scope of decisions
open to influence by
workers relates to the type
of subject matter dealt
with in the participation
arena, ranging from the
trivial the strategic

The level in the
organisation at which
workers or their
representatives are
involved in management
decisions

The different forms — for
instance face-to-face
meetings to collective
bargaining




