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Improving Workforce’s Motivation and Organisational Performance  Through Effective Employee Voice Mechanism.

[bookmark: _Hlk48226037]1.0: Introduction 
 
[bookmark: _Hlk46756376][bookmark: _Hlk46756409] The solution this report is going to cover is the perspective of effective employee voice strategy. The report therefore outlines what employee motivation entails, followed by the implication of lack of employee’s motivation on organisational performance and addressing issue of employee motivation using employee voice strategy. Furthermore, the report will outline plan for effective implementation, monitoring and reviewing of the employee voice strategy, to ensure that the issue of employees’ motivation is successfully resolved, for improved organisational performance and long-term success.

[bookmark: _Hlk48226067]1.1:  Understanding the concept of employee motivation
According to Manzoor (2012), employee motivation can be described as the degree of energy as well as enthusiasm, commitment, creativity and innovation among other positive attributes, which employees can demonstrate in their work, as a consequence of their perception of being satisfy with their job (Lăzăroiu, 2015). Derived from a Latin word – “movere”, motivation literally entails movement, which is considered a behaviour that needs to be optimised – with the view to achieving desired outcomes for individuals and organisations concerned (Honore, 2009).
[bookmark: _Hlk48220493] Broadly, employee motivation borders on how employees perceive and how they are engaged and empowered – in relationship with organisational strategic goals (Manolopoulos, 2008). 
 However, while motivation can be easily facilitated; it is fair to express that it is intangible and hard to control or measure, hence, it is important to begin with the intention to motivate, followed by intensity and perseverance towards achieving it (Abbah,2014). 
Furthermore, it is important to recognise that employees have diverse traits, which requires understanding the various ways of motivating them (Kuranchie-Mensah and Amponsah-Tawiah, 2016). Motivation could be intrinsic and extrinsic. It is intrinsic when employees are motivated from within themselves, which means they would be inclined to achieve greater performance in their roles (Dromey, 2014). An individual’s belief system forms the basis for his/her intrinsic motivation (Muogbo, 2013). Extrinsic motivation is when individuals are motivated by external factors, which may include rewards, bonuses, recognition and promotion among others. Both extrinsic and intrinsic motivation needs to be moderated, to avoid resulting in demotivation (Manzoor, 2012). The various ways to motivate employees include using employee motivation and satisfaction surveys; recognising and rewarding job well done; encouraging employees’ autonomy and reducing bureaucracy; creating amazing and collegial work environment; facilitating employees’ development and career pathway and providing flexible working systems for employees (Lăzăroiu, 2015).  
Both intrinsic and extrinsic notions inhere in Herzberg’s two factors of motivational theory: motivating and hygiene factors. Motivating factors are located within the work environment, and they include recognition, growth, achievement, the work itself and responsibility, which must be present in the workplace (Ramlall, 2004). The hygiene factors are the elements that facilitate workers’ behaviour – including security, organisational policy, salaries and wages, work condition and managers/supervisor’s behaviours, all of which must be perceived to be favourable by employees (Dromey, 2014). 
According to Herzberg’s theory, motivation matters in all human endeavours, which can help drive individual and organisations’ performance (Dartey-Baah and Amoako, 2011). When employees are motivated, they do not wait around to be told how to get things done, they simply initiative town thought process and take on additional responsibilities, to accomplish desired task outcomes. Motivated workforce outperforms unmotivated ones (Abbah,2014) and are more inclined to continue working with (and maintaining loyalty to) the organisation. Thus, without the presence of motivating and hygiene factors, employees will be discouraged from putting in their best effort (Lăzăroiu, 2015).

1.2: Implication of low or lack of employee motivation
[bookmark: _Hlk46781337]Just as motivation can drive employees to engage in discretional behaviours including going the extra miles to contribute towards organisational strategic goals; low or absence of this can lead to negative outcomes for both employees and their employers (Muogbo, 2013). The absence of motivation can trigger negative behaviour/attitude, low level of involvement/commitment, poor work atmosphere, high cost, poor performance, poor customer service, low productivity and low profitability in workplace (Robinson, 2006; Dromey, 2014). According to Manolopoulos (2008), poorly motivated employees are more likely than those with high motivation to develop low self-esteem, which can trigger negative behaviour, as a way of responding to feeling of low self-esteem. With low self-esteem, a demotivated employee may withdraw from others, and may not commit to organisational goals. As Honore (2009) noted, the accumulation of aggrieved and demotivated employees will create a work environment that is poor, unconducive and far from collegial, which can be counterproductive to creativity and innovation.
[bookmark: _GoBack]When employees lack motivation, they careless about the wellbeing of the organisation (Dobre, 2013). Worst of all, while they tend to lack enthusiasm for their job, and never deem it necessary to apologise for lateness nor take up extra responsibilities; yet unmotivated employees only come to work to get their pay check. 
According to Dobre (2013), lack of motivation is responsible for the growing cases of unscheduled absenteeism, which is considered a competitive disadvantage – particularly for small-medium business   

As Robinson (2006) noted, performance is key measurement for determining how motivated employees are. When employees are not motivated, they will be less likely to care about the quality of the job they do. This is because they are not motivated and are not expecting that they would be rewarded or recognised for their effort, hence, they see no reason to go the extra miles and make the additional effort towards the goals of the organisation.
  Instead, they would rather pass on blame elsewhere for poor performance or for not accomplishing their task role (Kuranchie-Mensah and Amponsah-Tawiah, 2016). Similar to poor performance, which is a qualitative effect of low motivation, employees with no motivation are often the cause of a quantitative effect – such as low productivity – on organisations.
 Employees that are not motivated are usually late and often embark on unplanned and unexcused absenteeism. When they come to work, they spend most of their time socialising and dealing with their personal agendas, all of which culminates in low productivity (Abbah,2014).  Following the same direction, low productivity results in low profitability. For instance, it requires certain amount of resources including people and equipment to run specific business project, however, if these resources are unable to produce expected level of outputs for the cost incurred on them, the organisation will achieve low profit margin (Dromey, 2014).   Likewise, customer service is thrown through the widows where employee motivation is non-existence, because, if employees are not interested in being at work, they will less likely care about the vision or success of the organisations (Lăzăroiu, 2015).   
Thus, in order to confront issue of low or no motivation at workplaces, which is consider the trigger of negative behaviour/attitude, low level of involvement/commitment, poor work atmosphere, high cost, poor performance, poor customer service, low productivity and low profitability, organisations and managers must be willing to address employees concerns (Robinson, 2006). One of the ways to achieve this could be through embracing employee voice strategy, which the following section explores.  

[bookmark: _Hlk48226175]1.3: Addressing employee motivation using employee voice strategy 
According to MacLeod and Clarke (2009), the common theme within organisations that are experiencing high level of employees’ engagement as well as high organisational performance level is employee voice, which encourages reinforcing and challenging ideas between function and externally (Mowbray et al., 2015).
 This aligns with businesses or corporate organisations where employees do not come across as problem but solution to organisational issues, if they are involved, listened to and encouraged to bring in their experience, expertise and ideas among other inputs (Morrison, 2014), which are crucial in advancing organisational strategic goals (Dromey, 2014). 
Thus, the concept of employee voice describes a work environment in which effective mechanisms are put in place to encourage expanded communication between management and workforce – using a range of approaches that allows every individual voice to be heard and input to be made, without fear of victimisation or intimidation (Mowbray et al., 2015).
 In this direction, employee voice simply entails every worker having the feeling that they have a say in the organisation – where their voice is clearly heard as well as their views and opinions being taken into consideration in decision making process that matters to their life (Burris, 2012).
Many organisations have started employing lean and continuous improvement mechanics, which allow them to empower their employees in redesigning and simplifying their work process. This (employee voice) approach allows them to reduce waste while improving customer services and experiences (Morrison, 2014). By implementing this approach, organisations can effectively minimise cost, increase business and manage the ever-rising customers’ demand (Cathcart, 2014).  
 According to Ruck et al. (2017), employee voice is largely viewed as the most cost-effective smoke alarm, which organisations can embed to maintain good relationship with their workforce and long-term sustainability.  There are different channels via which employee voice can be facilitated, and this is largely dependent upon the organisational/managerial motives behind the creation of the particular channel preferred (Morrison, 2014).     
The traditional and probably the most effective channel of employee voice is the trade unions (TU), whose job is to fight and protect the interest of employees, who are rather to week to go into negotiation with the more powerful employers (Burris, 2012). The TU represents employees more effectively by using military, collective bargaining and striking mechanisms, to force employers to the negotiating table, where issues of job exploitation, low wages, work-life balance and working conditions are effectively addressed (Mowbray et al., 2015)
. For these reasons and other issues including TU’s selfish interest and confrontational approach, contemporary organisations have started routing for alternative voice channels, which are non-unionised employee representation settings (NERs). Some of these NERs can also be effective -depending on the willingness of the organisation to facilitate effective voice to employees. They include but not limited to online engagement survey, employee forum, participation scheme and regular two-way face-to-face meeting (Cathcart, 2014). 
Online engagement survey is an anonymous platform which allow employees to vote and express their opinion regarding the organisations and their work approach including what they feel needs to be changed, in order for them to be motivated at work. Regular face-to-face meeting is where managers take employees through changes and developments that are taking place in the organisation and invite them to make input on what they think (Morrison, 2014). 
Employee and participation forum are used to engage employees on work-related issues and possible solution. While both TUs and NERs have weaknesses and strengths, important question to consider is whether channels facilitate effective voice, which addresses employees’ autonomy, empowerment, fair work conditions and remuneration, training and development, which are basic psychological and sociological needs of employees (Ruck et al., 2017).

[bookmark: _Hlk48226213]1.4: Implementing employee voice strategy to enhance motivation in workplace 
In order to implement effective employee voice strategy for enhanced employees’ motivation and organisational performance, organisation need to first create within the first 2 months effective voice channel, in which employees feel free to express their opinions including grievances and ways in which they believe they can work better (Dromey, 2014).
 Employees should be engaged through such platform on regular basis – such as weekly, monthly quarterly, every six months and yearly - depending on what works for different organisations. Essentially, such platforms should be able to facilitate employees survey regarding work satisfaction and motivation. Such platforms should also be able to address process of rewarding and recognising employees’ effort (Ruck et al., 2017).   
An effective employee voice channel should be used to address reducing bureaucracy and to encourage employees’ autonomy, while building collegial and mutually respectful work environment. The platform should facilitate discussion and forward thinking with regards to employees’ development and career advancement as well as flexible working opportunity, but most importantly, the issue of work-life balance can be addressed using such platform (Mowbray et al., 2015).
 Importantly, an effective employee voice channel should not serve as a platform for lips service and victimisation of employees who express their voice. The platform should be monitored every month and reviewed every six months to ensure it is fit for purse, and at the end of the year, a general audit should be conducted, to establish where and what changes can be made, for continuous improvement (Dromey, 2014).  By adopting employee voice mechanism, employees will feel appreciated, valued, cared for and carried along, which will enhance their motivation and commitment as well as organisational performance (Morrison, 2014).

[bookmark: _Hlk48226242]1.4: Conclusion 
This report has effectively covered what employee motivation entails including the negative performance consequences organisations may face for having low or unmotivated employees. The study has also explored how effective employee voice mechanisms can be integrated by organisations, to address issues pertaining to work-related practices, which can help amplify employees’ motivation, commitment and overall organisational performance. 
However, in order to actualise this ambition, the platform should be effective, monitored, reviewed and audited on consistent frequency to ensure it is fit for purpose and continuous improvement.
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