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ABTRACT 

Firms that want to have the cutting edge in the global market place particularly in this challenging 

economic environment are those companies who engage their employees in a two way information 

flow, seeking to disseminate information and in return obtain from their workers constructive 

feedback. It is on this premise that a good line manager recognizes that much of the technical 

knowhow required for businesses to succeed is actually embedded in the minds of the employees. 

Employee voice either unionised, nonunionised or a combination of both has become a necessary 

tool(s) in strategic management.  
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INTRODUCTION 

There are a large number of incompatible theories regarding representative employee voice (trade 

unionism) and the recent introduction of non-unionised employee voice in both the developed and 

emerging economies of the world. Accordingly, Freeman and Medoff (1984) argue that unions are the 

best vehicles for managing work place relationship which will invariably enhance workers economic 

empowerment, improve workers efficiency and stabilize the work force. Whilst on the other hand, the 

emergence of HRM and its appendages have engineered an increase in upward and down information 

sharing system, improve collective decision-making processes and accelerate employee participation 

within the work environment (Benson, 2000). This scenario has subsequently enabled HRM commentator 

like Guest (1987) to argue emphatically that with these conditions the role of unions is quite ambiguous 

and gratuitous. 

However, empirical evidence reveals that both forms of employee voice have their own advantages and 

deficiencies, in consensus with the business environment where they are implemented. More so, these 

arguments need additional explanations and research to determine whether unionisation should be 

preferred, or the employer of labour should create within the business representative bodies. The 

representative bodies would bring both management and workers together to decide work place issues. The 

employer of labour may also decide to or perhaps put in place a combination of both forms (unionised and 

non-unionised) of employee voice in order to achieve both organizational as well as employee goals. 

Voice is thus defined “most typically in terms of two-way communications, an exchange of 

information between managers and employees or ’having a say' about what goes on in the 

organisation”. “Employee voice can thus be direct or representative in nature and can be 

delivered in a number of ways, via union or through management led initiatives or part of some 

dual channel where union and non-union voice regimes are present” (Bryson et al 2007:1). Stone 

(2005) further defines employee voice “as the participation of employees in influencing corporate 

decision making. Employees are given a voice through informal and formal means to minimise 

conflict, improve communication and encourage staff retention through motivation and fair 

treatment”. On the other hand, Marchington’s definition of employee voice (2001) gives a broad 

perspective as it distinguishes between voice regimes and voice types. “A voice regime refers to 

the mixture of or combination of union and non union voice. Union voice is always the 

representative type, whilst non union voice can be representative (such as independent works 

councils or joint consultative committees) and or direct forms such as task based participation, 

upward problem solving technique and workers input into briefing groups” 

 

Whilst representative employee voice accepts the presence of contradictory interests in the 

workplace between “major players” of industrial relations (trade union(s), employer(s) and 

government and its agencies) and the need to have formalised practises to manage these differences 

by depending on a set of rules and regulations within industrial relations (Fox 1966:4-6). 

Employers using HRM on the other hand have initiated and developed other possible forms of 

employee voice as substitutes for representative employee voice (trade unions) in conflict 

resolution. Individualism as against collective employee action is encouraged within a non-union 
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setting because it enables management to entrench itself in the workplace (Guest 1989:50 Legge 

1995:245, Marchington 2007:231 and Abel Ubeku 1984:1) 

 

AIMS AND OBJECTIVES 

The emergence and increase of non unionised firms in United Kingdom in the 1980s calls for study 

as meaningful information is not available about the management of employees in HRM run firms 

in England. Marginson et al (2009) and McLoughlin & Gourlay (1994:163) in their work re-echoed 

this irregularity by stressing that little is known about the industrial and employment relations 

within non unionised firms in the UK. Dundon & Rollison (2004) argues that non unionised voice 

needs to be researched for three reasons and this forms the basis for the aims and objectives. 

• To analyse non union voice because it is neglected compared to union voice, 

• secondly, union voice is a minority phenomenon with little prospect of a return to union 

centred forms of participation   

• thirdly, many sectors that dominate the economy do not have a traditional union rep so 

union flexing its muscles is no longer prevalent as it were in the 1970s”  

It is on this premise that the researcher intends to do a “critical analysis of employee voice, 

forms and processes, a managerial perspective of an energy company in the UK”. To achieve 

this, the researcher will be anchoring this paper to the “Interpretivism” school of thought as 

human behaviour is dynamic and brings to play several complexities which is why 

Interpretivism proposes that there are several realities or perspectives to an event as against the 

single reality of a phenomena obtained in positivism. The researcher distributed 100 

questionnaires and conduct a series of interviews with a number of management staff and 

customer service advisors in XYZ energy company in the UK. The researcher used the 

observation strategy to see the dynamics of team meetings and other communication forums 

in XYZ energy company. I also obtained data on absenteeism and performance from the HR 

team in XYZ energy company. Finally, I will employ the triangulation or mix methods of data 

analysis to answer the following research questions. 

 

RESEARCH QUESTIONS AND THEMES 

Several questions and themes were raised to guide this thesis. Such as the following: 

• The different types of employee voice mechanisms in XYZ energy company in the UK  

• How the various voice mechanisms are used and if there have being any changes overtime. 

• To find out management’s reasons behind the choice of employee voice, the range of non-

union voice practices used, and to investigate the processes of managing non-union voice.  

CASE STUDY 
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XYZ energy company is concerned with the sale of electricity and gas for both residential and 

business customers. XYZ company’s major performance indicators are to process quickly 

customer bills, reduce disputes and complaints and adhere to national policies set by Ofgem in 

order to maintain its license as a business. XYZ company has 781 employees with 375 of those 

employees in the local Union called UNISON. The staffing profile is made up of a site manager, 

4 service managers, 15 operations managers, 62 team managers, and 72 senior advisors and 627 

hundred administrators otherwise previously known as customer service advisors (XYZ HR 

17/05/2010).  

LITERATURE REVIEW 

The 1970s up until 1979 witnessed the pinnacle of representative employee voice in the UK as 

membership stood at 13 million or 55.4% of UK work force (CIPD 2009). This period also 

experienced full employment, legislative union backing (Donavan commission 1965-68) and the 

removal of Industrial Relations Act 1971 as trade unionism maintained its pole position as the 

principal vehicle for managing employer-employee relationship within the workplace (Freeman 

and Medoff 1984:292-293). “Then, a 20 year period of Conservative rule under Thatcher and 

Major dealt decisively with the social democratic consensus that existed prior to 1979. These 

governments followed a strong neo-liberal programme in the employment field aimed at 

deregulating the labour market from representative employee voice (trade union) and state 

interference” (Marchington 2001). Subsequently, representative employee voice and collective 

bargaining experienced a sustained period of decline in membership; coverage and scope. 

Furthermore, industrial actions (strikes) were also at their lowest frequency and intensity as the 

“Thatcher” government began to put in place legislative laws such as (Trade Union Act 1983 and 

1993) amongst many others which allowed employers unprecedented freedom in choosing which 

employee voice will exist in the work place (Bacon and Storey 2000:408, Purcell and Georgiadis 

2007:182 and Ferner and Hyman 1998:357)  

The net result, newer and or larger firms such as British airways and Npower amongst many others 

began to imbibe the combination of having HRM and unionism running side by side in managing 

employer-employee relationship (Kersley et al 2006:25). This combination of HRM and unionism 

sometimes create the illusion that employers want to share its “rights” to rule in the work place by 

allowing unions to take on work place issues that do not impact directly on profits and investments 

(Kersley et al 2006:39).  Marchington (2007:232) further argued that firms which imbibed the 

combination of HRM and unionism began to reveal a thriving connection to workers commitment, 

satisfaction and engagement. Further still, employers put in place non unionised voice types as an 

alternative to representative employee voice mechanisms to further their cause of controlling 

labour and perpetuating unitarism in the work place. This was to a greater extent made possible 

with increased use by management of electronic technology such as emails and other multimedia 

instruments to articulate and spread its “gospel” and strategies to its employees (Machington 

2001:1). It is with purpose that a wide variety of techniques were put in place to improve 

communication between employees and management in the work place such as:  

Email and other Multimedia Presentation – This is where management sends emails to 

employees about vital information concerning work of immediate importance. Or a multimedia 
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presentation if information is more pictorial as against the face 2 face means of communication as 

found in the one 2 one. 

One 2 One communications – Usually conducted by the line manger in which management meets 

individually with employees to appraise employee’s monthly or quarterly performance. It is also 

a feed-back session where managers and the employee share expectations or frustration and set 

goals expected of the employee for the coming month or quarter. 

Suggestion box – No longer popular, it is a box placed within the work environment where 

suggestions from the employees are entered and if utilised by management, employees are 

rewarded.  

Company-wide or Office Survey – Management using the e-mail facility to conduct periodical 

surveys about the company, particularly to “sample the minds” of their employees concerning 

business strategy already implemented or about to be implemented. It is also used to see if 

employees are happy with the state affairs in their work environment. 

Team Briefing – Team briefing usually conducted by the team manager is a forum where 

information is given to a group of employees no larger than 12 people. Again the essence is for 

feed-back about their work area and ways of improving efficiency and relationship in the team.  

Buzz Session - Buzz session similar to team briefing is conducted by a more senior manager 

depending on the importance of the information to be passed across to employees. This is usually 

disseminated to a larger group of people or to a department. It is also used to feel the “vibes” of 

the employees concerning new innovation(s) being implemented or about to be implemented 

(CIPD 2001).  

Management partnering with HRM saw this as effective management practise in passing 

information across to employees and in the process, receive constructive criticisms or feedback. 

This feedback mechanism enabled management to proactively tackle work place challenges and 

become more competitive in the market place (CIPD 2001:1). HRM and non-union voice 

mechanisms began to be seen as more effective in reducing cost of exit and improving work related 

decisions because trade unions often create hurdles, one of which is “them vu us” and fail to create 

a platform or forum to manage a diversity of workers interests (Storey 1992:122). Appelbaum et 

al (2000:227) asserts that the presence of non-unionised voice structures using task based 

participation along side high performance work systems (HPWS) eliminated boredom as a result 

of “Taylorist” mode of work and  allowed employees use more of their initiative to interact and 

influence work streams.. This eventually enabled employees exhibit their know-how on the job, 

increase productivity, solve problems more quickly and improve overall organisational efficiency. 

Which forms the basis for the question what are the processes of managing non-union voice as 

well as what are the major initiatives for disseminating information to employees within the case 

studies? 

 

However, commentators of industrial relations (Freeman and Rogers, 1993; Towers 1997 & 

Weiler 1990) disagreed with these “good results” of non-union employee voice mechanism by 
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reminding us that in the event of deregulated labour market economy and high unemployment; 

individual employees become more vulnerable and easily manipulated thereby exposing 

managerial control as the crux of these “good managerial strategies”. This is further embellished 

by Gollan’s (2003:11) study of employee voice at the Eurotunnel call centre which suggests that 

non-union voice structures are manipulative vehicles used in gathering information about the 

employee(s) rather than engaging in true consultation or bargaining processes. Gollan (2003) 

further argued that the exposition of managerial prerogative in a non unionised environment 

sometimes drives management to “cherry-pick” non-union representatives to negotiate work place 

issues and even if these representatives were elected, they are still very much dependent on 

management for information.   

Sission (1994:124) states that non-unionised employee voice structures have little or no influence 

on decisions of management especially the ones affecting pay negotiation, investment and conflict 

resolution.  Freeman and Medoff (1984) in support said that representative employee voice can 

reduce company’s over-head cost incurred by the exit of disenchanted workers by collectively 

involving them in decisions affecting pay negotiation, health and safety amongst other pressing 

issues in the work environment.  

Notwithstanding, employers resisted the involvement of representative employee voice in decision 

making process in the work place in order to exploit labour for profit by under paying the employee 

for work done (Sission 1994:124). This exploitation generates tension within the work 

environment and leads to workers congregating as a unit to collectively overthrow the employer 

and realign power in favour of workers (Marx 1954:164-171). Despite the unlikelihood of workers 

over throwing the capitalist via a revolution, the message however is imperative that workers need 

to come together and create a synergy through their association (a trade union) in order to partake 

of the economic gains of industry (Fox 1966:6).  

 

 

HRM 

It is on this premise that management using human resource management sought to unilaterally 

exercise power over voice mechanism and their trade unions in order to control labour and 

maximise profit in the work environment. Human resource management is therefore a method of 

labour control, which is underpinned by individualistic and unitarist style of management. Human 

resource management is a strategic tool used in business to channel unitarist managerial 

philosophy that “management must bear to rule without interference” (Legge 1995:5 and 

Bazerman and Watkins, 2004). Furthermore, “Voice is probably the area of HRM where tensions 

between organisational and workers goals, and between shareholder and stakeholder views, are 

most apparent because it connects with the question of managerial prerogative and social 

legitimacy” (Marchington 2007:233 cited in Boxall et al). Stephen Bach (2005:3) further argues 

that “HRM is unitarist with emphasis on organisational effectiveness or efficiency in the work 

place whilst marginalising the interest of employees and other forms of collective employee voice 

thus HRM is focused on individual employee motivation and aspiration”. Further still, Beardwell 
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and Claydon (2007:9) comment that HRM refuses to accept that conflicts are essential feature in 

the work place and these differences could facilitate improved working practises if managed well, 

through employment relations. If rejected, this can lead to dichotomy and raise tensions between 

the employer and employee(s) within the work environment. 

The net result is that the advent of HRM in the British economy brought unemployment to 3.2 

million and 2.51 million people in 1982 and March 2010 respectively in the UK (Ferner, Hyman 

1998 357-394 and Guardian online June 2010). It also meant that the presence of HRM, the 

absence of joint job regulation, collective bargaining or representative employee voice would lead 

to unorganised conflict in the workplace (Fox1966:6). Invariably workers in non unionised 

environment will employ the “silent forms of employee voice” such as absenteeism or shirking, 

skiving, sabotage, negative attitude, overtime ban, going slow and labour turnover to express their 

resentment to the industrial relations within the unitarist framework (Benson 2000; Hyman 2005). 

This was evident with the Grunwick 1976 labour unrest in which a group of Asian women working 

in a non-unionised film processing firm in London protested against forced overtime and appalling 

working conditions (BBC online 1997).  Ferner and Hyman (1998:357-394) on the other hand, 

argued that with the advent of HRM, strike rate in the late 1980s were indeed at their lowest in the 

history of UK. However, a staggering £11.2 billion and £13.2 billion was paid to absent workers 

by UK firms in 2002 and 2007 respectively (BBC online 2004 and Leaker report cited in Economic 

and labour market review Vol 2 No 11 Nov 2008 pg 18).  

Against the foregoing, commentators of HRM, (CIPD 2009 and Idea.Gov Oct 2009) agree that 

HRM provides a “link between the way people are managed, employee attitudes and business 

performance” (CIPD 2009). Employers with the aid of HRM have come to appreciate that without 

understanding the needs of the employees and giving them an avenue to voice their concerns, they 

will not have the competitive edge needed to excel in the market place. CIPD (2009) further 

accentuates this by saying that “HR professionals need to recognize that employee voice is a 

strategic issue that cannot simply be left to manage itself. Organizations should review their 

communications channels, particularly their arrangements for listening to individual employee(s) 

or the opinions of workers trade union”.  

TRADE UNION 

A trade union “is thus a continuous association of wage earners for the purpose of maintaining or 

improving the conditions of their working lives” (Webb 1920:1). Considerable number of writers 

(Clegg 1976:46 and Hoxie 1948:152-155) of industrial relations consent that the economic 

function is the most important characteristic of a trade union and this can be anchored to the 

pluralist school of thought. The pluralist school of thought accepts the presence of conflicting 

interests in the workplace and the need for actors of industrial relations (worker(s), employer(s) 

and government and its agencies) to create guidelines that will contain these differences by 

depending on a network of rules within industrial relations (Fox 1966:4-6).  

This is evident in the recent face off between management of British Airways and its workers as 

demands of their union (UNITE) is falling on “deaf ears”. Management without negotiating with 

union, cut cabin crew employee numbers on long-haul flights and this has                                                                                                                                                                                                                                                
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led to strikes (Bloomberg businessweek June 2010 online). Further still, employers are of the 

opinion that they should unilaterally control workplace issues because employers believes they 

owns the means of production and the law further provides the leverage under the master-servant 

relationship (Kahn-Fruend 1983:14-18). Thus the right to manage becomes an essential attribute 

of managerial prerogative and can be linked to the unitarist perspective (Storey 1983:100 & Gospel 

and Wood 2003). 

The unitarist school of thought is based on the belief that the organisation is or is an integrated 

group of people with the same interests under a single authority. Both organisational and workers 

goals and aspirations are supposedly intertwine (Fox 1966:194 & Osterman et al 2001). In other 

words, conflict is not seen as an essential attribute of employment relationship, management’s 

creation of a facade that its relationship with its employees is trouble free and the presence of a 

trade union will lead to unnecessary tension in the work environment is unfounded. Which suggest 

that representative employee voice is not welcomed in the unitarist school of thought as its 

existence is considered an enigma to managerial prerogative and the right to manage the 

organisation without interference is imperative (Fox 1966:3). Subsequently, management’s 

preference for a non-unionised environment coincides with its adoption of HRM as a mean to 

controlling labour cost and maximising profit (Harbison and Myers 1959:60-61).  

DATA ANALYSIS AND FINDINGS 

RESEARCH DESIGN 

I distributed 100 questionnaires and received in return an impressive 74 questionnaires. 10 

management team members and 64 advisors filled the questionnaires and the success rate could 

be as a result of taking on board advice from my fellow PhD students who said that questionnaires 

distribution through the electronic medium is not effective. This informed my strategy of 

distributing hard copies of questionnaires to the respondents in XYZ. The questionnaire was 

designed to elicit straight forward answers (Yes/No) and also provided semi structured questions 

to extract more information from respondents. As a backup measure I conducted series of 

interviews to verify answers obtained from the questionnaires. Subsequently I conducted 

interviews with the HR director of RWE Npower, the site manager, 2 service managers, 2 

operations manager, 10 team managers, 10 advisors as well as the union conveyor or chief union 

steward in XYZ energy company. I analysed data on absence report, communication surveys as 

well as observed team briefing and “buzz session” in XYZ. The major challenge was time for 

respondents as interviews had to be conducted whilst they were on their break times and by 

permission, I used Prof Mike Marchington’s research instruments both to draw up questionnaire 

and conduct interviews. 

 

 

Questionnaire Distribution 
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POSITION POPULATION 

NUMBER OF EMPLOYEES 

SAMPLED 

PERCENTAGE 

SAMPLED 

HR DIRECTOR 1 1 100% 

SERVICE MANAGER 4 2 50% 

TEAM MANAGER 62 8 11% 

OPERATION 

MANAGER 4 2 50% 

CUSTOMER 

ADVISOR 627 61 10% 

Table 1 

My first finding is that HRM voice initiatives are running side by side with representative 

employee voice in XYZ energy company and this can be anchored to Bryson et al (2007) theory 

which states that employee voice can be direct or representative in nature and can be delivered in 

a number of ways, via union or through management led initiatives or part of some dual channel 

where union and non-union voice regimes are present”. The non unionised voice instruments used 

by management to communicate with employees in XYZ include “one 2 one, team briefing, lets 

us talk, and lastly buzz session” (see pages 6-7). Worthy of mention is that 100% of respondents 

agree that the line manager is the most important personality in communicating information from 

management to the employees and vice versa in Npower. A good quality line manager is one of 

the most important conduit pipe linking management with employees and also provides one of the 

key drivers for having a fully engaged employee (Purcell and Hutchinson 2003  in Impact pg 6 

Issue 28).  

It is of little wonder, that 95% of respondents identified the one 2 one session carried out by their 

line manager as one of the best forum for expressing themselves concerning work issues. Again 

whilst conducting interviews with several respondents, it came to light that one 2 one has 

undergone a remarkable change in the last 2 years with employees now expressing themselves 

more in the work place. Previously up until 2008, one 2 one session was regimented and very 

formal with no room for individual employee to voice his or her concerns on work related issues. 

It was all about performance appraisal and fulfilment of management objectives, which made 

employees apprehensive and uncomfortable about one 2 one. During the interviews with 

management, 100% of the management respondents said that they changed strategy in response to 

what employees were saying in several of Npower’s company surveys. Management claimed that 

90% of employees did not like how formal one 2 one was previously conducted particularly the 

enormous paper work involved. Presently, the employee can now chose to discuss about any issue 

deemed important to him or her, dictate the frequency of the meeting and the use of paper work is 

also the employee’s prerogative. However, what Npower does with the feedback it receives from 

employees is another question for another day or is the voice initiatives just a “ventilation pipe” 

for frustrated employees to let off steam? 
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The other voice initiatives such as team briefing and buzz session were more about management 

informing the employees about what management was doing or intending to do with regards to 

changes in the work place.  Prior to 2008, team briefing was centralized with 2 or 3 teams coming 

together to be briefed on company matters. Most of the content of the brief was what management 

from the head office was saying concerning how XYZ company was faring in market place. Again 

as a result of the surveys, team briefing became decentralized and from last year the line manager 

is to conduct the team briefing and the content is about how the local business was faring and it 

was also a forum for advisors to voice their ideas or frustration with regards to work. (Business 

Wire Nov 3 2009 ) asserts that management will employ several strategies of “listening and 

responding to employee(s) feedbacks with the aim of having engaged employee(s) in other to 

create a sustainable competitive advantage” (Business Wire Nov 3 2009).  

However, the old team brief was replaced with the “buzz session” in which 4-5 teams come 

together and they are informed about what the company is doing or about to implement. The buzz 

session is usually conducted by a more senior manager with the aid of multimedia facility. At the 

end of the buzz session, feedback is encouraged and I observed that employees at this point will 

not give feedback in the open but will send feedbacks by email to the senior manager. This can be 

anchored to Marchington’s theory (2001:1) when he asserts that, employers will put in place non 

unionised voice types as an alternative to representative employee voice mechanisms to further 

their cause of controlling labour and perpetuating unitarism in the work place and this is made 

possible with increased use by management of electronic technology such as emails and other 

multimedia instruments to articulate and spread its thoughts and strategies to its employees 

(Machington 2001:1). Lastly, the “Let’s talk session” is conducted by senior management from 

the head office (Worcester) to gain first hand from the employees their feelings on any work related 

issue, employees are randomly selected and to “rub minds” with the senior manager.  

80% of respondents  responded yes in the questionnaire when asked if Npower needs to have a 

trade union in the face of these many non-unionised voice initiatives and 90% of respondents 

responded yes when asked if allowed would they tell a union rep of issues concerning them 

irrespective of if they are members or not. When I further asked advisors during the interview 

session the same question, they mostly said they felt more secured with the union in the work place 

as the union will negotiate better pay on their behalf and check line management excesses.  

According to one of the respondents, the union has negotiated benefits over and above what the 

law says in terms of sickness and pay as well have engaged management in writing up the 

capability policy.  According to a management respondent, the union has become more useful 

particularly in this period where management is clamping down on email abuse and poor 

performance. 

However, despite the presence of these non-unionised voice initiatives by management, “XYZ is 

the one of  the worst performing energy company in terms of customer service amongst the 

so called “Big Six” energy supplier” (http://www.consumerfocus.org.uk/energy-help-and- 

advice/energysupplier-performance May 2010).   

http://www.consumerfocus.org.uk/energy-help-and-%20advice/energysupplier-performance%20May%202010
http://www.consumerfocus.org.uk/energy-help-and-%20advice/energysupplier-performance%20May%202010
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Figure 1 

“Consumer Focus has created a proxy for performance. The companies have been ranked on the 

number of cases received by Consumer Direct that were referred onto the suppliers’ dedicated 

handling teams and the cases referred to Consumer Focus’s Extra Help Unit about them in 

relation to their market share on a three month rolling average basis eg Oct = Aug – Oct 

1st indicates best performing company, 6th indicates worst performing company” 

(http://www.consumerfocus.org.uk/energy-help-and-advice/energy-supplier-performance 2010 

Feb) 

Now, this research is not wholly hinging XYZ’s poor performance to the presence of non unionised 

voice mechanisms alone but the poor delivery of these voice mechanisms by ill equipped line 

managers. 90% of managers interviewed strongly agree that the transition from advisors to line 

management and the nonexistent managerial training make most of the line managers unable to 

exhibit people’s management skills towards the employees. This subsequently leads to employees 

showing their resentment by being absent from work as this later translates into poor customer 

service and lack of communication by employees. For 2009, XYZ in one of their Midlands site 

has had an average absence level of 9.9% as against a national average of 4.8% for customer 

service occupations in July 2007-June 2008 (Leaker report cited in Economic and Labour market 

review 2008, Vol 2 No 11 Pg 21). This sits well with the theory that invariably workers in non 

unionised environment will employ the “silent forms of employee voice” such as absenteeism or 

shirking, skiving, sabotage, negative attitude, overtime ban, going slow and labour turnover to 

express their resentment to the industrial relations within the unitarist framework (Benson 2000 

and Hyman 2005). The question is, is XYZ energy company really operating a dual employee 

http://www.consumerfocus.org.uk/energy-help-and-advice/energy-supplier-performance
http://www.consumerfocus.org.uk/assets/1/files/2009/12/Comparison-graph1-Apr1.jpg
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voice regime or is it unitarist at heart seeking to control labour or has the union being reduced to 

just handling disciplinary on behalf of its members. See Table 2 and figure 2 (Source XYZ energy 

company in a Midland site HR).  

 

A Midland Site Attrition Percentages 

2007 – 2009 Table 2 
         

             
             
  Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec Total 

2007 1.1 1.1 1.2 1.5 1.3 1.5 1.0 1.6 2.1 1.5 0.8 1.2 15.9 

2008 1.2 1.7 0.7 0.7 1.1 1.1 1.4 1.7 2.0 1.3 0.7 0.4 14.0 

2009 0.7 0.9 0.7 0.3 0.4 1.2 0.9 1.0 1.8 0.3 1.0 0.7 9.9 
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FIGURE 2 (SOURCE XYZ MIDLAND SITE HR 2010) 

 

Against the foregoing, this does not necessarily make Marchington’s theory a fallacy that firms 

which imbibed the combination of HRM and unionism as voice instruments will have more 

engaged and committed workers. But what the evidence is pointing is that line managers in XYZ 

company are unable to manage non unionised voice mechanisms and as key drivers in the delivery 

of employee voice instruments, they contribute to de-motivating employees. 90% of employees 

interviewed believe most of the line managers are unapproachable and do not have enough 

people’s management skills to earn their trust and respect. The line manager usually might have 

knowledge of the work process but are not able to motivate the employee to higher level of 

performance or extract ideas on improving work processes. It is no surprise that employees who 

are not fully engaged will not give up their ideas which might make XYZ energy company more 

competitive in market place.  Another important factor, which contributes to the poor state of 

employee voice, is the incessant migration or movement of staff from one team manager to 

another. This does not help in creating relationships between the advisors and the line manager; as 

soon as both line manager and advisor settle down to start building a relationship, the employee is 

moved to another team.  

So for the current voice regime to work in XYZ energy company, management must change its 

indices in recruiting its line managers. The ideal manger must have both work process knowledge 

and more people management skills. They must also refrain from moving employees from one 

manager to another; my recommendation is that advisors should stay with a manager for at least 

18 months. Lastly line managers must often be trained on people’s management skills 

 

 

 

 

 

 

 

 


