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ABSTRACT
Many organizations invest significant resources in the recruitment and training of employees to meet its operational demands, and laying off these employees to cut down operating cost has been found to be detrimental to the survival of organization. The overall Research problem is that despite an increase in Downsizing exercise in many business organizations in the world, there is a possibility of employee Downsizing having an effect on the morale of existing employees and even scaring off potential employees. This research attempts to examine the effect of Downsizing on employees’ morale and loyalty in Kam Industrial Limited, Ilorin, Kwara State. The specific objectives of this study were; to examine the significant relationship between Downsizing policy and employee’s morale, to investigate the effect of communication medium on employee loyalty and to establish how loyalty of employees has been affected by change in scheme of work in Kam Limited, Ilorin. The study was carried out through a descriptive survey which was considered the most appropriate to carry the research as it gives in-depth information about this particular issue. The study engaged 85 employees of the sampled industry using simple random sampling technique. Well-structured questionnaires of 5-points likert scale were designed and administered to the respondents using the drop-and-pick method. Quantitative analysis required the use of computer spread sheet hence statistical Package of Social Sciences (SPSS) was used. Responses of closed-ended questions were analyzed electronically by coding. Descriptive statistic, specifically the mean scores and standard deviations were used rate the response behavioral patterns. The results were the presented in form of frequency tables and percentage. From the study, it was found that the Downsizing process which include retirement age (R=0.926; p<0.05), separation benefits(R=0.877;p<0.05) and downsize (R=856, p<0.05) in Kam affected various aspects of surviving employee’s morale.  Also, verbal communication through the union and company magazine have significant effect on employee loyalty (β=0.497, β=0.541; p=0.00<0.05). Other findings revealed that change in working hours and salary structure (β=0.788, β=0.292; p=0.00<0.05) have positive significant impact on employee morale with the exception of promotion exercise (β=0.014; p=0.763>0.05).  The study concluded that the issues of Downsizing are not adequately addressed as evidenced by the results that rates most of the policy low especially the promotion exercise. The management of the Kam Industrial Limited should implemented policy on promotion exercise to complement other existing benefits in order to increase morale and loyalty in the industry.



CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Many organizations have found it difficult to maintain a large workforce due to the continued economic decline. The service of some employees is declared redundant leading to poor morale of the employees in service as a result of job insecurity. Due to economic constraints, most organizations are compelled to make hard decisions of dispensing their human capital as these firms intend to cut their cost with a view to be kept in operation.
Human resource management department of any organization deals with training and development, recruitment, and separation. Separation has to do with employee having his job taken away from him in the organization. This study is concerned with Downsizing, a process of separation. Separation can be due to some factors which can be death, layoff, and retirement. Downsizing is usually related to downsizing programs that play a significant role in the overall process of restructuring an organization.
However, Downsizing is a form of dismissal and its essence is that the employer requires fewer workers in their organization. Whether or not an employee is dismissed, the result is costly in both economic and human terms. Downsizing raises a number of other issues besides cost savings; Downsizing in reality affects all hierarchies of employees, one employee today is expected to produce what three employees once did (Mohammed, 2012). Except for reduction of expenses for the business organization and consequently increase in profits and dividends for shareholders, Downsizing has an impact on the morale of those employees who remain after Downsizing as it causes a survivor syndrome due to lack of sufficient information (Cascio, 1986). As a result, the remaining employees no longer believe in the concept of life time employment. A good number of them are also worried about their ability to cope in their new environment as their jobs have been redesigned. Their fear is that they will be terminated next. Downsizings should be done as the last alternative to reduce costs or make the business more competitive. However, if it is necessary, there is need for early involvement of all stakeholders, proper planning and implementation of Downsizing, effective public relations and managers tuning in on the negative perceptions of workers, (Prahalad, 1994).
Employee morale encompasses the total satisfaction that a person derives from his job, the prevailing atmosphere and the factors that appeal to his individual propensities. It’s a summary of attitudes and feelings that constitute a reserve of physical and mental strength including factors like self-confidence, optimism and a positive mental attitude. Morale is almost like an invisible element which determines the success or failure of an organization (Tephillah, 2014). 
1.2	STATEMENT OF THE PROBLEM
In Nigeria today, job security has rapidly decreased as a result of economic hardship, global economic downturn and financial crisis. In a survey conducted by James (2012), employees ranked job security as the greatest contributing factor to their performance. However, because employees’ Downsizing is unavoidable in the current economic situation in Nigeria, organizations (especially private firms) have embarked on Downsizing exercises over the past few years to cut down the cost of running their operations, which in turn affect the morale of employees (Kolawole, Ajani & Adisa, 2013). Therefore managers in organizations need to understand the conditions under which employees can remain engaged at work and how negative responses to Downsizing can be reduced. 
After a Downsizing exercise, employees who are left behind in an organization are faced with several challenges (e.g. fear of not surviving the next wave of Downsizing exercise, changes in their work schemes, increase in work pressure, etc), especially when the previous Downsizing exercises conducted in the organization are not well handled and/or resulted in unnecessary conflicts. While it will always be difficult to maintain high employees morale and performance during and after a Downsizing exercise, there is likely going to be a better response if the process appears to be based on clear grounds that employees and their representatives contributed to. Also, employees’ commitment to organizational goals may further drop due to the awareness that employees who are retrenched from their organizations are not granted any additional benefits for their years of service to the organization (Mohamed, 2012).
In light of the problems stated above and because organizations invest significant resources in the recruitment and training of employees to meet its operational demands, and laying off these employees to cut down operating cost has been found to be detrimental to the survival of organizations, this research attempts to examine the effect of Downsizing on employees’ morale and loyalty in Kam Industries, Ilorin, Kwara State.
1.3	RESEARCH QUESTIONS
The research questions for the study include:
i. Is there any relationship between Downsizing and employees morale in Kam Industries, Ilorin, Kwara State?
ii. [bookmark: _Hlk14190646]Does communication of Downsizing process to employees have significant influence on employees’ loyalty?
iii. [bookmark: _Hlk14190685]What is the influence of changes in the scheme of work on the morale of Downsizing survivors in Kam Industries, Ilorin, Kwara State?
1.4	OBJECTIVES OF THE STUDY
The main objectives of this study are: 
i. Examine the relationship between Downsizing and employees morale in Kam Industries, Ilorin, Kwara State.
ii. Investigate whether communication of Downsizing process to employees have any significant influence on employees’ loyalty in Kam Industries, Ilorin, Kwara State. 
iii. assess the influence of change in the scheme of work on the morale of Downsizing survivors in Kam Industries , Ilorin, Kwara State

1.5	HYPOTHESES OF THE STUDY
The following hypotheses were tested for the study;
Ho1:	There is no relationship between Downsizing and employees morale in Kam Industries, Ilorin, Kwara State.
Ho2:	Communication of Downsizing process to employees has no significant influence on the employees’ loyalty in Kam Industries, Ilorin, Kwara State.
Ho3:	Changes in the scheme of work has no influence on the morale of Downsizing survivors in Kam Industries, Ilorin, Kwara State.
1.6 	SIGNIFICANCE OF THE STUDY
The study will be relevant for further studies particularly to researchers who may wish to carry out further studies on the related project titles, thereby adding to the already existing body of knowledge. The study will also be used to the general public, human resources managers and business owners for effective human resource management or governance.
1.7	SCOPE OF THE STUDY
The scope of the study was limited to Ilorin, Kwara-State with the main area of focus being Kam Industries.
1.8	DEFINITION OF TERMS
i. Downsizing: This is when an employee’s service is terminated as the organization can no longer provide work for the employee to do. It may also be defined as the cutting down of the number of employees aimed at cost reduction. This cutback of employees is determined by various reasons and is aimed in the long term at improving the quality of service delivered.
ii. Morale: Morale in human resources is defined as the job satisfaction, outlook, and feelings of well-being an employee has within a workplace setting. It is the fusion of employees’ attitudes, behaviors, manifestation of views and opinions all taken together in their work scenarios. It is a way of describing how people feel about their jobs in relation to the behavior they exhibit in the workplace.
iii. Loyalty: It is the state of being attached and devoted to organizations activities. It is defined as employees who are devoted to the success of their organization and believe that being an employee of this organization is in their best interest. It creates a strong link between the employee satisfaction productivity and company profitability.
iv. Downsizing Programs: These are programs which involves the intentional reduction in the size of workforce at all staffing levels, to survive a downturn, improve efficiencies, or become a more attractive candidate for acquisition or merger.
v. Pension Rights: This is defined as the right that someone has to receive a pension from a company or from the government, especially when they stop work at a particular age. According to Cambridge Dictionary, it is the legal position relating to the money someone should receive when they retire.
vi. Cut-Cost: It is defined as actions taken to reduce the amount that is spent on a service or within an organization. It refers to measures implemented by a company to reduce its expenses and improve profitability. It may include laying off employees, reducing employee pay, downsizing to a smaller office or relocating to a less expensive building or working area.
vii. Alternative Work Schedule: It encompasses a variety of options that create workplace flexibility related to how many hours employees work and when and where they work. Flexible work arrangements include scheduling options such as compressed workweeks wherein employees work for stated period of time. It might include telecommuting options or arrangements such as job sharing and part-time schedules.


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
This chapter discussed different reviewed literatures related to this study. The review of literatures was organized under the conceptual framework, theoretical framework, related empirical studies and summary of literature review.
2.2	CONCEPTUAL FRAMEWORK 
2.2.1	 CONCEPT OF DOWNSIZING
Employee relationships are the building blocks for the strategic management of communication between an organization and the external publics. Curtis,(1989), and maintained, “No organizational relationships are as important as those with employees” Schein,(1992), also said, “the first step in promoting positive external public relations is achieving good internal public relations “Nevertheless, it is true that organization’s employee relationships have not been in the spot light of relationship studies. Denga (1987), acknowledged this and said “One of the great invoices in the practice of public relations is our tendency to shortchange the employee and audience in our organization”. Denga noted many organizations paid careful attention to public constituencies but ignored employee publics on the assumption the organization always can count on employee loyalty and commitment.
Employee relationships deserve more attention in today’s business environment because of a unique modem strategy of survival-Downsizing. In today’s competitive market, many companies have found out that staying in business means retrenching. Downsizing has become a way of life as companies seek to transform their operations in order to remain competitive in the world market place. This trend has already swept away American companies during 1990’s, but it’s a brand new shocking strategy in developing countries such as Nigeria where the concept of lifetime employment still exists, Biller, (1980).
The purpose of this study is to find out the effect of Downsizing on employee morale and loyalty. The study also aims to provide a workable application on how to maintain good organization-employee relationship after Downsizing to enhance employee morale. This study is an effort to contribute to a growing body of knowledge on measuring and understanding relationships.
2.2.2	EMPLOYEE PERCEPTIONS REGARDING DOWNSIZING
Wilburn, (1980) found that organizational change is usually resisted due to uncertainty it comes with. Sometimes managers resist such change too, (Behn, 1980).These findings also support Fumiss (1974), when he cites a case of courts in America, which used the chance of cutbacks to get rid of the trouble-makers. Negative perceptions stem from the way Downsizing is designed and implemented. In some instances delay in severance caused by poor record keeping may delay verification by auditors when the employees to retrench are already identified.
Delays in Downsizing may cause a shift in perceptions regarding the intentions and fairness of Downsizing. The retrenches with negative perceptions which stem from poor Downsizing criteria could cause political and social unrest, (Biller, 1980). Brockner et-al, (1992), in their study found out that high job insecurity coupled with high need to work resulted in increased work effort following a lay off.  High job insecurity coupled by low need to work resulted in no change in the level of work effort. Brockner found that the remaining employees’ perception of the fairness of the lay-off process and their attachment to the lay-off victims affected their performance as well as their loyalty to the organization.
2.2.3	 DRIVERS FOR EMPLOYEE DOWNSIZING
Downsizing could have positive aspects. An effective adjustment policy therefore should be associated with high organizational productivity and not strikes. It should be associated with high quality of working life of the employees. Many Downsizing programs have been implemented in Africa, for example in Nigeria. Reports on these programs have not indicated how the immediate impact of Downsizing, especially in terms of immediate work and organizational outcomes has been addressed, Cascio (1986). Namatovu(1993) isolated some of the advantages of Downsizing to include restructuring of jobs and departments, reducing of overstaffing, redundancy and overcrowding, improved performance, discipline, efficiency, training and salary enhancement. Tomasko (1987:59) has pointed out some of the objectives for employee Downsizing as being; lowering prevailing costs, reducing costs beyond salaries is important when retrenching. In some cases this could mean adding more staff to departments that are understaffed and could perform better with a larger staff.
Higher manager morale and greater productivity; by allowing managers to make decisions and reducing the number of, managers with power and individual responsibility is emphasized.
The purpose of Downsizing have been summarized by Greengard, (1993), who states that whether a business is large or small, employee Downsizing may be effected in order to achieve any of the following objectives; to make the business survive downturn, to improve on productivity, to be competitive in the global market, to improve operating profits by reducing the cost of personnel. And according to Tomasko, (1987), the main causes for massive cases of Downsizing in various business organizations have been due to; reduced demand for the business organization’s products or services, financial losses in some of the businesses, organizational or business merging and bankruptcy.
2.2.4 	STRATEGIES OF DOWNSIZING
Downsizing Strategy is adopted when an organization aims at reducing its one or more business operations the view to cut expenses and reach to a more stable financial position.
Appropriate skills, strategies and tactics are needed in implementing and managing Downsizing. This is partly because Downsizing implies organizational change and change is normally resisted. Biller,( 1980), highlights some of the tactics used in carrying out Downsizing as : indicating that there are no losers or winners not a favoritism for special categories of people who will win all the time, advancing general reasons for cutbacks , preference of some across the board cut that increase fairness and legitimacy, concentrating on incentives especially for those who remain having open minded management which is innovative and involving customers in the search for ideas and problems to solutions.
In short having a corporate strategy is important for successful implementation of Downsizing, (Behn, 1980). Having corporate strategy for example, ensured successful Downsizing and restructuring of the shipping and ship building industry in Sweden during the crisis of 1970’s.Behn, (1980), indicated that to make Downsizing work, there are basic responsibilities of cutback management which include deciding what to cut, maintaining morale, avoiding mistakes, developing support of key constituencies or stakeholders, creating opportunities for innovation, attracting and keeping quality people. According to him Downsizing has stages. These are assessing economics needed to carry out Downsizing, taking performance criteria, creating incentives for cooperation and being compassionate to the stakeholders. Behn, (1988) says that managers should maintain productivity. Downsizing is dependent on leadership and management. 
i. Turnaround Downsizing Strategy
Turnaround Downsizing Strategy is followed by an organization when it feels that the decision made earlier is wrong and needs to be undone before it damages the profitability of the company. It involves backing out or retreating from the decision wrongly made earlier and transforming from a loss making company to a profit making company.
Now the question arises, when the firm should adopt the turnaround strategy? Following are certain indicators which make it mandatory for a firm to adopt this strategy for its survival. These are; continuous losses, poor management, wrong corporate strategies, persistent negative cash flows, etc.
ii. Divestment Downsizing Strategy
Divestment Downsizing Strategy is used by businesses when they downsize the scope of their business activities. Divestment usually involves eliminating a portion of a business. Firms may elect to sell, close, or spin off a strategic business unit, major operating division, or product line. This move often is the final decision to eliminate unrelated, unprofitable, or unmanageable operations.
iii. Liquidation Downsizing Strategy
The Liquidation Strategy is the most unpleasant strategy adopted by the organization that includes selling off its assets and the final closure or winding up of the business operations. It is the most crucial and the last resort to Downsizing since it involves serious consequences such as a sense of failure, loss of future opportunities, spoiled market image, loss of employment for employees, etc

The firm adopting the liquidation strategy may find it difficult to sell its assets because of the non-availability of buyers and also may not get adequate compensation for most of its assets. The following are the indicators that necessitate a firm to follow the strategy; Failure of corporate strategy, continuous losses, obsolete technology, poor management, etc.
According to Bennet, et-al, (1994) employee Downsizing process may be done by use of one or several of the following techniques and strategies. They are;
i. Attrition; this is the normal reduction of the workforce caused by employees leaving the organization for reasons of retirement, death or resignation. This method is relatively painless and effective.
ii. Hiring freeze; this is temporary stoppage of employee recruitment. A hiring freeze either total or partial is a human resource strategy used by nearly every retrenching organization. This strategy may be sufficient in it if normal attrition is substantial and the total Downsizing requires modest and can take place over an extended period.
iii. Early retirement; this is a strategy whereby employees are allowed to retire with either full or reduced pension benefits at earlier than the normal retirement age.
iv. Buy-out incentives; this consists of offering a lump some payment to encourage employees to leave voluntarily; such incentives encourage attrition of those who are not eligible for either early or regular retirement.
v. Involuntary separation (layoffs); this is a Downsizing policy where an organization retrenches her workforce without the workforce’s consent.  
vi. Leave without pay: This is a strategy whereby employees are encouraged to take a leave of absence without pay with reduced benefits, but with a guarantee of being able to return to the job at the end of the designated period.
vii. Pre-retirement transition leave; Employees who are within two years of retirement eligibly can reduce the work week by as much as 40%. Pay is reduced accordingly but their pension and benefits payments and insurance coverage continue at previous level.
According to Cameron (1994, 1998), the way Downsizing is implemented is more important than the fact that it is implemented. He sighted out three approaches to Downsizing that are:
· Workforce reduction strategies- these are basically focused at reducing headcount and are usually implemented in a top-down, speedy way. The problem with the strategy is that it becomes difficult to predict exactly who will be eliminated and who will remain.
· Work redesign strategies- the strategy aims at reducing work (in addition to or instead of reducing the number of workers) through redesigning tasks, reducing work hours and merging units.
· Systematic strategies- at greater extent this focuses on changing culture, attitude and values. It does not only focus on reducing the workforce.

There are various ways through which Downsizing exercise can be carried out. The most common ways are through the following which are;




· Natural Attrition/Wastage:
This is the most preferred method the most positive and humane method to reduce the workforce. It is seen as a way of giving employees a choice on whether to leave or to stay at work, which reduces the potential for conflict and employees’ feelings of powerlessness.
· Voluntary Redundancy
Employers mostly prefer this method when downsizing though there are some concerns that it is expensive as employees with long service find it attractive while the best workers leave because of demand on their skills on the other hand the poorer employees stay because they are less marketable. Hardys’s (1987) research suggests the reverse actually occurs in practice where marginal performers are more likely to take up voluntary redundancy packages because of either disillusionment with the job or the fear of dismissal without any financial cushion at later date. (Pg303)
One of the main advantages of this method is that at least employees are given a choice and this destigmatizes the loss of job. Although voluntary redundancy is much preferred to compulsory, unions sometimes see it as selling jobs (Barrar and Sullivan, 1988). 
· Compulsory Redundancy
This is based on managerial decision-making that gives the employers the opportunity to design and implement criteria based on business needs. In this method the employee is not given a choice on his departure. Normally it is a last resort strategy for employers and is the least acceptable by employees.
· Early Retirement
This method is used alongside other methods of workforce reduction although it is also sufficient to generate the required cuts. Early retirement is seen less as a method of Downsizing and more as a way of avoiding it (Casey, 1992:426). This method differs with the others in that employees opting for early retirement are less likely to seek to re-enter the workforce.


· Ill-Health retirement
This method is used as a result of long-term sickness. A common argument is that this is a consequence of intensification of work and associated increases in stress levels leading to long-term sickness.
Effective communication is essential at all levels of the Downsizing process. If it is improperly handled, Downsizing can demoralize retained workers who fear future loss of their own jobs. The employees must understand the corporate strategy and role they play in it. Breaks in communication are seen as sinister and lead to rumors (Kettley, 1995). Reduction of middle management layers will require lower level employees to make decisions previously made at higher level.
According to Sims& Sims (1994) any firm preparing to retrench its workforce is faced with the issue of successfully overcoming human resistance to change. Downsizing implies massive organizational changes, and it is human tendency to resist these changes.
2.2.5	COST AND BENEFITS OF DOWNSIZING
Downsizing has attracted different interpretations and effects (Standing and Tolkman, 2001:12). It cost and benefits depending on how it is manage. The conceptual model shows that the need for Downsizing (for example, of an oversized organization) leads to planning and then implementation of the exercise. Implementation may result in positive or negative consequences and this has implications for employees who are retrenched and those who stay on their jobs. Downsizing has implications for both organizations and country. Feedback about Downsizing effects is necessary whether the effects are positive or negative. Particularly, corrective feedback on consequences is necessary to improve subsequent steps and future Downsizing exercise. Positive impact implies that the Downsizing exercise is likely to achieve its main objective, which is improved quality of service delivery.
2.2.6	ADVANTAGES AND DISADVANTAGES OF DOWNSIZING
The major advantages of Downsizing include an effective adjustment policy, and should therefore be associated with high organization productivity and not strike (Cascio, 2002:52). It should also be associated with high quality of work life of the employees. Many Downsizing programs have been implemented in Nigeria but report shows that these programs have not indicated how the immediate impact affects especially in terms of immediate work and organizational outcomes have been addressed (United Nations, 1999). 
Some said that organizational performance and innovation increase as a result of Downsizing and reflected to improve service delivery, (Namatovu, 2000:64), isolated some of the advantages of Downsizing to include;
a. Restructuring of job and departments 
b. Reducing of over-staffing 
c. Reducing redundancy and overcrowding 
d. Improved performance 
e. Inculcating discipline and efficiency in workers 
f. Bringing innovation, training and allowances and salary enhancement
In its disadvantages, (Levine, 2000:3), found that Downsizing resulted in fiscal stress and human resources shrinkage that caused many difficult problems for workers and individual government managers. These problems are caused by methods used by managers to cope with Downsizing. The major problem is decrease of human resources that result from cost cutting measures, which bring lower standard of living and abject poverty, loss of skills, energy, morale commitment, physical and mental health degradation, that results from employees withdrawing physically and emotionally. Detrimental also caused reduced co-operative attitudes, greater fear and distrust; poor communication, lowered performance goals, restriction of production and increased turnover. (Biller, 2000:14), is of the view that organization costs increases as a result of Downsizing due to the package grant on Downsizing and catering for the needs of re-training those retained by the organization. (Cascio, 2002:52), support this view by saying that although lay-offs are intended to reduce the costs, some costs like the severance package, out-of-placement benefit, pension and administrative processing costs may increase. It seems the short run but even the long run; its achievement may be bleak. The retained workers become more productive and if the productivity theory of wage rules, the wage goes up pushing the wage bill up (Levine 2001:2). 
Downsizing may create demoralization, dampen organization productivity and increase voluntary Downsizing, discourage the organization’s most talented and productive employees who will end up leaving the organizations (Hehn,2001:11) and ( Tolkman, 2004:12) warn that the introduction of voluntary Downsizing arrangements may impose considerable financial burden on the organization. (Wilburn and Worman, 200:13) says that Downsizing threatens one’s faith in the value of contribution to the organization and sense of control over the future. Downsizing causes industrial unrest. (Biller, 2000:14), notes that people whose status, income and future are dependent on the programs that employ them will
Inevitably resist the change. This is further enhanced by trade unions, which resist un-called-for layouts. (Wilburn and Worman, 2000:14), says that further resistance may come from members of management who have spent time developing policies and programs and whose end may not be seen. Innovation might be dampened because of Downsizing (Biller, 2000:14). (Denga, 2001:4), states Downsizing of workers, inflamed psych-social problems, for example reduced self-esteem, general irritability, stomach ulcers, tendency to commit crime, high blood pressure, heart disease, financial emaciation and depression. Such stressful evens are not limited to low cadre employees, managers and senior officers are equally adversely affected. For example, (Burke, 2000:11), found that contemporary sources of stress both managerial and professional include organizational Downsizing, decline and future job ambiguity and insecurity. The above findings support the work of (Curtis Russell, 1999:8), who investigated responses of administrators and lower personnel of Downsizing in public service and concluded that administrators’ responses about events leading to cutbacks have been reactive activities that centralize, formalize and increase downward communication and defectiveness.

 
2.2.7	EMPLOYEES’ MORALE AND LOYALTY
Employee morale is a decisive factor in organizations. Employee morale has been a matter of broad social research, which intended to establish aspects of work associated with high or low employee morale. Hetherington (1997) stated that major studied areas include supervision, remuneration, the job itself, company and relationships with other colleagues. Gini (2004) said that leader’s behaviors and actions reveal leadership and subordinates perceiving undesirable actions by their leaders as acceptable may damage the status of the organization and the people. Forret and Love (2008) explained morale in two different states of directions as either being high or low.
On the other hand, Employee Loyalty can also be best described in terms of a process, where certain attitudes give rise to certain behaviors (intended or actual). There have been major changes in the business world and the workforce in the last couple of decades. In the past, once hired an employee believed it was a life time job and managers expected their unstinted loyalty to the enterprise. Similarly, workers used to be devoted to their employer. This image of employment loyalty has gradually changed with the advent of “globalization” when employees began to face restructuring, company relocations, and downsizing. Employers ‘broke the rules’, mutual obligations are reconsidered, life time employment and devotion is no longer expected, job-hopping is considered to be a normal phenomenon, and people are constantly striving for higher salaries or better working conditions.
Employee Loyalty had become more difficult to obtain and give in the work place. Employees Loyalty seems like a quality that's becoming increasingly harder to find, whether it's employee loyalty to a company or consumer loyalty to a product. In the past, employees believed when they were hired by a company that they would be with that company until they retired. Starting in the 1980s as companies sought to increase profits; workers' perceptions of lifetime employment were shattered by corporate downsizing, company relocations to other states or countries and static wages.
Employees Loyalty has two dimensions: internal and external. Loyalty is, fundamentally, an emotional attachment. The internal dimension is the emotional component. It includes feelings of caring, of affiliation and of commitment. This is the dimension that must be nurtured and appealed to. The external dimension has to do with the way loyalty manifests itself. 
2.2.8	DOWNSIZING VERSUS EMPLOYEES MORALE AND LOYALTY
It is evident that Downsizing will have a substantial impact on the workers both the affected and those retained. However, the effect can be much more widespread, those employees who are left behind and officers who deal with the Downsizing exercise can be affected by the process, especially if it is badly handled and creates unnecessary conflict. A poorly executed Downsizing process can lead to loss of productivity, low morale and loyalty decreasing economic performance (Bentlely, 2005:17). While it will always be difficult to maintain employees’ morale and loyalty during Downsizing exercise, there is likely to be better response to a process that appears to be based on clear grounds that employees and their representatives can understand and contribute towards (Bentley, 2005:17). 
Although the effects of downsizing are most acutely felt by the workers and their immediate families, a large-scale Downsizing can have significant impacts on the nation’s economy because it leads to an increasing rate of unemployment and cripples local business, affects dependents on patronage of workers and their families, which can be hard hit as well. Socio economic impacts can be especially severe on the employees who have grown dependent on the service, not only for their livelihood but also for social services and facilities such as health care, housing, education, sanitation, water supply, electricity, and maintenance of the transports and communications infrastructure. Every country has basic national rules for dealing with collective job losses and reorganization (Biller, 200:14). An important aspect of developing and implementing a Downsizing plan is ensuring compliance with national laws and the term of collective bargaining agreements. Minimizing the legal risk is an important factor to bear in mind from both a financial and reputational perspective. Key aspects of it in this regard include severance payment to individual employees and the nature of consultation carried out with trade unions and other stakeholders (Bentley, 2005:17). An organization’s risk of being sued for discrimination, unfairness, or a range of other causes is such higher if the rationale behind selecting a particular individual over another cannot be explained and justified. 
A number of factors lead to high workers’ principal among them which is security of the job; even minimum work force after Downsizing may not maximize its productive capacity in the absence of security of tenure, for workers may feel alienated and thus show a bad attitude towards the progress of the establishment, and even life in fear (Wendell 1999:98). Also according to (Obidiegwu, 2001: 19), moral has to do with the disposition or mental state, which causes a man, or body of people to face an emergency with spirit fortified and unflagging zeal while loyalty can be best described in terms of a process, where certain attitudes give rise to certain behaviors (intended or actual) which had led to changes in the business world and the workforce in the last couple of decades.. He maintained that security of employment if tied to moral and any organization, which does not guarantee security of employment of its workers, can never hope to obtain high productivity and efficiency. A worker who knows that his permanency in his work place is not guaranteed behaves like a visitor to the department and takes time off frequently to look for alternative employment, and while he takes time off, his job suffers. 
2.2.9	FACTORS INFLUENCING DOWNSIZING
Downsizing is a canker worn that have eaten deep into the fabric of the country’s economic stability and it stand to increase the rate of unemployment and standard of living of those affected with their dependants. It is influenced by some factors which gives the organization the reason to embark on Downsizing exercise. Those factors are;


i. Retiring age and Service Year:
Many workers face Downsizing exercise because they reached their retiring age or year of service in their various organizations. According to the Federal government circular (1998:2) at all events, an officer on whatever grade shall be deemed to have retired from the service with effect from the date he or she attained the age of 60years or has putting in 35years in the service. In this case, there is every justification for the retirement of such worker, but in the cause of Downsizing many near the age of retirement but not yet due are mostly affected. 
ii. Misconduct:
Misconduct is defined as a specific act of serious wrong doing susceptible of investigation and proof. It includes; 
a. Willful act or omission or general misconduct to the scandal of the public or to the prejudice of discipline and proper administration of the government, e.g. corruption, dishonesty, drunkenness, false claims against government, foul language, insubordination, negligence, falsification or suppression of records, and failure to keep record etc;
b. Conviction for criminal offences (other than a minor traffic or sanitary offence or the like; cases of doubt should be referred to the public service commission for guidance); 
c. Financial embarrassment; 
d. Engaging in political activities; 
e. Absence from duty without leave; 
f. Engaging in trade or business without authority;
g. Disobedience of lawful order, such as a refusal to proceed on transfer or to accept posting;
h. Disclosure of official information; 
i. Action prejudicial to the security of the state

iii. Redundancy:
Redundancy has been seen as a state or un-needed or surplus workers as a result of recession or the introduction of new strategies or technology such as computer, new machine, etc in the organization. One of the reasons for Downsizing of workers in any organization has been adduced to surplus workers for few jobs especially in the public service (Onwudiegwu, 2002)
According to (Adebayo, 2003:32), the government inundated the public service with personnel which were surplus to requirement on an unprecedented scale and this made the task of management virtually impossible… no matter whether the work is there or not, carpenters, bricklayers, and other artisans abandoned their hard work and flock into the public service as messengers, gardeners, and night watchmen; four to six people engaging on the work being done by one man. In this case, who is to be blamed for redundancy, the employer or the employee? This situation had very adverse consequences on the public service, for where ten people are employed to do the work of four workers. It runs counter to every principle of management. When labor is not related to cost and production, it lowers the morale and destroys discipline (Adebayo, 2003:32). In the finale analysis efficiency is severely impaired.
2.3	THEORETICAL FRAMEWORK
This study is guided by two theories which are; Sigmund Freud Psychoanalytic theory (19th Century) and McGregor Theory X and Y (1960).
2.3.1	SIGMUND FREUD PSYCHOANALYTIC THEORY
This theory was developed by Sigmund Freud in the late 19th century. According to him, the mind can be divided into two main parts: The conscious mind which includes everything that we are aware of. This is the aspect of our mental processing that we can think and talk about rationally. A part of this includes our memory, which is not always part of consciousness but can be retrieved easily at any time and brought into our awareness. Freud called this ordinary memory the preconscious. The unconscious mind is a reservoir of feelings, thoughts, urges, and memories that outside of our conscious awareness. Most of the contents of the unconscious are unacceptable or unpleasant, such as feelings of pain, anxiety, or conflict. According to Freud, the unconscious continues to influence our behavior and experience, even though we are unaware of these underlying influences.
This theory is suitable for the study because what a employees experiences at work may have significant influence on his/her behavior. Unpleasant experiences like Downsizing may be repressed and suppressed which might consequently affect the way the employees behave and perform in their workplace.
2.3.2	MCGREGOR THEORY X AND Y
This theory was developed by Douglas McGregor in his book “Human Side of an Enterprise” in 1960. In his work he attempted to apply the implication of the work of Maslow, Taylor and Herzberg to what business do. He contrasted two set of assumptions about employees attitude to work which he argued that managers fall into two categories either theory X or Y.
Theory X managers believed that employees are essentially and inherently lazy, work just for money, and depict the “Economic man” which is a characteristic of scientific management. Theory X manager categorized employees to be lazy and dislike work, motivated by money, lacking ambition, selfish and require coercion thereby leading to autocratic leadership style, Traditional tall organizational structure, Centralization of decision making process and also stressing on the extrinsic motivational factor.
The theory Y focuses on the higher levels needs of Maslow’s hierarchy in which employees essentially enjoy work and are committed and enjoy responsibility. Theory Y categorized employees as being able to take responsibility, independent and flexible, and also creative in their right working environment.
Furthermore, theory X is significant to this study and was adopted for the purpose of this study based on the suitability of the assumptions and principles of the theory that workers do not like to work, lazy and they are forced to perform their responsibilities. Due to this reason, there is a need for replacement of workers in the organization which leads to Downsizing of workers in the organization
2.4	EMPIRICAL FRAMEWORK
Levine, (1984) examined Downsizing, human resources erosion and the roles of the personnel managers in the organization and found that Downsizing resulted in fiscal stress and human resource shrinkage that caused many difficult problems for government managers. These problems were caused by methods used by managers to cope with the need to retrench. The major problem is decrease in human resource that results from cost cutting measures which brings loss of skills, energy, morale, loyalty, physical and mental health degradation that results from employees withdrawing physically and emotionally. Detrimental also cause reduced co-operative attitudes, greater fear and distrust, poor communication, lowered performance goals, and increased turnover.
Also, Ogbechie (2015) examined the socio-economic effects of Downsizing on retrenched individuals, their families and the society at large across the civil service, banking and the manufacturing sectors in Nigeria using descriptive statistics and Hotelling’s T-squared test F-statistics. It was found that the retrenched employees were not equipped with the skills to enable them face unforeseen challenges after Downsizing. The study also revealed that Downsizing has detrimental effects on families and the society.



CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
This chapter presents the procedures that were used in the study. The chapter focuses on research design, location of the study, target population, sample strategy, sample size, research instruments, and data collection techniques and data analysis.
3.2	RESEARCH DESIGN
Heppner et al (1992) described a research design as a plan or structure for an investigation or a list of specifications and procedure for conducting and controlling a research project. Alternatively, it can be described as a matter plan which indicates the strategies for conducting a research. The research method adopted in any research is dependent on the nature and objectives of the study. This study applies a descriptive survey method to achieve the objectives of the study; through which the observation of the dependent and independent variables. Since the study is on the effect of Downsizing on employee’s morale and loyalty, the use of questionnaire was adopted. The questionnaire was structured and the selection of respondents was on the sampling method.
3.3	POPULATION OF THE STUDY
Mugenda and Mugenda (2003) defined population as the entire group of individuals, events or object having common observable characteristics. Population refers to the whole group of people, events or object that a researcher wishes to investigate (Sekaran, 2003). According to the business dictionary, population refers to all elements, individuals or units that meet the selection criteria for a study and from which a representative sample will be taken from for a detailed examination. The study covers a population of 85 skilled and unskilled staffs of Kam Industries in Ilorin.
3.4	SAMPLING SIZE AND SAMPLING TECHNIQUE
Mugenda and Mugenda (2003) defined sampling as the process of selecting a number of individuals for a study in such a way that the individuals selected represent the large group from which they were selected. The sample size of the study is of a situation whereby some parts of the population were randomly selected to make sure that everybody have the chance of been selected. The sample size for this study was the same as the total population of the study due to the limited number of people in the organization. Therefore, the sample size was 85 employees 
Kothari (2007) defines sampling design/technique as a definite plan for obtaining a sample from the sampling frame. The researcher used simple random sampling technique to ensure that respondents were systematically selected without bias. This method of sampling involved giving a number to employees in Kam Industries Ilorin, selecting required numbers among them as per sample size using random sampling method.
3.5	METHOD OF DATA COLLECTION
The data used for this study was obtained specifically from the primary source. The primary data were obtained from the use of structured questionnaire which were administered to obtain information from the respondent. 
3.6	INSTRUMENT OF DATA COLLECTION
The instrument used in the study is the questionnaire. The questionnaire will be well structured; it is structured into two sections. The first section is to obtain the bio data information from the respondents and the second section is in relation with the study objective, question and hypothesis, which is to elicit information regarding the effect of Downsizing on Employees Morale and Loyalty. The questionnaire was based on the Resin likert attitudinal scale of study. The questionnaire was coded in a five point Likert scale format. The code are as follows: Strongly Agree (5), Agree (4), Undecided (3), Disagree (2) and Strongly Disagree (1).
3.7	METHOD OF DATA ANALYSIS
The research was carried out by the use of a questionnaire. The questionnaires were collected and sorted to eliminate those with errors and the incomplete ones. The study employed descriptive statistics in the analysis of data. The process of analysis then proceeded whereby frequencies, percentages and charts were generated using a statistical package for social sciences (SPSS), software programme. This was done to explore the relationship between dependent and independent variables. In addition, the study was conducted by use of multiple regression analysis. The regression equation was:
Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + ε
Where
Y= the Dependent Variable (Employee Morale and Loyalty)
X1= Skill Variety
X2= Task identity
X3= Task Significance
X4= Autonomy
X5= Feedback
While β1, β2, β3, β4 and β5 are coefficients of determination and
 ε is the error term.
3.8.	HISTORICAL BACKGROUND OF THE STUDY
Kam Industries (NIGERIA) LIMITED a wholly owned indigenous company, was registered in 1997 under the companies and Allied Matter Act(1990) of Nigeria as a manufacturer of steal product such as roofing nail, cooper nails, British reinforcement concrete (BRC) mesh wire and binding wire.
   	The company started its manufacturing operation in 1997 with a few nail cutting machine at a noble location on Asa-Dam road, Ilorin with three members of staff as operators. At the inceptions, the incumbent Vice Chairman /CEO Alhaji Kamoru Yusuf was the company’s engineer from its humble beginning as a manufacturing company. kam industry has grown into one of the largest privately owned steel production company added new products profile such as woven sacks shopping bags and nylons. KAM industry (Nigeria) limited is the only 100% indigenous steel and allied manufacturing company in Nigeria. In 2011 the company establishes its FIRST DEEP GALVAZING LINE of 36, 000mtpa for galvanized roofing sheets complete with all the facilities of people forming and cut to length machines.
    The following year, Kam Industries commenced the constructed of the phase II of an ULTRA MODERN STEEL COLD ROLLING MILL COMPLEX of 150, 000mtpa comprise of 6-High reversing cold rolling mill, push-pull picking line. CNC Roll Grinding, Rewinding line, 2 ultra-modern Galvanizing lines of 120 RPM, cut to length, corrugating station, water complex etc. 
	In 2014, the 150, 000mtpa capacity cold roll steel mill complex was completed as designed producing finished products is for premium high end roofing sheet. 
	Company commanded exploration activities towards the construction and development of world class 1.5million MTPA integrated liquid steel complex in Oshokoshoko, Kogi  State, Nigeria relevant permits for mines exploration have been obtained all necessary laboratory analysis  are currently on-going in Australia and Bureau veritas laboratories, Canada in with global rated JORC standard. EPC contractor has been secured. Finding arrangement is in progress. Completion of the integrated mill is scheduled for December 2018. Production output shall be: Hot Rolled Coils Steel Bars, steel plates and steel wires. Company commenced constructed and development of 100, 000mtpa steel melting shop 1 rolling mill in Gimba Oja, Kwara State. The mill shall produce wine rods and mar reds.
	Wire Rod is a Central Bank of Nigeria non valid for forex item. Wine Rod products market is highly elastic with guaranteed off-takes.


CHAPTER FOUR
ANALYSIS AND INTERPRETATION OF DATA
4.1 INTRODUCTION
This chapter focuses on the responses rate of returned questionnaires, demographic information of the respondents, data presentation, analysis and interpretation. However, it is important to state that hypotheses were tested at 5% level and the results are presented in tables while discussions and findings were drawn.
4.2 DATA PRESENTATION AND ANALYSIS
DEMOGRAPHIC INFORMATION OF RESPONDENTS
This section deal with the demographic information of the respondents who constitute the skilled and unskilled employees of the Kam Industrial Limited Ilorin, the demographic information helped to establish the relationship between the gender, age, education level, employees experience and the morale. Those employees who have worked for a long time within the organization provided detailed information for the study.
4.2.1. GENDER DISTRIBUTION OF THE RESPONDENTS
	Table 4.2.1: GENDER

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	MALE
	48
	56.5
	56.5
	56.5

	
	FEMALE
	37
	43.5
	43.5
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
The gender characteristics of the respondents indicates 80 (63%) of respondents were males and 47 (37%) of respondents were females. The data showed that majority of respondents were males. This finding shows that 30% constitutional gender rule has been strictly followed by the industry under this study. This enhances employees’ loyalty and morale for constituted industrial gender balance with narrow margin between male and female in the selected industry.
4.2.2. AGE DISTRIBUTION OF THE RESPONDENTS
	Table 4.2.2: AGE

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Under 25 years
	18
	21.2
	21.2
	21.2

	
	26-35 years
	52
	61.2
	61.2
	82.4

	
	36-45 years
	10
	11.8
	11.8
	94.1

	
	46 years and above
	5
	5.9
	5.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
Table 4.2.2 presents the results of the respondent’s age. It is clear that the majority of respondents, 52(61.2%) were in the age range of 26-35 years, this was followed by  18(21.2%) of respondents in the age brackets below 25 years, followed by 10(11.8%) in the interval age of 36-45 years while the least in the age distribution was 46+yearswhich was represented by only 5 (5.9%). This meant that the majority of respondents (who took part in the study) were aged between 26 and 35 years. This age bracket indicated the active working age economically recommended in industrial workplace in the selected area. This equally enhances employee commitment and morale in the sampled industry.

4.2.3. EDUCATION LEVEL OF THE RESPONDENT
	Table 4.2.3: EDUCATIONAL_QUALIFICATION

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	NCE/OND
	14
	16.5
	16.5
	16.5

	
	First Degree
	50
	58.8
	58.8
	75.3

	
	Master
	11
	12.9
	12.9
	88.2

	
	PHD
	5
	5.9
	5.9
	94.1

	
	Others
	5
	5.9
	5.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
Table 4.2.3 presents the results of the sampled distribution by education level. Results show that the majority of respondents 50 (58.8%) were degree holders followed by 14 (16.5%) holders of OND/NCE certificate, 16 (18.8%) were holders of second degrees and a negligible 5 (5.9%) representing holders of other certificates like business related courses. This implies that most of the respondents were in a good position to give a very fair assessment of the Downsizing and employee’s loyalty and morale in the selected industry based on their literacy level.





4.2.4. LENGTH OF SERVICE OF THE RESPONDENTS
	Table 4.2.4: WORKING_EXPERIENCE

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less than two years
	22
	25.9
	25.9
	25.9

	
	3-5 years
	51
	60.0
	60.0
	85.9

	
	6-10 years
	7
	8.2
	8.2
	94.1

	
	11 years and above
	5
	5.9
	5.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024

The study equally examined the length of service of selected employees in the industry. The results show that majority 51 respondents representing 60% have been in the industry between the periods of 3 to 10 years while 22 respondents representing 21.1% have been working in the industry for less than 2 years. It was also found that, 7 respondents representing 8.2% have been working in the selected industry between 6-10 years while 5 respondents representing 5.9% have versatile industrial experience of 11 years above. This implies that the relative exposure of selected respondents in industrial Downsizing process and procedures is high due to their wealth of experience in the field. This gives the study a strong footing on perceived influence of Downsizing on employee morale and loyalty in the sampled industry. Also, the considerably long period of working experience is enough to provide significant information concerning industrial Downsizing procedures and employees’ loyalty.


4.2.5. DEPARTMENTAL SECTION OF THE COMPANY
	DEPARTMENT_OF_RESPONDENTS_IN_THE_COMPANY

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Distribution
	12
	14.1
	14.1
	14.1

	
	Store
	13
	15.3
	15.3
	29.4

	
	Production
	31
	36.5
	36.5
	65.9

	
	Marketing
	10
	11.8
	11.8
	77.6

	
	Purchasing and Supplies
	14
	16.5
	16.5
	94.1

	
	Others
	5
	5.9
	5.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
The study equally examined the departmental section of the employees in the industry. The results show those majorities 31 respondents representing 36.5% were in production department, 14 respondents representing 16.5%, 13 respondents representing 15.3% were in store department, 12 respondents representing 14.1% were in distribution, 10 respondents representing 11.8% were in marketing while 5.9% were in other departmental unit of the industry. This implies that more employees were selected in production department than other department. The majorities in production would be able to provide objective responses regarding Downsizing and morale in the sampled industry.





4.3 Data Analysis According to the Research Questions
RQ1: Is there any significant relationship between Downsizing and employees’ morale in Kam Industries, Ilorin Kwara State?
	Table 4.3.1: My organization retrenches employees when there is a need to downsize its staff

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	12
	14.1
	14.1
	14.1

	
	D
	15
	17.6
	17.6
	31.8

	
	U
	13
	15.3
	15.3
	47.1

	
	A
	29
	34.1
	34.1
	81.2

	
	SA
	16
	18.8
	18.8
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024

This question was sought to investigate whether the employees in the organization were made efficiently but smaller in size through Downsizing. 31.8% of respondents disagree that the organization retrenches employees when there is a need to downsize its staff. 15.3% of respondents neither agreed nor disagreed, while 52.9% of respondents disagreed on the opinion. This means that the employees in the organization were made smaller but efficient in service’ delivery through Downsizing. This increase morale and commitment in the selected organization.



	Table 4.3.2: Employees are sometimes retrenched with separation benefits as a compensation for their services

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	19
	22.4
	22.4
	22.4

	
	D
	25
	29.4
	29.4
	51.8

	
	U
	7
	8.2
	8.2
	60.0

	
	A
	21
	24.7
	24.7
	84.7

	
	SA
	13
	15.3
	15.3
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether Downsizing benefits were given to employees as a means of compensation. 51.8% of respondents disagreed that the organization retrenches employees when there is a need to downsize its staff. 8.2% of respondents neither agreed nor disagreed, while 40% of respondents agreed on the statement. This means that more than halves of the respondents conceded that compensation benefits were not sometime given to the retrenched employees in the sampled industry.






	Table 4.3.3: There is maximum number of years an employee can spend with Kam Industries, after which retirement is mandated.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	27
	31.8
	31.8
	31.8

	
	D
	17
	20.0
	20.0
	51.8

	
	U
	8
	9.4
	9.4
	61.2

	
	A
	16
	18.8
	18.8
	80.0

	
	SA
	17
	20.0
	20.0
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether the sampled industry has a good standing policy to mandate Downsizing in their term of service. 51.8% of respondents disagreed that maximum number of years spent by an employee in the service were not specified in the mandatory retirement policy instituted by the selected organization. 9.4% of respondents neither agreed nor disagreed, while 38.8% of respondents agreed on the statement. This means that more than halves of the respondents conceded that that most Downsizing exercises carried out in Kam are based on the incompetence of workers and their disloyalty to authorities and not on compulsory retirement age and years of service. This explain why compensation benefits were not sometime given to the retrenched employees in the sampled industry as indicated by majority of respondents in table 4.3.2


	Table 4.3.4: Conditions under which employees can be retrenched have been stipulated in the company’s terms of employment.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	8
	9.4
	9.4
	9.4

	
	D
	14
	16.5
	16.5
	25.9

	
	U
	8
	9.4
	9.4
	35.3

	
	A
	37
	43.5
	43.5
	78.8

	
	SA
	18
	21.2
	21.2
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether the Conditions under which employees can be retrenched have been stipulated in the company’s terms of employment. 25.9% of respondents disagreed that the conditions and term of service were orderly stipulated in the policy of the company Downsizing procedures. 9.4% of respondents neither agreed nor disagreed, while 64.7% of respondents agreed on the statement. This means that more than two-thirds majorities conceded in the claim that most Downsizing exercises carried out in Kam meets the conditions and term of service stipulated in the company policy. 





	Table 4.3.5: Downsizing programmes of Kam Industries affects the morale of employees who survive Downsizing exercises.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	12.9
	12.9
	12.9

	
	D
	5
	5.9
	5.9
	18.8

	
	U
	15
	17.6
	17.6
	36.5

	
	A
	22
	25.9
	25.9
	62.4

	
	SA
	32
	37.6
	37.6
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether Downsizing programmes of Kam Industries  affects the morale of employees who survive Downsizing exercises.18.8% of respondents disagreed that Downsizing do not in any way increase the morale of employees after the exercise.17.6% of respondents neither agreed nor disagreed, while 63.5% of respondents agreed on the statement. This implies that more than two-thirds majorities conceded in the claim that most Downsizing exercises carried out in Kam were used to correct disloyalty and incompetent of workers in the company policy.







RQ2: Does communication of Downsizing process to employees have significant influence on employees’ loyalty?



	Table 4.3.6: Planned Downsizing exercises are communicated to employees prior to the exercise in this organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	12
	14.1
	14.1
	14.1

	
	D
	10
	11.8
	11.8
	25.9

	
	U
	17
	20.0
	20.0
	45.9

	
	A
	28
	32.9
	32.9
	78.8

	
	SA
	18
	21.2
	21.2
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to establish the extent to which communication process of planned Downsizing increase loyalty among employees before, during and after the exercise. 25.9% of respondents disagreed by claiming that planned Downsizing exercise was not communicated in any medium. 20% of respondents neither agreed nor disagreed, while 54.1% of respondents agreed on the statement. This implies that quite a large number of respondents conceded in the claim that planned Downsizing exercises are communicated to employees prior to the exercise in this organization. This reduces disloyalty of authorities and increase morale.






	Table 4.3.7: The process and conditions for Downsizing are communicated to employees through their unions.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	4
	4.7
	4.7
	4.7

	
	D
	9
	10.6
	10.6
	15.3

	
	U
	17
	20.0
	20.0
	35.3

	
	A
	43
	50.6
	50.6
	85.9

	
	SA
	12
	14.1
	14.1
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigated whether constituted labour union communicate the process and conditions of Downsizing to employees.15.3% of respondents disagreed on the statement, 20% of respondents neither agreed nor disagreed, while 64.7% of respondents agreed on the statement. This implies that quite a large number of respondents conceded in the claim that the process and conditions for Downsizing are communicated to employees through their unions. This increase morale and reduce disloyalty of authorities in the sampled industry.







	Table 4.3.8: The process and conditions for Downsizing are communicated to employees through their unions and the company’s magazine.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	7
	8.2
	8.2
	8.2

	
	D
	14
	16.5
	16.5
	24.7

	
	U
	20
	23.5
	23.5
	48.2

	
	A
	16
	18.8
	18.8
	67.1

	
	SA
	28
	32.9
	32.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether means of communication process of term and conditions of Downsizing improve morale and loyalty.24.7% of respondents disagreed on the statement, 23.5% of respondents neither agreed nor disagreed, while 51.7% of respondents agreed on the statement. This implies that quite a large number of respondents conceded in the claim that the communication medium on the process and conditions for Downsizing are carried out through both the union and company magazine. This means there is effectiveness in the company policy Downsizing exercise to communicate to employees through their union and magazine.




	Table 4.3.9: I am more loyal to my organization because Downsizing processes are communicated to us or known to us before it is experienced thus causes no employees disloyalty to the organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	7
	8.2
	8.2
	8.2

	
	D
	10
	11.8
	11.8
	20.0

	
	U
	8
	9.4
	9.4
	29.4

	
	A
	35
	41.2
	41.2
	70.6

	
	SA
	25
	29.4
	29.4
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether Downsizing process is communicated to employees to reduce disloyalty of authorities in the organization. 20% of respondents disagreed on the statement, 9.4% of respondents neither agreed nor disagreed, while 70.6% of respondents agreed on the statement. This implies that quite a large number of respondents conceded in the claim that the process and conditions for Downsizing are communicated to employees to improve employee loyalty.
RQ3: What is the influence of changes in the scheme of work on the morale of Downsizing survivors in Kam Industries, Ilorin, Kwara State?
The results are as represented in the following tables:




	Table 4.3.10: After a Downsizing exercise, there’s usually a change in the salary structure of employees

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	11
	12.9
	12.9
	12.9

	
	D
	9
	10.6
	10.6
	23.5

	
	U
	15
	17.6
	17.6
	41.2

	
	A
	24
	28.2
	28.2
	69.4

	
	SA
	26
	30.6
	30.6
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
The result in table 4.3.10 indicate that 23.5% of respondents disagreed on the change in salary structure of employees, 10.6% of respondents neither agreed nor disagreed, while 68.8% of respondents agreed on the statement. This implies that quite a large number of respondents conceded in the claim that changes in salary structure increase to a greater extent. This increases morale.
	Table 4.3.11: Downsizing survivors are promoted after Downsizing exercises to fill top vacant positions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	9
	10.6
	10.6
	10.6

	
	D
	37
	43.5
	43.5
	54.1

	
	U
	12
	14.1
	14.1
	68.2

	
	A
	9
	10.6
	10.6
	78.8

	
	SA
	18
	21.2
	21.2
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
The result in table 4.3.11 indicate that 54.1% of respondents disagreed on the statement that Downsizing survivors are promoted after Downsizing exercises to fill top vacant positions, 14.1% of respondents neither agreed nor disagreed, while 31.8% of respondents agreed on the statement. This implies that quite a large number of respondents agreed in the claim that Downsizing exercise do not determine how employees are promoted in the selected industry. This might be because there are other reasons for downsizing other than promotion of employees in the selected industry. Thus, it is likely to be of more financial dispensation than non-financial as indicated in table 4.3.10 above.
	Table 4.3.12: There is a change in the working hours of retained employees after every Downsizing exercise

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	5
	5.9
	5.9
	5.9

	
	D
	11
	12.9
	12.9
	18.8

	
	U
	9
	10.6
	10.6
	29.4

	
	A
	29
	34.1
	34.1
	63.5

	
	SA
	31
	36.5
	36.5
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024

The result in table 4.3.12 indicates that 18.8% of respondents disagreed on the statement that retained employees work extra hours after Downsizing exercises, 10.6% of respondents neither agreed nor disagreed, while 70.6% of respondents agreed on the statement. This implies that quite a large number of respondents agreed in the claim that the working hours of retained employees after every Downsizing exercise increase in the sampled industry. This increases employees’ bonus and allowance hereby promoting morale and increase loyalty.
	Table 4.3.13: The management often call for more overtime work after Downsizing of less productive workers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	15
	17.6
	17.6
	17.6

	
	D
	10
	11.8
	11.8
	29.4

	
	U
	10
	11.8
	11.8
	41.2

	
	A
	25
	29.4
	29.4
	70.6

	
	SA
	25
	29.4
	29.4
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2020
The result in table 4.3.13shows that 29.4% of respondents disagreed on the statement that management often call for more overtime work after Downsizing of less productive, 11.8% of respondents neither agreed nor disagreed, while 54.8% of respondents agreed on the statement. This implies that quite a large number of respondents agreed in the claim that the management often call for more overtime work after Downsizing of less productive workers. This equally increase morale and reduce disloyalty of authorities in the sampled industry.







	Table 4.3.14: A change in the scheme of work affects employees’ morale.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SD
	12
	14.1
	14.1
	14.1

	
	D
	9
	10.6
	10.6
	24.7

	
	U
	13
	15.3
	15.3
	40.0

	
	A
	12
	14.1
	14.1
	54.1

	
	SA
	39
	45.9
	45.9
	100.0

	
	Total
	85
	100.0
	100.0
	


Source: Field Survey, 2024
This question was sought to investigate whether change in scheme of work affects employee’s morale in general. 24.7% of respondents disagreed on the statement, 15.3% of respondents neither agreed nor disagreed, while 60% of respondents agreed on the statement. This implies that two-thirds majority of respondents conceded in the claim that the organizations were able to achieved change in scheme of work after Downsizing. Hence, this improves employee’s morale in general. 









	Table 4.4.1: Descriptive Statistics Analysis of Mean and Variance of Respondents Opinion on Downsizing Exercise

	Model Constructs
	Statistic
	Bootstrapa

	
	
	Bias
	Std. Error
	95% Confidence Interval

	
	
	
	
	Lower
	Upper

	My Organization retrenches employees when there is need to down size its staff
	N
	85
	0
	0
	85
	85

	
	Minimum
	1.00
	
	
	
	

	
	Maximum
	5.00
	
	
	
	

	
	Mean
	3.2588
	.0010
	.1410
	3.0000
	3.5444

	
	Std. Deviation
	1.33767
	-.01498
	.07009
	1.18561
	1.45243

	Employees are sometimes retrenched with separation benefits as a compensation for their services
	N
	85
	0
	0
	85
	85

	
	Minimum
	1.00
	
	
	
	

	
	Maximum
	5.00
	
	
	
	

	
	Mean
	2.8118
	-.0003
	.1520
	2.5362
	3.1201

	
	Std. Deviation
	1.42674
	-.01493
	.06573
	1.25902
	1.52779

	There is maximum number employees can spend in Kam industry, after which retirement benefits is mandated
	N
	85
	0
	0
	85
	85

	
	Minimum
	1.00
	
	
	
	

	
	Maximum
	5.00
	
	
	
	

	
	Mean
	2.7529
	-.0011
	.1669
	2.4471
	3.1059

	
	Std. Deviation
	1.55767
	-.01663
	.06935
	1.40147
	1.66089

	The condition which the employee can be retrenched have been stipulated in the term of employment
	N
	85
	0
	0
	85
	85

	
	Minimum
	1.00
	
	
	
	

	
	Maximum
	5.00
	
	
	
	

	
	Mean
	3.5059
	-.0035
	.1326
	3.2656
	3.7672

	
	Std. Deviation
	1.25947
	-.01501
	.07710
	1.06216
	1.39962

	Downsizing program of Kam affects morale of employees who survived Downsizing exercises
	N
	85
	0
	0
	85
	85

	
	Minimum
	1.00
	
	
	
	

	
	Maximum
	5.00
	
	
	
	

	
	Mean
	3.6941
	.0016
	.1390
	3.4093
	3.9882

	
	Std. Deviation
	1.37168
	-.01503
	.08147
	1.19607
	1.51143

	Valid N (list wise)
	N
	85
	0
	0
	85
	85

	a. Unless otherwise noted, bootstrap results are based on 85 bootstrap samples



Downsizing exercise was captured by five constructs; two for self-assessment on employee morale, and three others which compared company Downsizing policy with terms and conditions of employment. Table 4.4.1 presents the mean (3.2588) and standard deviation (1.33767) of the results from perspective of Organization Downsizing policy is a mean to down size its staff for budgetary cost allocation. The standard deviation indicated that the opinion of respondents does not varies significantly from one another and that the mean response is above the cut-off point of 3.00. This was ranked on a 5-points likert scale from strongly agree-5 (Maximum) and strongly disagree-1(Minimum). This implies that the policy of the organization to cut down the size of its staff was to improve budgetary cost allocation to the company.  The statement that “Employees are sometimes retrenched with separation benefits as a compensation for their services” had the mean of 2.8118 and standard deviation of 1.42674 and that the company policy on retirement benefits does not efficiently boost the employees’ morale as indicated in the mean average of 2.7529 and a standard deviation of 1.55767. This implies that the opinion of respondents on retirement benefits varies significantly in the claim.  The statement on “condition which the employee can be retrenched have been stipulated in the term of employment” achieved mean of 3.5059 and a standard deviation of 1.25947; while majorities (85) agreed with mean response of 3.6941 and standard deviation of 1.37168 that Downsizing policy of the company affects the employee morale. This statistic means there is no personal interest or bias in the opinion of majority of respondents in the assessment of good standing procedures of company retirement policy; and responses opinion did not significantly differ or varies from one another. Although while comparing this with retirement benefits, their opinion varies and differ significantly (i.e. mean<3.0 (cut-off points) and standard deviation>1) with the hope that company Downsizing policy does not meet the required separation benefits and as such may likely affect the morale and disloyalty in Kam Industrial Limited Ilorin.
4.3	 Hypotheses testing at 5% level of Significant
Ho1:	There is no significant relationship between Downsizing policy and employees morale in Kam Industries, Ilorin, Kwara State.
	Table 4.5.1: Pearson Correlations Analysis Between Downsizing policies and Employee Morale under the control variable of Term and Condition of Employment

	Control Variables
	Downsize
	Separation Benefits
	Retirement Age
	Employee Morale
	Term and Condition of Service

	-none-a
	Downsize
	Correlation
	1.000
	.899
	.905
	.926
	.939

	
	
	Significance (2-tailed)
	.
	.000
	.000
	.000
	.000

	
	
	Df
	0
	83
	83
	83
	83

	
	Separation Benefits
	Correlation
	.899
	1.000
	.970
	.877
	.855

	
	
	Significance (2-tailed)
	.000
	.
	.000
	.000
	.000

	
	
	Df
	83
	0
	83
	83
	83

	
	Retirement Age
	Correlation
	.905
	.970
	1.000
	.856
	.859

	
	
	Significance (2-tailed)
	.000
	.000
	.
	.000
	.000

	
	
	Df
	83
	83
	0
	83
	83

	
	Employee Morale
	Correlation
	.926
	.877
	.856
	1.000
	.931

	
	
	Significance (2-tailed)
	.000
	.000
	.000
	.
	.000

	
	
	Df
	83
	83
	83
	0
	83

	
	Term and Condition of Service
	Correlation
	.939
	.855
	.859
	.931
	1.000

	
	
	Significance (2-tailed)
	.000
	.000
	.000
	.000
	.

	
	
	Df
	83
	83
	83
	83
	0

	Term and Condition of Service
	Downsize
	Correlation
	1.000
	.539
	.559
	.412
	

	
	
	Significance (2-tailed)
	.
	.000
	.000
	.000
	

	
	
	Df
	0
	82
	82
	82
	

	
	Separation benefits
	Correlation
	.539
	1.000
	.886
	.424
	

	
	
	Significance (2-tailed)
	.000
	.
	.000
	.000
	

	
	
	Df
	82
	0
	82
	82
	

	
	Retirement Age
	Correlation
	.559
	.886
	1.000
	.297
	

	
	
	Significance (2-tailed)
	.000
	.000
	.
	.006
	

	
	
	Df
	82
	82
	0
	82
	

	
	Employee Morale
	Correlation
	.412
	.424
	.297
	1.000
	

	
	
	Significance (2-tailed)
	.000
	.000
	.006
	.
	

	
	
	Df
	82
	82
	82
	0
	

	a. Cells contain zero-order (Pearson) correlations.



The results of Pearson Moment Correlation of all dimensions of Downsizing policies used by Kam were shown in table 4.5.1, all correlation coefficients (Downsize=0.856, Separation Benefits=0.877, Retirement Age=0.926) been high above halves and very close to unitary; holding fact that the term and condition of service is non-zero. This implies there is strong positive relationship between Downsizing and employee morale. All the three variables are treated symmetrically and hereby become a good measure of Downsizing policy used in predicting the employee morale in the sampled industry. Hence, there is no distinction between dependent and independent variables. Although Retirement Age (r=0.926) is the most influential variable which significantly determines the Downsizing policy and has positive relationship with employee morale at 5% level. This mean with the specification of retirement age in the term and condition of employment, the higher the Downsizing age the higher will be the morale of retained employees in the sampled industry. This was followed by Downsizing policy of the company in offering of retirement benefits (r=0.877) to retrenched employees and the higher their morale. Downsizing is equally significant at 5% simply because the correlation coefficient (r=0.856) is high; meaning that the employee morale increasing as the budget cost of downsizing increases. Thus, caution should be exercise by the Kam industrial Limited when cutting costs (Downsize) since loss of skill and employee morale can be eroded as acclaimed by Levine (1984) that this downsizing method of Downsizing used by managers in the industry resulted into fiscal stress and human resource shrinkage that causes many problems that cannot be managed by the industry. Retirement age and benefits is a good strategy that can be strictly adopted in the term and condition of service since both are equally significant at 5% level. This is supported by Ogbechie (2015) that retrenched employees (old age) were not equipped with the necessary skills to enable them face challenges and so the need to retired them at that age in order to increase mentally fits and skilful employees for improved commitment and morale
Ho2:	Communication of Downsizing process to employees has no significant influence on employees’ loyalty in Kam Industries, Ilorin, Kwara State.
	Table 4.5.2: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.953a
	.907
	.905
	.38205

	a. Predictors: (Constant), Communication through Union, Communication through Company Magazine



The table 4.5.2 shows the incorporated model summary from regression analysis result which explains the significant relationship between communication media of Downsizing process and employee loyalty. The result shows the coefficient of determination is R2=0.907; therefore, about 90.7% of the variability change in employee loyalty is explained by a unit increase in communication media and that R=0.953 indicate that there is positive significant relationship between communication medium and employee’s loyalty. The regression equation appears to be relatively useful for making predictions since the value of R squared is very close to 1.

	Table 4.5.3: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	117.254
	2
	58.627
	401.654
	.000b

	
	Residual
	11.969
	82
	.146
	
	

	
	Total
	129.224
	84
	
	
	

	a. Dependent Variable: Employee Loyalty

	b. Predictors: (Constant), Communication through Union, Communication through Company Magazine


Table 4.5.3 presents the overall diagnostic test of significant using Analysis of Variance (ANOVA) between the communication media of Downsizing process and employee loyalty. The ANOVA results for regression coefficients indicate that the significance of the F=401.654>F-table=3.84 at a degree of freedom of (2, 82); i.e.  P-value=0.00 is less than 0.05. This indicates that the communication media significantly predicts the employee loyalty (meaning it is a good fit for the model). Therefore a significant relationship between communication media and employee loyalty exists at 95% confidence level








	Table 4.5.4: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.031
	.157
	
	.200
	.842

	
	Communication through Union
	.497
	.083
	.407
	5.986
	.000

	
	Communication through Company Magazine
	.541
	.064
	.578
	8.505
	.000

	a. Dependent Variable: Employee Loyalty


The study objective here was to determine the beta coefficients of the two means of communication process regress over employee loyalty. Table 4.5.4 shows that, there is direct positive impact of the two communication media on the employee loyalty in the study area since the coefficient of trend analysis was ẞ=0.497 and ẞ=0.541 which is significant at 5%. The t-statistics associated with the regression parameters (t1=5.986, t2=8.505) are greater than 1.645 at a degree of freedom of 84. This demonstrated that the communication process through the union and magazine had positive impact on employee morale. The significant level was specified at (p-values = 0.000<0.05) in the level of employee morale as shown in Table 4.5.4. The fitted model from this analysis is shown below:
Y= 0.031+0.497(Union) 1+0.541(Magazine)2
This implies that 49.7% increase in employee loyalty was significantly caused by 1% increase in communication process through the union. Also, that 54.1% increase in employee loyalty was significantly caused by 1% increase in communication process through the company magazine. Peradventure, if “communication process”=0; employee loyalty is insignificantly low as 3.1% as shown in the constant of regression line (0.031). Thus, the removal has no significant effect on employee loyalty (p=0.842>0.05).  Therefore removing communication medium in a private industry like Kam will fail to appraise the employee loyalty because the manager has the cause to retained communication of Downsizing process in the model because of advantage of budgetary costs reduction, increase loyalty and employee morale which is likely working perfect and fine with the industry. Hence the null hypothesis is rejected and alternate is accepted by posited that there is significant impact of communication process on employee loyalty at 95% confidence level.
Ho3:	Change in the scheme of work has no significant influence on the morale of Downsizing survivors in Kam Industries, Ilorin, Kwara State.

	Table 4.5.5 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.980a
	.960
	.958
	.29997

	a. Predictors: (Constant), Change in working hours, Promotion, Salary Structure



The table 4.5.5 shows the incorporated model summary from regression analysis result which explains the significant relationship between employee morale and the change in scheme of work process which include; Working hours, promotion, and Salary Structure. The result shows the coefficient of determination is R2=0.960; therefore, about 96% of the variability change in employee morale is explained by a unit increase in change in working hours, promotion and salary structure and that R=0.980 indicate that there is positive significant relationship between change in scheme of work and employee’s morale. The regression equation appears to be relatively useful for making predictions since the value of R squared is very close to 1.

	Table 4.5.6: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	173.300
	3
	57.767
	641.997
	.000b

	
	Residual
	7.288
	81
	.090
	
	

	
	Total
	180.588
	84
	
	
	

	a. Dependent Variable: Employee Morale

	b. Predictors: (Constant), Change in working hours, Promotion, Salary Structure



Table 4.5.6 presents the overall diagnostic test of significant using Analysis of Variance (ANOVA) between the change in scheme of work and employee morale. The ANOVA results for regression coefficients indicate that the significance of the F=641.997>F-table=3.84 at a degree of freedom of (3, 81); i.e.  P-value=0.00 is less than 0.05. This indicates that the change in working hours, promotion and salary structure significantly predicts the employee morale (meaning it is a good fit for the model). Therefore a significant relationship between change in scheme of work and employee morale exists at 95% confidence level.



	Table 4.5.7: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.525
	.113
	
	-4.647
	.000

	
	Salary Structure
	.788
	.082
	.735
	9.649
	.000

	
	Promotion
	.014
	.047
	.013
	.303
	.763

	
	Change in working hours
	.292
	.080
	.244
	3.630
	.000

	a. Dependent Variable: Employee Morale


The study objective here was to determine the beta-coefficients of the change in working hours, promotion and salary structure regressing over the employee morale. Table 4.5.7 shows that, change in working hours and Salary structure have direct positive impact on the employee morale in the study area since the coefficient of trend analysis was ẞ=0.292 and ẞ=0.788 are significant at 5%. The t-statistics associated with the regression parameters (t1=0.292, t2=9.649) are greater than 1.645 at a degree of freedom of 84. This demonstrated that the change in working hours and salary structure had positive influence on employee morale with the exception of Promotion (ẞ=0.014, t3=0.303<1.645; p=0.763>0.05). The significant level of extra working hours and salary structure were specified at (p-values = 0.000<0.05) in the increase in employee morale as shown in Table 4.5.7. The fitted model from this analysis is shown below:
Y= -0.525+0.292(Work. hours) 1+0.014(Promotion)2+0.788(Salary)2
This implies that 29.2% increase in employee morale was significantly caused by 1% change in working hour. Also, 78.8% increase in employee morale was significantly caused by 1% change in salary structure. Peradventure, if “change in working hour=change in salary structure=change in scheme of work”=0; employee morale will reduce by 52.5% as shown in the constant of regression line (0.525). Thus the removal has significant effect (p=0.000>0.05).  Thus, ignoring change in scheme of work in a private industry like Kam can be used to drawn inference on the model because the manager has the cause to change the scheme to determine the work process which is likely that it work perfectly fine with the industry and so, the ignoring the change of schemes by manager will badly affect employee morale at 5% level of significant. Hence the null hypothesis is rejected and alternate hypothesis is accepted by posited that there is significant influence of change in scheme of work on employee morale at 95% confidence level.
4.4	DISCUSSION OF FINDINGS
The respondents were asked to indicate their demographic characteristics. This aimed at establishing if Downsizing and loyalty in the selected industry was gender sensitive while seeking the view of the employees and to ensure that every individual was given a chance to give views regardless of the gender. The gender characteristics of the respondents indicates 80 (63%) of respondents were males and 47 (37%) of respondents were females. This finding in gender distribution shows that 30% constitutional gender rule has been strictly followed by the industry and so employees’ loyalty and morale increases for constituted industrial gender balance with just small margin between male and female in the selected industry. 61.2% of respondents (who took part in the study) were aged between 26 and 35 years. This age bracket indicated the active working age economically recommended in industrial workplace in the selected area. This equally enhances employee commitment and morale in the sampled industry. Also, virtually all respondents were in a good position to give a very fair assessment of the Downsizing procedures and employee’s loyalty in the selected industry based on their literacy level.It may be concluded that the sample represents a fairly tenured group of employees, which means that the relative exposure of selected respondents in industrial Downsizing process and procedures is high due to their wealth of experience in the field. This gives the study a strong footing in obtaining objective responses on the perceived influence of Downsizing on employee morale and loyalty of the sampled industry, which is considerably long is enough to adopt the findings of this study for policy and decision making in small private and public sector economy in the study area. Findings from Downsizing exercise captured by five constructs indicate that the mean (3.2588) and standard deviation (1.33767) of the results in view of the statement that “Organization Downsizing policy is a mean to downsize employees for as way of cutting cost allocation”. With this result standard deviation indicated that the opinion of respondents does not varies significantly from one another and that the mean response is above the cut-off point of 3.00. This was ranked on a 5-points likert scale from strongly agree-5 (Maximum) and strongly disagree-1(Minimum). This implies that the policy of the organization to cut down the size of its staff was to improve budgetary cost allocation to the company.  The statement that “Employees are sometimes retrenched with separation benefits as a compensation for their services” had the mean of 2.8118 and standard deviation of 1.42674 and that the company policy on retirement benefits does not efficiently boost the employees’ morale as indicated in the mean average of 2.7529 and a standard deviation of 1.55767. This implies that the opinion of respondents on retirement benefits varies significantly in the claim. The statement on “condition which the employee can be retrenched have been stipulated in the term of employment” achieved mean of 3.5059 and a standard deviation of 1.25947; while majorities (85) agreed with mean response of 3.6941 and standard deviation of 1.37168 that Downsizing policy of the company affects the employee morale. This implies there is no personal interest or bias in the opinion of majority of respondents in the assessment of good standing procedures on company retirement policy and their opinion did not significantly varies from one another. Although while comparing this with retirement benefits, their opinion varies and differ significantly with the hope that company Downsizing policy does not meet the required separation benefits and as such may likely affect the morale and disloyalty in Kam Industry Limited Ilorin. However, findings from hypothesis 1 which examine dimensions of Downsizing policies of Kam Industry Limited shown all correlation coefficients (Downsize=0.856, Separation Benefits=0.877, Retirement Age=0.926) been high above halves and very close to unitary; holding fact that the term and condition of service is non-zero. This implies there is strong positive relationship between Downsizing and employee morale. All the three variables are treated symmetrically and hereby become a good measure of Downsizing policy used in predicting the employee morale in the sampled industry. Hence, there is no distinction between dependent and independent variables. Although Retirement Age (r=0.926) is the most influential variable which significantly determines the Downsizing policy and has positive relationship with employee morale at 5% level. This mean with the specification of retirement age in the term and condition of employment, the higher the Downsizing age the higher will be the morale of retained employees in the sampled industry. This was followed by Downsizing policy of the company in offering of retirement benefits (r=0.877) to retrenched employees and the higher their morale. Downsizing is equally significant at 5% simply because the correlation coefficient (r=0.856) is high; meaning that the employee morale increasing as the budget cost of downsizing increases. Thus, caution should be exercise by the Kam industrial Limited when cutting costs (Downsize) since loss of skill and employee morale can be eroded as acclaimed. Retirement age and benefits is a good strategy that can be strictly adopted in the term and condition of service since both are equally significant at 5% level. This is supported by Ogbechie (2015) that retrenched employees (old age) were not equipped with the necessary skills to enable them face challenges and so the need to retired them at that age in order to increase mentally fits and skilful employees for improved commitment and morale. Also findings from hypothesis 2 demonstrated that the communication process through the union and magazine had positive influence on employee morale of Kam Industry Limited Ilorin. The significant level was specified at (p-values = 0.000<0.05) in the level of employee morale as shown in regression table 4.5.4. Therefore removing communication medium in a private industry like Kam will fail to appraise the employee loyalty significantly because the manager has the cause to retained communication of Downsizing process in the model due to the advantage of budgetary costs reduction, increase loyalty and employee morale which is likely working perfect and fine with the industry. Hence the null hypothesis is rejected and alternate is accepted by advocated that there is significant influence of communication process on employee loyalty at 95% confidence level. Lastly, change in working hours and Salary structure equally were found to have direct positive influence on employee morale in the sampled industry since the coefficient of trend analysis was ẞ=0.292 and ẞ=0.788 are significant at 5%. The t-statistics associated with the regression parameters (t1=0.292, t2=9.649) are equally greater than 1.645 at a degree of freedom of 84. This demonstrated that the change in working hours and salary structure had positive effect on employee morale with the exception of Promotion (ẞ=0.014, t3=0.303<1.645; p=0.763>0.05). The significant level of extra working hours and salary structure were specified at (p-values = 0.000<0.05) in the increase in employee morale. Thus it is advisable from the findings that the manager of Kam Industry Limited focuses highly on salary structure after Downsizing of employee than other schemes. Peradventure, if “change in working hour=change in salary structure=change in scheme of work”=0; employee morale will reduce by 52.5% as shown in the constant of regression line (c=0.525). Thus the removal has significant effect (p=0.000>0.05).  Therefore, ignoring change in scheme of work in a private industry like Kam Limited can be used to drawn inference on the model because the manager has the cause to adopt the change to determine the work process which is likely working perfect with the industry in the selected area. Hence, the removal of change of scheme by manager will badly affect employee morale at 5% level of significant, and so, the null hypothesis is rejected while the alternate hypothesis is accepted by posited that there is significant influence of change in scheme of work on employee morale at 95% confidence level.



CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
INTRODUCTION
This chapter summarizes the findings of the study, providing a synopsis of the main research work from which some recommendation and suggestions for further research were made
5.1 SUMMARY OF FINDINGS
The purpose of this study was to investigate the effect of Downsizing on employee morale in the Kam Industrial Limited Ilorin. It was guided by three research questions. The first research question aimed at establishing the relationship between Downsizing policies and employee morale; the second one sought the effects of communication of Downsizing process on employee loyalty while, the third one sought to establish the effects of changes in scheme of service after Downsizing in Kam industry on employees’ morale. The Literature review for the study addressed issues like the concept of Downsizing and Downsizing policy, employee perception regarding Downsizing, drivers for employee Downsizing, implementation of Downsizing, employee Downsizing techniques and strategies and down-size. The study applied research design, the target population included 85 employees of Kam Industrial Limited Ilorin and all the employees were sampled for the study. The data was collected by use of a questionnaire at Kam Industrial Limited Ilorin. The study revealed that constitutional gender rule has been strictly followed by the industry and so the morale of either sex are not affected because of the role they play in family. On the other hand the age of employees, the number of years in service, the level of education, and departmental units of the employees do not determine the extent of Downsizing process thus they were all rated high before, during and after Downsizing. On the matter concerning the Downsizing policies of the company, retirement age, separation benefits and downsizing were all tested positive to employee morale at 5% level of significance. On the matters of communication medium used in the organization, all the medium of communication of Downsizing used which induced union communication medium and company magazine were generally rated high by the respondents before Downsizing, this positively affect the morale of the employees because they do not feel sidelined on communication matters. This also had positive impact on the employee loyalty because the employees felt that they are all informed on the matters of Downsizing. Hence, the methods of communication, that is the use verbal communication from union and the company magazine is done with consistency across the two media as indicated by the respondents who rated them high. On the same token employee’s communication on the matters of Downsizing like, planned Downsizing on Q1, criteria on who to be retrenched, the methods of communication, the suitable method of Downsizing and the way of handling survivors of Downsizing done in KAM Industrial Limited were all rated high meaning that employees are fully involved in the matter. This is evidenced by the rating of the employees as strongly agreed and agreed on the constructs of communication of Downsizing. These matters concerns decisions on change of scheme of work process which include salary structure, promotion, and working hours was aimed to establish the extent to which the scheme of services are addressed by the management of the Kam Industrial Limited, the results shows that, schemes of services like salaries structure, working hours and retirement age are addressed at high extent. This means that the matters are given serious attentions as per the expectation of the employees and this affects their morale. 
5.2 CONCLUSIONS
From the foregoing, discussion it is evident that the management of Kam Industry Limited addresses the matters of Downsizing policies, communication medium of Downsizing as well as the change in schemes of service. However, according to the opinion of the employees of Kam Limited Ilorin, these issues are not addressed adequately as evidenced by the results that rates most of them as low especially the promotion exercise. Consequently, promotion exercise is tested positive to employee morale but not significant at 95% confidence level. This however in short run, do no affects the morale of the employee but at the long run may likely affect productivity. Furthermore, a majority reported dissatisfaction with promotion exercise.  It seem that management of Kam Industrial Limited had already substituted it for Salary package and bonus paid extra working hour. This strategy is a very cruel one and therefore should be looked into and considered when determining the leadership practices in the industry. The lack of promotion was always cited as a major issue of job insecurity in small private sector in Nigeria.  A high percentage respondent reported not been promoted and was due to the fact that Downsizing policies was badly implemented.  The rationale and criteria for Downsizing were not clear to workers and procedure not followed as far as the promotion exercise is concerned. Management decisions were largely subjective.  This is true with respect to the number of retrenched employees with or without separation benefits in Kam Industrial Limited Ilorin. The rationale and criteria for Downsizing should be made clear right at the beginning and the policy on promotion should be review.  Also, management should take caution not to use downsizing as an opportunity to cut cost because the disadvantages outweigh the advantages. Rather they should be objective in applying the criteria for downsize in the policy implementation of Downsizing. Kam Industry should continue in given attractive separation benefits to employees as an attractor for those employees who want to separate with the organization voluntarily or involuntarily.  The process of Downsizing should be made as transparent as possible.  The above measures coupled with increased skills in evaluating morale and commitment of employees should reduce the disloyalty of authorities in the system.  Existence of disloyalty further shows that some of the strategies for Downsizing did not work.
5.3 Recommendations
I. The management of the Kam Industrial Limited should implemented policy on promotion exercise to complement other existing benefits in order to increase morale and loyalty in the industry.
II. Tactics in handling change of schemes are important and management should involve the Union Leaders early in the process of change and giving information to employees, participation in decision-making, which will ensure commitments to the process of change.  The rationale and criteria of Downsizing should be explained early in the process of change in scheme of service through improved public relations.  
III. The management should embrace other medium of communication like the use of writing letters to the affected employees as well as holding meetings to discuss the matters of Downsizing to the employees. This will prepare them for Downsizing and probably get psychologically prepared to go home and get involved in other income generating activities. 
IV. On the other hand, the management should organize and conduct seminars and workshop to the retrenches in order to advise them on how to utilize/spent the golden shake given to them as they leave jobs. This can act as a coping mechanism to the retrenches and to the new environment. 
V. Also, employees should be involved in decision making processes concerning Downsizing. This will empower them on realization on whatever strategies the organization is implementing hence improving their morale towards work. 
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QUESTIONNAIRE
SECTION A: DEMOGRAPHIC CHARACTERISTICS
1. Gender.
(a) Male [       ]     (b) Female [       ]
2. Age:
(a) Under 25yrs [       ]     (b) 26 – 35yrs [       ]     (c) 36 – 45years [       ]      
(d) 46years and above [       ]
3. Educational Qualification:
(a) NCE/OND [     ]      (b) FIRST DEGREE [     ]     (c) MASTERS [     ]  
(d) PHD [     ]     (e) OTHERS [      ]
4. Working Experience:	
(a) Less than 2 years [      ]      (b) 3 – 5 years [      ]      (c) 6 – 10 years [      ]
(d) 11 years and above [       ]
5. Department of Respondents in the Company:
(a) Distribution department [      ]     (b) Store department [      ]     (c) Production department [      ]
(d)Marketing department [       ]     (e) Purchasing & Supplies [        ]     (f) others [        ] 
SECTION B
The following sets of questions are designed to seek your opinion about the Employee Downsizing and how it affects Employees Morale and Loyalty in Kam Industries , Ilorin, Kwara State, Nigeria. Please tick (√) in front of statements that correspond with your opinion. 
DOWNSIZING AND EMPLOYEES MORALE
Note the following contraction: Strongly Agree = SA; Agree = A; Undecided = UN; Disagree = D; and Strongly Disagree = SD.
	S/N
	Statements
	SA
	A
	U
	D
	SD

	6. 
	My organization  retrenches employees when there is a need to downsize its staff
	
	
	
	
	

	7. 
	Employees are sometimes retrenched with separation benefits as a compensation for their services
	
	
	
	
	

	8. 
	There is maximum number of years an employee can spend with Kam Industries, after which retirement is mandated.
	
	
	
	
	

	9. 
	Conditions under which employees can be retrenched have been stipulated in the company’s terms of employment.
	
	
	
	
	

	10. 
	Downsizing programmes of  Kam Industries  affects the morale of employees who survive Downsizing exercises.
	
	
	
	
	



Communication of Downsizing Process and Employees’ Loyalty
Note the following contraction: Strongly Agree = SA; Agree = A; Undecided = UN; Disagree = D; and Strongly Disagree = SD.
	S/N
	Statements
	SA
	A
	U
	D
	SD

	11. 
	Planned Downsizing exercises are communicated to employees prior to the exercise in this organization.
	
	
	
	
	

	12. 
	The process and conditions for Downsizing are communicated to employees through their unions. 
	
	
	
	
	

	13. 
	The process and conditions for Downsizing are communicated to employees through their unions and the company’s magazine.
	
	
	
	
	

	14
	I am more loyal to my organization because Downsizing processes are communicated to us or known to us before it is experienced, thus causes no employees disloyalty to the organization.
	
	
	
	
	



Changes in the Scheme of Work and Morale of Downsizing Survivors 
Note the following contraction: Strongly Agree = SA; Agree = A; Undecided = UN; Disagree = D; and Strongly Disagree = SD.
	S/N
	Statements
	SA
	A
	U
	D
	SD

	15.
	After a Downsizing exercise, there’s usually a change in the salary structure of employees
	
	
	
	
	

	16.
	Downsizing survivors are promoted after Downsizing exercises to fill top vacant positions
	
	
	
	
	

	17.
	There is a change in the working hours of retained employees after every Downsizing exercise
	
	
	
	
	

	18
	The management often call for more overtime work after Downsizing of less productive workers
	
	
	
	
	

	19.
	A change in the scheme of work affects employees’ morale.
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