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ABSTRACT
Many organizations make substantial investments in recruiting and training employees to meet their operational needs. However, research has shown that laying off employees to reduce operating costs can be detrimental to the survival of an organization. Despite the increasing prevalence of retrenchment exercises in business organizations worldwide, there is a concern that employee retrenchment may negatively affect the morale of existing employees and discourage potential employees. This study focuses on examining the impact of retrenchment on employee morale and loyalty in Remto Industrial Limited, located in Ilorin, Kwara State. The specific objectives of this study are as follows: firstly, to explore the significant relationship between retrenchment policies and employee morale; secondly, to investigate the effect of communication mediums on employee loyalty; and thirdly, to assess how changes in the work scheme at Remto Limited have affected employee loyalty.
To conduct this research, a descriptive survey method was employed to gather in-depth information on the subject. A sample of 85 employees from the industry was selected using a simple random sampling technique. Well-structured questionnaires based on a 5-point Likert scale were designed and administered to the respondents using the drop-and-pick method. Quantitative analysis was performed using a computer spreadsheet, specifically the Statistical Package for the Social Sciences (SPSS). Closed-ended questionnaire responses were electronically analyzed through coding. Descriptive statistics, such as mean scores and standard deviations, were used to assess response patterns. The results were then presented in the form of frequency tables and percentages.
The study findings revealed that the retrenchment process, including factors such as retirement age (R=0.926; p<0.05), separation benefits (R=0.877; p<0.05), and downsizing (R=856, p<0.05), had various impacts on the morale of the surviving employees at Remto. Furthermore, verbal communication through the union and company magazine significantly influenced employee loyalty (β=0.497, β=0.541; p=0.00<0.05). Other findings indicated that changes in working hours and salary structure (β=0.788, β=0.292; p=0.00<0.05) had a positive and significant impact on employee morale, with the exception of the promotion exercise (β=0.014; p=0.763>0.05). Based on these results, the study concludes that the issues related to retrenchment are not adequately addressed, particularly in terms of the promotion exercise, which received low ratings. The management of Remto Industrial Limited should implement policies regarding promotion exercises to complement existing benefits and enhance morale and loyalty in the industry.




CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In the face of prolonged economic decline, organizations grapple with the formidable challenge of sustaining a large workforce. The declaration of some employees' services as redundant not only results in diminished morale among those remaining in service but also instigates a pervasive sense of job insecurity. Economic constraints compel organizations to make difficult decisions, leading them to dispense with their human capital as a strategic measure to cut costs and ensure operational continuity.
The human resource management department, encompassing training, development, recruitment, and separation, assumes a crucial role in addressing workforce challenges. This study delves into retrenchment, a process of separation often related to downsizing programs integral to organizational restructuring. Separation can stem from various factors such as death, layoff, and retirement. Retrenchment, a form of dismissal, signifies an organization's need for fewer workers, and irrespective of whether an employee is dismissed, the outcomes are costly both economically and in human terms.
Beyond cost savings, retrenchment introduces challenges affecting all employee hierarchies, compelling one employee to assume the workload of what three employees once did (Mohammed, 2012). Apart from reducing expenses and enhancing profits for shareholders, retrenchment impacts the morale of remaining employees, leading to a survivor syndrome due to insufficient information (Cascio, 1986). This phenomenon erodes the concept of lifetime employment, leaving employees anxious about their ability to cope in a redesigned work environment and apprehensive about potential terminations. While retrenchments should be a last resort, if necessary, early stakeholder involvement, meticulous planning, effective public relations, and addressing negative perceptions among workers are imperative (Prahalad, 1994).
Employee morale, encapsulating total job satisfaction, prevailing atmosphere, and individual propensities, plays a pivotal role in determining organizational success or failure (Tephillah, 2014). Factors influencing workers' morale include workplace stability, clear roles, staffing levels, and the risk of violence. Notably, the fear of being retrenched is identified as a profound concern among employees (Noer, 2009; Aliyu, Ajani &Adisa, 2013).

Conversely, employee loyalty signifies an individual's devotion or attachment to a particular object, person, ideal, duty, or cause (Britannica, 1998). In the employment context, loyalty represents a psychological commitment to the organization, often developing from increased job satisfaction and high job security. The more satisfied an employee is with their working conditions, the more likely they are to develop a sense of loyalty toward the organization (Wan, 2015).

Despite unanimous agreement in the existing literature about the impact of retrenchment on employee morale and loyalty, a well-defined theory or set of factors contributing to high morale remains elusive (Howitt, 2002). Furthermore, while extensive research has been conducted on employee retrenchment, morale, and loyalty in more developed countries, limited attempts have been made in Nigeria to establish the relationship between these concepts. This research is prompted by the recent surge in worker retrenchment in various private companies in Nigeria. It aims to understand how employees' morale and loyalty are affected by incessant retrenchment and assess any developments in the implementation of policies and practices in Nigerian organizations aimed at mitigating declining job security levels.
1.2	Statement of the Problem
In contemporary Nigeria, the dwindling job security landscape is a consequence of economic hardship, global economic downturn, and financial crises. Job security, as highlighted in a survey by James (2012), is considered the foremost contributor to employee performance. However, the prevailing economic conditions have compelled organizations, particularly private firms in Nigeria, to undergo retrenchment exercises in recent years as a strategic measure to trim operational costs, thereby impacting employee morale (Kolawole, Ajani &Adisa, 2013). In response, managers must grasp the factors that can sustain employee engagement amidst retrenchment and mitigate negative reactions.
Following a retrenchment exercise, remaining employees encounter various challenges, including the fear of potential future retrenchments, alterations in work schemes, and heightened work pressure. These challenges intensify when previous retrenchment exercises in the organization were poorly managed and led to unnecessary conflicts. While maintaining high employee morale and performance during and after retrenchment is inherently challenging, a more positive response is likely when the process is perceived as transparent and inclusive, involving input from employees and their representatives. Additionally, employees' commitment to organizational goals may decline as they become aware that retrenched colleagues do not receive additional benefits for their years of service (Mohamed, 2012).
Considering the outlined challenges and the significant investments organizations make in recruiting and training employees to meet operational demands, the practice of laying off employees to reduce operating costs is recognized as detrimental to organizational survival. Hence, this research seeks to investigate the impact of retrenchment on employees' morale and loyalty within Remto Industries in Ilorin, Kwara State.
1.3 Research questions
In order to comprehensively investigate the impact of retrenchment on employee morale and loyalty at Remto Industries in Ilorin, Kwara State, the study has formulated the following research questions:
1. Is there a discernible relationship between retrenchment and employee morale at Remto Industries in Ilorin, Kwara State?
2. Does the communication of the retrenchment process significantly influence employee loyalty at Remto Industries in Ilorin, Kwara State?
3. To what extent do changes in the scheme of work influence the morale of retrenchment survivors at Remto Industries in Ilorin, Kwara State?
1.4 Objectives of the Study
The primary objective of this study is to investigate the impact of retrenchment on employee morale and loyalty at Remto Industries in Ilorin, Kwara State, Nigeria. The specific objectives are as follows
1. To examine the relationship between retrenchment and employee morale at Remto Industries in Ilorin, Kwara State.
2. To investigate the significant influence of communication about the retrenchment process on employee loyalty at Remto Industries in Ilorin, Kwara State.
3. To assess the influence of changes in the scheme of work on the morale of retrenchment survivors at Remto Industries in Ilorin, Kwara State.
1.5 Hypotheses of the Study
The study tested the following hypotheses:
1. Ho1: There is no statistically significant relationship between retrenchment and employee morale at Remto Industries in Ilorin, Kwara State.
2. Ho2: The communication of the retrenchment process to employees has no statistically significant influence on employee loyalty at Remto Industries in Ilorin, Kwara State.
3. Ho3: Changes in the scheme of work have no statistically significant influence on the morale of retrenchment survivors at Remto Industries in Ilorin, Kwara State.
1.6 Significance of the Study
The research findings will contribute to the existing body of knowledge, serving as a valuable resource for future studies undertaken by researchers exploring related project topics. Additionally, the study's insights will be beneficial to the general public, human resources managers, and business owners, providing valuable guidance for effective human resource management and governance.
1.7	Scope of the Study
The study was specifically confined to Ilorin, Kwara State, with a primary emphasis on Remto Industries situated at 5, New Yidi Road, Ilorin.
1.8	Operational Definition of terms
Retrenchment: 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.
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.
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.
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.
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.
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.
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 provides an extensive review of relevant literature pertaining to the present study. The review is structured around the conceptual framework, theoretical framework, related empirical studies, and a summary of the literature review.
2.2 Conceptual Framework
2.2.1 Concept of Retrenchment
Employee relationships are fundamental to the strategic management of communication between organizations and external stakeholders. Curtis (1989) emphasized the importance of employee relationships, stating that no organizational relationships are as crucial as those with employees. Schein (1992) similarly highlighted that positive external public relations start with achieving good internal public relations. However, employee relationships have often been overlooked in relationship studies. Denga (1987) acknowledged this oversight, noting that organizations tend to prioritize external publics and neglect employee publics, assuming employee loyalty and commitment.

In today's business environment, employee relationships deserve greater attention due to the prevalence of a modern survival strategy: retrenchment. Many companies have realized that staying competitive necessitates retrenchment. Retrenchment has become a common practice as companies transform their operations to remain viable in the global market. While this trend has already affected American companies in the 1990s, it is a relatively new and shocking strategy in developing countries like Nigeria, where the concept of lifetime employment still prevails (Biller, 1980).

The purpose of this study is to examine the impact of retrenchment on employee morale and loyalty. Additionally, the study aims to provide practical insights on maintaining a positive organization-employee relationship after retrenchment to enhance employee morale. By contributing to the growing body of knowledge on measuring and understanding relationships, this study seeks to further our understanding of employee relationships in the context of retrenchment.
2.2.2	Employee Perceptions Regarding Retrenchment
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 retrenchment 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 retrenchment may cause a shift in perceptions regarding the intentions and fairness of retrenchment. The retrenchees with negative perceptions which stem from poor retrenchment 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 Retrenchment
Retrenchment can have positive implications when coupled with an effective adjustment policy geared towards enhancing organizational productivity and mitigating strikes. The success of such policies is intertwined with ensuring a high quality of working life for employees. Despite the implementation of numerous retrenchment programs in Africa, particularly in countries like Nigeria, reports on these initiatives often overlook the immediate impact of retrenchment on work and organizational outcomes, as noted by Cascio (1986).
Namatovu (1993) identified several advantages of retrenchment, including the restructuring of jobs and departments, the reduction of overstaffing, elimination of redundancy and overcrowding, and enhancements in performance, discipline, efficiency, training, and salary structures. Tomasko (1987:59) outlined objectives for employee retrenchment, emphasizing the importance of lowering prevailing costs. This might involve adding staff to understaffed departments, leading to better performance.
Other objectives include:
Improved Communication: Reducing managerial layers can eliminate distortion in two-way communication, enhancing the speed and clarity of feedback.
Faster Decision-Making and Reduced Reaction Times: Retrenchment may streamline organizational structures, eliminating excess management lines and facilitating quicker decision-making.
Higher Manager Morale and Greater Productivity: Granting managers more decision-making power and individual responsibility can boost morale and productivity.
Greengard (1993) summarized the purposes of retrenchment, noting that businesses, whether large or small, may resort to employee retrenchment to achieve objectives such as surviving economic downturns, enhancing productivity, staying competitive in the global market, and improving operating profits by reducing personnel costs. According to Tomasko (1987), widespread retrenchment in business organizations is often prompted by factors like reduced demand for products or services, financial losses, organizational mergers, and bankruptcy.
2.2.4 	Strategies of Retrenchment
Retrenchment Strategy is adopted when an organization aims at reducing its one or more business operationsthe view to cut expenses and reach to a more stable financial position.
Appropriate skills, strategies and tactics are needed in implementing and managing retrenchment. This is partly because retrenchment implies organizational change and change is normally resisted. Biller,( 1980), highlights some of the tactics used in carrying out retrenchment 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 retrenchment, (Behn, 1980). Having corporate strategy for example, ensured successful retrenchment and restructuring of the shipping and ship building industry in Sweden during the crisis of 1970’s.Behn, (1980), indicated that to make retrenchment 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 retrenchment has stages. These are assessing economics needed to carry out retrenchment, taking performance criteria, creating incentives for cooperation and being compassionate to the stakeholders. Behn, (1988) says that managers should maintain productivity. Retrenchment is dependent on leadership and management. Behn, (1980), says leadership must explain the reality, take a long-term view, develop a corporate strategy, develop measures of performance and be passionate or considerate. Burke, (1988) suggests that the manager or consultant should do the following: set goals, participate in decision making, redesign jobs to improve environment fit and orientation programs and programs to manage staff reductions. 

In other words, the strategy followed, when a firm decides to eliminate its activities through considerable reduction in its business operations, in the perspective of customers groups, customer functions and technology alternatives, either individually or collectively is called Retrenchment Strategy. The firm can either restructure its business operations or discontinue it, so as to revitalize its financial position. There are three types of Retrenchment Strategies;
i. Turnaround Retrenchment Strategy
Turnaround Retrenchment 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 Retrenchment Strategy
Divestment Retrenchment 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 Retrenchment Strategy
The organization's Liquidation Method, which entails selling off its assets and finally closing down or winding up its operations, is the most miserable strategy it has ever used. Since it has major implications, including a sense of failure, lost chances, a damaged reputation in the market, the loss of employment for employees, etc., it is both the most important and the last option before retrenchment.
i. Due to a lack of purchasers and the potential for undervaluing most of its assets, the company using the liquidation plan may have trouble selling its assets. The following are the indications that force a company to adhere to the strategy: ineffective corporate strategy, ongoing losses, dated technology, inadequate management, etc.
ii. The following tactics and strategies may be used to implement the employee retrenchment process, according to Bennet et al. (1994). Those are;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.
iii. iii. Hiring freeze; this refers to a brief halt in hiring. Nearly every firm facing layoffs employs a hiring freeze, either completely or partially. If the entire retrenchment is only modestly expensive and can be spread out over a long period of time, this technique may be sufficient.
iv. iv. Early retirement is a tactic that enables workers to leave the workforce before the traditional retirement age with either full or reduced pension benefits.
v. v. Buy-out incentives, which entail making a lump sum payment to employees who voluntarily leave their jobs. These incentives promote attrition among workers who are not qualified for either early retirement or ordinary retirement.
vi. Leave without pay: Employees are enticed to take a leave of absence without pay and with less benefits, but with the assurance that they will be able to return to work at the end of the predetermined period.
vii. Pre-retirement transition leave;Employees who are less than two years away from retirement eligibility can cut their workweek by up to 40%. Although they receive a wage cut, they continue to receive their prior level of insurance, benefits, and pension payments.
According to Cameron (1994, 1998), the way retrenchment is implemented is more important than the fact that it is implemented. He sighted out three approaches to retrenchment that are:
· Workforce reduction strategies-These are primarily aimed at lowering headcount and are typically adopted quickly from the top. The strategy's drawback is that it becomes challenging to foresee precisely who will be dropped and who will stay.
·  Redesigning tasks, cutting hours, and combining units are all methods used to reduce work (in addition to or instead of reducing the number of employees).
· Systematic strategies- This focuses more on shifting culture, attitudes, and values. It is not the only thing that it focuses on.
There are various ways through which retrenchment exercise can be carried out. The most common ways are through the following which are;
· Natural Attrition/Wastage:
The most effective and humane way to downsize the workforce is by this strategy, which is also the favored one. Giving employees the option to leave or stay at work is considered as a technique to lower the likelihood of conflict and employees' sense of helplessness.
· Voluntary Redundancy
The majority of employers choose this downsizing strategy, despite some worries that it is costly since long-term employees find it appealing. The best employees depart because of the demand for their talents, while the less qualified workers stay because they are less marketable. According to Hardys' (1987) research, the opposite actually happens in practice, with mediocre performers more likely to accept voluntary redundancy packages due to job dissatisfaction or a fear of being fired without a financial safety net in the future.
One of the key benefits of this approach is that employees are at least offered an option, which de-stigmatizes job loss. Unions occasionally view voluntary redundancy as selling jobs even though it is vastly preferable to mandatory redundancy (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 retrenchment 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 retrenchment process. If it is improperly handled, retrenchment 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. Retrenchment implies massive organizational changes, and it is human tendency to resist these changes.

2.2.6	Functional and dysfunctional of Retrenchment
Retrenchment should be linked to strong organizational productivity and not strikes, as it has several benefits, including an effective adjustment policy (Cascio, 2002:52). It should also be connected to employees having a high-quality work life. Despite numerous retrenchment programs being implemented in Nigeria, reports indicate that these programs have not specified how the immediate negative effects, particularly in terms of immediate work and organizational outcomes, have been handled (United Nations, 1999).
Some argue that retrenchment improves service delivery by increasing organizational performance and innovation (Namatovu, 2000:64). Some of the benefits of retrenchment include restructuring of jobs and departments, reducing overstaffing, eliminating redundancy and overcrowding, improving performance, instilling discipline and efficiency in workers, and fostering innovation, training, and salary enhancement.
However, retrenchment generates financial stress and a reduction in human resources, leading to several challenging issues for employees and government supervisors (Levine, 2000:3). Management strategies employed to deal with layoffs bring about issues such as a lower standard of living, extreme poverty, loss of skills, energy, morale, and commitment, as well as the deterioration of employees' physical and mental health. Reductions also result in decreased cooperation, increased fear and mistrust, poor communication, lowered performance standards, output limitations, and higher turnover (Biller, 2000:14). The costs for organizations may rise due to the severance package, outplacement benefit, pension, and administrative processing costs (Cascio, 2002:52).

Furthermore, layoffs may lead to demoralization, reduced organizational productivity, increased voluntary retrenchments, and the dissuasion of the organization's most skilled and effective workers (Hehn, 2001:11) (Tolkman, 2004:12). Voluntary retrenchment plans could place significant financial strain on the organization (Wilburn and Worman, 200:13). Resistance to change is inevitable, especially from trade unions opposing unnecessary layoffs (Wilburn and Worman, 2000:14). Resistance may also come from management personnel whose future is uncertain, potentially impacting innovation negatively (Biller, 2000:14).
Layoffs exacerbate psychosocial issues such as depression, low self-esteem, general irritation, stomach ulcers, criminal propensity, high blood pressure, and heart disease (Denga, 2001:4). Managers and senior officers are not immune to the negative impacts of such stressful events (Burke, 2000:11). Russell's investigation into how administrators and lower-level employees responded to layoffs in the public sector revealed that administrators' reactions consisted of reactive actions that centralized, formalized, and increased downward communication, exacerbating issues with employee morale, trust, despair, and productivity (Russell, 1999:8).
In conclusion, retrenchment, despite potential benefits, comes with a range of challenges and negative consequences, affecting both individuals and organizations. The human and financial costs associated with retrenchment underscore the need for careful consideration and strategic management of such processes to mitigate adverse effects.


2.2.7	Employees Morale and Loyalty
An essential consideration in corporations is employee morale, and extensive social research has aimed to identify factors at work related to high or poor morale among employees. Research topics include management, compensation, the job itself, the organization, and relationships with coworkers (Hetherington, 1997). Leaders' behaviors, viewed as indicative of their leadership, can impact morale and organizational reputation, especially if followers perceive unpleasant activities as acceptable (Gini, 2004). Forret and Love (2008) defined morale in two stages of direction: high or low.

Employee loyalty, on the other hand, is characterized as a process where specific attitudes lead to intended or actual behaviors. Significant changes in the business environment and the labor force have shifted the perception of occupational loyalty. In the past, employees expected lifetime employment and complete devotion to the company, but with globalization, restructuring, firm relocations, and downsizing, this perception has changed. Employers no longer demand lifelong loyalty, and workers often seek better pay or working conditions, challenging the traditional notion of loyalty.

Loyalty consists of internal and external dimensions. The internal dimension involves an emotional bond with sentiments of concern, kinship, and dedication. The external dimension reflects how loyalty manifests in the world, demonstrated through actions that reveal the emotional component. Loyalty's conditions have significantly changed, and employees now express their devotion to the company through their work rather than blind corporate allegiance. Leaders may believe they foster loyalty through rules, but employees may not show it in ways visible to management. In contemporary times, loyalty is more about demonstrating commitment through work rather than adhering to outdated expectations of blind allegiance.
2.2.8	Retrenchment versus Employees Morale and Loyalty
Layoffs undoubtedly have a profound impact on both the affected workers and those retained. Poorly managed procedures leading to unnecessary confrontations can significantly affect both remaining employees and officials handling the retrenchment exercise, causing decreased economic performance, productivity loss, and low morale and loyalty (Bentley, 2005:17). Maintaining morale and loyalty during a retrenchment exercise is inherently challenging, but a procedure based on clear reasons that employees and their representatives can understand and contribute towards may elicit a more favorable response (Bentley, 2005:17).

While the primary impact of downsizing is felt by the workers and their families, large-scale retrenchment can have severe negative effects on the country's economy. It increases unemployment rates, cripples local businesses, and adversely affects those dependent on workers' patronage for social services and facilities. The socioeconomic consequences are particularly severe for those relying on services like healthcare, housing, education, sanitation, water supply, electricity, and transportation infrastructure. National regulations governing mass layoffs and reorganizations are crucial, and adherence to collective bargaining agreements and legislation is vital for effective retrenchment planning (Biller, 200:14).
Reducing legal risks from severance payments, communication with trade unions, and other stakeholders is essential for the financial and reputational well-being of an organization (Bentley, 2005:17). The risk of lawsuits for discrimination or unfair treatment increases if the rationale behind employee selection during retrenchment cannot be explained and justified.
Workforce reductions are not uncommon in the public and private sectors of many developed nations today, and while retrenchment may be a necessary response to economic challenges, it might not address the root cause of an organization's non-profitability issue (Wendell, 1999:98). For profit-oriented firms, productivity is closely tied to employee morale. Low morale and loyalty lead to discouraged and dissatisfied employees, reducing production efficiency (Levine, 2000:3).

Job security is a critical factor contributing to excellent employee morale, and without it, even a reduced workforce may not operate at its fullest potential. Employees without tenure security may feel alienated and act unfavorably towards the success of the organization (Wendell, 1999:98). Loyalty, described as a process where attitudes lead to behaviors, has undergone changes in recent decades. Job security is considered morally related, and firms that do not ensure employees' job security may struggle to achieve high productivity and efficiency (Obidiegwu, 2001:19).
Agbese (2001:12) emphasizes the severe hardships of retrenchment, especially when individuals impacted have no alternative income source. Increased unemployment rates can lead to rising crime, and the affected individuals may resort to various survival strategies, including petty trading, illegal businesses, and unconventional occupations like taxi driving or motorcycle riding. Retrenchment is a challenging experience with significant social and psychological consequences, resulting in insomnia, melancholy, interpersonal disputes, and strained family ties for the victims.
2.2.9	Factors Influencing Retrenchment
Retrenchment, like a pervasive cancer, has infiltrated the nation's economic stability, exacerbating unemployment rates and adversely affecting the living conditions of those impacted and their dependents. Several factors contribute to the justification companies find for initiating retrenchment exercises, including:
i. Retiring Age and Service Year:
A significant number of workers face layoffs due to reaching their retirement age or completing a designated number of service years in their respective organizations. The Federal Government Circular (1998:2) stipulates that an officer shall be deemed to have resigned upon attaining the age of 60 or after serving for 35 years. Those most affected by such layoffs are often individuals close to retirement age but not yet eligible.
ii. Misconduct:
Misconduct refers to a specific instance of serious wrongdoing subject to investigation and proof, encompassing various willful behaviors that embarrass the public or jeopardize discipline and proper government administration. This includes corruption, dishonesty, drunkenness, false accusations against the government, insubordination, negligence, falsification of records, absence from duty without leave, engagement in unauthorized trade or business, disobedience of lawful orders, and actions prejudicial to the security of the state.
iii. Redundancy:
Redundancy is viewed as a situation of surplus or unnecessary workers resulting from economic downturns or the adoption of new organizational tactics or technologies. The influx of surplus workers, particularly in the public sector, has led to employee layoffs. The government's indiscriminate hiring practices flooded the public service with individuals, often skilled workers taking on roles as messengers, gardeners, and night watchmen, causing administrative challenges. This situation, according to Adebayo (2003), violated management principles, with ten individuals performing the tasks of four workers, adversely impacting efficiency, morale, and discipline.
Retrenchment, influenced by these factors, poses significant challenges to both affected individuals and the broader economy, highlighting the need for careful consideration and responsible management practices in navigating such circumstances.
2.3	Theoretical review
Two theories—the 19th-century psychoanalytic theory of Sigmund Freud and the McGregor Theory X and Y—serve as the foundation for this investigation (1960).
2.3.1	Sigmund Freud Psychoanalytic Theory
Sigmund Freud formulated this hypothesis in the late 19th century, positing that the mind comprises two fundamental components: the conscious mind, encompassing everything we are aware of, which is amenable to rational thought and discussion; and the preconscious, a repository of memories that can be easily accessed and brought into consciousness. Additionally, Freud introduced the concept of the unconscious mind, which stores emotions, impulses, thoughts, and memories beyond our conscious awareness. The contents of the unconscious often involve inappropriate or unpleasant elements, such as painful, anxious, or conflicting emotions. Despite being unaware of these influences, Freud argued that the unconscious exerts an impact on our behavior and experiences.
This concept is relevant to the study as an employee's workplace experiences can significantly influence their behavior. The repression and suppression of unpleasant experiences, such as the experience of being laid off, may indeed shape employees' behavior and performance in the workplace.
2.3.2	McGregor Theory X and Y
Douglas McGregor presented his Theory X and Theory Y in his 1960 book, "Human Side of an Enterprise," aiming to connect business practices with the ideas of Maslow, Taylor, and Herzberg. Theory X managers assume that employees are inherently lazy, motivated only by money, and exhibit traits of the "Economic man" from scientific management. This perspective leads to an autocratic leadership style, a tall organizational structure, centralized decision-making, and a focus on extrinsic motivation. In contrast, Theory Y emphasizes the highest levels of Maslow's hierarchy, where employees find pleasure in their work, are dedicated, and appreciate responsibility. Theory Y managers view employees as capable, independent, adaptable, and creative. In the context of this research, Theory X is relevant as it aligns with the assumption that employees are sluggish and need coercion, justifying the need for workforce replacement and, consequently, employee layoffs
2.4	Empirical evidence
Retrenchment, as examined by Levine (1984), resulted in financial hardship and human resource reduction, posing challenges for government managers. Management strategies to address layoffs led to a decline in human resources, impacting abilities, morale, loyalty, and overall well-being. Ogbechie's (2015) study on socio-economic effects in Nigeria found that laid-off workers lacked coping abilities for unforeseen challenges, negatively affecting families and society. Maunganidze, Mupezeni, and Pfebeni (2013) explored layoffs' impact on human resource personnel in Zimbabwe, revealing suffering among both laid-off employees and program administrators due to the collectivistic culture. Okoye's (2010) study in Enugu State Civil Services using chi-square statistics highlighted negative perceptions of retrenchment, causing job insecurity and reduced employee morale. Overall, these empirical studies serve as a foundation for understanding how retrenchment influences workers' morale and loyalty. However, this research addresses a gap by focusing on the direct impact of layoffs on employees' morale and loyalty, emphasizing the need for further exploration given the limited empirical data on the connection between layoffs and productivity.




Top of Form
CHAPTER THREE
 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) defined a research design as a plan or structure outlining the specifications and procedures for conducting and controlling a research project. In this study, a descriptive survey method was employed to achieve the research goals, allowing for the observation of both dependent and independent variables. Given the focus on understanding how layoffs impact employees' loyalty and morale, a questionnaire was used as a data collection tool. The questionnaire was carefully organized, and a sampling technique was applied to select respondents for the study.
3.3	Population of the Study
The population, as defined by Mugenda and Mugenda (2003), refers to the total collection of people, things, or events that share observable traits. In research, when studying a large group of individuals, occasions, or objects, this group is considered the population (Sekaran, 2003). In the context of the study, the population consists of 85 skilled and unskilled employees of Remto Industries in Ilorin.
3.4	Sampling Size and Sampling Technique
According to Mugenda&Mugenda's definition from 2003, sampling is the process of choosing a number of subjects for a study in a way that ensures the subjects chosen accurately reflect the big population from which they were chosen. The study's sample size is based on a scenario in which some segments of the population were chosen at random to ensure that everyone had an equal chance of being chosen. Due to the small size of the organization, the sample size for this study was equal to the study's whole population. Therefore, the sample size was 85 employees 
3.5	Research Instrument
The study utilized a well-structured questionnaire as the primary research tool, consisting of two sections. The first section gathered respondents' biographical information, while the second section focused on information related to the study's purpose, questions, and hypotheses, specifically exploring the impact of retrenchments on employees' morale and loyalty. The questionnaire employed a Resin Likert attitudinal scale, coded on a five-point Likert scale: Strongly Agree (5), Agree (4), Undecided (3), Disagree (2), and Strongly Disagree (1).
3.6	Source of Data
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. 
3.7	Instrument used for Data Collection
To achieve the objectives of this study, comprehensive questionnaires were utilized to gather data from the respondents. The questionnaires were meticulously formatted and structured based on the Resin Likert scale, ensuring the strict confidentiality of all respondents' answers.
3.8 Data Analysis Technique
A questionnaire was used to conduct the investigation. The questionnaires were gathered and sorted to get rid of the incomplete and error-filled ones. For the data analysis in the study, descriptive statistics were used. The analysis procedure then moved forward with the creation of frequencies, percentages, and charts using the statistical package for social sciences (SPSS) software. To examine the link between dependent and independent variables, this was done. In addition, multiple regression analysis was used to conduct the investigation. 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.
3.9 Historical Background of the Case Study
REMTO HOLDINGS LIMITED was incorporated in ILORIN, Nigeria with Registration Number 719128. It was registered on 22 Nov 2007. Company's registered office address is PLOT NO 4 NEW YIDI RD., ILORIN, KWARA.
Owners / Directors / Key management personal
Name	 Designation
MrAdimula Julius Aderemi	                      Director
MrsAdimula Beatrice Toyin	                       Director
MrAdimula Thomas Oyeniran	                      Director
MrAdimulaOlumuyiwaAdedayo	             Director
MrAdimulaAdedapoTolulope	                        Director
Miss AdimulaAbimbolaAdetayo	Director

CHAPTER FOUR
ANALYSIS AND INTERPRETATION OF DATA
4.1 Introduction
This chapter covers the demographic information of the respondents, the response rate to returned questionnaires, and the presentation, analysis, and interpretation of data. It emphasizes that 5% of the population was utilized to test the hypotheses, and the findings are presented in tables along with corresponding conclusions.
4.1 Survey Response Rate
The questionnaire return rate, representing the percentage of the sample that participated in the survey as intended throughout the research processes, is a critical metric. All eighty-five (85) selected employees for the study provided responses, resulting in a 100% response rate, enhancing the validity of the findings and outcomes.
4.2 Demographic Information of Respondents
This section delves into the demographic details of the respondents, encompassing factors such as age, gender, education level, work experience, and morale. The participants consist of both skilled and unskilled workers from Remto Industrial Limited in Ilorin, contributing extensive information, especially from those with long-term tenure in the company.
4.2.1. Gender Distribution of the Respondents
The respondents were asked to specify their gender in order to determine whether retrenchment and loyalty in the chosen industry were gender sensitive. This was done in order to get the employees' opinions and to make sure that everyone had a chance to express themselves, regardless of gender. Table 4.2.1 provided the respondents' gender breakdown.

	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: SPSS Computation, 2025
Based on the gender distribution among the respondents, 47 (37%) were female, while 80 (63%) were male. The findings reveal a predominant representation of male respondents. This outcome suggests that the industry under examination aligns closely with the constitutional gender guideline of 30%. The observed gender balance in the chosen industry, with a relatively narrow gap between men and women, contributes to fostering industrial gender equilibrium, potentially enhancing employee loyalty and morale.
4.2.2. Age Distribution of the Respondents
Respondents were requested to specify their age, with the intention of assessing whether the study was sensitive to age-related perspectives of employees and ensuring that viewpoints were solicited from individuals across different age groups. The distribution of respondents' ages is presented in Table 4.2.
	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: SPSS Computation, 2025
The findings of the respondent's age are shown in Table 4.2.2. It is evident that the majority of respondents—52, or 61.2%—were in the 26–35 age range, followed by 18 respondents, or 21.2%, in the 25–24 age range, then by 10 respondents, or 11.8%, in the 36–45 age range, and by just 5 respondents, or 5.9%, in the 46–and-up age range. This indicated that the majority of research participants were between the ages of 26 and 35. This age range represented the economically preferred active working age in the industrial workplace in the chosen area. This raises employee commitment and morale in the industry sampled.
4.2.3. Education Level of the Respondents
To assess the potential impact of educational background on perspectives regarding retrenchment and loyalty, respondents were prompted to indicate their level of literacy. This approach aimed to provide an inclusive platform for individuals to express their opinions, irrespective of their educational background. The distribution of respondents' literacy levels is presented in Table 4.2.3.



	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: SPSS Computation, 2025

Table 4.2.3 illustrates the distribution of respondents based on their educational levels. The results reveal that 50 respondents (58.8%) held degrees, followed by 14 (16.5%) with OND/NCE qualifications, 16 (18.8%) with second degrees, and a minimal 5 (5.9%) possessing other certificates, particularly in business-related courses. This distribution suggests that a significant proportion of the respondents, with diverse educational backgrounds, were well-equipped to provide a comprehensive assessment of retrenchment and its impact on employee loyalty and morale in the selected industry.
4.2.4. Length of service of the Respondents
The respondents were requested to specify their tenure in the industry, intending to assess whether retrenchment and loyalty were influenced by the length of service. This approach aimed to capture the perspectives of employees across different experience levels, ensuring a diverse range of opinions. The distribution of respondents based on their working experience is presented in Table 4.2.4.
	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: SPSS Computation, 2025

The survey also assessed the duration of service for selected personnel in the field. The results reveal that the majority, comprising 51 respondents or 60%, have been employed in the industry for three to ten years. Additionally, 22 respondents, or 21.1%, have less than two years of experience, while 7 respondents, or 8.2%, have a tenure of 6 to 10 years. Furthermore, 5 respondents, or 5.9%, boast extensive industrial experience of 11 years or more. These findings suggest that the selected respondents possess substantial expertise in the field, providing a solid foundation for examining their perceptions of the impact of layoffs on employee morale and loyalty within the industry. The considerable wealth of working experience also ensures valuable insights into industrial layoff procedures and employee loyalty.
4.2.5. Departmental Section of the Company
The respondents were asked to specify their units within the industrial department to assess if the study was department-sensitive while seeking employees' opinions. This was done to ensure that individuals from all departments in the selected industry had the opportunity to express their views. The details of the respondents' department information are presented in Table 4.2.5.




	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: SPSS Computation, 2025

The survey also examined the departmental distribution of workers within the industry. The data revealed that the largest group of respondents, comprising 36.5% of the total, worked in the manufacturing department. Following this, 16.5% were in the store department, 15.3% in distribution and marketing, and 14.1% in other industry departments. This indicates that the manufacturing department had a higher number of staff compared to other departments, suggesting that this department's majority could provide valuable insights into layoffs and morale in the sampled industry.
4.3 Data Analysis According to the Research Questions
RQ1: Is there any significant relationship between retrenchment and employees’ morale in Remto 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: SPSS Computation, 2025
The investigation aimed to ascertain whether retrenchment resulted in a reduction of personnel within the organization while enhancing efficiency. The findings indicate that 31.8% of respondents disagreed with the notion that the company resorts to retrenchment when it needs to reduce its workforce. A majority of 52.9% of respondents expressed disagreement with this perspective, while 15.3% remained ambivalent. These results suggest that the organization effectively reduced its workforce through retrenchment, contributing to increased commitment and morale within the surveyed group.
	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: SPSS Computation, 2025
The objective of this investigation was to determine whether employees received retrenchment benefits as a form of compensation. The results indicate that 51.8% of survey participants disagreed with the notion that the company provides compensatory benefits to retrenched workers during workforce reduction. In contrast, 40% of respondents agreed with the statement, while 8.2% remained undecided. These findings suggest that a significant proportion of respondents, over 50%, acknowledged that retrenched workers in the selected industry did not consistently receive compensatory benefits.
 Table 4.3.3: There is maximum number of years an employee can spend with Remto 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: SPSS Computation, 2025

The purpose of this inquiry was to determine if the sampled industry had a robust policy regarding layoffs within employees' terms of service. The results indicate that 51.8% of those surveyed disapproved of the obligatory retirement policy implemented by the chosen organization, suggesting that it did not include a maximum number of years an employee could have worked for the company. In contrast, 38.8% of respondents agreed with the statement, while 9.4% remained undecided. Hence, more than 50% of those polled asserted that employee ineptitude and disloyalty to the government, rather than mandatory retirement age and years of service, were the primary reasons for Remto's retrenchment operations. This finding aligns with the observation that compensation benefits were occasionally not provided to the laid-off workers in the sampled industry, as reported by the 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: SPSS Computation, 2025
This inquiry aimed to determine if the terms of employment of the company contained any provisions about the circumstances in which employees may be let go. The results showed that 25.9% of respondents believed that the terms and conditions of employment were not orderly defined in the corporate layoff procedures. In contrast, a significant majority of 64.7% of respondents agreed with the statement, while 9.4% remained undecided. This suggests that more than two-thirds of the participants concurred with the assertion that the majority of retrenchment procedures aligned with the terms and length of service outlined in the company's policy.
	Table 4.3.5: Retrenchment programmes of Remto Industries affects the morale of employees who survive retrenchment 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: SPSS Computation, 2025
This inquiry aimed to find out whether Remto Industries' retrenchment programs have an impact on the morale of workers who make it through the process. Retrenchments do not in any way boost employee morale following the exercise, 18.8% of respondents disagreed. While 63.5% of respondents agreed with the statement, 17.6% of respondents were undecided. This suggests that majorities of more than two-thirds agreed with the assertion that most Remtower retrenchment exercises were employed to address employee disloyalty and incompetence with regard to business policy.
RQ2: Does communication of retrenchment process to employees have significant influence on employees’ loyalty?
	Table 4.3.6: Planned retrenchment 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: SPSS Computation, 2025
The purpose of this inquiry was to determine the degree to which the planned retrenchment's communication strategy increased employee loyalty prior to, during, and after the exercise. The proposed retrenchment exercise, according to 25.9% of respondents, was not announced through any channel. While 20% of respondents expressed neither agreement nor disagreement with the statement, 54.1% of respondents did. This suggests that a sizable number of respondents accepted the premise that at this business, employees are informed in advance about planned retrenchment activities. This improves morale and lessens disloyalty to authority.
	Table 4.3.7: The process and conditions for retrenchment 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: SPSS Computation, 2025

This question aimed to investigate whether the constituted labor union communicates the process and conditions of retrenchment to employees. The findings indicate that 15.3% of respondents disagreed with the statement, 20% of respondents neither agreed nor disagreed, while a significant majority of 64.7% of respondents agreed. This suggests that a substantial number of respondents acknowledged that the process and conditions for retrenchment are communicated to employees through their unions. Such communication may contribute to increased morale and reduced disloyalty among the authorities in the sampled industry.
	Table 4.3.8: The process and conditions for retrenchment 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: SPSS Computation, 2025

This inquiry investigated whether the methods of informing employees about the terms and conditions of their layoffs improved morale and loyalty. The findings show that 51.7% of respondents agreed with the statement, while 24.7% of respondents opposed it, and 23.5% of respondents were unsure. This suggests that a sizable portion of respondents agreed with the assertion that both the union and the company magazine serve as channels for communicating the process and conditions of layoffs. It indicates that the company's policy of using the retrenchment exercise to inform employees via their union and magazine is effective.
	Table 4.3.9: I am more loyal to my organization because retrenchment 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: SPSS Computation, 2025
In an effort to minimize authority-disloyalty in the workplace, the study aimed to determine whether the layoff process is effectively communicated to employees. The results showed that 70% of respondents agreed with the statement, while 20% disagreed, and 9.4% were undecided. This indicates a substantial agreement among respondents that informing employees about the procedure and terms of layoffs contributes to increased employee loyalty
RQ3: What is the influence of changes in the scheme of work on the morale of retrenchment survivors in Remto Industries, Ilorin, Kwara State?
The study objective here was sought to establish how scheme of service issues are addressed in Remto Industrial Limited. The results are as represented in the following tables:
	Table 4.3.10: After a retrenchment 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: SPSS Computation, 2025
Table 4.3.10's results show that 68.8% of respondents agreed with the statement, while 23.5% of respondents disagreed, 10.6% of respondents were undecided, and 10.5% of respondents were both in agreement and disagreement. This suggests that a sizable portion of respondents agreed with the assertion that wage structure changes increased to a greater extent. Morale is raised by this.
	Table 4.3.11: Retrenchment survivors are promoted after retrenchment 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: SPSS Computation, 2025
The results in table 4.3.11 show that 31.8% of respondents agreed with the assertion that retrenchment survivors are promoted after retrenchment exercises to replace top empty posts, while 14.1% of respondents were undecided. This suggests that a sizable portion of respondents agreed with the assertion that layoffs do not affect how employees are promoted in the chosen sector. This may be the case since there are other factors involved in downsizing than employee promotions in the chosen sector. As shown in table 4.3.10 above, it is therefore likely to be of more financial than non-financial use.
	Table 4.3.12: There is a change in the working hours of retained employees after every retrenchment 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: SPSS Computation, 2025
According to the results in table 4.3.12, 18.8% of respondents disagreed with the statement that retained employees work longer hours following layoffs, 10.6% of respondents were undecided, and 70.6% of respondents agreed. This suggests that a sizable portion of respondents agreed with the assertion that remaining employees' working hours in the sampled industry rise with each round of layoffs. By raising bonuses and allowances for workers, this boosts morale and loyalty.
	Table 4.3.13: The management often call for more overtime work after retrenchment 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: SPSS Computation, 2025
The findings in table 4.3.13 indicate that 54.8% of respondents agreed with the statement that management often requests additional overtime work after laying off less productive employees, with only 29.4% of respondents disagreeing. The remaining 11.8% were undecided. This suggests that a significant proportion of respondents agreed with the notion that management frequently seeks additional overtime labor after layoffs, a practice perceived to enhance employee morale and reduce dissent towards authority in the studied business.
	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: SPSS Computation, 2025

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 organization were able to achieved change in scheme of work after retrenchment. Hence, this improves employee’s morale in general. 
4.4. Descriptive Statistics Showing the Behavioural Patterns of Responses towards the Constructs of Retrenchment exercise and Employee’s Morale
	Table 4.4.1: Descriptive Statistics Analysis of Mean and Variance of Respondents Opinion on Retrenchment 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 Remto 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

	Retrenchment program of Remto affects morale of employees who survived retrenchment 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 (listwise)
	N
	85
	0
	0
	85
	85

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



The retrenchment exercise was evaluated using five constructs, two focusing on self-assessment of employee morale and three comparing the company's retrenchment policy with terms and conditions of employment. Table 4.4.1 displays the mean (3.2588) and standard deviation (1.33767) of the results, indicating that respondents generally agree that the organization's retrenchment policy aims to downsize staff for budgetary cost allocation. The mean response is above the cut-off point of 3.00 on a 5-point Likert scale.

Regarding the statement "Employees are sometimes retrenched with separation benefits as compensation for their services," the mean is 2.8118 with a standard deviation of 1.42674. Additionally, the company's policy on retirement benefits is perceived to not efficiently boost employee morale, with a mean of 2.7529 and a standard deviation of 1.55767, indicating varying opinions among respondents on retirement benefits.

The statement about conditions for employee retrenchment being stipulated in the terms of employment achieved a mean of 3.5059 and a standard deviation of 1.25947, suggesting agreement among respondents. However, the majority (85) agreed, with a mean response of 3.6941 and a standard deviation of 1.37168, that the company's retrenchment policy affects employee morale. This indicates a consensus among respondents that the company's procedures for assessing retirement policy are unbiased, with minimal variation in opinions. However, opinions significantly differ when comparing this with retirement benefits, suggesting that the company's retrenchment policy may not meet required separation benefits, potentially impacting morale and loyalty at Remto Industrial Limited Ilorin.




4.5 Hypotheses Testing at 5% level of Significant
Ho1:	There is no significant relationship between retrenchment policy and employees morale in Remto Industries, Ilorin, Kwara State.

	Table 4.5.1: Pearson Correlations Analysis Between Retrenchment 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 the Pearson Moment Correlation for all dimensions of retrenchment policies used by Remto are presented in Table 4.5.1. All correlation coefficients (Downsize=0.856, Separation Benefits=0.877, Retirement Age=0.926) are notably high, exceeding half and approaching unity, indicating a strong positive relationship between retrenchment and employee morale. The three variables are treated symmetrically, making them effective measures for predicting employee morale in the sampled industry, without clear distinctions between dependent and independent variables.
Retirement Age (r=0.926) emerges as the most influential variable, significantly determining the retrenchment policy and showing a positive relationship with employee morale at a 5% significance level. This suggests that specifying retirement age in the terms and conditions of employment positively influences the morale of retained employees in the sampled industry.
Following closely is the retrenchment policy of the company in offering retirement benefits (r=0.877) to retrenched employees, indicating a positive relationship with their morale. Downsizing is also significant at the 5% level due to its high correlation coefficient (r=0.856), suggesting that employee morale increases as the budget cost of downsizing rises.
In conclusion, caution is advised for Remto Industrial Limited when implementing downsizing measures, as this method of retrenchment can lead to fiscal stress and human resource shrinkage, causing problems that may be challenging to manage within the industry. Emphasizing retirement age and benefits in the terms and conditions of service is recommended, as both variables are equally significant at the 5% level. This aligns with Ogbechie's (2015) suggestion that retiring employees at a certain age ensures they are mentally fit and equipped with necessary skills, contributing to improved commitment and morale.
Ho2:	Communication of retrenchment process to employees has no significant influence on employees’ loyalty in Remto 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 CompanMagazine



The table 4.5.2 shows the incorporated model summary from regression analysis result which explains the significant relationship between communication media of retrenchment 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 retrenchment 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 Remto will fail to appraise the employee loyalty because the manager has the cause to retained communication of retrenchment 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 retrenchment survivors in Remto 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 Remto 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.
4.6 Discussion of Findings
The demographic characteristics of the respondents were assessed to determine if retrenchment and loyalty in the selected industry were gender-sensitive. The results showed that 63% of respondents were males, and 37% were females, indicating adherence to the 30% constitutional gender rule. This balanced gender distribution likely contributes to increased employee loyalty and morale in the industry.
Furthermore, the study found that a majority of respondents (61.2%) fell within the economically active age bracket of 26 to 35 years, aligning with the recommended age range for industrial workplaces. This age distribution is likely to enhance employee commitment and morale within the sampled industry.

The literacy level of the respondents was considered, and the findings suggested that virtually all respondents were well-equipped to provide a fair assessment of retrenchment procedures and employee loyalty in the selected industry. The study indicated that the sample represented a fairly tenured group of employees, with considerable exposure to industrial retrenchment processes due to their wealth of experience. This ensures that the study obtains objective responses on the perceived influence of retrenchment on employee morale and loyalty in the sampled industry.
The study explored various dimensions of retrenchment policies, revealing that the organization's policy to downsize staff was aimed at improving budgetary cost allocation. The respondents' opinions on retirement benefits varied significantly, indicating potential areas for improvement in the company's policies. However, there was a consensus that the company's retrenchment policy significantly affected employee morale, emphasizing the importance of well-defined procedures in the term and condition of employment.
The correlation analysis of retrenchment policy dimensions demonstrated a strong positive relationship between retrenchment and employee morale. Retirement age emerged as the most influential variable, significantly determining the retrenchment policy and positively correlating with employee morale. The study recommended caution in downsizing practices, as the loss of skills and employee morale can result from such measures.
The study also investigated the impact of communication media on employee loyalty, showing a positive and significant relationship. The findings emphasized the importance of effective communication during the retrenchment process, contributing to increased employee loyalty.
Finally, changes in working hours and salary structure were found to have a direct positive influence on employee morale, with salary structure being identified as particularly significant. The study highlighted the need for managers to focus on salary structure after retrenchment to maintain and enhance employee morale.
In conclusion, the study provided valuable insights into the relationship between retrenchment policies, communication strategies, and changes in work conditions with employee morale and loyalty in the sampled industry. The recommendations derived from the findings can potentially inform policy and decision-making in both private and public sector organizations in the study area.



















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0 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
This study aimed to investigate the impact of retrenchments on employee morale at Remto Industrial Limited in Ilorin, addressing three key research questions. The first question focused on the relationship between retrenchment policies and employee morale. The findings indicated that retirement age, separation benefits, and downsizing positively influenced employee morale at a 5% level of significance.
The second research question explored the effects of retrenchment process communication on employee loyalty. Communication mediums such as union communication and company magazine were rated highly by respondents, positively impacting both employee morale and loyalty. Consistent communication methods were appreciated, and employees felt well-informed about retrenchment matters, fostering a positive work environment.
The third research question examined the effects of changes in service structure following retrenchment on employee morale. The study revealed that decisions related to salary structure, promotion, and working hours significantly affected employee morale. Effective management addressing these elements was identified as crucial for boosting morale and, consequently, increasing productivity.
5.2 Conclusions
The discussion highlights concerns among Remto Industrial Limited employees regarding the management's handling of retrenchment policies, communication methods, and changes to service plans. Despite management's apparent seriousness, the findings reveal dissatisfaction, particularly with the promotion exercise, which, while favoring employee morale, lacks statistical significance at the 95% confidence level. This discrepancy may not have an immediate impact on morale, but it raises concerns about long-term effects on productivity.

Employee discontent with the promotion process suggests that management may have replaced certain benefits, such as salary packages and bonus-paid extended working hours, with less favorable alternatives. The perceived arbitrariness in decision-making, especially concerning promotions, adds to the dissatisfaction. Respondents express a lack of understanding about the justification and eligibility criteria for layoffs, demanding a more transparent approach.

The study emphasizes the need for a review of the promotion policy, ensuring clear communication of layoff justifications and criteria. Management should exercise caution in using downsizing solely for cost reduction, as it may lead to more drawbacks than benefits. Offering attractive separation benefits to all employees, coupled with transparent retrenchment processes, is recommended to minimize systemic mistrust. Addressing these issues and enhancing the assessment of staff dedication and morale could contribute to a more successful and transparent retrenchment process at Remto Industrial Limited.
5.3 Recommendations
Based on the research findings, the following recommendations are proposed:
i. Promotion Policy Development: To enhance morale and loyalty among employees, Remto Industrial Limited's management should formulate and implement a promotion policy. This policy should provide a structured and transparent approach to promotions, addressing employees' concerns and ensuring fairness in the process.
ii. Early Involvement of Union Leaders: Management should involve Union Leaders at the early stages of organizational changes, ensuring they are well-informed and actively participate in decision-making processes. This proactive involvement will contribute to smoother transitions and increased employee adherence to the change process.
iii. Improved Communication Strategies: Utilize a variety of communication methods, including meetings and written communication, to effectively convey information about retrenchment processes. Clear communication about justifications and requirements for retrenchment will prepare employees for potential layoffs and help them transition psychologically.
iv. Seminars and Workshops for Laid-off Workers: Plan and conduct seminars and workshops for employees who have been laid off. These sessions can provide guidance on how to utilize the compensation received during the retrenchment process. Offering support in navigating post-employment situations can assist employees in adapting to new circumstances.
v. Employee Involvement in Decision-Making: Foster a culture of employee involvement in decision-making processes related to organizational changes, including layoffs. Empowering employees with information about the company's strategies enhances their sense of control and can positively impact their motivation and commitment to their work.
vi. Implementing these recommendations can contribute to a more positive organizational environment, where employees feel valued, informed, and engaged, even during challenging periods such as retrenchment.
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QUESTIONNAIRE:
Impact of Employee Retrenchment on Morale, Loyalty, and Organizational Performance: A Case Study of Remto Industries in Ilorin, Kwara State, Nigeria

I am a undergraduate of the above named department conducting a study on the above named topic. I humbly request your assistance in supplying relevant information for the successful completion of this research. The information supplied will be viewed in strict confidence and will be used for the write-up of the study.

Thanks for your anticipated cooperation.
Yours faithfully,



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 Retrenchment and how it affects Employees Morale and Loyalty in Remto Industries, Ilorin, Kwara State, Nigeria. Please tick (√) in front of statements that correspond with your opinion. 
RETRENCHMENT 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 Remto 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. 
	Retrenchment programmes of Remto Industries affects the morale of employees who survive retrenchment exercises.
	
	
	
	
	



Communication of Retrenchment 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  retrenchment exercises are communicated to employees prior to the exercise in this organization.
	
	
	
	
	

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

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

	14
	I am more loyal to my organization because retrenchment 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 Retrenchment 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 retrenchment exercise, there’s usually a change in the salary structure of employees
	
	
	
	
	

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

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

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

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