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Abstract
Organizational change is inevitable and it is an important part of the organization’s transition to realize its objectives. Some changes may be good for the organization’s stakeholders, especially employees while others may not be supported due to their potential negative impacts. One such change is downsizing the organization. Whether the change is good or bad, the organization designs an effective strategy to relay the message to the affected in a manner that will not affect those who remain or those who are leaving. Downsizing, as Cemeron (1994) explains, can have negative impacts on organizational performance if not handled properly. No one wants to be relieved from the work that is giving them livelihood and those who remain at the workplace may be impacted because their job security may not be guaranteed.
Downsizing is associated with various factors including the increasingly dynamic and competitiveness of the workplace (Cameron, 1994). Downsizing, as Freman and Cameron (1993) explain, involves relieving workers from their responsibilities. Even though it is a negative thing, especially to the employees who are affected, it is also inevitable because of the market environment changes that may be out of reach of the organization’s management to handle. Therefore, most studies that have examined organizational downsizing have called for one common thing, that the organizational leaders design an effective strategy that would minimize the damage of downsizing.
The message is as good as how it is relayed to the audience or recipients. If the message is bad but the sender relays it in a good manner, it may be accepted by those who are affected. In organizational downsizing, leaders who are charged with the responsibility of delivering the message of downsizing to the employees must take all the precautions to reduce the damage the downsizing may cause, not only to those who are leaving the work but also to those who are leaving. Cameron (1994) examines the potential impact of downsizing on the employees who remain at the workplace citing that it can affect their morale and productivity. Downsizing is not taken lightly, both by those who are leaving and those who remain at work. Therefore, human resource managers should take the necessary steps to develop an effective strategy. An effective downsizing strategy includes reasons, positions affected, selection criteria, employee benefits, notifications, communication, and outplacement (Cameron, 1994). Even though these elements are important in developing an effective downsizing strategy, communication is very paramount and important. Human resource managers must ensure that they prepare communication with the current and former employees to ensure the potential negative impacts of downsizing on the current and former employees. For the current staff, downsizing may affect them for different reasons. For example, downsizing may mean and imply that they will have to do more work, which may bolster their morale and productivity. According to
The purpose of this study is to explore the strategies that can help managers during downsizing to successfully implement the plan while minimizing the potential damage it may have on the employees’ productivity and morale. Based on Cameron’s strategies, this paper discussed the three main downsizing strategies as workforce reduction, work redesign, and systematic strategies. As Cameron (1994) explains, managers must design an effective downsizing strategy and ensure its successful implementation.
For this assignment, I chose to present a journal on Leadership and Organizational Development. This journal examines organizational theories and how to effectively improve efficiency in management. The article focuses on downsizing and how managers can successfully use properly designed downsizing strategies to enhance and achieve efficiency. The content of this article will help organizational leaders and managers who are looking for effective ways to implement an inevitable, and yet negatively perceived change of downsizing.
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