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Part 1: Downsizing Practice in Organizational Change
Introduction
Repeatedly, change has been a concept to gamble within many organizations. While certain changes take place due to technological advancements, others happen rather negatively forcing organizations to lay off most of its workforce. Downsizing is the strategic trend that compels organizations to scale down the number of its labor force due to market recession, failure to secure value for investors or simply economic implications like bankruptcy. This paper bases its explication of downsizing practice in relation to three studies conducted by Hammond et al. (2019), Entis & Marinova (2017) and Cascio (2010). In attesting the impacts of organizational downsizing or retrenchment, the studies capture the impacts on the retrenched employees and retained employees, the organization’s impacts and better approaches to carry out the practice. Rebound of the organization’s stock market to admirable standards after downsizing should correlate with the objectives that directed such change implication.
Key Frontline Experiences in Relation to Downsizing
Organizations should opt for downsizing as the last report to save on operational costs used in productivity. Entis & Marinova (2017) discuss that one of the promising media magnets, Odyssey came down to downsizing unexpectedly in order to cut costs and save on the value of the company. From this article, it comes out clear that most organizations do not adequately implement the change caused by downsizing. One of many Odysseys’ employees was fired through email message. This is one among many other negative experiences that second the retrenched employees to sue for legal compensations.  Simuth (2017) reiterates that the psychological impacts that are meted on the employees are far dire and negatively impactful. For this reason, saving costs should not be spontaneously impacted.
Downsizing has been associated with frontline experience of creating long term exemplary performance in the organization. As studies argue that streamlining the workforce to a considerable number shapes key performance from selected few employees, Cascio (2010) posits that downsizing may not effectively be the most practical approach to guarantee exemplary performance. Akaighe & George (2017) second the opinions of Cascio (2010) when they state that instead of creating better performance, downsizing creates a rigid workplace environment through additional responsibilities that are then made to be implemented by the remaining few employees. Therefore, it is considered to use downsizing for other reasons based on needs to save production costs, create value during recessive economic times and in place of technology rollout on the same roles that the members of the organization are employed to carry out.
Downsizing in organizations takes place when there is a need to create value for the stakeholders of the company. In this case, Hammond et al. (2019) discuss while organizations require employees for innovation performance, sometimes the value is cut with an oversupply of the products into the market. This creates stagnation and losses of the economic value of the product and minimal revenue for shareholders. It becomes a requirement of the organizations to use downsizing so as to spend less and save the most, as shown by Bujang & Sani (2010). Hammond et al. (2019), consequently, stipulate that all the personnel who form the backbone of innovative practices are negatively impacted by the change if no proper roadmap is projected.
New Experiences Confronting Change Managers
The new experiences that I found to confront managers after downsizing are lack of job satisfaction, employment insecurity and generic conflicts. All these effects come about whenever the downsizing process happens discretely in the industries such as microfinance.  Akaighe & George (2017) discuss that downsizing affects both the managers and the employees alike. Although the psychological impacts are faced by the ordinary employees, the managers similarly get to rattle with the increased demand from the top leadership to attain the set objectives of the change. It becomes difficult as discussed by Van Dick, Drzensky & Heinz (2016) for the managers to accomplish their managerial roles of employees who are equally traumatized by the process. Obtaining results delays and consequently, the interdepartmental conflicts ensue.
I also found that organizations become internally disoriented in relation to the corporate culture that determines how the business is supposed to be run with the surviving group. According Hammond et al. (2019) and Cascio (2010), the internal culture of the downsized organization becomes conflicted with fears and anxieties among the retained employees. This equally worsens the production of the company. I find it as a double tragedy that results in slow input in set objectives after the change has taken effect. Failing to adequately meet the new goals after downsizing depends on the role of managers in strategizing accordingly when and how the change should take place (Cascio, 2010).  The managers, therefore, have to stressfully make objectives worth living and implementing.
Prioritization of New Experiences as Deal Breakers
I would prioritize the experiences from the change occasioned by downsizing practice as both negative and positive which makes deal-breaking to be dependent on other factors. In this case, the experiences of downsizing become deal-breakers when the organization achieves its intended purpose for introducing downsizing practice. Entis & Marinova (2017) elaborate that when an organization retains a considerable number of employees that fits the roles to be fulfilled, it creates opportunities even during economic recessions. This is a deal-breaker. On the contrary, the experiences such as cultural misalignments, lack of employees’ confidence in management, psychological stress, trauma and unemployment are the negative impacts of the practice as demonstrated by Simuth (2017) that prevent the practice from being a deal-breaker. If these impacts are not adequately addressed in the retrenched organization, they become great impediments to deal breakers.
I would prioritize the experiences as deal breakers in view of extreme risk-taking when it is mostly needed. Like any other change that takes place in an organization, I view these varied and almost negative experiences as the saving strategic approaches that organizations need to address in order to remain stable. The organizations should only ensure that before implementing the change, all procedures are laid strategically to help prevent legal suits and reduce the psychological breakdown of retained employees.
New Insights into Implementing Downsizing Approach
The new insight that emerges from downsizing practice is a necessity to build an internal talent pool. Cascio (2010) discusses that an internal talent pool can be made effective when the organization invests on its employees through periodic training, using better performance evaluation methods like Management by Objectives. Constantly reviewing the market trends and alignments also prepare the organization for extreme change that could circumstance need for retrenchment. Building an internal pool of talented employees can effectively transition the organization through change as concluded by Ahlstrand & Rydell (2017).
An organization can use the attrition method as an insight to implement strategic downsizing. Attrition allows the organization to freely let off an employee over concerning issues without a replacement for the vacant position. This approach creates room for other employees to either follow suit or simply outperform others. Hammond et al. (2019) discuss that attrition when used together with other newer insights like early retirement enticements can prevent challenging experiences such as departmental conflicts.
Conclusion
Organizations should use approaches that easily help employees to pick up from change implementations such as downsizing practices. In many cases, organizational leaders should offer training, incentives, support structure and create communication channels for all the employees. As all changes should work for the good of the organization and serve as deal breakers, positive strategies such as early retirement compensations, attrition and building of internal talent pool should guide organizations that aim to use downsizing as the strategy to cut cost and create value in business operations.


References
Ahlstrand, R., & Rydell, A. (2017). Corporate social responsibility in connection with business closures and downsizing: A literature review. Contemporary Management Research; 1, 13.
Akaighe, G., & George, O. (2017). Organizational Downsizing and Its Effects on Surviving Employees. International Journal of Economic and Business Management. Vol. 5(2), pp. 2..
Bujang, S., & Sani, N. (2010). Downsizing effects on survivors. In 11th International Conference on Human Resource Development on Research and Practice, Faculty of Cognitive Science and Human Development. University Malaysia Sarawak (UNIMAS), Kota Samarahan, Sarawak. Malaysia.
Cascio, W. F. (2010). Employment downsizing and its alternatives. SHRM Foundation’s Effective Practical Guide Series.
Entis, L & Marinova, P. (2017). Inside Odyssey: The Decline of a College Media Empire. Fortune Magazine. Retrieved from https://fortune.com/2017/06/03/odyssey-media-layoffs/
Hammond, M., Cross, C., Farrell, C., & Eubanks, D. (2019). Burnout and innovative work behaviors for survivors of downsizing: An investigation of boundary conditions. Creativity and Innovation Management, 28(3), 306-317.
Simuth, J. (2017). Psychological impacts of downsizing trauma. In Impact of Organizational Trauma on Workplace Behavior and Performance (pp. 120-139). IGI Global.
Van Dick, R., Drzensky, F., & Heinz, M. (2016). Goodbye or identify: Detrimental effects of downsizing on identification and survivor performance. Frontiers in Psychology, 7, 771.
