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ABSTRACT 

Most employees and employers alike know that in this current economic climate there 

are a few businesses immune from the possibility of staff downslZing. This has been 

brought about by the global changes in the economic environment brought about by 

competition and other economic environmental factors. Though the psychological 

and behavioural effects of downsizing bas been conducted the reasons and effects of 

the exercise on staff productivity has not been studied. 

This research is a case study analysing the effect of staff downsizing on employee 

productivity levels at Barclays Bank of Kenya Limited looking at the productivity 

levels of staff members after the exercise was conducted in February 201 1. The 

population of study will be the staff members of Barclays Bank of Kenya Limited post 

downsizing and the researcher will seek information from five senior managers at the 

financial institution seeking their opinions on how this exercise has impacted on the 

remaining staff by looking at their levels of productivity. Data will be collected 

through interviews with the guidance of an interview guide drafted by the researcher 

that will be conducted with the chosen managers ofBarclays Bank of Kenya Limited. 

The inteTVJewees pointed out in unison that downsizing exercise has led to reduced 

levels of productivity among staff members who survived the exercise. This was 

brought about by the reduced confidence levels among staff members and panic 

within the bank. The bank being in the service industry the mood of the staff 

members affects their output and this affects quality of service being offered to the 

clients. 
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The perception of employees on ho~ comparues handle staff downst:llng 1s patheuc 

The way companies are going about the exerc1se leaves a lot to be desired and the1r 

reputation may suffer as a result of mishandling the process. Therefore careful detail 

should be given to this exercise, which if poorly conducted affects staff directly and 

the staff beirtg core in the running of an organisation should be looked at as valuable 

organizational resource. Therefore firms seeking to downstze should seek the help of 

professional human resource bodies for advice before undertaking this exercise ~btch 

if done without careful planning leaves a company worse ofT. Firms seeking to 

downsize should explore all the other possible alternatives and choose downsizing as 

the last option to restructure a finn since the effects of the exercise are very severe 

especially to the surviving staff members. 
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human toll, it has become an accepted way of dealing with an intensely compcttttve 

global environment It ts a tool that will be used even 10 more prosperous umes when 

orgamzauons find it necessary to transfonn thetr products. sen•tces, organizations, 

and workforce 10 response to threats and opporturuttes of a rapidly changing and very 

compeuttve world economy. 

In the process of compantes trying to adapt to the external envtronmcntal changes in 

the job market, companies may opt to reduce costs and here downsizing of staff 

comes as an option. The company with the aim of cutting down on staff salaries may 

end up incurring lugher costs such as reduced productivity from the remaining staff 

members who are not motivated to work in fear of job loss, reduced staff morale 

wluch v.·ill make the company incur more costs on training of the remaining staff 

members and domg team butlding activities to boost staff morale. Therefore it is 

rmportant for a company to analyse downsizing weighing its pros and cons and 

analyse its tmpacts in dctad before undertaking the exercise. Since the company may 

end up spending much more than they estimated reduced costs m plan. 

The successful management of this process is ultimately the key to survival of any 

organisation It should be the concern of all organisation members irrespective of their 

position. Therefore the organisations have to plan carefully how to undertake the 

downstzmg process Human resource consultant's advice is important at this point as 

the emotions and feelings of the staff members are dtrectly affected through this 

process Smce employees' morale directly affects their output thts process should be 

handled carefully with great expertise. 
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1.1.1. The Concept of Downsizing 

Cameron ( 1992) defines downsizmg as a posmve and purposirc strategy, a set of 

organizational activities undertaken on the part of management of an organisation and 

destgned to tmprove orgaruzational efficiency, productivity and compettttveness. This 

is a crittcal decision taken by organisation and human resource management have an 

important role to play here. 

All employees should be infonned why the downsizing is necessary what costs are to 

be cut, bow long the downsizing w ill take and what strategies the organisation intends 

to pursue. Human resource management plays a vital role in downsizing to 

communicate the message m a right way that it will not harm the orgamsatton's tmage 

and the employees have positive perception even after leaving the orgamsallon. 

Downstzmg also impact on the mind of the employees workmg in the orgam sation. 

They feel msecure about their job. Especially the sunivors' left behind post 

downstzmg they develop fear not knowing when they would loose their jobs and this 

tends to impact on the employee motivation and eventually the level of productivity 

per employee. 

Because of its negative connotation of giving people the 'axe' downsizing is not a 

tenn that many management consultants use. Many would rather usc friendlier tenns 

such as re- engineering, rightsizing and re inventing. On the other stde of the spectrum 

there are researchers who are concerned that downstzmg has become too closely 

associated with the process of organizational declme and tts negative effects (Noer, 

1993). 
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1.1.2. Employee Productivity 

The concept of producu ... ity ts generally defined as the relationship between input 

(Consumed resources) and output (produced goods) in the manufacturing 

transformation process (Koss & Lewts, 1993). Productivity can be descnbed as the 

quantitative rclat10nshtp between input and output (Montreal Ga1ctte, 1998). 

Productivity is closely related to the use and availability of resources. It is also linked 

to creation of value. Therefore high productivity is achieved when activities and 

resources in the transformation process add value to the produced outcome. The 

opposite of productivity is represented by waste that then must be eliminated to 

improve producttvity (Koss & Lewis, 2002). 

Creating a work environment in which employees are product1ve is essential to 

increased profit of an orgarusation. Principles of management d1ctate how exactly to 

maximise employee productivity and it centres around two major areas of focus: 

personal motivation and infrastructure of the work environment. One of the key ways 

of producmg highly productive staff is through motivatiOnal incentives based on 

salary raise and promotions. In addition a motivating work environment must be one 

in which employees are treated fairly. No matter what level of input a particular 

worker has m relation to the business process as a whole. It is essential for a manager 

to give each employee a sense of playing a dynamic integral role m something much 

larger Indeed endangering loyalty is a key element of moti\'ating workers and thereby 

increasing the O\'erall product1v1ty of operations (Noer, 1993). 

One of the reasons companies tend to tgnore the importance of employee productivity 

is because they hnk overall productivity and profitability as one 1ssue. Productivity is 
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an important aspect to analyse in any organisation as productivity affects the 

profitability and performance of an organisation. Therefore lhc two concepts of 

productivity and profitability are totally dtfferent and one affects the other. 

1.1.3. Downsizing and Employee Productivity 

It's a common adage that exists m every culture: you reap what you sow. In business 

perspective this might apply to the quality of product or service. Better quality means 

more customers. Businesses are dependent on the quality of staff that the business 

will have as the staff members betng the direct people involved m the production 

process will directly affect the quality levels of the goods being produced or the 

quality of services rendered (Tomasko, 1990). 

There is a direct correlation between lower productivity and downsizing. A study 

published in the Academy of Management Journal showed lhat downsizing is so 

demoralizing for the remainmg staff that many of them feel motivated to leave the job 

and ftnd work elsewhere. The staff cut is so damaging to the morale and this leads to 

lower productivity levels as the remaining employees seek knowledge on who will be 

next to go home mstead of focussing on their assigned duties. This process also nds 

the company off talented staff who before their productivity levels affected the overall 

organizational productivity These dtsruptions in company dynamics resu lt in lack of 

productivity. Plus the company might incur the cost of replacmg talented staff 

(Montreal Gazette, 2008). 

People are the smgle biggest asset and expense fo r almost all companies. Companies 

therefore have to hue well and keep the talented staff motivated all through in order 
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for the staff to remain highly productive. Compames have to ensure that the 

workforce feels the company practices are eqmtable and based on performance. The 

employees will then be more engaged and satisfied with thetr jobs thus become more 

motivated to work and this will increase the output level per employee and the overall 

organization productivity level (Koss & Lewis, 2002) 

1.1.4. T he Banking Industry in Kenya 

The Companies Act, the Banking Act and the Central Bank of Kenya (CBK) Act 

govern the banking indust:r}. The banking sector was hberalised in 1995 and 

exchange controls lifted. The CBK, which falls under the Ministry of Finance docket, 

is responsible for formulating and implementing monetary polic~es and fostering the 

liquidity, solvency and proper functioning of the fmanctal system. The CBK publishes 

information on Kenya's commercial bank and non-banking fmancial institution, 

interest rates and other publications and guidelines. 

The banking system compnsed 53 commercial banks, II non- bank financial 

institutions, 2 mortgage finance companies and 4 building societies. The institutions 

under statutory management stood at 4 while the number of forex bureaus increased 

to 48. 35 of the banks most of which are small to mcdtum stzed are locally owned. 

The Industry is dominated by a few large banks foreign owned, though some arc 

partially locally owned (Central Bank of Kenya). 

Stx of the major banks are listed in the ~airobt Stock Exchange namely Barclays 

Bank, CFC Stanb1c Bank, Dtamond Trust Barik, Equity Bank. Kenya Commerctal 
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Bank, Kational Bank of Kenya Limned, Nat10nal Industrial Credn Bank, Standard 

Chartered Bank and Cooperattve Bank of Kenya Limited. The commercml banks and 

non-banking fmanctal institutions offer corporate and retail banking semces but a 

smaller nwnber offer other servtces including Investment banking. The banking 

industry has most recently witnessed a rapid changing environment characterised by 

stiff competition, changing customer needs, declming margins, low liquidity and 

higher financtal risks. 

1.1.5. Barclays Bank of Kenya Limited 

Barclays bank in Kenya is one of the largest bartks in the East African country the 

bank boasts of a balance sheet worth $ l billion that is equivalent to I 0% of the 

country Gross Domestic Product. This bank is a subsidiary ofBarclays PLC and it has 

been operational in Kenya since 1916 and it has extensive branches all over the 

country. The busmess uruts of Barclays bank fall under retail, corporate, treasury and 

card services supportmg segments of small businesses to small to mtdstzed cornparues 

(SME's). 

The bank has 69 branches around the country. Almost 30% of the retatl market in 

Kenya is under the control of Barclays. The largest outlet of the bank is in Nairobi 

and this branch tS Queensway branch however the head office is situated at Barclays 

Plaza. The bank entered the ~airobi stock exchange in 1986 and smce then 1t has been 

actively trading in the market with the bartk having around thirty four thousand 

shareholders. The bank currently has approximately 1,890 staff members with Adan 
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Mohamed a Harvard busmess school graduate as 1ts Managing Director (Barclays 

bank website). 

The banks tmanctal strength coupled with extensive local and international resources 

have positioned Barclays as the number ooe provider of financial services in the 

market for the past se,·eral number of years. The company's year over year financial 

performance has bu1lt confidence m the banks leadership and management with the 

bank having over 60,000 shareholders. The Vision of the bank is to be the best retail 

and commercial bank for every customer, every market, every product, every time. 

The mission of the bank is to be the leadmg retail and commercial bartk in Kenya. 

1.2. Research Problem 

Organization downsizing has been a pervasive managerial practice for the past 

decades. If a finn finds itself in financ1al difficulties the widely accepted corporate 

panacea has been to cut down personnel. Wtule strong empirical ev1dence suggests 

that reduction in force activities rarely return the anticipated economic and 

organizational gains (Cassio, Young & Morris, 1997), there is increased 

understanding and awareness that downsized comparues are forced to deal with the 

human and soc1etal after- effects m a post downsizmg phase. 

Research shows that the human consequences of layoffs are costly and devastating for 

individuals, their families and the enllre community. While workforce reductions 

cannot always be completely avoided, downsiL.ing- related layoffs must be a 

managerial tool of absolute last option rather than first option. Dunng an economic 
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downturn, a company must carefully consider its options and assess the feasibility and 

applicability of cost-reduction alternatives before adopting layoffs as a strategy 

(Littler, 1998). 

To meet environmental demands, the organization may make changes to its structure, 

strategy, products and services. Population ecology theory and institutional theory 

provide alternative perspectives on organizational change. The population ecology 

theory emphasizes the significance of environmental pressures highlighting how these 

pressures affect survival. The organizational change underscores the importance of 

maintaining legitimacy by meeting societal and industrial expectations (Hannan & 

Freeman, 1977). 

According to the population ecology theory the external environment determines the 

optimal characteristics of the population of organizations. To survive in their 

environment, organizations must adapt to constraints (Hannan & Freeman, 1977). The 

adaptation process may force organizations to decrease their size, product of service 

mix. Population ecology theory states that rampant downsizing in an industry occurs 

when the environment imposes an optimal form for organizations. By meeting the 

demands of the environment through downsizing an organization increases its chance 

of survival in the environment. 

DtMaggio & PoweU ( 1 983), offer an institutional perspective for why organizations 

may choose to downsize. This theory views downsizing as one response to the 

environmental uncertainty. The organization chooses this strategy because it provides 

a semblance of control. When executives are unable to predict the environment, they 
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are likely to adjust in a way similar to other organizations in the same environment. 

An important nuance of this theory is that imitation can occur among organizations 

without any credible evidence of a casual link between improved performance and 

downsizing. From this theoretical perspective, downsizing serves as a legitimating 

strategy and buffers the organizations against further chaos associate with uncertainty. 

Although managers may not explicitly view downsizing from a particular theoretical 

perspective, they create implicit assumptions among other organizations when they 

use this strategy. Many studies have been conducted to assess the impact of 

downsizing on the remaining employees known as survivors' morale. The 

unanswered question is why do organisations downsize and how does downsizing 

impact on the productivity levels of an organization? 

Noer (1993) did an intensive research on the trauma of downsizing on the remaining 

employees. In his book healing the wounds basing on his study he emphasized on 

ways in which companies need to motivate the remaining staff in order to make them 

overcome the trauma associated with downsizing and get them to work productively. 

Wamuyu (2001) did a research on the strategies adopted by commercial banks due to 

external change. ln this research be pointed out strategies adopted which includes 

product differentiation as a way of increasing sales for the banks and thus increase 

revenues to the specified financial institutions. Kibett (2006) looked at the effects of 

downsizing on employee morale and operations at Trans National Bank. He focussed 

his study on how downsizing affected the staff morale and the general bank 
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operations prior and post downsizing. Kibbet like Noer focussed h1s study on the 

morale of the staff post the downsizing exercise. 

This study will focus on do\vnsizing exercise that took place in 2011 February at 

Barclays Bank of Kenya Limited. To analyse the comparison of productivity the 

analysis will focus on productivity levels of previous year 20 I 0 with that of 20 I I post 

the downsizing exercise. The scope of study will be for two years. 

The research question will be bow has downsizing affected productivity levels at 

Barclays bank of Kenya level? The researcher seeks to fmd out if the downsizing 

exercise led to increase or decreased productivity levels post downsizing. 

1.3. Research Objective 

The objective of the study is to determine the effect of downsizing on employee 

productivity in Barclays Bank of Kenya Limited. 

1.4. Value of the Study 

The research project will provide academics analysis of downsizing. It will make 

contribution to both theory and practice. To organisations being private, 

governmental and other parastatals this study will bring out potential benefits and 

negative effects of downsizing, assist professionals and top management in 

organisations in formulating guidelines that concern implementation of downsizing in 

organizations so that minimal negative effects can be felt after the exercise has been 

implemented. This study will enable a finn planning to undertake the exercise weigh 

the pros and cons carefully before engaging downsizing looking at the positive and 

negative effects that come as a resuJt of downsizing. 
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To academicians and researchers, the fmdings will update extstmg body of knowledge 

on downsizing in organisations. There have been extensive researches done on 

downsizing mostly dealing with how this exercise affects the morale and mood of 

employees within an organisation that has undertaken downsizing. This study will 

incorporate how downsizing effects productivity of staff members in an organisation 

adding to the existing knowledge on downsizing. 
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CHAPTER T\VO: LITERA T RE REVIE\V 

2.1. Definition of Downsizing 

Hickok, (1995) defmes downsuing as a proactive (planned m advance and usually 

mtegrated with a larger set of ObJectn:es) or reacll\e( typified by cost cutting as a last 

resort after prolonged penod of inattention to loommg problems of management). 

Fierman, ( 1994)) came to a conclusion that for most organisations, labour costs 

account for a large part of expenditure and smce these organizations generally enJOY a 

certain amount of latitude in terms of their payroll they are tempted to cut salaries first 

to achieve immediate econom1c benefits. 

For several years now there has been a strong tendency to adopt downsizing to deal 

with economic pressures from the environment. ln Kenya this practice was first 

witnessed in the private sector. Some of the private sector companies that adopted this 

strategy mclude: East Afncan Brewenes, Bata Shoe Company, Kenya Shell and BP 

Company among others ( K.tbett, 1992). 

This practice of dov:nsizmg has extended into the government organizations and 

parastatals such as Kenya Power and Lighting Company, Kenya Airways, Kenya Tea 

De\elopment Authonty and Kenya Commercial Bank Limited In civil serv1ce 

vanous ministries have been reducing their staff since 1994 in an effort to reduce 

costs and increase efficiency (Kibett, 1992). 

Downsizing is not a new phenomenon: workforce reductions, closure of branch 

offices, regtons have been going on smce the great depressiOn of the 1930's m the 
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United States of America and is part of the normal economic business reorganization 

process. But something new is happening at the moment in terms of magmtude , 

scale, the target involved and the causes and effects of dov:nsizing i.e change m the 

business environment as opposed to traditional causes where it arose out of normal 

business cycles. (Tomasko, 1990). 

Downsizing as above can be said to refer to the voluntary actions of an organisation to 

reduce its expenses. It refers to an array of initiatives implemented by an organisation 

in response to a decision to reduce headcount. The outcomes that organizations seek 

from restructuring may include productivity, improved quality, enhanced competitive 

advantage and potential regeneration of success. (Tomasko, 1990) In addition 

organizations hope to achieve lower overheads, less bureaucracy and more effective 

decision-making, improved communication leading to greater innovations as a result 

of downsizing. 

Organizations therefore choose to downsize for a variety of reasons including 

economical and social factors. The rationale for downsizing is an integral part of the 

issue wether downsizing efforts are effective or wether they fail. Like culture 

downsizing is problematic because its associated with giving people the 'axe' in 

organization. On the other hand researchers who are concerned that downsizing has 

become too closely associated with the process of organizational decline and its 

naturally negative effects. 
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2.2. Causes of Downsizing 

Although we might thmk reasons for downsizmg are well thought out many of the 

reasons are purely soctal ones. American Management Assoctation survey done m 

1994 proposed that the three social forces that prectpttatc downstZing effons are 

constraining forces, cloning forces and terms of managenal achons. Cloning effects 

are the result of imitation or benchmarking. Learrung forces are those that take people 

through educational institutions and professional associatlon, Cost account methods 

encourage downsizing as a legitimate business activity. 

A true and fuller understanding of the forces shaping downsizing today comes from 

an appreciation of increased global competition and changing technologies which m 

tum are profoundly impacting the nature of work, increasing avatlability of contmgcnt 

work (Fierman, 1994) and shifting balance of power among organizational 

constituents away from rank and file employees and in the dtrection of shareholders 

and chief executives who serve as their proxy. 

Huka, (2003) concluded that companies may resort to staff downsizing due to reasons 

such as economic forces. The national economy affects performance levels in 

companies. If an economy hits recession companies may opt to downsize in order to 

cut down on costs. Companies may also adopt downsizmg as a way of reorgamzing 

and restructuring. In this way downsizmg is chosen as one of the tools of company 

restructure whereby the jobs are redefined and restructured thereby some staff arc laid 

off in the process of fitting in the new laid structures. Competition due to 

ltberalization may also force an organizatton to undertake downstzmg. Competition in 

a market is dangerous and hazardous for company profits depending on factors 
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affectmg production of goods and services. Wben other factors including materials 

and technology cannot be altered, then labour may be affected and downstZmg comes 

in as a way of cutting down on productton costs. 

Huka, (2003) further explamed one of the reasons of downsiZing being chosen 1s 

when a company has over-employed staff. Over- employment of staff can be caused 

by poor or lack of Human resource planning and when a company comes to the 

realisation of this they can choose downsizing as a way of cutting back on staff. One 

of the major reasons why companies opt to downsize is due to reclining profit 

margins. Profits is what drives companies and when profitability levels begin to 

recline companies may opt to use downsizing as one of the tools of cutting down on 

cost. 

Kazlowski et al, (1993) carne up with reasons why fJrms downsize and according to 

him companies can opt to undertake do\\nsizing as a way of reducmg costs, This is by 

cuttmg down on staff salaries of those employees who will be laid off. A company 

can want to reduce the management layers and by this process increase decision -

making speed within the company. Therefore the company may downsize the staff 

along the management cham reducmg the chain. 

According to Kazlowski (1993) a fmn can sharpen 1ts focus on core competencies of 

firms and outsource peripheral activ1ties. Some skills can be outsourced such as 

Informatton technology can be outsourced rather than the firm hiring a permanent 

staff. Therefore when the Human resource is able to identify some positions within 
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the firm that can be outsourced the top managers can opt to downsi7e these positions 

if they are filled. 

Companies also can seek to generate posttive reacttons from shareholders and this is 

through the improved stock valuation pnce in the stock market. Also compames can 

seek to increase productivity and thereby take up downstzing as one of the \\·ays of 

ensuring productivity levels are increased. The staff remain productive and those that 

are not performing are laid off thereby ensuring the fmn always has alert and 

productive staff members. 

Brockner et at, ( 1994) discovered that executives showed several common rationales 

for downsizing and these were factors such as removing non- value adding entities 

within the fum. According to Brockner downsizing could help compantes see new 

opportunities and core competencies that had not been discovered before. The finn 

could reduce costs and increase productivity and eventually profitabtlity. The study 

concluded that whtle managers had taken a variety of actions in thetr efforts to 

downsize few had achieved the destred results. 

The reasons for downsiZing in busmesses are different for both public and private 

sector. Private sector entities must reduce costs to remain competitive in an 

mcreasingly global economy and to maxtmise the returns of their shareholders. Public 

sector downsiZlng is primanly dnven by budget reductions and technology 

improvements that allow fewer workers do the same amount of work. 
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2.3. The Downsizing Process 

The process of downsizing is a very challengmg process to the emplo}er. (Brock.ner et 

al, 1994)) Suggested before an employer undertakes this process they should first 

consider alternative options to reduce costs before undertakmg the downsizing 

procedure. These alternatives include auditing the company for other excess costs and 

eliminate these costs if possible, when someone terminates thetr employment leave 

the position vacant and the company should not immediately seek to re- employ 

someone to fill in and if not possible part time workers and consultants can be lUred 

and outsourced by the firm. 

The organizations management should talk with the current staff honestly describing 

the company's posttion and if they are salaried ask them to work longer hours if the 

staff are paid hourly ask for more overtime to mcreasc productivity. The company 

should reduce or eliminate non- core benefits they were providing for their staff 

members. These include benefits such as medical, dental cover and other insurance 

policies being offered. Such incenttves such as salary bonuses at the end of the year 

should also be eliminated. Salary ratse to staff should be deferred. The company's 

management team should speak with each employee if possible and ask for increased 

perfonnance, The management team can also reduce the salaries and benefits of 

highly compensated employees having clear discusstons wtth them explaining the 

current state at which the firm is at. At one firm he studies when the employees 

learned that the founder reduced thctr salaries in order to reduce layoffs the staff were 

less resistant m considering their own wage reductions to save JObs. 
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When the above strategies fail then the Company will have to reduce the workforce 

through downsizing. Brockner (2004) further explained the dOY.'IlSizmg process step 

by step as follows; the firm should first document the reason as to why it is 

undertaking this process. The Human Resource personnel should further write down 

the reason for selecting an individual for layoff. Select those to be laid off by using 

equal performance standards applied fairly to all individuals in the job to be reduced. 

The human resource personnel should consider each md1vidual to be laid off as JUSt 

that, an indiv idual. Further a severance package of some kind should be formulated. 

Here the finn should seek professional advice regarding wntten severance agreements 

and their contents. 

When the individuals have been selected now the human resource personnel should 

deliver the announcement to each individual privately. A well-handled and 

compassionate layoff can dissuade ex-employees from causmg you and the company 

gnef. The human resource personnel at this point ought to have all the necessary 

paperwork and final pay ready at the tune of the announcement. If the company has a 

professional Human resource department have the employees immediate manager 

deliver the news with the Human resource department ready to take over the dismissal 

procedures. Make sure employees are fully mformed about opt1ons for health 

coverage and retirement packages. If the company has no proper human resource 

department the company can consider obtaining management and legal assistance this 

can go a long way in making this unpleasant event manageable. 

Brockner funher suggested that the final process of downsizing is dealing with the 

remaming emplo}ees in the organizauon. The organization should remember the fear 
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that will be instilled m the minds of the remaining employees after the workforce 

reduction. Come up With ways of dealmg with this fear among surviving employees to 

prevent a dispirited workforce and a drop m customer scrv1ce or product quality. This 

can be done by team building and workshops being held by the organization that will 

seek to reassure and re affirm the remaining staff that they arc still valuable 

employees and they are not going to face the axe anytime soon hence reassunng their 

confidence levels when working within the organization. 

2.4. Effects of Downsizing 

Researchers have come out with both positive and negative effects on orgaruzational 

performance following a downsizing and the promised payoffs of downsizing have 

been mixed at best. Cascio ( 1993) found that many organizations the anticipated 

economic benefits hke lower expense ratios, higher profits, increased returns on 

investment and boosted stock prices failed to materialise. Similarly other anticipates 

organizational benefits like lower overheads, smoother communication, greater 

entrepreneurship and mcrease in productivity do not develop. 

A major finding in the downsizing literature (Cameron et al, 1994) established that 

most organizations do not accomplish the desired Improvements but instead 

experience the negative consequence. A suT\ey of 1005 firms between 1986 and 1991 

found out that only 46% actually reduced expenses, 32% increased profits, 22% 

mcreased producti\ity and only 17% reduced bureaucracy, although each of these 

goals was intended A significant issue that IS becoming mcreasingly common in 

downsizing operations currently is that middle managers are being targeted more and 

more (Floyd & Woolndge, 1994). They further found that along with headcount 
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reductions the organizatton ends up loosing valuable orgaruzational memory, 

knowledge base and experience of these mtddle level managers. 

DO\\'USlZing is viewed as having a profound effect on the organization and the 

personnel including those who are tenninated and those who survive. (Kazlowski et 

al, I 993) state that employees who remain in the organizatton will be affected by 

downsizing strategies intended to unprove organizational flexibility, mcrease 

employee responsibility and streamline operations. Employees may respond with 

reduced tiust and organizational commitment when the organization breaks the 

'psychological contract' with them. Cameron, (1994) state that managers report that 

layoffs have a negative effect on subordinates productivity, morale and overall 

commitment to the organization. We wiU therefore analyse effect of downsizing on 

staff motivation, productivity and profitability of a company. 

2.4.1. Organizational Operations 

Changing an organization is a messy, complicated business. A study by Kotter and 

lleskett (1992), indicated that culture change becomes tougher as organizations 

become more established and successful. Prevatling models provide uncertain 

guideposts for example it is standard fare within the leadership literature to depict the 

need of a 'vision' of a desired future state of enterprise. What If elements of a vision 

clash with each other? What if a leader embarks on total quality management culture 

built on trUSt and at the same time embarks on a series of layoffs whtch brings 

mistrust among the same employees? 
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If we broaden our conceptualization of culture change to include both planned change 

and unplanned change then downsizing is a catalyst for culture change. 

Organizational theonst Lewin (1951) msisted on a need for a destab1lmng element in 

any change process. In order to shift the balance ( in favour of change) the situation 

needs to be 'unfrozen' in other words people have to be rocked out of their 

comfortable existence so they will be alerted for the need for change. 

2.4.2. Staff Motivation 

Noer, (1993) in his study of downsizing observed that survivors of a layoff are 

frequently left with as many negative emotions and beliefs as those who were laid off. 

Surviving employees usually transition through a number of negative emotions and 

negative beliefs about work, management and the company. Some of the negative 

emotions include confusion, anxiety, stress, victimization, grief, mistrust, apathy and 

hostility. 

One negative response among surviving employees is increased absentee1sm and sick 

offs with obvious costs to the organisation, increased JOb demands, decreased job 

control and decreased social support and its enhrely posstble that such effect on 

absence and health of employees. The experience of stress can also mcreasc, alcohol 

consumption and smocking an emot1on focussed copymg strategy and such health 

nsky behaviour particularly in men who have been found to be associated with 

SICkness and absence from work. 

The resulting ncgallve beliefs that can develop following a downsizing include 

employee· s believing that their JObs are not secure, that the company has lost direction 
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and vision and that the organisation does not care about 1ts employees. Following a 

downsizing Noer further recommended that superv1sors should spend ttme focussmg 

on rebuilding the employees attitude and emotions back to \\here they were during the 

last growth face/ hiring phase in the organisatton. 

The number of vicums, survivors, destroyed careers and career paths and cyruc1sm 

bas gone up wblie trust in orgamzattonal leadership has gone down. Survivors are 

forced to work harder with lesser rewards, multiple downstzing often occurs over a 

few years (Noer, 1993). Sometimes those who loose their jobs are considered better 

off because they can get on with new things instead of wa1ting w1th uncertainty about 

thetr future. 

2.4.3. Employee Productivity 

There are some organizational level analysis that descend from the litany of praise for 

downsizing. (Fiennan, 1994) argues that an orgamzation does not exist only for 

profits; that is, profits should be viewed as a means to other desired ends rather than 

as the sole end. His view is that shareholders have taken over too much of the power. 

They should, instead, be only one element of a hexagona I nng of stakeholders - which 

also includes employees, the environment, commuruty, and suppliers. 

Ftennan, ( 1994) reflects the concern that institutional shareholder activists have 

gotten too greedy and 1mposed too large a price on the thousands upon thousands of 

employees who have lost the1r j obs; performance increases may be at the expense of 

hollowed out companies. This rauonal decision by companies to undertake the 
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downsizing process affects productivity levels of employees and eventual ly the 

company profitability levels negatively. 

Hamel and Prahalad, (1994) do not question the legitimacy of downsizing, but argue 

that time spent on determining core competencies and relating those competencies to 

the external marketplace is time much better spent than restructuring and downsizing 

staff; the latter affects the company's current position and does very little to prepare 

the company to compete in the market in future. 

24 



CHAPTER THREE : RESEARCH METHODOLOGY 

3.1. Introduction 

This chapter provtdes a description of procedures foliO\\'Cd m conducting the study. 

This mcludes research design, sample and sampling procedures, research instrument, 

data collection methods and data analysis methods. The study \o,.as earned out by 

obtaming informauon from five middle level managers at theBarclays Bank of Kenya 

Limited's head office at Barclays Plaza and one of the banks largest branch office 

Qucensway Branch branch in Nairobi . 

3.2. Research Design 

The research design is a case study. A case study is a study focussing on one 

organisation selected from the total population of other organizations. A case study 

was chosen because it enabled collecting in depth data on the population being 

studied. The case study will focus on one of the financial institutions in Kenya that is 

the Barclays Bank of Kenya Limited 

3.3. Data Collection 

Pnmary data was used to obtain infonnation from the mtervtewees with the aid of an 

mterview guide with both open and close- ended question structure, the researcher 

went abead and carried out intervtews on the intcrvtcwees as they filled in the 

mtervtew gutde to get more detatled responses. The study ts based on Barclays Bank 

and the data was obtamed from five mtddJe level managers at the Barclays bank of 

Kenya limited two of the managers being located at Queensway branch and the 

remaining three at Barclays plaza. The researcher chose to interview the middle level 
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managers smce this was the target group that the bank opted to downsize and the::.e 

managers are also able to indicate the effects of the downsizing process on the output 

per employee in the departments they head. 

3.4. Data Analysis 

Data was collected from these five interviewees from Barclays Bank of Kenya 

Limited and the researcher used content analysis to analyse the data giving responses 

obtained from the interviewees. Therefore the data analysis will reflect the responses 

obtained from the interviewees. Content analysis is a methodology for determining 

the content of written or recorded communication via a systematic and objective 

procedure. This allowed the researcher to draw inferences about the charactensttcs 

and meaning of the obtained qualitative data and evaluate the effect of downsizing on 

employee productivity in. Barclays Bank of Kenya Limited, 
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CHAPTERFOUR:DATAANALYSI ,RE ULT A 0 

DI CUSSION 

4.1. Effect of Downsizing on Productivity Levels 

According to all the five interviewees four of them agreed that this exerctse has led to 

decreased productivity levels among the remaining bank employees. One of the 

interviewees pointed out that there was increased producttvity le\els among the 

remaining staff members of the bank He pointed out that after the downsizing 

exercise the few employees left behtnd were worktng more covering the workforce 

that the previous employees were domg. Thus fewer employees were left domg more 

work hence increased output level per individual indicating improved productivity 

level per staff. 

The four managers argued that before the downsizing excrctse their subordinates were 

more productive. The staff were highly motivated and did their jobs very wc11 and this 

downsizing exercise affected the staff members and after the process of downsizing 

the productivity levels dropped since the staff had reduced confidence levels based on 

the fact that they did not know of their job security and Barclays Bank being in the 

service industry when the staff members are not able to deliver the servtcc efficiently 

then the producuvit) levels of the staff members drop. 

Some of the factors mdicating reduced productivity levels among the subordinate staff 

include delayed daily reports from the subordinate staff members. Due to the nature of 

work being in the service industry the junior staff report to their immediate 

supervisors the managers noted that the daily reports regarding the job related 

activit:Jes took a longer ume to be obtained from the tmmed1ate juniors. 
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When the daily reports came they also had many mistakes whtch meant that they had 

to be reviewed and redone most of the trmes thus showing lack of concentration when 

the} are being made and even ind1caung more time was being taken at a specific job. 

The five managers in the human resource department argued that this exerc1se did not 

benefit Barclays bank as an institution. The managers viewed dO\\nsmng as a tool 

that companies undertake when seekmg to cut down costs and since Barclays bank 

was not incurring any losses at this particular time the companies found that the 

exercise did not benefit the institution mstead it caused panic tn staff reduced 

confidence levels that the employees had in the bank and further reduced productiVIty 

levels among staff members. These managers felt that with the bank incurring these 

profits they ought to have maintained their current staff abstain from employing new 

staff wether on contract basis or permanently and mamtam the staff to avoid the 

negative effects that came from the downsizing process. 

4.2. Factors That Reduced Staff Productivity Levels Brought Directly 

by Downsizing 

Productivity is described as the relattonship between input and output. Downsizing 

has been idenufied as the major effect that affected productivity levels within the 

bank in 201 l as compared to the prevtous two years. There are many behavioural 

factors that affected the staff members who are the core service providers in Barclays 

Bank of Kenya Limited and these factors ended up mfluencing the staff productivity 

levels negatively. Absenteeism was highly reported dunng and after the process. This 

greatly affected the productivity of staff. The staff avoided coming to work perhaps 

being scared to face the tough news ofbemg laid off. 
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The morale of the staff members was another factor noted as htghly ha\'ing reduced 

the productivity levels of the staff. The bank staff members were not moti\'ated to 

work due to the pressures brought about by this exercise. They felt that they cou ld put 

in all the hard work today and the next day they could have been ftred and bemg send 

packing to go home. Their confidence levels hlghly declined and they were not able to 

offer their best services during the period when the bank was carrying out downsizing. 

The individuals being laid o ff would normaUy be informed by the managemen t in the 

evenings just before the staff would go home of the banks deciston of laying them off. 

Therefore during the downsizing exercise the staff would hang around the office 

towards the afternoon waiting for the news in the evening. The staff appeared sick and 

weary most afternoons and lacked morale to carry out their jobs efficiently. 

Staff gossip was also noted during this period and this slightly affected the 

productivity levels. The staff members would congregate m the mommg and late 

afternoons gossiping and discussing about who w11l next face the sack. So the banks 

staff members speculated of the indlvtduals in the List trying to figure out which 

criteria and by what means the bank decided on those staff members who will be send 

home. Since none of the staff members had been asked by the bank to willingly res1gn 

the senior management board chose the middle level managers to downsize the 

remaining staff members had no idea on whlch cnteria the bank chose those staff to 

lay off. The period took approxtmately two weeks on which the staffs being laid ofT 

were being informed of the banks decisiOn daily by their Immediate bosses. During 

this period that's when the uncertainty caused a lot of staff goss1p and word was being 

spread around the company about this process and this was staff time in which they 
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would have been giving their services to the bank instead they were talking among 

each other consulung and gossiping about the downsizing process. 

Job security is an important factor that affects the atutude of staff members. 

Employees feel loyal to a company when they sense that they have JOb security. 

However the downsizing exercise carried out in the bank threatened the staff positions 

that they had they had before. The employees felt threatened and this led to reduced 

levels of loyalty the staff felt towards the bank. Barclays bank being in the service 

industry when the staff members are emotionally affected thJs ends up affectmg the 

quality of service they render to the banks customers. This lack of loyalty led to 

declined services from staff and reduced productivity levels among the staff. 

The bank has witnessed mass1ve resignation from staff members post downsizing and 

this indicated that the staff members were searching for employment within other 

financial institutions and non- financ1al institutions. Th1s indicated that the staff 

members were not seeing themselves working for Barclays bank in the long run and 

lacked confidence in the bank. This led to massive loss of skilled manpower from the 

lost services that the resigned staff used to provide. Therefore this has greatly reduced 

productivity levels that the professionals offered the bank after their res1gnation from 

Barclays Bank. 

4.3. Other factors that led to reduced Productivity Levels 

Although the productivity levels of the staff members reduced the managers argued 

that the downs1zing exerc1se was not squarely to blame for tlus reduced productivity 

levels. There were other factors that had been raised by the staff members that 
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affected their performance at work and this includes system fatlure. At times the 

systems bemg used by the bank fail and this causes delays in processing transacttons 

for the customers. Dunng this time the employees will have to watt until the systems 

are fixed smce currently the bank has got no manual way of processing transactions. 

Thus the employees are idle this period when the systems arc fixed until they start 

operating again reducing productivity levels of staff. 

The new staff members in the bank who are currently being recruited arc being 

employed on contract basis. The staffs contracts keep on being renewed from time to 

time and this affects the productivity levels of these staff members. The bank has not 

been able to confirm these staff members on contract and this has affected the quality 

of service being offered by these staff. These contracted staff members do not feel 

attached to the organization and without their loyalty to the bank, these staff members 

are always seeking for employment in other firms and they offer poor quality service 

to the bank. 

lncreased paperwork and workload also led to reduced productlVIty levels among the 

current staff members of the bank. The bank was not employing new staff to replace 

the indivtduals who resign or exit the bank. This therefore leads to a larger workload 

that has to be covered by the existing staff members and this has made the current 

staff members take up more roles at their duty stations. This has then made the quality 

of service being offered by these staff poor. They work for long hours to cover the job 

and this had increased workloads per mdividual and subsequently reduced quality of 

service. 
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Staff salary was another issue that the managers raised when dtscussing reduced 

productivity levels among the staff. The staff members at Barclays bank feel they 

have been underpaid. They recognize that the bank has been making profits year in 

and out and the bank continues to make profits, meanwhtle the staff workload per 

employee is increasing and the remuneration they are bemg gtven remains the same. 

This has led to these staff members complaining to the management board about 

salary raises yet the salary remains unchanged overtime. The managers noted that the 

junior staff especially those dealing d irectly with the customer transactiOns arc highly 

overworked and underpaid. These staff members leave the bank past nonnal working 

hours on most occasions in order to clear up their workload and the same staff receive 

low wage rates and this has ended up leading to poor quality of service being offered 

by these staff. 

Barclays Bank as an institution developed and adopted a way of staff being reviewed 

and analysed by thetr immediate bosses. The immediate supervisors carry out 

performance appraisals of their juniors and thus recommend them for promotions, 

however one of the interviewees argued that the mtddle level managers bad greatly 

misused this process. They ended up using this process to mtimidate their juniors and 

this has Jed to great intimtdauon being felt by the junior members in the bank and thus 

ends up reducmg the quality of servtce they offer due to the duress and pressure they 

receive from their immediate supervisors. These junior staff members raised thts 

issue of working under extreme pressure and fear of their immediate supervisors who 

would review their work and recommend them for promotions or detain at the same 

level of work. 
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4.4. Alternatives to Downsizing 

The managers went ahead and suggested alternatives that the bank should have opted 

for instead of choosing downsizing as a tool of company restructure. The staff 

members who left the bank willing through resignation or retirements should have no 

replacements and tbis means the bank should have maintained its staff levels rather 

than hire new staff members. All the interviewees agreed that the bank could 

comfortably have maintained the 200 middle level manager.:; and stop the recruitment 

of graduate trainees employed yearly by the bank. 

The interviewees further suggested that the bank should have opted to structure a 

retirement package that would stimulate the older staff members to willingly resign If 

they so wish based on the lucrative retirement package that will be offered by the 

bank. ln October Kenya Commercial Bank was seeking to reduce the number of staff 

members adopted tbis strategy and the bank management formulated a lucrative 

retirement package that targeted the older employees of the bank. The managers 

recommended this type of staff reduction since those that opt to leave will have done 

so willingly and not coerced to leave. The bank could have offered lucrative packages 

for the staff members such as offering them rebates on loans and this would have 

acted as a way of encouragmg some staff members to willingly resign and take 

advantage of these loan rebates. 

The managers suggested outsourcmg those activities that are not core for the banks 

daily operations. Staff such as the cleaners and messengers and other lower posts can 

be outsourced from other flfffiS. This will reduce the staff number on the payroll and 

leave the professiOnal and qualified staff only on the payroll. These should especially 
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target those employees very jumor in the banks payroll and those that are not core in 

the running and management of the banks transactions. There are companies ofTcnng 

cleaning services and such companies can be outsourced rather than the bank hiring 

tea girts and messengers increasing the payroll sv.e. 

There is a huge dispanty in staff remuneration packages being offered by the bank. 

Especially those staff members who have worked for the bank over a long period of 

time have lower salary scales as compared with the young professionals that the bank 

has been employing recently and this also bas caused a lot of dtscontentment among 

those staff members that have worked for the bank over a long period of time. 

Therefore two of the interviewees suggested that the board members should come up 

with a way of synchronizing this huge dtsparity in the salary packages of staff 

members in the bank such that a fair and equitable salary package is set for certain job 

groups within the bank. 

Human resources arc deemed to be the most valuable resources any organisation can 

have . When the organisation realises that staff members are core in the running and 

operational activities of the firm they will seek to obtain the best in the market and 

retain and maintain them to keep this skill within the organization. The managers 

suggested that the bank should obtam a professiOnal human resource finn's advice on 

how to go about thts process since it directly affects the staff members' levels of 

productivity. This human resource firm would plan on the right number of staff that 

the bank should maintain and how the bank can maintain these professionals bow 

redeployment will be done within the banks sLructures and in case of expansion how 

the new stafT will be employed. With the expertise of a human resource firm even the 
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bank would have obtained some professional knowledge on how to conduct this 

exercise in the most human friendly way that would have not ended up afTectmg staffs 

productivity levels. 

4.5. Discussion 

According to this research it has clearly pointed out the negative effects that 

downsizing has on employee productivity levels. From the research findings after the 

downsizing process was conducted in Barcla)'S Bank of Kenya Limited the employees 

performed their normal dail> work duties much slower than before. From the 

literature review downsizing affects organisational operaltons, staff motivation and 

employee productivity. And with the case study focussing on the productivity levels 

the research like the ltterature indicates l.hat downsiZing affects the productivity levels 

negatively. 

From the research downsi2:ing contributed to reduced product1v1ty levels however 

there were other factors which contribute to reduced productivity levels. Such factors 

estabhshed from the research conducted include system fa1lure withm the bank, staffs 

being retained on contract basis for long terms \\ithout confirmation, fa ilure by the 

bank management to hire enough staff thus increased paperwork and workload, staff 

members felt they were not bemg compensated enough for the work they do in the 

bank and supervisors frustrating their subordinate staff members wi th performance 

appraisals. Therefore even w1th reduced productivity levels the downsizing process is 

not \\-holly to blame. Therefore the research as well as the literature mdicated the 

1mportance of organisations choosing the downsizing process as its last resort when it 

comes to company restructure due to the negative effects of the process. 
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CHAPTER FIVE: SUMMARY, CO CLU 

RECOMMENDATIO S 

5.1. Introduction 

D 

This chapter presents a summary of the fmdmgs of the study, conclus1on and suggests 

some recommendation. At the end of this chapter areas of further study and re:,carch 

are suggested. These are areas that in future can be explored to further the knowledge 

and research on the downsizing exerc1se. 

5.2. Summary of Findings 

Downsizing has become an integral part of organisation restructure in the current 

business world. In 2011 we have seen t\vo banks carry out this process this 1s Barclays 

Bank which restructured early in the year and Kenya Commercial Bank which 

restructured using downsizing mid 2011. Companies carry out this exercise seeking to 

obtain specific and certain goals such as obtain competitive advantage, reduce costs 

especially costs assoc1ated with staff payroll and other various reasons. However 

when the company seeks to obtain these goals using this method of restructure ends 

up affecting staff morale and their confidence and as discussed based on the findings 

of productivity levels in Barclays bank of Kenya Limited the productivity levels of 

the staff is reduced tremendously. 

From the case study of Barclays Bank of Kenya Limited we have observed that after 

this exerctse the levels of staff output decreased and th1s was as a result of the process 

of downsizing as well as other factors wilhm the management of the tnstitutJon that 

affected the morale and output per individual. 
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5.3. Conclusions and Recommendations 

Downsizmg has been practised ovenime howe\'er the exerctsc tf not earned out with 

great care ends up affecting the staff morale of employees of an orgamsation. 

Organizations should consult with professional human resource fmns and consult 

before downsizing 1ts current staff members. Smce the negattve effects assoc1ated 

with the exercise affect the morale and attitude of the remaining employees within the 

organisations. 

An organization might opt to downsize and instead of achteving the desired benefits 

the negative effects of this process might affect all the positive effects such as reduced 

productivity levels, reduced staff morale and lack of confidence in performing the 

staff duties. Therefore companies should approach downs1zing cautiously since this 

exercise in the long run might leave a company worse off than before downsizing as 

recorded with Barclays Bank of Kenya Limited whereby the productivity levels have 

greatly reduced followmg downsizing. 

Organisations therefore should try if possible and use other methods of company 

restructure other than downsizing. And for those organizations that have recently 

uodenaken the exerc1se should seek ways of motivating the staff members such as 

using team building as a way of improving staff morale among the staff members. 

lncenttves can be used to boost staff morale and mcrease confidence levels and this 

can be in the form of salary rev1cws, promotions and increasing benefits and even 

invol\ mg staff tn critical dec1sion making procedures wh1ch can end up increasing the 

levels of confidence that the staff have man organisation. 
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5.4. Limitations of the Study 

One of the luniting factors expenenced by the researcher was lack of total and 

outmost disclosure by the interviewees regarding the exerc1se cspec1ally when dealing 

with the negative aspects that were experienced. These interviewees wanted 

confidentiality and even when answenng they rephed with great caution. One of the 

interviewees pointed out that by disclosing everythmg he felt like be was betraying 

his employer and only disclosed partial information. 

Interview time was also limited smce this research was conducted dunng normal 

working hours and the managers kept on being interrupted during these discussions. 

The interviews kept on being interrupted and this affected quality of output as some of 

the issues under discussions after the mterruptions the intervie,,ees were not able to 

address and explore these same issues in detail. Some interviewees wanted to avoid 

spending a lot of time during the interview since there was some backlog of jobs they 

wanted cleared on their desks before the end of the working day. 

5.5. Suggestions for Further Research 

There are areas that still need further research and tills can seek to expand the body of 

knowledge when it comes to dealing with company restructure as a tool of 

management. More research can be conducted in Barclays Bank of Kenya Limited 

looking at the reasons why the bank's management decided to downsize and d1d the 

management obtain the objectives that it needed to be fulfilled after the exercise? 

Since most compames downsize due to competitive pressure, reduced profits and 

external market forces whtch of these forces pushed the bank to choose downsizmg as 

a method of restructuring m 20 1 I . 
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Appendix 1. Introduction letter 

To The Manager, 

Barclays Bank of Kenya Limited, 

P. 0 . Box 30120-00200, 

Nairobi 

Dear Sir/ Madam, 

RE: INTRODUCTION 

I am a student undertaking an MBA degree course at the University of Nairobi. 

Having completed my coursework I need to start on a research project in the area of 

Strategic Management and Human resource focussing my study on downsizing. With 

Barclays bank having recently undertaken this downsizing exercise it would offer me 

an excellent case study on establishing the link between downsizing and employee 

productivity. 

I therefore kindly request you to assist me with the relevant information needed with 

the help of the interview guide to obtain information regarding downsizing. All 

information in this study will be treated with confidence and would be used only for 

academic purposes. 

Yours faithfully, 

Portia Nameoya Karani, 

Student of the University of Nairobi, School of Business. 
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Appendix 2: Interview Guide 

Interview Guide seeking to find the effect of downsizing on employee 

productivity in Barclays bank of Kenya Limited 

(Please tick where appropriate and fill in where necessary). 

Position held ------------------------------------------------
1. In your view do you think downsizing has increased productivity levels among the 

remaining employees in general at Barclays Bank? 

YES( ) NO( ) 

2. Comparing the productivity levels before and after the downsizing exercise in 

which period were your subordinates more productive looking at their performance 

standards? 

Before downsizing ( ) After downsizing ( ) 

3. Do you think the downsizing exercise is wholly to blame for this reduced 

productivity? 

YES( ) NO( ) 

4. Do you think the downsizing exercise has benefited Barclays Bank as an 

Institution? 

YES( ) NO( ) 

5. As an indtvidual do you think you are more productive now or before the exercise? 
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NOW( ) BEFORE ( 

6. What are some of the factors indicating delayed productivity levels among your 

subordinate staff members? (In the daily job schedule) 

7. What other factors do you think have contributed to reduced productivity levels 

apart from downsizing? 

8. Based on the below table rate the following factors as they have affected the staff 

you directly supervise in Barclays Bank of Kenya Ltd following the downsizing 

exercise. 
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Very Good Average Poor I Ver) 

Good poor 

Quality of service after downstzing 
I 

Quality of service before downsizing I 
Staff morale after downsizmg I 
Staff morale before downsizing I 
Staff salary after downsizing I 

I 
Staff salary before downsizing I 

9. Grade some of the factors you think have led to reduced productivity levels 

according to the below table 

Greatly Slightly No effect on 

affected affected productivity 

productivity productivity I 
Increased absenteeism I 

I Lack of morale among staff members I I 
Staff gossip during working hours I 
Reduced confidence levels among staff I I Reduced loyalty to organization by staff I 
I 0. If you were to advtse the bank about downsiZing what would you ask them to do? 
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II . Do you think downswng is a genuine exercise? 

YES ( ) NO( ) 

12. What are some of the possible alternative methods that you would advtce the 

management board of Barclays Bank to opt for instead of downsizing? 

Date ____________ _ 

Thank You. 
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