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ABSTRACT

This purpose of the study of the employee's attitudes towards downsizing in
banking business is to study the factors that influence the employe€'s attitudes. This
study shows what factors influence the employees' attitudes, and how to manage their
attitudes. This study used questionnaires and interviews to gather the information from
employees responses and their attitudes, and used the result of responses to analyze the
factors that affect the employees attitudes. The employees' attitudes will infer the
morale and motivation of the employees who work in organization. When the
organization understands and knows the influence that affects the employees' attitudes,
the leader can improve or apply other strategies to solve the problems of organization.

The principle of management in organization which would concern and
implement the downsizing program are communication, participation, motivation, the
employee devel opment and attitudes management. These are basic managements that
the leader should understand and apply to current situations in an organization. This
study will confirm that they are important to manage the organization and the
employees.

This study can help the management to know the cause of disputes with the
management strategy that comes from the attitudes and understanding of each

employee.
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I.INTRODUCTION

1.1 Background of This Project

"Business enterprises cannot exist in vacuum™ they are inevitably surrounded by
business environments which change all the time. In order to survive, firms have to set
the objectives and missions to fit such changes that affect enterprises both positively
and negatively; also, both directly and indirectly. Thus to achieve the objective and
mission of enterprise, the firm must find effective and efficient of business strategies to
well adopt their own organization in the surrounding environment. Accordingly they
can survive and grow in competitive markets as a result from choosing the right method,
which vary widely.

In today's climate of business economic crisis, the enterprises select the way of
layoffs when employers need to devel op staff reduction to cut the cost of operation and
make work process, more efficient and/or eliminate less profitable and unnecessary
functions. Then, the business downsizing is a strategy to fulfill the objectives of the
enterprises that want to survive in the economic crisis. However, in the recent year, the
business enterprise, Thailand Banking Industries, which has applied the business
downsizing method of solving and adjusting the financial problems should analyze the
attitudes and suggestions of the employeesin their organization. Thiswill help the
organi zation to achieve the management plan of organization. In order to understand
how to make use of business downsizing, it is necessary that strategic planning be
adopted; together with the attitudes and feed back of the employees after implementing
this strategy. If the enterprises are not well planned for the implementation of the
downsizing strategy, and do not acknowledge the factors limiting restructuring

activities, the employees cannot absorb or understand the downsize planning in which



they do not know what they should do, and who will leave or remain while the
employees morale will be dampened. Then, the top management of banking business
has to understand the employees' attitudes and listen to the suggestions of the employees
about the approach to implement the business downsizing.

So, the participation of the employees in the organization in setting and
implementing the strategy will increase the motivation of the employees and potentiality
of work in the organization. When they have the motivation and high morale, they will
show their performance to solve the economic problem, and increase the efficiency and
effectiveness of work.

1.2 Objectives of This Project

(1) Toanalyze the factors that have influences on the banking employees

attitudes towards business downsizing

(2) To study the banking employees' attitudes towards downsizing in banking

business

(3) Tostudy the advice of the banking employees on the business downsizing
1.3 Scope of This Project

The project's scope is aimed to study the attitudes of the banking employees of
business downsizing in banking industry that will influence banking strategy and
business planning. And, the study is based on the employees of leading commercial
banks, with head offices in Bangkok.

The study of the employees' attitudes towards downsizing in banking businessis
mainly based on the personal background of banking employees. We will focus on:

(1) Personal information: sex, age, education background, marriage status,

position and level of salaries.



(2) Employees attitudes and recommendations for business downsizing in

banking business

1.4 Deliver able

@)

)

©)

(4)

To understand the banking employees' attitudes towards the banking
business downsizing.

To provide primary information, beneficial to banking business for selecting
and planning the most appropriate downsizing strategies; in order to
maintain and enhance the employee's positive attitudes towards their jobs
and organizations.

To apprehend bank staffs' understanding and knowledge of business
downsizing.

To acquire the suggestions and ideas of the banking employees of business

downsizing issue and its approaches

1.5 Resear ch M ethodol ogy

In this study we use the method of gathering information by:

1)

)

Sample Design

To fulfill the study objectives, | have designed a procedure method of
random sampling. The needed and essential information for the research
study will be obtained from the employees of banking business who work at
financial institutes in Bangkok, in foreign exchange departments
Interview

This method is used to get the recommendations and the attitudes of

the employee towards business downsizing in their organization.



1.6 Sampling Size

The people in this research are employees of the banking industry in Bangkok
equal 246 persons who work in the foreign exchange department in one financial
ingtitute in Bangkok that included clerks, employees and of management level.
1.7 Limitations

After doing this study, | have found some limitations as follows:

(1) Some respondents are not willing to answer the questionnaires. They
consider it awaste of their time dealing with me, and they fed that it may
affect their jab.

(2) Timelimitations, because the period of downsizing programis planned in at
short time for implementation. This study hasto follow the time of
downsizing of banking business because thisis the best time to study the
employees attitudes.

(3) Thetop management of banking businessis reluctant to provide some useful
information because they think that it should be confidential. Thus, adequate
data and information to define the downsizing program are not obtainable.

(4) Because the study used the group of employees of foreign exchange
department only in banking, the results of study may not show the total of
employees in banking towards business downsizing, but they are substitute

for all level, in the banking business.



II.LITERATURE REVIEW

In 1998, many countriesin Asia confronted a great economic crisis. Thailand was
one of those countries that suffered the losses. The whole economic system was
paralyzed. One of the major impacts from the crisis was the financial liquidity problem,
which resulted in adomino effect on al businesses in the country. Many of them had to
close down. For those who still retained the business, many had to reorganize and
downsize its business. A ot of people were laid off. Some had salary cuts. They all
encountered extensive stresses. Work conditions and employee's morale reached its
lowest point. For those firms that targeted to increase their effectiveness and efficiency,
only one third achieved it. Thisraised a significant question about the overall value of
the most current practices for restructuring, downsizing, and rightsizing strategies.
Clearly, it isatypical and recurrent event. Many organizations that managed to plan,
lead, and recover were the ones who benefited from it. For those who could not master
the process, were certainly at a great disadvantage.

And, the external environments of banking business also caused profound changes
on business. Financial crises or economic crises, global competition, information
technology, scarce resources, and demographic changes are just some of the many
external factors resulted in organization change. There is recognition that a paradigm
shift is occurring for the management of private and public organizations.

2.1 Current Situation of Business Downsizing in the Finance I nstitute

From the business crisisin 1997-1999, the finance institutes in Thailand came up

with critical plans for business crisis. Thisinvolved reduction of the workforce and

cutting down unnecessary costs. The banks in Thailand have set the management



strategies for downsizing and laying off employees to reduce employees in the banking
business. The recent situation is shows as follows:

When the top management foresees that technology and el ectronics could
substitute workforce in some area, then they should do so. Thiswill enable them to cut
down the cost of employment. The process should be easy and simple to implement. For
instance, they can reduce the branches in the provinces by using electronics banking and
set the new management policy to reduce job processing. In this year, the bank of
Thailand expects that the financial institutes will reduce employees by about 14,300-
19,067 persons. In the third quarter in 1999 to present, the financial institutes reduced
9,227 persons. There are about 95,388 persons in banking business industry.

The early retirement program is another common strategy to implement in
downsizing the banking business. Evidence is shown as follows:

Thai Farmers Bank PL C. offered "volunteer program” to motivate its employee
for early retirement, instead of laying off or firing their employee. By launching this
program, they expect 2,000 employees or moreto join it in thefirst year and expect to
reduce 5,000 employees in the next five years. They set 2,000 million bahts budget for
severance payment in this program. The Managing Director of Thai Farmers Bank said
that the reduction of employees was based upon volunteers only. They did not fire or
lay off any of their employees.

Siam City Bank PLC. also launched an early retirement program to downsize its
banking structure in April 2000. They currently have 5,436 employees and they expect
to have at least 660 people joining this program.

Bangkok Bank PLC. currently has 20,200 employees, of which 6,000 need to be
removed. Therefore, Bangkok Bank top management decided to substitute some of the

customer service employees with their technology devices. This should enable the



company to eliminate some branches in the provinces and, overall, decrease the size of
business. In the near future, the bank plans to maintain only 3-4 employeesin each

branch. Table 2.1 shows the cost of employment with amount of employeesin 1997-

1999.

Table 2.1. The Comparison of the Numbers of Employee with Employee Costs.

Y ear The numbers of employee The employment costs
1997 k 10,535,720,574
1998 21,321 9,342,559,046
1999 20,434 7,292,535,649

Resource; The annual report of 1999 of Bangkok Bank (Public) Co., Ltd.

Krung Thai Bank PLC. currently have 6,000 employees that have exceeded their
target size. Therefore, they proposed an early retirement program to persuade some of
their employeesto retire early and take the benefit package. So far, the company had
2,300 employees who volunteered to retire early.

A year ago, Bank of Ayudhya PLC. started their early retirement program, and
1,200 employees had joined the program. Currently, the bank has 9,900 employees | eft.
And they plan to launch another early retirement program next year to reduce another
1,000 employees within one year.

Thai Military Bank PLC. business restructure was the mean they used to reduce
the costs and, hence, to increase management effectiveness. By executing the plan, they

had to lessen their workforces by 1,000 people. Thiswill lead to meet their target size

of 6,400 employees next year.



Bangkok Metropolitan Bank PLC. launched "Mutual Farewell Program™ to
persuade the employees to join their downsizing strategy. Just last year alone, they had
900 people joining this program. Only 4,429 employees still work at present. When the
HSBC (Hongkong and Shianghai Bank) bought Bangkok Metropolitan Bank PLC., they
used this strategy again to reduce the number of employees.

Thisyear, al the banks in Thailand have closed many of their branches. For
example, Krung Thai Bank PLC. closed 35 branches. DBS Thai Danu Bank PLC.
closed 35 branches. Bank Thai PLC. also closed 42 branches. Siam Commercial Bank
PLC. closed 30-40 branches.

2.2 Theory and Definition

Theories that relate to this study can be divided into 3 parts.

(1) Theory of job satisfaction

(2) Theresearchesthat arerelated to this project

(3) Thedefinition of downsizing and attitudes

Theory of Job Satisfaction
Theory that is related to job satisfaction and that is used to be the guideline for
this study can be described as follows:
(1) Maslow's Hierarchy of Needs
Abraham H. Maslow (1954) stated that the needs and therefore the
wants and desires of a person can be identified by five categories on an
ascending scale of influence with a never-ending sequence of needs which
motivate him. Maslow felt those needs were so basic that they motivate the
behavior of people in many different cultures and those formed a hierarchy

or leader (Figure 2.1) according to their prepotency. By "prepotency” he



(d)

()

Ego, Maslow describes ego as including the need for recognition of
accomplishment and status as denoted by respect from others or by
symbols of rank. The need to hold and use power is also amajor part
of this concept and is often thought to be the prime motivator of
personsin politics. The ego need is both afrustrating factor as well as
strong potential motivator.

Self-fulfillment, Maslow defines self-fulfillment as including
challenge, responsibility and sense of accomplishment. Thisneed is
the most difficult to satisfy in many job situations. Like ego, its goals
are ever moving and compl ete satisfaction is never really achieved. It
isthe most powerful and long lasting of the motivators.

According to the theory, people must satisfy the needs at the
bottom of the hierarchy before higher-level needs emerge as
important. An unsatisfied need is a potential motivator of behavior.
Once a person satisfies aneed at one level, the need at the next level

in the hierarchy become the focus of behavior.

Figure 2.1. Maslow's Hierarchy of Needs.

10



meant that each need becomes active or aroused only when the lower needs

are reasonably satisfied.

The following are the five basic need categoriesin Maslow's

Hierarchy Needs Theory.

@

(b)

(©

Survival, survival isauniversal need that may be defined as the need
for food, clothing, shelter, and other necessities required to simply
maintain life. It is obvious that money is a part of this need, because it
isrequired in order to obtain these necessities. Thisisthe most basic
reason why man seeks employment.

Security, Maslow stated that once we have reached arelative level of
satisfaction in obtaining those things necessary to maintain life, and
the next motivation is the need to keep those things- in other words,
security. This need, which is universal among humans, is one which
can sometimes be almost totally satisfied in terms of employment.
The employees are considered to be "too security conscious' in their
jobs. To unduly threaten a person's security need is to produce safe,
conservative, unimaginative results. The security need emergeson a
massive scale in times of economic upset and internal corporate stress.
Since insecurity almost always result in low morale and low
productivity.

Belonging, Belonging is a social need and, according to Maslow,
becomes a factor once arelative level of security has been attained. In
all phases of human activity, acceptance of the individual by the group

or society isacritical factor in adjustment.
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The Researches that are Related to this Project

1)

)

McKenna (1991)

According to survey results from a study on employee loyalty of
McKenna, there are eight factors affecting employee loyalty in their
organization. They are, in descending order: equity, security, good
management, integrity, empowerment, good communications, benefits and
personal support.

Downsizing is a stressful time for employees, and isatime in which
they will question each of the eight factors mentioned in the above quote by
McKenna. By communicating with employees, making them feel part of the
organization, and working to restore loyalty, it is possible to avoid some of
the most dangerous pitfalls of downsizing.

Polly Kettly (1995)

Research Program identified a need to attempt to define how best to
manage employee morale during organization change. Research found that
what constitutes good practice, given the lack of before and after evaluation.
However, there are discernible trends in the way employers can adjust
Human Resource policy and practice during and immediately following
change:

(& Winning commitment to the change via considerable effort in
employee communications

(b) Ensuring adequate provision of support for the well being of retained
as well as outplace staff

(c) Enhancing opportunities for training and development of new skills,

to achieve new ways of working for individuals and groups

11



(d) Readligning the performance management system.
(3) Burns and Stalker (1966)

The study by Burns and Stalker identified two extremes of
management practice in the organizations —mechanistic and organic
practice. It was suggested that both of these approaches are equally correct
and rational in their appropriate environmental and organizational changing.

M echanistic management systems are rigid in nature. The study
showed that these work best in organizations that experience stable
environmental conditionals. The characteristics of mechanistic management
are similar to those of bureaucracy:

(@ Tasksare specidized;

(b) Clearly-defined duties and procedures;

(c) Clear hierarchical structure;

(d Knowledge and expertise center at the top of the organization;

(e)  Clear instructions and decisions from superiors as methods of control
over organizational activity;

(f) Insistence on loyalty of employeesto the organization and to their
superiors.

Conversdly, it was suggested that organic organizations were most
appropriate in changeable environmental conditions. The 'surprises
inherent in a changeabl e business environment necessitated a more flexible
and lessrigid organizational philosophy than that provided by the
inflexibility of a mechanistic organization. Organic organizations have the

following characteristics:

12
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(b)

(©

(d)

(€

()

(9)

The importance of special knowledge, skills and experience to the
success of the organization;

A continual redefinition of tasks as the environment changes,

A network, rather than a hierarchical structure of control and authority
(characterized by as increased importance of cross-functional rather
than hierarchical relationships);

Superior knowledge is not necessarily related to a person's authority
in the organization;

Communication or more lateral than up-and-down, reflecting and
emphasis on information rather than instructions and commands;

A widespread commitment of employees to the overall tasks and goals
of the organization;

An emphasis on the contribution of individuals within the
organization.

Bums and Stalker contended that organic organization was best suited

to a changeabl e business environment, which is of course in contrast to the

roles of the mechanistic organization.

The Definition of Downsizing

(1) Prof. Sumpong Juntsiri (1998)

Downsizing is a strategy that many organizations use to abate the

economic crisis, but the result of this strategy isto lay off or fire the

employee. Then, the number of unemployed increase when compared with

three years ago. In the business downsize, that does not encourage the

organizations to reduce their employees for smallness of organization,

because business downsizing has steps and methods to implement before

13
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the last step isto lay off the employees. The meaning of downsizing is
important for employers to understand before they will use this strategy to
save cost and expenditure.

A growing organization may choose to 'fightsize'. It can reduce the
amount of work, as well as the number of employees doing it by closing
units, delyering levels of hierarchy, of removing functions. The current
popularity of business process reengineering demonstrates the strength of
employers commitment to finding better and more cost effective way of
organizing. Business downsizing is used to reduce the costs and overheads
in organizations of Thailand. The employer will think that it is the method
for reduction of the enterprise and control the costs. But downsizing or
rightsizing (the new paradigm) is the strategy to set the appropriate size of
organization that may increase or decrease the number of the employeesin
business, such as merger or establish new company. When the organization
wants to set the appropriate size of the company, involving business
reengineering or the same size of organization, it increases the potential of
worker who can produce more products and more profit for organization.
The employer has to look over to reduce the capital, and they want to reduce
the cost of employment, because they think that the reduction of
employment isimplemented easily, but it is hard for management.

Rather than being the result of atemporary reaction to economic
downturn, downsizing or rightsizing is judged by many to reflect a major
structural transformation in business organization that will continue to the
foreseeable future. Mergers and acquisitions, newly automated process,

transfers of operations, and flexible working have turned workforce

14
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C)

reductions into an ongoing activity that is likely to continue independently
of current financial performance.
Cameron, Freeman, and Mishra (1993)

Downsizing is an intentional set of activities, usually involving
reduction in personnel to improve efficiency and productivity by affecting
work processes. Downsizing often includes the intended reductions of
personnel through the planned elimination of positions or groups of
positions. Downsizing may occur by reducing employees or work; by
eliminating functions, hierarchical levels, or organization units; and by
implementing cost containment strategies that simplify and streamline
activities. Downsizing strategies include normal attrition, voluntary
severance program, early retirements, buyouts, outplacements and layoffs.

Organizational downsizing involves a deliberate reduction of the
workforce via staff layoffs, attrition, early retirement & voluntary
severance, across the board cutbacks, delayering etc. Although almost
inevitably linked with cost control, downsizing is not necessarily linked
with business decline.

Steven Applebaum (1987)

Downsizing was coined to define the scaling down of car sizes by
automobile manufacturers. The term was first applied to the process of
cutting back employees when business and government began making
major reductions to their employee bases in response to necessary pressures
in the 1980s. Downsizing is atype of reorganization or restructuring.
Downsizing or workforce reduction is a strategy to streamline, tighten, and

shrink the organizational structure with respect to the number of personnel

15
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the organization employs. As downsizing has become more prevalent, the

term has lost its original precision (i.e., workforce reduction). Today, the

term downsizing is used both to refer to narrow effort to reduce the

workforce and also to broad efforts to improve work systems or redesign the

total organization.
The Defination of Attitudes

Sarnoff (1960) defined attitude as "a disposition to react favorably unfavorably to
aclass of objects'. Thurston (1931) and others have argued that attitude is an affective
or evaluation predisposition. Although not discussing it a nature per se, Chave (1928)
provided a detail description of the factors that influence a person's predisposition: "An
attitude is acomplex of feelings, desires, fears, convictions, prejudices or other
tendencies that have given a set of readiness to act to a person because of varied
experiences*. The description of attitude under consideration is the notion that attitude
isapredisposition. Attitude is typically viewed as atalent or underlying variable that is
assumed to guide or influence behavior. One immediate implication of this view isthat
attitude are not identical with observed response consistency. Indeed, attitudes cannot
be observed directly but have to be inferred from observed consistency in behavior.
Krech and Crutchfield (1948), who defined attitude as "an enduring organization of
motivational, emotional, perceptual, and cognitive processes with respect to some
aspect of the individual's world have offered a direct description of the nature of a
predisposition
In summary, the concept "attitudes" should be used only when there is strong

evidence that the measure employed place and individual on a bipolar affective
dimension, when the measure places the individual on a dimension of subjective

probability relating an object to an attribute.

16



Anticipated Benefits Realized of Downsizing

The most frequently cited benefits of downsizing to the organization include:
lower overheads and cost reductions, |ess bureaucracy, faster decision making,
smoother communications, greater enterprise and productivity increases. (Heenan
1990).

One can argue the merits of downsizing as a process for increasing organizational
effectiveness. Seen only as a short-term, crisis oriented, cost saving process, the
organizations' capacity to respond quickly to changing circumstancesislikely to be
enhanced. The goal of downsizing is not simply to become smaller and saving the cost,
but to improve performance and, concurrently, the bottom line
Unforeseen and unwanted outcomes encountered within the downsizing organizations
we spoke to included: the creation of new job demands for which retained staff have
neither the skill or experience to perform; over-subscription to voluntary severance
schemes and the creation of a 'reluctant stayer' population; the replacement or re-hiring
of previously severed posts; loss of older staff through early retirement with resulting
structural blockages to promotions; and other unquantifiable *hidden costs' such as the
loss of organizational memary.

2.3 The Objectives of Downsizing Banking Business

From the effect of business economics crisis ("the crash’), banking business has to
Improve the organization structure to business flexibility, and have the employees
appropriate with job quantities, and to increase the productivity that can effectively
manage the business capital for market competition. Then, the business downsizing
program can be fulfilled to the objective of banking business.

Businesses is downsized to cut cost, to improve efficiency, to change the business

environment and to maintain a profit level acceptable to their shareholders. Downsizing

17
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refers to a "deliberate decision to reduce the workforce that is intended to improve
organizational performance” (Kozlowski, Chao, Smith, Hedlund 1993: 267) When
downsizing does occur within an organization which is arestructuring strategy of an
organization to obtain efficiency and market share, or reactive, where the downsizing
occurs because of deep financial trouble within the organization. In some cases,
downsizing occurs because of (1) an intentional decision (2) areduction in personnel,
often disproportionately in the management ranks, (3) efficiency and/or effectiveness
objective, and (4) changes in work processes. Again, the whole theme of downsizing
equates to lowering operating expenses by employee elimination to show a greater
profit for the business.

Businesses downsize for a variety of reasons. Some of the most common
included: (Tylczak 1996)

(1) Mergers acquisitions/ divestitures

(2) Market shifts and loss of market share

(3) Expensivelitigation and large settlements

(4) Plant obsolescence

(5 Uncontrollectable accounts

(6) Changesin technology

(7)  Increased competition

(8)  Loss of major customer or supplier

(9) Desirefor increased worker flexibility

(10) Unacceptable profits or profit margins

(11) Lossof financing/ drop in bound ratings/ loss of industry credit

(12) Expired or challenged patents

(13) Changein organizational structure or procedures
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(14) Drop in exchange rates

(15) Recession

(16) Lagging productivity

(17) Trade deficit

(18) Absorption of "baby boom"

(19) Changein government regulation (i.e., deregulation)

(20) Unacceptable administrative or overhead costs

There are many reasons for organizations to downsize. Since virtually and of
these conditions can happen at any time. In banking business the economic problems;
debts, Non-performing Loan (NPL), Financial Credit and Current Exchange rates are
the causes of business downsizing.The purpose of downsizingis to effect cost saving
through reducing labor expenditure while staying firmly focused on the mission, goals,
and corporate values of the banking business. In the early retirement program of
banking business, employees said that they couldn't change themselves to new business
procedure and new technology that banking business choose for competition with other
business. Then, they will get early retirement program for amaking decision in their
future.

In the banking business, the goals of business downsizing isto cut the
expenditure- salaries, bonuses, benefits, and perks -in the business by reducing the
number of their employees, because there are direct costs to save. Then, they set the
number of employees who will leave and retain in the business in order to manage the

business cash flow of expenditure. Such as Bangkok Metropolitan Bank PLC. (The

Nation Newspaper 25/5/1999), want to reduce the number of employees from 4,970

persons to 3,970 persons.
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When banking business decides to downsize, a detailed and well-planned program
has to be implemented to make it successful. Organizations preparing for downsizing
should carefully plan to determine what should be done before, during and after the
downsizing program. Management must devel op strategies for communicating the
news, what the overall message will be and what steps they will take throughout the
process to ease the survivors' transition.

In term of technical management, business downsizing has many steps before
laying off the employees. When the banking business has plan reducing the cost of
employment, they should consider the employee's feelings, law and moral. The banking
business has many options to reduce the size of the workforce or downsize business,
and to increase cost saving: (Richard L. Knowdell, Elizabeth Branstead, and Milan
Moravec 1996)

(1) Hiring Slowdown

(2) Hiring Freeze

(3) Reduce Percentage of Pay Increase

(4 Freeze Wages

(5 Reduce Wages

(6) Reduce Benefits and Perks

(7) Voluntary Retirement

(8)  Involuntary and Termination Option

These are popular methods in banking business for saving or cutting costs of
employment.

2.4 Procedur e of Business Downsizing
Before the top management or Human resource manager will decide to reduce the

work force or employees in their organization, they have to set the plan, and the next
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step they will work isin details of business downsizing. Downsizing requires four point

plans: (Lynn Tylczak 1991)

1)

)

©)

Strategic Planning

Up front analysisis critical. Many organizations, fearing analysis
paralysis, do not invest the time necessary to consider where they are and
where they need to be. They can't plan a successful trip without knowing
their point of origin and your destination. Thisis false economy. Instead of
making a plan that accomplishes their stated objective, they react with a
series of hastily prepared decisions. On the other hand, given the proper
preliminary analysis, they may find that downsizing aren't the answer after
all. It might be reorganizing.
Program Planning

Thanks to strategic planning, they should know where you are and
where you need to be. Program planning is a details map to get your from
here to there. It identifies the who, what, when, why, and how of what needs
to happen in downsizing strategies.
Implementation

Thisiswhereit al comes together —assuming you did a solid job on
steps 1 and 2- or al comes apart. This step has all pain and most of the gain.
That said, the implementation phase of downsizing delivers dilemmas of its
own. The major problems include:
(8 Announcing the action, when you announce the action you control the

situation by anticipating problems and providing answers.
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(b)  Continuing Communications, you control communications by
continuing employees. The gossip grapevine withersin an
environment of openness.

(¢ Stahilizing the staff, you stabilize the workforce by
controlling/extolling the present and future.

(d) Creating Contentment among Constituents, you control constituents
by being a source of information and leadership, not a source of
irritation.

(4) Follow - Up
Follow up involves two processes. evaluation (how did we do?) and

prevention (how can we avoid having to go through this again?).

<TRAT.EGic

Figure 2.2. Downsizing Requires a Four Point Plan.

When you have the plan in downsizing strategy, you have to practice this plan to

succeed in the objective of strategy. There are seven steps to make areduction in
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workforce or for downsizing to go more smoothly. (Jackie Greaner and Charies Cates,

EnterChange Inc.)

(1)

)

©)

Develop a careful, systematic transition plan. The plan should include:
business goals and objective; programs and services that business will
provide to both departing and remaining employees; and thorough
consideration of how the plan will be implemented and communicated
within the organization. As part of this planning, an organization needs to
ask:" What is our purpose of undertaking this effort? To reduce overhead?
Cut expenses? Improve departmental responsiveness? Serve other agencies
or departments better?"

Organization preparing for downsizing should carefully plan for and
anticipate what should be done before, during and after the business
downsizes prior to taking and action.

Ensure that top managers understand the "Visionary" role they must play.
Top managers must spearhead the downsizing planif it isto be successful.
They must explain clearly where the organization is going and provide
support to middie-level managers who may have hands-on responsibility for
implementing the plan.

Involve business personnel or human resource department. Work closely
with human resources professionals to devel op action plans and
communication strategies. Because human resources people are a strategic
resource which can provide the arms and legs for moving forward with
business plans. They are also valuable as a sounding board in ng the

timing and practicality of specific transition plans and strategy. But the

earlier HR isinvolved in the planning process, the more likely a downsizing
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(4)

()

will be successful. Even a HR department that has previously been limited
to a compliance role can help smooth the downsizing process. That is
because downsizing is a chaotic, emotional and uncertain experience. To
survive, businesses must rely on skills that are at the heart of the HR
profession: workforce planning, training and skill assessment, and
communication.

When HR is not involved in the planning stages of a downsizing
effort, many things can go wrong. V al uable employees can jump ship-and
so can marginal workers who could have been retained to better perform
other jobs within the business
Plan a communication strategy. Management must devel op strategies for
communicating the news, what the overall message will be and what steps
they will take throughout the process to ease the survivors; transition. How
do you plan to roll out business downsizing plans? Will business downsize
incrementally, or al at once?

Communicate as much as you can, as soon as you can. Although you may
be afraid of "overcommunicating” with employees, you need to keep in
touch with Reduction-in-force plan progress to create a climate of trust and
to squelch the rumor mill that can imperil business plans. Incorrect
information -or alack of information- can breed mistrusts of management
and dampens employee morale among survivors of downsizes. Or, the
company can cut too deeply into its workforce, forcing it to rehire
downsized workers. But, the crucial communication component is simply to

doit. If right —top management- continuously tell their employees what has
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(6)

(7

happened, what is happening now, and what is going to happen, the
employees fed like part of the team rather than apart from the team.
Remember that business is changing the rules. Reduction-in-forces or
downsizing fundamentally change the operating assumptions and
organizational realities by which everybody in the organization has aways
thought about his or her job, career, peers and relationship with the
organization itself. Career transition and re-employment workshops for
departing employees are critical, as are team-building and change-
management programs for those who remain. Indeed, extra effort will be
needed to forge common work values and organizational goalsin the new
environment.

Communicate tough decisions in a human way. "Top managers sometimes
suppose that the "troops” understand the rationale for actions being taken
and that someone el se is thinking about the 'peopleissues involved in

downsizing."

The sample of downsizing strategy in Streeter-Haaz's corporation, set the

strategic planning and tactic in three phases -predownsizing (before), downsizing

(during), and postdownsizing (after). They included the following: (Richard L.

Knowdell, Elizabeth Branstead, and Milan Moravec 1996)

Before

1)

)
©)

Working with line department to determine which tasks were essential for
the present and the future and which would be changing. This included
redundant positions, and how to saving the employment cost.

Facilitating meeting to select options for downsizing

Heading the transition team (Union, Top management, Employee and HR)
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During
(1)  Working with line management to ensure that all downsizing activities were
on schedule and that communications were timely and appropriate
(2) Assigting in coordinating internal and external resources
After
(1) Assisting line management in coordinating evaluation programs
(20  Working with human resources to ensure that recognition and reward
programs were consistent with the company's new ways of doing business
(3)  Researching the best downsizing practices of other organizations within and
outside the industry
(4) Participating in corporate long-range planning meetings
In the downsizing programs of banking business, the early retirement is the
popular procedure that is used in Thai banking. Because, the top management of
banking business agrees that thisis the best way to give the opportunity to the
employees to come to adecision. It does not force the employeesto be laid off, and the
volunteers will receive a payment equal to a severance allotment, or early retirement
incentives (based on aformulaincluding salary and years of working). The corporate
policy on downsizing and severance pay should be summarized and described and
related directly to the specific benefits and services being given to the affected
employees. Thisis amethod of selecting the employees who can change and improve
themselves to the new system of business process that uses the management information
system. The positive aspect of phased retirement is that the employees work closely
with the banking business to effect a smooth transition. These programs focus their
attention on employees who have been with the banking business for long time and/or

who have reached retirement age.
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Generally, early retirement candidates gain higher salaries in the banking
business. By encouraging these long-term employees to retire or leave banking early,
banking can reduce the costs of employment more rapidly and with fewer people
leaving. Furthermore, since they are usually in a senior staff position or arein the
managerial ranks, they also create opportunities for other staff to move into the
positions they have left behind. Thisis usually perceived to be a positive factor by both
employees and top management of banking business.

In the business downsizing or early retirement of banking business, banking will
set the period of program and the rule of severance payment that will pay for employees
who voluntarily retire early. The examples of rule of severance allotment are: (Bangkok
Bank Newspaper 1999)

(1)  Length of service 1 year to 3 years = |last salary x 3 + incentive 3 months

(2) Length of service 3 yearsto 6 years = last salary x 6 + incentive 6 months

(3) Length of service 6 yearsto 10 years = last salary x 8 + incentive 8

months

(4) Length of service over 10 years = last salary x 10 + incentive of 10 years

over x 0.25, but not over 24 times of last salary

If an employee is being offered early retirement, it isimportant that specific
procedures be followed. The employee should be given at least forty-five days or two
months for consideration of the early retirement offer and an additional seven days after
signing the agreement to revoke it. To ensure that the employee understands the early
retirement offer, it should include:

(1) Thedigibility requirement

(2) Thetimelinesfor acceptance and implementation

(3) Theagesand job titles of both eligible and ineligible employees
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Downsizing is atransition that affectsits is stakeholders in a business. managers,
employees, investors, board members, customers, suppliers and the surrounding
community — regional to international.

The impact of downsizing on reputation can reverberate for years, since
organizations are living systems, continually affecting and being affected by both
internal and external systems and subsystems, financial impact cannot readily be
separated from human effects. For example, if a poorly handled reduction in force result
in loss of confidence, commitment empowerment, and creativity among those who
leave and those who remain, the organization will feel the financial consequencesin the
price of stock, loss of customers, and price negotiations with suppliers. If displayed
workers are angry and hostile, they can sabotage production, initiate costly lawsuits,
and even do physical damage. Survivors will spend more time protecting their jobs than
doing them, and productivity will suffer. When hiring becomes necessary again, the
organization may find it difficult to attract talented workers who are in demand- and
may have to pay more to get them.

2.5 After the Business Downsizing

Seventy-four percent of senior managers whose companies are downsized in
United State of America said that morale, trust and productivity declined after
downsizing. "The fear, distrust, uncertainty and potential for personal harm may
mitigate against any organizational downsizing strategy” (Brain Friel 1998). Then
Human Resource department and top management has to set plans of help for the
employees who survive and who leave the banking business. If an organization doesn't
anticipate and plan to address the immediate |oss of morale, trust in management and
ability to cope with stress that occur in the wake of a downsizing, those negative

feelings will fester and hinder employees from moving forward. In addition,
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organizations often do not anticipate the longer-term problems that tend to emerge after

they downsize. These include a perceived sense of job insecurity, lack of confidencein

the organization's future and declining productivity.

The research of LEE HECT HARRSION has issued "After The Downsizing", he

identified the key prescription for managing successfully after transitions:

1)

)

Prepare Management for What's Ahead. How managers handle the
aftermath of a downsizing has a decisive effect on survivor reactions and the
organization's long-term health. Therefore, care needs to be taken to fully
inform managers of the upcoming downsizes as well as the rationale behind
them. They should receive training in transition management and help in
working through their own survivor issues before they have to convey the
news to their subordinates.

Help Survivors Adapt to the Changes. Taking care of terminated employees
isakey part of shaping positive survivor reactions, but it is not enough.
Survivor reactions will be based in large part on what the organization does
to survivors adjust and to what degree it encourages survivorsto help

themselves.

After adownsizing, thisisthe best time to initiate training and devel opment

programs for incumbents who have survived the downsizes. These programs have to be

planned before implementing the downsizing strategy. These offerings ought to include,

in addition to training and education classes: (Richard L. Knowdell, Elizabeth

Branstead, and Milan Moravec 1996)

(1)
2

Cross-training on the job
Temporary assignments or internships in another company location, with

another organization, in auniversity, or in the community
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(3) Career assessment and planning workshop

(4) Rotating team assignments

(5) Task force leadership (e.g. chairing the united way campaign or the work

and family committee)

(6) Mentoring

(7) Specia projects

Action-oriented development programs such as these present excellent
opportunities to move employees out of postdownsizing paralysis and to begin
integrating core and contingent staffs.

2.6 The Example of Downsizing in the Bank of Other Countries

Mayson Foster, president and chief operating officer of Citizens National Bank,
Hammond, La. Has found away around the "downsizing dilemma’” that benefits
everyone involved. For the second time in the past few years, the $203 million-assets
bank has had to reduce the size of its staff in order to contain costs. By offering
gualified employees an attractive early retirement package, no actual layoffs occur, and
the bank stands to save about $800,000 over the next years.

Layoffs were out of the question, and the community just would not accept
layoffs from a community bank. But salaries were rising with inflation, and, for most
employees, productivity remained level. Nobody was resigning because there were few
other jobs.

The bank first offered an early retirement plan to qualifying employeesin 1987
and again 1991. Early retirement plan was open to employees aged 58 and one-half or
older. The age igibility is related to the age at which withdrawals can be made from

retirement plans without having to pay tax penalties, which typically is 59 and one-half.
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Additionally, the bank continued to offer health insurable to the employees who
accepted the offer, which was a further incentive. Prior to retirement the bank pays
100% of the employee' health insurance and 50% of their dependents coverage.
Positions vacated by those who accepted the early retirement offer are usually filled by
othersin the bank who are looking for an advancement opportunity. A branch manager

was replaced by his assistant branch manager, for example.
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1. RESEARCH METHODOLOGY

The research design used in this study of workersis descriptive. This study is
Short -Term Survey or Cross-Section Survey. The objective of this study isto
investigate the attitudes of employees in banking business towards business downsizing
that will emphasize in working a stable, understanding and interesting management
strategy. This study used a second round of survey to gather the information about
factors that influence the employee's attitudes towards business downsizing.

The extent of this study includes;

(1)  Selection of the sample

(2) ldentifying the variable

(3) Choosing the research instrument

(4) Datacollection

(55 DaaAnayss
3.1 Selection of the Sample

The researcher selected the sample from the employees of banking business who
stayed at one financial institute in Bangkok. The researcher interviewed 20 people, a
break down of 10 from employees who are retired from finance institutes by early
retirement program, and 10 from top management in finance institutes. The one by one
method was used for thisinterview. And the other employees who are the target of this
research used questionnaires to gather the information of employees' attitudes towards
business downsizing. These questionnaires are divided into 2 rounds of survey, the first
round of survey was used to collect factors that influence the employees' attitude
towards business downsizing, and gather the employees' suggestions on business

downsizing. The second round of survey was used to calculate the percentage of factors

32



St. Gabried'sLibrary

that influence the employees attitudes, and find out the main principle factor that
influences the employees attitudes
3.2 Identifying the Variable
In the first round of research, the researcher used questionnaires for gathering
information, which are divided into 4 parts:
(1) Thegeneral information of employees of business banking
(2) Information of the stability in working and knowledge, understanding, and
interest of the employees towards the downsizing in banking business
(3) Information of the attitudes towards the downsizing in business downsizing
(4) The suggestions towards the downsizing of banking business.
In the second round of survey, the researcher used questionnaires for gathering
information, which are divided into 2 parts:
(1) The study of factors that influence the employees' attitude towards business
downsizing.
(2) Thestudy of level of factors that influence the employe€e's attitude about
business downsizing.
3.3 Choosing the Resear ch I nstrument
Sampling Size
In this research, the researcher used the group of banking employee in foreign
exchange department. The numbers of employee in this foreign exchange department is
246 persons. Then, the number of sample size in the study or "n" is 206. The peoplein
this study include all employee levels in the organization structure which are clerks,
employees and top management/leadership levels. The researcher used the entire

employees in the foreign exchange department is the sample size, because they are
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substitution of all employeesin the bank. And thisis the best ways to collect the
information from the entire bank employees in the short time of study.
Instrument
Close — Ended and Opened - Ended questionnaires were used in this study, which
are divided into 4 parts.
(1) General data of questionnaire answers
This part is meant to provide personal information (independent
variables) about each individual subject with reference to:
(8 Personal Information includes gender, age, education background,
and status
(b  Working Information includes current position, department,
working experience, and current salary
(2) The questions about the stability in working, understanding and interest of
downsizing in banking business. (Close - Ended)
This part is meant to evaluate the employees' interest and
understanding in business downsizing and stability in working.
Scoring in This Section
The question in part 2 is aimed to access working stability. The 5 — point Likert
Scale format was used to measure the level of stability in working. There are 29 items
that presented the employees' attitude and each item has five choices. Strongly Agree,

Agree, Unsure, Disagree, and Strongly Disagree. Each choice is assigned a different

score as follows:



Positive Questions

Level Score
Strongly Agree 5
Agree 4
Unsure 3
Disagree 2
Strongly Disagree 1

Negative Questions

Level Score
Strongly Agree 1
Agree =
Unsure 3
Disagree 4
Strongly Disagree 5

The results of questionnaires are divided into three levels and three intervals of

scores as. (The ranges of score are 28 — 140 points)

(Highest Point — L owest Point) =  140-28 = 37.99

Level of working stability 3

Or 1.00-2.33 / 28-65  Stability in working low level

2.34-3.66 / 66-103  Stability in working medium level

3.67-5.00 / 104-140 Stability in working high level
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In the section of understanding and interest in the business downsizing, there are
20 items, that are divided as true or false as follows:
0 point means that the employee is not understand, and is not interested in
business downsizing,
1 point means that the employee understanding and interest in business
downsizing
The points of questionnaires that show understanding and interest of employeesin
business downsizing are translated to summation of range, equal 0-20 points. It can be
divided into 2 levels as;
0-9 point means that the employees understanding and interest in business
downsizing at low levels,
10-20 point means that the empl oyees understanding and interest in
business downsizing at high levels.
(3) Attitudes towards the banking business downsizing (Close Ended)
This part is meant to evaluate and analyze the employee's attitude
towards business downsizing in the banking.
Scoring in This Section
The question in part 3 is aimed to access working stability. The 5 — point Likert
Scale format was used to measure the employees' attitude towards business downsizing.
There are 25 items presenting employees attitudes and each item has five choices:
Strongly Agree, Agree, Unsure, Disagree, and Strongly Disagree. Each choiceis

assigned a different score as follows:
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Positive Questions

Level Score
Strongly Agree 5
Agree 4
Unsure 3
Disagree 2
Strongly Disagree 1

Negative Questions

Level Score
Strongly Agree 1
Agree =
Unsure 3
Disagree 4
Strongly Disagree 3

Theresult of questionnairesis divided into three levels and three intervals of score
as show below: (The ranges of score are 25 — 125 points)

(Highest Point — Lowest Point) = 125-25 = 33.33

Level of working stability 3
Or 1.00-2.33 / 25-57  Employee attitudes at alow level
2.34-3.66 |/ 58-90  Employee attitudes at a medium level

3.67-5.00 / 91-125 Employee attitudes at a high level
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(4) Recommendation of banking business downsizing (Open - Ended
Questions)
In the Second Round of Survey in This Study,
(1) The study of factors that influence the employees' attitudes towards
business downsizing
This part is designated to evaluate the factors that affect the
employees attitudes, these are evaluated in the first survey. It used "Yes',
"NO0" question to access the factors that influence the employees' attitudes.
The Meaning in This Section
This section can be divided as"Yes' or "No" answers. It showed what is the
influencing factor in employee attitude toward business downsizing, that are the main
factors of employees attitude.
"No" meansthat it is not the factor that influences the employees attitudes
towards business downsizing,
"Yes' meansthat it isthe factor that influences the employees attitudes
towards business downsizing.
(2) Conclusion of the study of level of factors that influence the employees
attitudes toward business downsizing.
This part meansto find the conclusion of each factor that influence the
employees attitudes. Each factor is divided into 5 levels; very much, much,
moderate, fairly letter, letter. Each choice is assigned a different score as

follows:
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Level Score

Very much 1
Much 2
Moderate 3
Fairly letter 4
Letter 5

The result of this section will be presented in terms of the mean and standard
deviation of each question.
3.4 Data Collection
The data used in this study comes from survey and were collected by the
researcher. The researcher distributed the questionnaires at one banking businessin
Bangkok taking 4 weeks during May 2000 for the first round of survey, and 2 weeks
during July 2000 for the second round of survey. 206 issues total questionnaires or
83.33% were sent back. The questionnaires served as an interview checklist and the
respondents were asked to answer the question shown in Appendix A.
3.5 Data Analysis
The following statistical procedures were employed to resolve the specific
guestions by SPSS/PC or Statistical Package for Social Science Version PC:
(1) The Percentage was used to explain the general data
(20 The Mean and Standard Deviation were used to analyze the level of
working stability, understanding and interest of the employees' attitude
towards banking business downsizing.
(3) TheValueof T-Test were used to compare the independent variable, which

isdivided into 2 groups.
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(4) The Value of One-way ANOV A was used to compare the independent
variable, which isdivided into 3 levels.

3.6 The Assumption and the Hypothesis of This Project
Assumption 1: The banking employees of different gender have different
attitudes towards business downsizing
Assumption 2: The banking employees of different age have different attitudes
toward business downsizing.
Assumption 3: When the banking employees have different working duration,
they will have different attitudes towards downsizing.
Assumption 4: When the banking employees have different level of education,
they will be different attitudes towards downsizing.
Assumption 5: When the banking employees are different in the marital status,
they will be different in the attitudes towards downsizing.
Assumption 6: When the banking employees are different in the position of
work, they will be different in the attitudes towards downsizing.
Assumption 7: When the banking employees are different in the salary rate,
they will be different in attitudes towards downsizing.
Assumption 8: When the banking employees are different in working stability,
they will be different in attitudes towards downsizing.
Assumption 9: When the banking employees are different in understanding and
interests, they will be different in attitudes towards downsizing

The Hypothesis
(1) The Communication can help the employees to understand the business

downsizing and reduce the negative attitudes.
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The participation of the employees in business downsizing is the way to
increase the motivation of employees and morale.
The development can help the remaining employees who survive for

downsizing to improve their skills and capabilities.
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V. RESULTSAND DISCUSSION

This project was divided into 2 rounds of survey. The first round of survey was
used to find the general information of target group, the factors that influence the
employees attitudes, and the suggestions of employees. The second round of survey
was used to evaluate the factors that influence employees' attitudes.

4.1 Findings of the First Research

This research, which is a study of the employees' attitudes towards banking
business downsizing in their organization. In the analysis section, the researcher will
present the results of this study in 4 parts.

Part 1: The general information of the employees in banking business,

Part 2: Information on the stability in working, knowledge, understanding, and

interest of the employees towards the downsizing in banking business,

Part 3: Information about the employees' attitudes towards the downsizing in

business downsizing,

Part 4: The suggestions about the downsizing in banking business.

Part 1: The Genera Information of the Employees in Banking Business
The general information of sample group is sex, age, year of working, highest

education, marital status, current position, and salary rate are presented in Table 4.1.
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Table 4.1. The Genera Information of the Respondents on Gender, Age, Y ear of
Working, Education, Status, Position, and Salary.

Demographics Total No. of Percent Against
Respondents Total (%)

Gender

Male 69 33.5

Femae 137 66.5
Age

Lower than 31 years 66 32.0

31-40 years 77 37.6

Higher than 41 years 63 30.6
Working duration

Lower thanl O years 121 58.7

10-20 years 44 21.4

Higher than 21 years 41 19.9
Highest Education Level

Lower than Bachelor degree 28 13.6

Bachelor degree or equivalent 162 78.6

Higher than Bachelor degree 16 7.8
Marital Status

Single 96 46.6

Married (widow, divorce, others) 110 534
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Table 4.1. The General Information of the Respondents on Gender, Age, Y ear of
Working, Education, Status, Position, and Salary. (Continued)

Demographics Total No. of Percent Against
Respondents Total (%)

Current Position

Clerk 19 9.2

Employee 137 66.5

Management 50 24.3
Current Salary

Lower than 10,000 Bahts 19 9.2

10,001-20,000 Bahts 137 66.5

20,001-40,000 Bahts 48 23.3

40,001 up Bahts 2 10
Total 206 100.0

Table 4.1 can be explained in words as follows:

(1) Gender: Of thetotal number of the respondents 69 are males which is 33.5%
and 137 are females which is 66.5%. It isimplied that the sex of most
respondents was female.

(2) Age: the age of respondentsin this study who are lower than 31 yearsis
32.0%, the age between 31-40 years is 37.4%, and the age higher than 41
yearsis 30.6%.

(3) Working duration: Most of the employees in this study have been working in
the banking business less than 10 yearsis 58.7%, the working duration
between 10-20 years is 21.4%, and more than 21 yearsis 19.9%.

44



St. Gabrid'sLibrary

(4) Education Level: the education level of the employees in banking businessin
this study, lower than bachelor degree is 28 persons which is 13.6%,
bachelor degree or equivalent is 162 persons which is 78.6%, and higher
than bachelor degree is 16 persons which is 7.8%. It isimplied that most of
the employees finished their study at bachelor level or equivalent.

(5 Marital Status: Most of the employeesin this study are singlewhichis
46.6%, and the others are married, widowed, divorced, and otherswhich is
53.4%.

(6) Position: Most of the respondents were employees which is 66.5%, and the
clerkswho are working in the general responsibility such as typing, paper
checking is 9.2%. The management position who has responsibility and
accountability of planning and setting strategy for the implementation in the
organization is 50 persons or 24.3%.

(7) Current Salary: In this study, the highest is between 10,001-20,000 bahts
which is 66.5%, and the next is between 20,001-40,000 bahts which is
23.3%. The salary lower than 10,000 is 19 persons or 9.2%, and higher than
40,001 bahtsis 1.0%.

Part 2: Information on the Stability in Working and Knowledge, Understanding, and
Interest of the Employees towards the Downsizing in Banking Business

In this study, the researcher used the answer from questionnaires to analyze the

results of stability in working of the employees in banking business, which is shown in

the Table 4.2.



Table 4.2. The Average and Standard Deviation of Stablenessin Working, and the
Level of the Employees Opinions.

Stableness in working X SD. The level of employees

opinions
1. You think that working in the 3.21 0.92 Moderate

bank today is more stable than

the other business.

2. Your bank has policy to 2.77 1.02 Moderate
downsizing that will affect your

work.

3. If bank has brought downsizing 1.96 1.01 Low
method, it will affect your

morale.

4. You think that working in 2.96 1.08 Moderate
banking business today gives
you a prospective work and

better life.

5. You think that you will be 2.58 1.15 Moderate
sacked earlier than proper time
in case that downsizing was
brought into use to reduce the

organization expenses.

6. You think that you will change 3.67 0.99 High
your job before downsizing

occurring.
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Table 4.2. The Average and Standard Deviation of Stablenessin Working, and the

Level of the Employees Opinions. (Continued)

Stableness in working

X

SD.

The level of employees

opinions

7.

Y ou think that you will quit
your job willingly without any
other work reserved or being
unemployed before having next

downsizing.

3.94

0.95

High

You think that the officids
being working in a banking
business having downsizing
plan will get proper and fair pay

to the current work.

2.58

1.01

M oderate

Y ou think that, in the future,
banking business may reduce
the officialsin the other ways
such as early retirement,

dismissal, or restructuring.

2.08

1.04

Low

10.

You think that downsizing is
the way to reduce bank

EXpenses.

2.14

1.07

Low

a7




Table 4.2. The Average and Standard Deviation of Stablenessin Working, and the

Level of the Employees Opinions. (Continued)

Stableness in working

X

SD.

The level of employees

opinions

11

12.

If banking business has
downsizing policy for the next
time, you will get more chance
to be unemployed.

After downsizing, it makes you
feel that you have more stability

in working than ever.

2.29

2.70

1.09

091

Low

Moderate

13.

Y ou have chances to use your
ability in working to cause both
efficiency and effectiveness
better than before having

downsizing.

3.26

0.93

Moderate

14.

You have confident that
downsizing strategy is an
executive strategy, which can

help business survive.

8233

0.93

Moderate

15.

You think that downsizing is
the way to fashionably proceed

business.

2.60

1.09

Moderate
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Table 4.2. The Average and Standard Deviation of Stablenessin Working, and the

Level of the Employees Opinions. (Continued)

Stableness in working

X

SD.

The level of employees

opinions

16. You think that, in the future,

banking business may bring
new strategy in use and it may
effect the employeesin the

same way

2.09

0.75

Low

17.

After downsizing, employees
can work flexibly and reduce

the overlapping of work.

3.30

0.92

Moderate

18.

To manage banking business
by new shareholders, there will
be policies effecting the

stability of the employees.

2.18

0.77

Low

19.

Today, there is an employee
reduction in banking business.
Wheat are you worried about?
(concerning your work)

19.1 Transferring to another

department
19.2 Decreasing saary
19.3 Decreasing reward

and/or overtime pay

2.73

2.56

2.65

0.98

1.09

1.09

Moderate

M oderate

Moderate
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Table 4.2. The Average and Standard Deviation of Stablenessin Working, and the
Level of the Employees Opinions. (Continued)

Stableness in working X SD. The level (.)f.empl oyees
opinions

19.4 Changing to alower 2.79 1.16 Moderate

position

19.4 Voluntary resignation 2.61 1.26 Moderate

19.5 Working harder 2.69 1.24 Moderate

Working hours will be 2.54 111 Moderate

longer

19.6 Looking for a new 2.58 1.13 Moderate

reserving job

19.7 Working evaluation 253 1.05 Moderate

19.10 Working morale 2.14 1.02 Low
Total 2.69 0.44 Moderate

Table 4.3. The Percentage of Banking Employees Classified by the Level of Stability

in Working.
Thelevel of stability in working Number Percentage (%)
Little (28-65 points) 43 20.9
Moderate (66-103 points) 158 76.7
Much (103-140 points) 5 24

50



From Table 4.3, it shows that the banking employees have stability in working at

amoderate level ( X = 76.7), and the next isless than the first one ( X = 20.9). The

dightness of stability in working ismuch level (X = 2.4).

In the part of the employees understanding towards banking business downsizing

and the employees interest in this business management strategy could be shown in

Table 4.4 and Table 4.5.

Table 4.4. The Mean and Standard Deviation of the Employees' Interest towards
Banking Business Downsizing Plan.

choosing a strategy of
downsizing as a solution, you
seek for better solution and try

to achieve the goal.

The interest of employeesin Leve of the
business downsizing v et employees' interest
1. You aways follow banking 0.67 0.47 High
business-downsizing news.
2. You awaystak or criticize 0.71 0.44 High
about the banking downsizing
with your colleague or others.
3. You want to joint the discussion 0.71 0.46 High
about banking downsizing.
4. Y ou want to know the reason for 0.84 0.37 High
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Table 4.4. The Mean and Standard Deviation of the Employees' Interest in Banking

Business Downsizing Plan. (Continued)

The interest of employeesin

business downsizing

X

SD.

Level of employees
interest

5. You want the department that
undertakes the banking
downsizing plan to explain
about the policy, methods,
and give chance to ask

guestions directly.

0.96

0.19

High

6. You think that banking
downsizing news should be
provided deeper in detailsto
the officials before any

proceeding.

0.84

0.37

High

7. Y ou want to be a part of
determining the practical and
severance payment which
employees should get from

the downsizing program.

0.75

0.44

High

8. You are never interested in
the banking policy. You just

do your current duty only.

0.82

0.39

High
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Table 4.4. The Mean and Standard Deviation of the Employees' Interest in Banking
Business Downsizing Plan. (Continued)

The interest of employeesin Level of employees
S.D.
business downsizing X interest
9. You wonder why the 0.83 0.38 High

management does not think
out of other means of
solving the financia
problems besides

downsizing

10. You want to question about 0.84 0.36 High
the employees opinions to
such plan frankly by any
method which they can
freely express their

opinions.

Table 4.5. The Number and the Percentage of Banking Employees That Are Classified
by the Level of the Employees’ Interest towards Business Downsizing.

Level of interest towards Percentage
_ o Number
business downsizing (%)
Low level 33 16.0
High level 173 84.0
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From Tables 4.4 and 4.5, it shows that the banking employees are interested in

business downsizing at a high level, which is 84.0 percent, and 16.0 percent at alow

level of respondents.

Table 4.6. The Mean and Standard Deviation of the Employees Understanding in
Banking Business Downsizing Plan.

The understanding of business

downsizing

X

SD.

Level of understanding

1. Business downsizing in the
organization is away to reduce

organi zation's expenses.

0.27

0.44

Low

2. Business downsizing is the
changing of working and

structure of the organization.

0.81

0.39

High

3. Today, the most effective way to
reduce employees is early

retirement.

0.28

0.45

Low

4. According to early retirement
program, you get money
calculated from working period

and current salary rate.

0.76

0.43

High

5. Downsizing method will be used
when organization is facing with

the financidl crisis.

0.27

0.45

Low
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Table 4.6. The Mean and Standard Deviation of the Employees Understanding in
Banking Business Downsizing Plan. (Continued)

The understanding of business

downsizing X SD. Level of understanding
6. Evaluation of employee's working 0.59 0.49 High
isaproperly and fairly way to
downsizing.
7. Downsizing can make working not 0.46 0.50 Low
so complicated but deft.
8.Downsizing, by reducing 0.58 0.49 High
employees number, is achance
of the executive to choose the
qualified workersto work in the
organization.
9.Customers get benefit from 0.83 0.38 High
downsizing.
|0.Banking downsizing makes| 0.80 0.40 High

employees continuously improve
their self-working and develop

their works to be of good quality.
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Table 4.7. The Number and the Percentage of Banking Employees That Are Classified
by the Level of the Employees Understanding of Business Downsizing.

Level of understanding in Percentage
) o Number
business downsizing (%)
Low level (0-5 points) 92 447
High level (6-10 points) 114 55.3

From Tables 4.6 and 4.7, it shows that the banking employees understand the
business downsizing at high level, which is 55.3%, and 44.7% at low level of
respondents.

Part 3: Information about the Employees’ Attitudes towards the Downsizing in
Business Downsizing
The Information of the banking employee's attitudes towards business downsizing

is analyzed by questions that measure the level of the employees attitudes in term of

the mean ( X) and the standard deviation (S.D.). They are shown in Table 4.8.
According to the study of the employees' attitudes towards business downsizing
in banking industry, the percentage of the employees' attitudes were calculated (Table
4.8). This study shows that the banking employees have mostly moderate level attitude
towards business downsizing, which is 89.3% (184 respondents) or 58-90 points of the
answers. The next of the employees' attitudes at high level, which is 9.2% (19
respondents) or 25-57 points of the answers. And the low amount of the employees

attitudes level or low level, is 1.5%.
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's Attitudes
towards Business Downsizing.

Attitudes towards business sD Level of attitudes towards
downsizing business downsizing
1. You agreewiththeideaof | 274 1.14 Moderate

banking downsizing.

2. If downsizing occursinyour | 2.68 1.09 Moderate
banking  business, youll

support and promote the idea.

3. When your banking business| 2.71 1.05 Moderate
has done that strategy,
problems will be solved

successfully and effectively.

4. Banking businesscanraisethe| 2.37 0.94 Moderate

efficiency in financial problem

solving without any
downsizing.
5. Banking businessdownsizing | 3.12 0.88 Moderate

will help more in competition

and surviving of its business.

6. You want towork inthehold | 3.47 1.09 Moderate
working condition without any

changes present.
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's
Attitudes towards Business Downsizing. (Continued)

Attitudes towards business

downsizing

X

SD.

Level of attitudes towards

business downsizing

7. You will do your best after
downsizing without thinking
that it'll happen again in the

future.

3.43

1.02

Moderate

8. If downsizing occur in the
banking business does, it can
reduce  the  organization

EXpenses.

2.86

1.03

M oderate

9. You think that if downsizing
happens in banking business,
the sustained employees will
work with full potentiality,
which means they conform to

the work properly.

3.03

0.94

Moderate

10. Y ou worry about your future
when banking businessis still
using downsizing plan as an

executive strategy.

2.50

1.06

M oderate
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's
Attitudes towards Business Downsizing. (Continued)

Attitudes towards business D Level of attitudes towards
downsizing business downsizing
11.You think that after | 2.93 1.01 Moderate

downsizing the bank will be
accepted by foreign investors
because it is a proper financial

problem solving method.

12.You've an ideathat bank needs | 3.31 1.04 Moderate
to consider about employees
number and quantity of works
which lead to the balance of
expenses and result  of

proceeding.

13.You think that if the banking | 3.18 0.87 Moderate
business has adjusted its size
to suit the present economic
conditions, you'll get a chance
to make progress, more
development on your working

knowledge and ability.
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's
Attitudes towards Business Downsizing. (Continued)

Attitudes towards business

downsizing

L

SD.

Level of attitudes towards

business downsizing

14.Y ou want the banking business
to adjust the employee number
to fit current working

condition.

3.17

101

Moderate

15. Y ou want to work in banking
business anyhow it will effect

you.

3.42

1.07

M oderate

16.Y ou're ready to adjust yourself
to the banking business
changesin order to retain in

your organization.

3.87

0.83

High

17.You think that banking
business downsizing  will
effect you and your family in

both economy and social life.

2.25

1.03

Low

18. Y ou think that the severance
payments getting from banking
business downsizing have been

properly and fairly provided.

245

0.90

Moderate
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's
Attitudes towards Business Downsizing. (Continued)

Attitudes towards business

downsizing

SD.

Level of attitudes towards

business downsizing

19. Quitting jobs without intention
to leave is believed to be a

punishment.

3.46

121

M oderate

20. Improperly considering of
salary and bonus can be away
to put a pressure to choose

early retirement of employees.

2.20

0.99

Low

21. Thedownsizing rulesused in
your organization are very

suitable.

2.67

091

M oderate

22. Y ou want your organization to
make dowvvnsizing

reconsideration.

2.28

0.86

Low

23. You think that your colleagues
who get early retirement are
luckier than you who are still

working in the organization.

3.07

0.94

M oderate
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Table 4.8. The Mean and the Standard Deviation of the Banking Employee's
Attitudes towards Business Downsizing. (Continued)

Attitudes towards business

downsizing

JY SD.

Level of attitudes towards

business downsizing

24. Working evaluation system
will get more checking and
following because it will effect
to quitting or continuing job of

employeesin the future.

2.26 0.81

Low

25. You think that downsizing
project makes your colleagues
selfish for their survival in the

organization.

2.14 0.86

Low

Total

2.86 0.41

Moderate

Table 4.9. The Percentage of Banking Employees Classified by the Level of the
Employees Attitudes towards Business Downsizing.

The level of employee's attitudes Percentage
. o Number
towards business downsizing (%)
Low level (25-57 points) 19 9.2
Moderate level (58-90 points) 184 89.3
High level (91-125 points) 3 15
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4.2 The Result of Assumption with the Study

In this section, the researcher used the result of study to analyze the assumptions
in terms of the employees' attitudes towards business downsi zing and demographic in
banking employees (gender, age, working duration, education, marital status, position
and salary).

Assumption 1. The banking employees of different gender have different attitudes

towards business downsizing (Table 4.10). In the analysis of relation, researcher used

mean ( X), standard deviation (S.D.), t-value (t) and p-value (p) to analyze the relation.

Table 4.10. The Comparison of Different Sex Employees Attitudes towards Business

Downsizing.
Gender Number X SD. p
Male 69 2.85 0.42 0.053 0.818
Female 137 2.88 041

Table 4.10 shows that there is no difference in the attitudes towards business
downsizing between male and female employees. Then, the banking employees who
have different sexes have no different attitudes.

Assumption 2: The banking employees of different age have different attitudes

toward business downsizing. (Table 4.11)
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Table 4.11. The Comparison of Different Age Employees Attitudes towards Business
Downsizing.

Variable of age df SS M.S. p

The difference between groups
2 0.127 6.346 0.369 0.693

of age

The difference in groups of age 203 34.927 0.172

Total 205 35.054

Table 4.11 shows that the comparison of the employe€e's attitudes towards
business downsi zing with age of employees, it did not find that the different age of
employees effect differently the employee's attitudes towards business downsizing.

Assumption 3: When the banking employees have different working duration in,

they will have different attitudes towards downsizing.

Table 4.12. The Comparison of the Employee's Attitudes towards Business
Downsizing with Working Duration.

Variable of working duration df SS M.S.
The difference between the
2 0.05855 0.02928 0.170 0.844
E King duri

The difference in the group of
203 34.995 0.172

working duration

Total 205 35.050




Table 4.12 shows that there is no difference in the attitudes towards business
downsizing between employees with different working duration.
Assumption 4: When the banking employees have different levels of education,

there will be different attitudes towards downsizing.

Table 4.13. The Comparison of the Employee's Attitudes towards Business
Downsizing with the Level of Education.

Variable of education level df SS M.S. F p

The difference between groups of
2 1.911 0.955 5950 0.003*
education level

The difference in groups of
203 32.596 0.161
education level

Total 205 34.507

* the significant of statistic p > 0.05

Table 4.13 shows that there is difference in the attitudes towards business
downsizing between the employees with education level.

When considering the difference of the employees' attitudes towards business
downsizing as three relation of education levdl, it will show the relation of the

employees attitudes in each level of education as follows:
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Table 4.14. The Comparison of the Employee's Attitudes toward Business Downsizing
Classified by Position.

Position
Education level X SD.
1 2 3
Lower than
2.56 0.39
Bachelor degree
Bachelor degree or
2.82 0.39 *
equivalent
Higher than
2.94 0.44 ¥
bachelor degree

Table 4.14 shows the comparison of the employees' attitudes towards business
downsizing which is considered in three relation of education level. It was found that
the groups of employee who have higher than bachelor degree (X = 2.94) have positive

attitudes in business downsizing more than the groups of employee who have bachelor

degree ( X = 2.82) and lower than bachelor degree ( X = 2.56). Level of significance of

statistic is 0.05.

Assumption 5: When the banking employees are different in the marital status,

they will be different in their attitudes towards downsizing.
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Table4.15. The Comparison of Different Marital Status Employees' Attitudes towards
Business Downsizing.

Marital status N " SD.

Single 96 2.85 0.387 1628 0.203

Married (widowed, divorced) 110 2.87 0.439

Table 4.15 shows that there is no difference in the attitudes towards business
downsizing between the employees with marital status.
Assumption 6: When the banking employees are different in the position of work,

they will be different in the attitudes towards downsizing.

Table4.16. The Comparison Different Position of the Employee's Attitudes towards
Business Downsizing.

Variable of position df S5 M.S.

The difference between groups
2 =127 0.563 3.370 0.036
of position

The difference in groups of
203 33.927 0.167
position

Total 205 35.054

* the significant of statistic p > 0.05

Table 4.16 shows that there is difference in the attitudes towards busi ness

downsizing between the employees with the employee's position.

67



When considering the difference of the employee's attitudes towards business
downsizing as three relation of position, it will show the relation of the employee's

attitudes in each level of position as follows:

Table 4.17. The Comparison of the Employee's Attitudes towards Business
Downsizing That Classified by Position.

Position
Position X SD.
1 2 3
Clerk 2.94 0.29
Employee 2.81 0.42
Management 2.97 0.38 *

* the significant of statistic = 0.05

Table 4.17 shows the comparison of the employee's attitudes towards business
downsizing which is considered as couple by position, it was found that the groups of
management ( X = 2.97) have positive attitudes in business downsizing more than the
groups of employee ( X = 2.81). Significance of statistic is 0.05.

Assumption 7: When the banking employees are different in the salary rate, they

will be different in attitudes towards downsizing.
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Table4.18. The Comparison of Different Salary Rate Employee's Attitudes towards
Business Downsizing.

Variable of salary Df SS M.S. F P

The difference between the
3 1.169 0.553 3.345 0.020
group of salary

The difference in the group of
202 33.395 0.165
salary

Total 205 35.054

* the significant of statistic p > 0.05

Table 4.18 shows that there is difference in the attitudes towards busi ness
downsizing between the employees with the salary rate.

When considering the difference of employee's attitudes towards business
downsizing as four relation salary rate, it will show the relation of the employee's

attitudes in each level of salary rates as follows:

69



Table 4.19. The Comparison of the Employee's Attitudes towards Business
Downsizing That Classified by Salary Rate.

Salary rate
Salary rate X" SD.
1 2 3 4
Lower than 10,000 bahts 2.94 0.29
10,001-20,000 bahts 2.81 0.42 *
20,001-40,000 bahts 2.95 0.37
40,001 bahts up 2.86 0.33 *

* the significant of statistic = 0.05

Table 4.19 shows the comparison of the employee's attitudes towards business
downsizing which is considered as couple relation of salary rate. It was found that the
groups of employee whose salary rate are between 20,001-40,000 bahts ( X = 2.95)
have move positive attitudes in business downsizing than those whose salaries more
than 40,001 up ( X = 2.86) and those who have salary between 10,001-20,000 bahts ( X

= 2.81). Significance of statistic is 0.05.
Assumption 8: When the banking employees are different in working stability,

they will be different in attitudes towards downsizing.
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Table4.20. The Comparison of the Employee's Attitudes towards Business
Downsizing with the Stability in Work.

Variable of stablenessin working df SS M.S. F P

The difference between groups of
5.995 2 2995 20.939 0.00*
stability in working

The difference in groups of
29.059 203 0.143
stability in working

Total 35.054 205

* the significant of statistic = 0.05

Table 4.20 shows the comparison of the employee's attitudes towards business
downsizing with the stability in work, it was found that the difference of work stability
has impact on the employee's attitudes towards business downsizing. Significance of
statistic is 0.05. It is followed by assumption.

When considering the difference of the employe€e's attitudes towards business
downsizing as three relation of working stability, it will show the relation of the

employee's attitudes in each level of work stability as follows:
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Table 4.21. The Comparison of the Employee's Attitudes towards Business
Downsizing that Classified by Working Stability.

The level of working stability
Working Stability X SD.
1 2 3
Low Level 2.57 0.46 *
Medium Level 2.92 0.35 *
High Level 3.45 0.36 *

* the significant of statistic = 0.05

When, 1 = Employee has low level of working stability / 2 = Employee has
medium level of working stability / 3 = Employee has high level of working stability.

Table 4.21 shows the comparison of the employee's attitudes towards business
downsizing which is considered as couple relation of working stability. It was found
that the groups of high level in working stability (X = 3.45) had more positive attitudes

towards business downsizing more than the group of medium level in working stable

(X =2.92), and more than the groups of low level in working stability (X = 2.57).

That isat 0.05 significant of statistic level.

The groups of medium level in working stability (X = 2.92) had more positive

attitudes towards business downsizing than the groups of low level in working stability

(X =2.57). That isat 0.05 significant of statistic level.
Assumption 9: When the banking employees are different in understanding and

interests, they will be different in attitudes towards downsizing.
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Table 4.22. The Comparison of the Employee's Attitudes towards Business
Downsizing with the Different Level of Interest.

Interest level N X S.D. t p
Low level 33 2.98 0.48 1.872 0.063
High level 173 2.84 0.39

Table 4.22 shows the comparison of employee's attitudes towards business
downsizing when compared with different levels of interest. The study did not find that
different interests level have impact on the employee's attitudes towards business

downsizing.

Table 4.23. The Comparison of Different Understanding Level Employee's Attitudes
towards Business Downsizing.

Understanding level N X S.D. t p
Low level 92 2.96 0.40 3.285 0.01*
High level 114 2.77 0.40

Table 4.23 shows the comparison of the employee's attitudes towards business
downsizing with the understanding of employees, it was found that the difference of
understanding impact on the employee's attitudes towards busi ness downsi zing.

Significance of statistic is 0.05. It isfollowed by assumption.
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Part 4: The Suggestions about the Downsizing of Banking Business
From interviewing 206 respondents, employees suggestion about downsizing in

banking business could be summarized in as follows Table 4.24.

Table 4.24. The Suggestion of Respondents about the Downsizing of Banking
Business.

, : - Number of
Empl oyees suggestion towards business downsizing
respondents

1. When banking business had restructured and downsized the 104

organization, the salary and allowance should also be
increased, because the number of employees working are

decreased, but the work are still same

2. Communication is an important mean of informs the 76
employees of the details of business downsizing. Mover,

rumor isthe cause of confusion in business planning.

3. The banking should provide training to the remaining 61
employees regarding the new business procedures. This
will help them enhance their knowledge and skills and

eliminate any confusion they may have.

4. The business downsizing will be damage the employees 52
morale and confidence, then the banking have to motivate
the employee to understand the organization policy and to
have confidencein their work. So, employees will
cooperate in saving the banking expenditure and willing to

join with early retirement program.
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Table 4.24. The Suggestion of Respondents about the Downsizing of Banking

Business. (Continued)

Empl oyees suggestion towards business downsizing

Number of

respondents

5. The banking business should select others methods of
increasing the productivity and profitability instead of the
business downsizing, such as reducing the NPL, setting the
new product and service for the client, increasing the

working effectiveness and reduce the cost.

50

6. The banking business should give employees oppartunity to
present their idea about how to solve the banking
problems. Thiswill give the employees opportunity to
participate in the business, which will reduce the dispute of

them in management policy.

7. The top management should take the employees advice

into consideration.

37

8. The salary, security, welfare and other benefits should be
reconsidered, when the banking had reduced the

employees and restructures the business.

32

9. The downsizing in banking business should involve the
implementing the strategy, also should not intimidate of
the, in payment of severance. Then, the voluntary isthe

best ways for the implementation of this policy.

29
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Table 4.24. The Suggestion of Respondents about the Downsizing of Banking
Business. (Continued)

. . - Number of
Empl oyees suggestion towards business downsizing

respondents

10. The management should give the employees the 25
opportunity to make their decision whether they will leave
or remain. The position, salary and responsibility should

not be the reasons that make them leave.

11. The banking employees believe that the top management 23
especially foreigner employees should be the first group to

be downsizing.

12. The organization should set severance payment, whichis 21

appropriate for employees who voluntarily retired early.

13. Before the reduction the employees, the company should 21
hold the training program for the employees who are going
to leave the bank. The training program will help them find

the new job or to invest in their own business.

14. After implementation of the early retirement program, 18
there should be training program to development the
employees working skills and increase their working
capability. This will be the way to improve the
employees work in the future. And, it will also test the
employees whether they can adapt themselves to new

procedure and system.
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Table 4.24. The Suggestion of Respondents about the Downsizing of Banking

Business. (Continued)

Empl oyees suggestion towards business downsizing

Number of

respondents

15, The business downsizing should simultaneously
implement with business reengineering, because it will
plan the quality of work, numbers of employees and
technology that will be used in the new business

structure.

17

16. The banking should set a clear qualification of employee
who can join the early retirement program and voluntary

leave the banking, and for those will retain.

14

17. The business downsizing should have the timing of
implementing program, because the employees will lose
their motivation and morale if they do not know the end
of program. They may be worried if they have to be the

next one to leave.

10

18. The banking employees though that business downsizing
should be the last method for of cutting the cost of

expenditure and improving the organization structure.

19. Working together between management and employees
(HR, Employee union employees) is the best way to

implement the business downsizing program.

20. Outsourcing of expertise would be done in some function

of business.
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Table 4.24. The Suggestion of Respondents about the Downsizing of Banking
Business. (Continued)

) . o Number of
Empl oyees suggestion towards business downsizing
respondents
21. Business downsizing is not the only way management 5

strategy, but it is a part of business changing to new
paradigm. So, organization would use this strategic along

with other plan, such as reengineering, TQM and so on.

4.3 Finding the Second Survey
Thisresearch, is a study of factors that influence the employees' attitudes toward
business downsizing. In analysis section, researcher will present the results of this study
in 2 parts.
(1) Thestudy of factors that influence the employees attitudes toward business
downsizing.
(2) The study of opinion level that influence the employees attitudesin
business downsizing.
Part 1: The study of factors that influence the employees' attitudes toward business
downsizing
Part 1 is used to find the factors that influence the employees' attitudes toward

business downsizing, are presented in Table 4.25 and Figure 4.1.
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Table 4.25. The Factors That Influence the Employees' Attitudes towards Business

Downsizing.
Factors that influence the employees
attitudes e “No”
1.To communicate the business 67.6 324
downsizing to employee
2. The understanding of the employee 63.2 36.8
in the business downsizing
3. Participation of the employeesto 46.3 53.7
set the rules and practica in
business downsizing
4. To create the morale of employee 50.0 50.0
when downsized the business
5 After downsizing the business, 50.7 49.3
welfare and allowance will be set
appropriate for the employee.
6. To develop of knowledge after 56.6 43.4
downsizing the business
7. Top management handles the 55.9 44.1
organization after downsizing the
business
8. Evauation the employees after 62.5 375
downsizing in the banking
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® Communication

C Understanding

14.935%

13.799% 0 Participation

12.338% 0 Motivation
‘ 13.961% | C Salary/ welfare

¢ Development

10.227% C Management
11.201% 11.039% O Evaluation

Figure 4.1. The Percentage of Factors That Influence the Employees Attitudes.

Table 4.25 shows that factors that influence the employees' attitudes towards
business downsi zing which are communication, understanding, evaluation, development
of employee skill and management. Figure 4.1 shows the percentage of top five factors
that influence the employees attitudes, which are communication (14.935%),
understanding (13.961%), evaluation (13.799%), management (12.338%), and

devel opment (12.50%).
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Tables 4.26. The Level of Employees Opinion in Each That Influence the

Employee's Attitudes.
Factor influencing the employees' attitudes towards _ The level of
downsizing opinion
1. Report the downsizing policy and implement 3.34 Much

plan to the employees.

2. The understanding and interest in downsizing of 3.37 Much

the employees.

3. Participation and involvement of the employees 3.27 Moderate

in business downsizing.

4. Developing of knowledge and skills of the 331 Moderate

employees after downsizing the banking.

5. Working stability of the employees after 3.30 Moderate

downsizing the banking

6. Evaluation of employee after downsizing the 3.35 Moderate
banking.
7. Setting the welfare and allowance after 349 Much

downsizing the banking.

8. The method of management after downsizing the 3.32 Much

banking

Per sonal Information

9. Education level 3.89 Much
10. Position 3.76 Much
11. Salary 3.50 Much
12. Understanding of downsizing 3.65 Much
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Tables 4.26. The Level of Employees Opinion in Each That Influence the
Employee's Attitudes. (Continued)

Factor influencing the employees' attitudes towards . The level of
downsizing opinion

13. Interest of downsizing 3.30 Moderate

14. Working stability 371 Much

Table 4.25 can divide the result into 2 sections, general factors and personal
factors that evaluate the opinion level in business downsizing. In the general factor, the

top four of opinion level that influence the employees' attitudes, are welfare and
alowance ( X =3.49), Understanding (X =3.37), evaluation ( X =3.35), communication
(X =3.35). And the personal factor, the top three opinion levels that influence the
employees éttitudes, are education level (X =3.89), position ( X =3.76), working

stability (X =3.72).
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V.CONCLUSIONSAND RECOMMANDATIONS

This chapter presents a summary of the findings and recommendations arising
from such findings. In the study of the employees of Thailand Banking's attitudes
towards downsizing in banking business, the objective of this study isto find out the
factors that effect the employees attitudes, the study of the attitudes of banking
employees, and their suggestions.

This study is quantitative and conducted with participation of 246 employees
working at acommercial bank in foreign exchange department. The questionnaire is the
tool used for interviewing respondents while all data were evaluated by SPSS/PC* for
the statistics analysis, which are percentage, mean, standard deviation, t-test value and
one-way ANOVA. All information will be presented and described together with tables.
5.1 The Problem

This study finds out the factors that influence the employees' attitudes towards
business downsi zing, the suggestions of employees and the attitudes of banking
employees. Specifically, it sought to answer the following questions:

(1)  What are the factors that influence the employees' attitudes toward business

downsizing.

(2)  Wheat isthe way that management should do in the downsizing plan from

the employees suggestions.

(3) How do the banks achieve the downsizing without reject or dispute form the

employees that will be the best way to implement the downsizing program.

(4) How can the management increase the emplyees' attitudes to be positive

and agree with management strategy.
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5.2 The Study Summary

The study summary isdivided into 7 parts as follows:

()
)
C)
(4)
()
(6)
(7

General information of sampling

The level of working stability

The level of employees interest in business downsizing

The level of employee's understanding of business downsizing
The attitudes of the employees towards business downsizing
The result of assumption

The employees suggestions of business downsizing

Genera Information of Sampling

@)

2

)

(4)

()

(6)

Sex, femal e respondents are more than mal e respondents, which are 66.5%
and 33.5% relatively.

Age, most respondents are between 31-40 years, and the next is lower than
31 years.

Education level, most respondents finished bachelor degree or equivalent,
which is 78.6%, and the others are lower than bachelor degree whichis
13.6%.

Marital Status, most of respondents are married (widow, divorce and others)
which is 53.4%, and the single are 46.6% of respondents.

Current Position, the mgjority of the respondents are employee level which
IS 66.5%, and the management level is 24.3%.

Current Salary, most of respondents get 10,001-20,000 bahts per month,
which is 66.5%, and the others get 20,001-40,000 bahts per month, which is

23.3%.



Working Stability

The study shows that the banking employees working stability is at a moderate
level (X=76.7%). This can beinferred that the employees feel that they can work in
the commercial bank, although it will downsize the employees and organization
structure. They do not reject the downsizing policy, but they do not think that they can
truly trust, because they do not know when they will be dismissed. According to the
article from "HR Monthly/HC Update, July 1997", it shows that the employees will lose
the work stability and confidence when the organization have reduced the salary and
staff, and will affect the employees' attitudes to being negative.
The Employees Interest in Business Downsizing

In this study, it is found that the banking employees are interested in the business
downsizing at high level, which is 84.0%. This shows that the employees want to know
the management policy and their future in this organization that downsized the
employees and the structure, because the business downsizing effects their work and
their life. Then, they have to know the management plan in which they are involved and
they have to change their working skill and work potential after the downsizing.
The Employees Understanding of Business Downsizing

The study shows that the banking employees who understand the business
downsizing is 55.3%, that does not relate the result of the employees interest in
business downsizing. But the number of employees who understand the business
downsizing compared with the employees who are interested lower. It can be inferred
that the employees who are interested in business downsizing may not understand the
total downsizing policy. This can be inferred that the employees want to know and are
interested in the downsizing policy. They may receive the information from newspaper

or from their friends, the employee's union or rumor that may be a miscommunication
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between top management with the employees. Then, the employees are not clear in the
business downsizing.
The Attitudes of the Employees towards Business Downsizing

From the study, the attitude of employees towards business downsizing in their
organization is at a moderate level or 89.3%. It shows that the employees are not for or
against downsizing policy, they just observe the policy. But they want to have the
opportunity for participation, and want to get justice in consideration of employees who
will leave or remaining, and want to get fairness of severance payment. The attitude of
employees will be reduced or be negative when they have high job insecurity, or the
management policy effects their life such as, work position, salary, responsibilities or
work stability. Those agree with Brocker's study in terms of negative attitudinal when
there are high levels of job insecurity.
The Result of Assumptions

In the section of analyzing the factors that influence the employees' attitudes, the
researcher setsthe assumption of evaluating each factor that affects the employees
attitudes towards business downsizing. Form the assumption, it is found that there are 6
factors that affect the employees attitudes as follows:

(1) Education level

(2) Position

(3) Salary rate

(4) Thelevel of working stability

(5) Theleve of understanding towards business downsizing

(6) Thelevel of interest in the business downsizing
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Education Level

From the assumption, it is found that the banking employees who have different
education levels have different attitudes. The result of the assumption testing shows that
the banking employees who have different education levels would have different
attitudes towards business downsizing in terms of the statistic significant at 0.05, and
the number of the banking employees' education level is higher than bachel or's degree.

It is essential that the high education level employees should understand the
reasons for business downsizing, so that they could adapt themselves to new policy and
new technology. Those of low education level will worry about the changesin their
work. They are uncertain of the level of performance expected. Lack of understanding
due to their low level of education or potential make them worry about the next
reduction, they are already being dismissed. And, they still think that banking is the best
occupation in which they can rely working. When the time comes for a change, they can
not adapt themselves to new policy and new technology. It may result in their bad
attitudes towards the new policy, because they do not understand the business
downsizing.
Position

From the assumption, it is found that the employees of different positions have
different attitudes towards business downsizing. The result of the assumption testing
shows that the banking employees who have different positions have different attitudes
towards business downsizing in terms of the statistical significance at 0.05. It shows that
the banking employees who have positions at management level would have attitudes
more than the employees who have positions at employee or practical level.

When time comes for the downsizing, low-level employeeswill be the first to be

reduced, because their number is larger than that of the management level. By doing
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this, the employment cost can be cut without effects on the banking management, and
the value of employment cost can be reduced more than management level. However
the low-level employees may think that the reduction will increase duties and workload
while the salary is reduced. Then the attitudes of employees will be lower than the
leader or management level, and will impact on their morale and their confidence. In
their opinions, the top management and foreign employees are the first group that
should be downsized or reduced, because they get high salary that does not go with their
responsibilities. The source of this finding from the study of Mr. Busuwan
Jadjumnungjet (2539: 80) isfound that the top management of Governor Metropolitan
Water works have different position have different attitudes toward the restructure of
stage enterprise.

Salary Rate

From the assumption, it is found that the employees of different salary rates have
different attitudes towards business downsizing. The result of the assumption testing
shows that the banking employees who have different salary rates would have different
attitudes towards business downsizing in terms of the statistical significance at 0.05. It
shows that the banking employees who have high salary rates would have positive
attitudes more than the employees who have low salary rates.

Because salary is one the basics of Maslow's hierarchy of needs, when the
employees have been affectedly their salary after the business downsizing, their morale
and their motivation will decrease. It will affect the potential of employee. And, the
attitudes of employees who get low salary will be lower than the employees who get

high salary.
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The Level of Working Stability
The assumption shows that the banking employees who have different security in

job would have different attitudes towards business downsizing in terms of the statistic
significant 0.05. The banking employees who have high security (X = 3.45), agree with
business downsizing more than the employees who have low security (X = 2.57), and
those who have moderate security (X = 2.92). On this point, the banking employees
who have moderate security ( X = 2.92), agree with business downsizing more than the

employees who have low security (X = 2.57).

Because the banking employees who have high security, have high working
confidence in the organization where the reduction takes place, they can adapt working
style and adopt the technology that will increase the working efficiency. They believe
that the new organizational structure will increase the effectiveness of work, and it can
push the organization past the economic crisis. Then, the employees' attitudes towards
business downsizing will be positive, and it will not effect their working stability. The
banking employees who have low security, will worry about their future. They may be
laid off or fired next time. Because the morale of those remaining will be reduced after
downsizing in the organization, they will lose their willpower in work. Thiswill affect
the productivity, and trust of management. "It is clear that employees who work for an
organization at risk of job cuts or staff reduction are more likely to perceive job
insecurity and experience stress’ quote from Roskies and Guerin, 1989. Then, their
working stability will be lower than the employees who can adapt themselves to new

changes of banking business, and influence their attitude.
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The Level of Understanding towards Business Downsizing
From the assumption, it is found that the banking employees who have different
understanding level of the business downsizing, will have difference in attitudes

towards business downsizing in terms of the statistical significance 0.05. The employees

who have high level of understanding of business downsizing (X = 2.96), they will
agree to business downsizing more than those who have low level of understanding of
business downsizing (X = 2.77).

Because, the employees who understand business downsizing, will know the
reasons and the necessity of staff reduction, and they will understand the process or
particle of business downsizing that will help the organization to survive in economic
crisis. The employees who have low level of understanding of business downsizing, will
reject the staff reduction in banking business. This is because they do not understand the
causes of downsizing, and do not see the necessity of downsizing, they think that there
must be another way to reduce the costs. It is not essential to cut the employees number
in order to reduce costs. The source of thisfinding isfrom the article of John P. Kotter
and Leonard A. Schelsinger, They say that people resist change when they do not
understand its implications, and they think that they will lose more than gain. They also
resist changes because they fear they will not be able to develop new skills and behavior
that will required of them. Then, the understanding of employees of business
downsizing that are expected from them effect their attitudes.

The Level of Interest in the Business Downsizing

From the assumption, it is found that the banking employees who have different

interests in the business downsizing have different attitudes towards business

downsizing in terms of the statistical significance 0.05. From the assumption testing, it
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is found that the banking employees who have high interest level (X =2.98), agree

with the business downsizing more than those who have low interest level (X =2.84).
The banking employees who are interested in business downsizing, will lookout
for the information, and will follow the news concerning business downsizing. When
they get sufficient information and understand the environmental pressures and
economic realities facing the business, they will understand the policy that affects their
attitudes. That may be positive attitudes and the employee will not reject this policy.
However, they want to get fairness in terms of wages, and criteria to decide who should
leave or remain. The interest of the employees will indicate that the employees want to
participate in the management policy. The source of this finding isin the article of John
P. Kotter and Leonard A. Schelsinger, They presented the way of dealing with
resistance to changes. Communication of ideas helps people see the need for and the
logic of achange. From the study of Lester Coch and John R.P. French, it is found that
the participation of the employees would help to reduce the resistance to changes.
The Employee's Suggestions of Business Downsizing

Concerning the employees' suggestions of business downsizing, the conclusions

can be drawn as follows:

(1) The evaluation of performance that effect the salary and accountability
would be related to the responsibility of the employees who handle each job,
because the employees think that they should get a salary that goes with
their responsibility after downsizing the organization. After the business
downsizing the employees will have more responsibilities, but the number
of employeesisreduced. Then, they have to work hard to increase the
profit. The salary is the important means of keeping up the morale of the
employees according to Maslow's theory, it is stated that survival or salary
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are the means of motivation. Because the business downsizing will reduce
the morale of employee, then, it is necessary to confirm that they are not the
next employees who have to leave the organization. Then the organization
would set the plan to increase the morale and to motivate the employees
who remain after the staff reduction.

(2) The banking employees want to know the details and criteria of business
downsizing. Then, the top management should inform the employees who
are directly affected by downsizing program. If they are not clear about the
business downsi zing, the rumor, gossip or miscommunication —which are
almost always worse than reality- will affect the productivity of
organization, and affect the employees morale. The rumor will spread and
confuse the organization, the employees need information to help them
decide on a course of action. P. Kettly's research confirms that people want
to get information about the rationale for downsizing, the process by which
it will be achieved, and the support available in transition and beyond.
Every effort should be made to ensure that the pressures on the business, the
inevitability of change, and the advantages those changes will bring, are
understood. According to the study of Sherry Kuczynski, it is found that the
communication iskey at every stage of downsizing, and employees tend to
look closely for signs that management is hiding information from them.
Workers resent layoffs less when management is open, honest and generous.
The organization should be seen to make an honest attempt to provide
information on the future staffing targets and skill requirements. Employees
want to know long term plans for banking. They want to know what value

the banking puts on different career paths, their own particular expertise,
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and what opportunities will be open to them to meet their own training
needs. Communication is one factor that influences the employees
attitudes. By communicating with the employees, the management can make
them feel part of the organization, and work in the way that they can restore
loyalty, it is .possible to avoid some of the most dangerous pitfalls of
downsizing, (McKenna 1991). Moreover, the communication flow must be
two ways, with management listening to employees as well as the converse.
After downsizing or staff reduction, banking would set the training and
development program, partly to demonstrate a commitment to the
employability for developing the skills of the employees who are retained
after downsizing. It is an effective way to acknowledge the skills and
abilities. After downsizing the banking business, the employee will be
replaced by technology. Then those remaining have to know the new
technology. They have to develop their skills and their work styles that will
support the new management policy. The one more improvement after
business downsizing, is career counseling that can help the remaining
employees aleviate the stress of altering career paths, and help them to
increase the moral e to enhance the working efficiency. In the development
after being downsized, it included the development the teams and relation of
employees, because post-downsizing is atime to reduced trust and even
conflict between groups.

The understanding of business downsizing with employees, are the
technique of management that will help the organization to implement the
strategy. It isvital that employees understand the downsizing strategy and

have the opportunity to ask questions about it. When the employees
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understand the downsizing policy, they will know the reason for downsizing
the organization, that they are aware and committed to the vision for future
and what is expected of them. They will be willing to join in this policy
such as early retirement, to save the expenditure of organization and
improve the working efficiency.

Employees suggestions can benefit the organization and empower the
employees, when the employees have the opportunity to involve in the
business downsizing, they feel that the leaders listen to their proposalsin the
stipulation of downsizing. Participation devel ops feeling among employees
that leads to a common commitment to the solution and practice of

economic problems affecting the bank and their jobs. They are part of
organization, and acquiesce to observe that they are involved setting the
strategy. Importantly, employees need to feel they are valued, that they have
place in banking, and that the management believes that they are an
important part of success and survival the economic crisis.

The fairness of consideration in stipulation of severance payment, salary,

security in work are important for employees, because these are the points
that motivate the employees who remain in the organization. According to
the article of Prof. Sumpong J. (1998), he says that the employees want to
get the fairness in downsizing implementation, after they accepted and know
the necessity of business downsizing. When they think that the bank is
neither fair nor clear in the downsizing criteria, the their morale will be
reduced and affect the productivity of banking. Maslow said the survival

and security are the first and the second of the employees' hierarchy needs
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that motivate the employee to high the employee potential, and then

increase the work effectiveness.

In the first section of study of business downsizing, the researcher can conclude

the factors that affect the employee's attitudes towards business downsizing in banking

as follows:

@)
)
©)
(4)

()
(6)
7
C)
©)
(10)
(1)

(12)

The communication in the bank about business downsizing

The employees understanding of employee toward business downsizing
The opportunity to be involved of downsizing planning

Management of the leaders who handle the banking business before and
after business downsizing

The development of employees' skills and knowledge after downsizing
The evaluation of employees performance

The employees motivation to increase working effectiveness

Education level of the employees

Working stability or security

The fairness in consideration of salary and severance payment

Position

Employees' interest in downsizing

Concerning the factors that affect employee's attitudes, the researcher used the

second survey to analyze the factors that mainly affect to employee's attitudes. It is

found that the main factors that affect the employee's attitudes are communication

(14.935%), the understanding of the employees of business downsizing (13.961%), the

evaluation of the employees after downsizing (13.799%) and the development of the

employees' skills after downsizing (12.500%).
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Concerning the employees, if the top management is open-minded and honest to
communicate with the subordinates in two-way communication which include what,
why, when, how and who. Because during downsizing, employees will lose their
loyalty, their morale which affects the productivity and affect to the employees
attitudes, they may reject the changes, if they are not clear and do not understand the
business downsizing. The two-way communication is the best way that the explanation
and understanding can be made among the employees. When they are clear and
understand the business downsizing, they will re-build security and trust, then positive
attitudes towards business downsizing.

After the staff reduction in the banking business, the morale, work performance,
loyalty and commitment to the bank is reduced, and it influences their attitudes. If the
employees are forced by evaluation of the employee's performance, they are not happy
and affect their attitudes. From the employees suggestions, it is shown that the
evaluation after downsizing is away to select the employees who have to be downsized
or laid off. They are not sure of fair judgement. Then, the way to help them develop
their skills and capability in working is to find techniques to enhance them to change
their performance. They will adapt themselves to new technology and new management
strategy used to solve the economic problems. When the employees adapt to new things
after business downsizing, they will be happy to work and positive attitudes towards
business downsizing.

The second study is divided into 2 parts: management factors and personal
information factor used to evaluate the employee levels of opinions that are important

for their attitudes toward business downsizing.
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In the management factor, the principle factors are:

@)

2

©)

(4)

The fairness in consideration the salary, bonus, allowance and severance
payment ( X = 3.49), those are the basic needs of the employees.

The understanding of business downsizing ( X = 3.37), the employees want
to be involved in setting the management strategy and also want to
understand it. When they understand the management strategy, they will

agreeto it and accept it.

The evaluation of the employees performance (X = 3.35). It is ameans of
choosing the best workers who will leave or remain in the downsizing
program. If the employees lack the skills or abilities required for the

banking, they will worry about being dismissed next time.

The communication ( X = 3.34), when the management continuously tell
the employee what has happened, what is happening now, and what is going
to happen, they fed like they are a part of the team rather than being apart

from it.

In the personal factor, the principle factors;

1)
)
©)

Education level ( X = 3.89)
Position ( X = 3.76)

Working stable or security (X = 3.71)
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5.3 Recommendations

Based on the summary of study the following recommendations are advanced:

The cause of rejection or negative attitudes towards business downsizing from the
employees are lack of participation of the employees in setting strategy. Before the
planning of downsizing, the bank should give the opportunity to the representatives of
the employees from every department to participate in planning the downsizing
strategy. The planning should come form the bottom line or the employees, it should not
come from the top line of the organization structure, two-way communication helps
ensure that the employees concerns are aired- and that employees suggestions are
heard. The employees may reject the management strategy, when the employees are not
involved in the planning.

When downsizing plan only comes from the management, and is not participated
by the employees to join in the setting, implementing of downsizing without the
fundamental mission, goals, and processes that can result in the number of the
employees reduced but the aspects of work and the amount of work remain the same,
that is "more works but less cost". And, fair consideration for the severance payment
and the performance evaluation will affect the employees' attitudes after the
downsizing. But the management would present the future of the banking destination
and mission after the downsizing that will infer the financial statement of the bank.
When the employees understand and know the current of financial statement, they will
not call for extra requirement after downsizing, and they will join to solve the problems
of the bank.

The techniques used to monitor and measure the results of downsizing actions, are
customer-oriented and employee-oriented. They are the factors that will bring banking

to achieve the economic solution. And the saving cost of employment is another
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objective of downsizing to reduce the banking expenditure. Because the objective of
downsizing in the bank isincrement of the profit and working effectiveness. When the
bank reduces the employees, and can not keep up the employee's morale nor encourage
them to show their high performance, the bank will not achieve the business solution,
because the employees are important factors that help the bank to achieve its goals.
Moreover if the customers are satisfied with the new procedure of the bank after
downsizing the organization structure, they will be pleased with banking service that is
away to increase the profit.

The success or failure of the downsizing depends on the employees who remain
afterwards. The successful downsizing results from the interaction between the
management and the employees. They should have clear understanding of what is gone
on in their organization — new strategy, new policy, and new technology- together with
the guidance of their future career in banking business. However, the employeesin each
business can use their potential to adapt themselves to new things that depend upon the
culture of business, personal skills, and position. Most of the employees who can adapt
will be low age, and do not stick in old of culture.

If the management do not have opportunity for the employeesto involvein the
management plan, help them to develop their skills after the downsizing. In the fact, the
management would not want to be involved with the employees in setting the
management plan because it can not conclude the solution in each problem in a short
time. The employees will lose morale and reduce challenge in working that may be
shown in the personal daily tasks such as bored in work, low performance, sluggish in
work, it will effect the team of work in the bank. The bank will decrease of working
effectiveness, and it can not solve the economic problems. When the employees have

confidence in business and well attitudes, it will push the enthusiasm of the employees
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to increase the working effectiveness, they will believe the bank is part of their futurein
job.

This study is management support that shows mainly management in the
organization. The communication, the participation, motivation, development and the
employees' attitudes are the material that can push the organization to achieve the
objectives and goals. When the management or |eadership of organization use this
management strategy to manage, it can help the organization to encounter with many
problems and globalization trend. Then, the sincerity of management pays attention in
using this strategy to implement, it will show the vision of |leaders. However, the
management strategy should apply to current situations and problems of organization. It
will help the organization to solve the problem and will increase the effectiveness of
productivity.

5.4 Future Study

This project has relations to basic information about personal background, and
customer banking has not been analyzed in detail. So future studies could be
recommended as follows:

(1) The scope of project would be expanded to other persons who are involved
in downsizing such as clients, supplier, shareholder and family of employee
to study their attitudes toward banking downsizing.

(2) Becausethisstudy is specified in the one department of banking, so the next
study would increase the group of sample size to another financial institute
or another sector (public or private sectors).

(3) Legal, economic, social and political aspects would be analyzed to study
other factors that influence the employees' attitude towards business

downsizing.
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(4) Therelations of factors would be to analyze and to study the relation that

influence the employees' attitudes.
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APPENDIX A

THE QUESTIONNAIRE IN THE FIRST ROUND OF RESEARCH

102



QUESTIONNAIRE

Subject: The study of the employee's attitudes toward downsizing in banking business

Explanation

1

Purposes of the research

1.1 To analyze the factors that has influences on the banking employees

attitude towards business downsizing.

1.2 To study the banking employees' attitudes toward downsizing in

business banking.

1.3 To study the advice of the banking employees on the business

downsizing.

This questionnaire is divided into 4 sections:

Section 1: Questions about general data of questionnaire answers.

Section 2: Questions about stability in their work and their knowledge,
understanding, and interest about the downsizing in banking
business.

Section 3: Questions about their attitudes to the downsizing in banking
business.

Section 4: Questions concern to their suggestions about the downsizing in
banking business.

Questionnaire Answering

3.1 Please answer these questions by fact that you feel or know to get the

correct data and it can be most exploitable to the public.

3.2 Please answer all the questions.

3.3 Your whole data, the researcher will keep in secretly. In the

presentation, they will present without specifying and person.
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Questionnaire "The attitudes of banking employees toward downsizing in banking

Section 1:

Explanation:

business".
General Data
Please put (1 ) or fill in the blank which is the most concerned with
your data.
Gender 0 Mae [0 Femade
Age
Y ou have been working in the organization up till now....... Year(s).
Highest education level
[ Lower than Bachelor degree
[0 Bachelor degree or equivaent
[0 Higher than Bachelor degree
Status 0 Single 0 Married 0 Others
Y QUKD POSITION. S0 GRIEL B SO
Y our organization or dePartment ...........ccoeoeveiiiieeeeieeseesesese e
Your current salary rates
O Lower than 10,000 baht
0 10,001-20,000 baht
[0 20,001-40,000 baht

0 40,000 up
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Section 2: Questions about stability in their work and their knowledge, understanding,

and interest about the downsizing in banking business.

Stability Needs

Body Strongly ] Strongly
Agree Unsure Disagree ]
Agree Disagree

1. You think that working in the
bank today ismore stable
than the other business.

2. Your bank has policy to
downsizing that will affect
your work.

3. If bank has brought
downsizing method, it will
affect your morale.

4. You think that working in
banking business today gives
you a prospective work and
better life.

5. You think that you will be
sacked earlier than proper
time in case that downsizing
was brought into use to
reduce the organization
expenses.

6. You think that you will
change your job before
downsizing occurring.

7. You think that you will quit
your job willingly without
any other work reserved or
being unemployed before
having next downsizing.

8. You think that the officias
being working in a banking
business having downsizing
plan will get proper and fair
pay to the current work.
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Body

Stability Needs

Strongly
Agree

Agree

Unsure

Disagree

Strongly
Disagree

10.

11.

12,

13.

14,

15.

16.

Y ou think that, in the future,
banking business may reduce
the officials in the other ways
such as early retirement,
dismissal, or restructuring.

Y ou think that downsizing is
the way to reduce bank
EXpenses.

If banking business has
downsizing policy for the
next time, you will get more
chance to be unemployed.
After downsizing, it makes
you fedl that you have more
stability in working than
ever.

Y ou have chances to use your
ability in working to cause
both efficiency and
effectiveness better than
before having downsizing.
You have confident that
downsizing strategy is an
executive strategy, which can
help business survive.

Y ou think that downsizing is
the way to fashionably
proceed business.

Y ou think that, in the future,
banking business may bring
new strategy in use and it
may effect the employeesin
the same way.
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Body

Stability Needs

Strongly
Agree

Agree

Unsure

Disagree

Strongly
Disagree

17.

18.

19.

After downsizing, employees

can work flexibly and reduce

the overlapping of work.

.To manage banking business

by new shareholders, there

will be policies effecting the

stability of the employees.

Today, there is an employee

reduction in banking

business. What are you

worried about? (concerning

your work)

19.1 Transferring to

19.2 Decreasing salary

19.3 Decreasing reward
and/or overtime

19.4 Changing to smaller
position

19.5 Changing to alower
position

19.6 Voluntary resignation

19.7 Working harder

19.8 Working hours will be
longer

19.9 Looking for anew
reserving job

19.10  Working evaluation

Working morale
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Questionnaire about under standing and interest to the banking business downsizing

plan.

Body Yes No

1. You alwaysfollow banking business-downsizing news.

2. You alwaystalk or criticize about the banking downsizing with your
colleague or others.

3. Youwant tojoint the discussion about banking downsizing.

4.  You want to know thereason for choosing a strategy of downsizing as
a solution, you seek for better solution and try to achieve the goal.

5. You want the department that undertakes the banking downsizing plan
to explain about the policy, methods, and give chanceto ask questions
directly.

6. You think that banking downsizing news should be provided deeper in
detailsto the officials before any proceeding.

7. You want to bea part of determining the practical and severance
payment which employees should get from the downsizing program.

8. You arenever interested in the banking policy. You just do your
current duty only.

9. You wonder why the management does not think out of other means
of solving the financial problems besides downsizing

10. You want to question about the employees opinionsto such plan
frankly by any method which they can freely expresstheir opinions.

11. Business downsizing in the organization is a way to reduce
organization's expenses.

12. Businessdownsizing isthe changing of working and structure of the
organization.

13. Today, the most effective way to reduce employees is early

retirement.
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Body

Yes

No

14,

15.

16.

17.

18.

19.

20.

According to early retirement program, you get money calculated
from working period and current salary rate.

Downsizing method will be used when organization is facing with the
financial crisis.

Evaluation of employee'sworking is a properly and fairly way to
downsizing.

Downsizing can make working not so complicated but deft.
Downsizing, by reducing employees number, is a chance of the
executive to choose the qualified workers to work in the organization.
Customers get benefit from downsizing.

Banking downsizing makes employees continuously improve their

self-working and develop their works to be of good quality.
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Section 3: Attitudes on banking business downsizing.

Attitudes on banking business downsizing

Body Strongly ) Strongly
Agree Unsure | Disagree i
Agree Disagree

1 You agree withthe idea of
banking downsizing

2. If downsizing occurs in your
banking business, you'll support
and promote the idea.

3. When your banking business has
done that strategy, problems will
be solved successfully and
effectively.

4. Banking business can raise the
efficiency in financial problem
solving without any downsizing.

5. Banking business downsizing
will help more in competition
and surviving of its business.

6. Youwant to work in the hold
working condition without any
changes present.

7. You will do your best after
downsizing without thinking that
it'll happen again in the future.

8. If downsizing occur in the
banking business does, it can
reduce the organization

expenses.
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Body

Attitudes on banking business downsizing

Strongly
Agree

Agree

Unsure

Disagree

Strongly
Disagree

10.

11.

12,

Y ou think that if downsizing
happens in banking business,
the sustained employees will
work with full potentiality,
which means they conform to
the work properly.

Y ou worry about your future
when banking businessis still
using downsizing plan as an
executive strategy.

You think that after
downsizing the bank will be
accepted by foreign investors
because it is a proper
financial problem solving
method.

Y ou've an idea that bank
needs to consider about
employees number and
quantity of works which lead
to the balance of expenses

and result of proceeding.
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Attitudes on banking business downsizing

Body Strongly i Strongly
Agree Unsure Disagree )
Agree Disagree

13. You think that if the banking
business has adjusted its size
to suit the present economic
conditions, you'll get a
chance to make progress,
more development on your
working knowledge and
ability.

14. You want the banking
business to adjust the
employee number to fit
current working condition.

15.  You want to work in banking

business anyhow it will effect
you.

16. You're ready to adjust
yourself to the banking
business changes in order to
retain in your organization.

17. You think that banking
business downsizing will
effect you and your family in

both economy and social life.
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Body

Attitudes on banking business downsizing

Strongly
Agree

Agree

Unsure

Disagree

Strongly
Disagree

18.

19.

20.

21.

22.

23.

24.

Y ou think that the severance
payments getting from banking
business downsizing have been
properly and fairly provided.
Quitting jobs without intention
to leaveis believed to be a
punishment.

Improperly considering of
salary and bonus can be away
to put a pressure to choose
early retirement of employees.
The downsizing rules used in
your organization are very
suitable.

Y ou want your organization to
make downsizing
reconsideration.

Y ou think that your colleagues
who get early retirement are
luckier than you who are still
working in the organization.
Working evaluation system
will get more checking and
following because it will effect
to quitting or continuing job of

employeesin the future.
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Section 4. Recommendation of downsizing in banking business.
Y ou can suggest about downsizing in banking business in others.

1. Motivation and Working stability
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7. Others
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APPENDIX B

THE QUESTIONNAIRE IN THE SECOND ROUND OF RESEARCH
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QUESTIONNAIRE

Subject: The Study of the Employee’s Attitudes toward Downsizing in Banking
Business
Section 1: General data of questionnaire answers.
1.1 Your current position
00 Management [ Employee 00 Clerk
1.2 Gender O Male 0O Female 1.3 Age.eveennnnnnnnn, Years
1.4 Education level
0 Lower than Bachelor degree (1 Bachelor degree or equivalent
[0 Higher than Bachelor degree
1.5 Working duration.................. years

Section 2: Question about the factors that influence your attitudes toward business
downsizing that is “Yes” or “No”.
The factors that influence your attitudes toward Yes No

downsizing in banking business

2.1 To communicate the business downsizing to employees | O

2.2 The understanding of the employee in the business downsizing | O

2.3 Participation of the employees to set the rule and implementation | |
business downsizing

2.4 To create the morale of the employees when downsized the business | |

2.5 After downsizing the business, welfare and allowance will be set | O
appropriate for the employees

2.6 To develop of knowledge after downsizing the banking business | |

2.7 Top management handles the organization after downsizing the m| m|
banking business

2.8 To evaluate the employees after downsizing in the banking m| |

The opinions about the factors that influence your attitudes towards downsizing

................................................................................................
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Section 3: Question about your opinion level, it is the factor that influence the
employee’s attitudes towards business downsizing follow your knowledge

in downsizing.

The factor that influence the employee’s Opinion level of the employees

attitudes towards downsizing in banking Very much Much Moderate Fairly letter Letter
3.1 Report the downsizing policy to the employees O O | O O
3.2 The understanding and interest in downsizing O O O | O

of the employees

3.3 Participation and involvement of the employees O ] ] O O
in business downsizing

3.4 Developing of knowledge and skills of the O O | O O
employees after downsized the business

3.5 Working stability of the employees after O O O O ]
downsizing the business

3.6 Evaluation of the employees after downsizing | | ] O ]
the business

3.7 Setting the welfare and allowance after O O | O O
downsizing the business

3.8 The method of management after downsizing O 0O 0O 0O O
the business

3.9 Enhancement the employees to advancement O O O O O

3.10 In personal factors, the level of opinion towards

business downsizing

- Education level | ] O O ]
- Position 0 ] | 0 0
- Age O 0 O O O
- Salary O O | O 0
- Working capability 0 | O 0 O
- Understanding of downsizing O O O O O
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The factor that influence the employee’s Opinion level of the employees

attitudes towards downsizing in banking Very much Much Moderate Fairly letter Letter
- Interest in downsizing O O O O O
- Working stability O a a a O
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