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Abstract 

Due to variables including outsourcing, automation, and organisational restructuring, IT layoffs have become 

commonplace in today's fast-paced corporate world. The culture of the organisation, morale of employees, and long-term 

production are all negatively impacted by these layoffs, in addition to the people immediately impacted. Because of this, 

businesses must take proactive steps to lessen the impact of IT layoffs.Examining the difficulties of IT layoffs and 

offering solutions to their aftermath, this study demonstrates the critical role of HRM in this complex situation. In order 

to assist organisations minimise the negative effects of layoffs on both remaining and leaving workers, this study outlines 

critical HRM practices by drawing on current research, case studies, and empirical data. 

 

To begin, the article stresses the need of being open and communicative with impacted workers all through the layoff 

process, while also highlighting the necessity of showing empathy and providing assistance. It emphasises the need of 

helping displaced people find other jobs or sectors by offering them retraining options, career transition assistance, and 

outplacement services.The second part of the article delves into how human resource management may help keep 

employees invested in the company and its culture even when layoffs are happening. Keeping the remaining employees' 

trust and morale high requires an inclusive and supportive work environment, which may be achieved via encouraging 

open communication and responding to concerns. 

 

In addition, the article delves into how people management methods may be strategically implemented to keep important 

knowledge and skills in-house, reducing the impact of layoffs on intellectual capital. In order to keep good employees 

and make the company more resilient, talent retention programmes including skill development, flexible work 

arrangements, and redeployment are crucial.The article concludes by outlining the possible long-term gains from 

handling IT layoffs with compassion and strategy, such as stronger employer branding, more loyal employees, and an 

organisation that is better able to respond to future upheavals. 

 

Keywords –Human Resource Management, Organizational restructuring, Employee retention, Communication, 

Outplacement services 

 

Introduction 

Adapting to changing market dynamics, technology improvements, and competitive pressures is an ever-present 

challenge for organisations in today's business world. Information technology (IT) layoffs are a result of this constant 

flux and may be caused by a number of things, including but not limited to outsourcing, mergers and acquisitions, 
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automation, and strategic reorganisation efforts. Although layoffs are often seen as a vital strategy for organisations to 

stay afloat and thrive, they may really impact not just the people immediately impacted but also the whole ecosystem in 

which the organisation operates. 

 

Human resource management (HRM) is crucial in easing the blow of IT layoffs and finding one's way through the maze 

of workforce reorganisation. Human resources experts have a responsibility to protect the organization's long-term 

interests while minimising the negative effects of layoffs on organisational culture, employee well-being, and talent 

management. 

 

The purpose of this research study is to examine the many ways human resource management (HRM) may help lessen 

the blow of IT layoffs and provide suggestions on how to handle this difficult situation. This study aims to provide a 

better understanding of the significance of proactive HRM practices in promoting resilience, compassion, and 

sustainability during workforce upheaval by analysing current research, empirical data, and real-world case studies. 

 

In the sections that follow, we will delve into the various ways in which human resource management can help reduce the 

impact of IT layoffs. These include being there for impacted employees, keeping the company culture and engagement 

high, managing talent strategically to keep important skills in-house, and considering the long-term effects of a 

thoughtful and caring approach to workforce restructuring. 

 

This paper seeks to provide HR professionals, organisational executives, and lawmakers with practical ideas and insights 

to help them manage IT layoffs in a dynamic corporate context. Ultimately, organisations may cultivate a culture of trust, 

loyalty, and sustainable development by acknowledging the human element of organisational change and placing a 

priority on workers' well-being. This will allow them to handle layoffs with empathy, integrity, and resilience. 

 

 
Figure 1. Organisational fairness model and its effects on those who have survived layoffs. 

 

Literature review 

The effects of economic downturns like the Great Recession and the Asian Financial Crisis on human resource 

management practices and the efficacy of different approaches have been the subject of several academic investigations. 

A thorough research conducted by Ererdi et al. (2021) found that during economic crises, organisations use both gentle 

and firm approaches to human resource management. Whilst some studies highlighted the importance of adopting soft 

HRM practices (e.g. investing in training and development, knowledge and information sharing, mentoring and 

coaching) during crises to get out of the other side unscathed (e.g. Marchington &Kynighou, 2012; Nijssen&Paauwe, 

2012), the overwhelming majority of studies highlighted organizations’ use of hard HRM practices (e.g. laying off-
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employees, pay cuts/freezes, recruitment freezes, reducing training and development expenditure) to navigate crises 

effectively (Chu & Siu, 2001; Datta &Basuil, 2015; Gunnigle et al., 2013; McDonnell & Burgess, 2013; Shen &D’Netto, 

2012; Teague & Roche, 2014; Tsao et al., 2016; Yu & Park, 2006; Zagelmeyer et al.,  The study's findings suggest that 

there is no optimal approach to human resource management during economic downturns. Many companies rush to 

implement drastic remedies in the wake of a disaster, even when they would be better off being cautious in the long term. 

Regarding the long-term advantages of severe HRM actions, like as wage reductions and layoffs, Tsao et al. (2016) 

discovered that there is no consensus. Tsao et al. (2016), Yu & Park (2006), and DeDee&Vorhies (1998) are just a few 

examples of the research that have shown either a positive or negative link with long-term corporate performance. 

 

The HR strategies of corporations and how they changed during economic downturns have been the subject of many 

studies. For example, Kim et al. (2013) probed the question of whether and how Korean businesses adjusted their HRM 

systems in response to the Asian Financial Crisis. With the majority transitioning from control-based to high-

performance models, over half of the organisations questioned updated their HRM systems.  

 

Workforce crisis management cannot be accomplished without human resource practices, often known as procedures. 

Several HR practice packages that managed to weather the storm are now being uncovered by the research community. 

Adikaram et al. (2021) found the various HRM practice bundles utilised for crisis management. Some of these concerns 

were ensuring the well-being of workers, cutting costs as much as possible, and inspiring and involving workers. But 

they also discovered that these bundles differed by industry and firm. According to Chang et al. (2022), organisations that 

had stronger human resource management processes before to the pandemic had fewer threat assessments and, as a result, 

had more dedicated employees. The researchers found that the negative association between HRM commitment and 

threat assessments produced by organisations was considerably larger when individuals had less confidence in the 

government. This shows how important it is for HR policies and processes to align with company goals so that 

employees may thrive in a supportive and crisis-ready workplace. 

 

Human resource practices that promoted healthy work environments were also studied by researchers during the COVID-

19 epidemic. One study found that when employees had a positive perception of the safety precautions used during the 

COVID-19 pandemic, they were less likely to experience burnout and had a more positive outlook on the health hazards 

associated with the virus (Vu et al., 2022). Ortiz-Bonnin et al. (2023) also looked at how employees felt about the 

COVID-19 support measures implemented by their employers and how it affected their health and productivity. They 

found that when employees were content with the work-life balance they had attained and the support they had gotten 

from their bosses and employers to continue working despite the pandemic, both their performance and mental health 

improved. These studies demonstrate that workers' capacity to work through the crisis is influenced by the presence of 

supporting environments. Individual crisis recovery is a top priority for human resource management, say McDaniel 

Sumpter and Gibson (2022). They point out that COVID-19 rehabilitation is all about employees relying on each other 

for strength. In order to aid individuals in their recovery from crises, human resources developed a constructive strategy 

that makes use of the relational energy of others. 

 

Objectives of the study 

• To examine the prevailing trends and drivers of IT layoffs. 

• To assess the impact of IT layoffs on individuals and organizations. 

• To elucidate the role of Human Resource Management in managing IT layoffs. 

 

Research methodology 

Data on the frequency, effect, and administration of IT layoffs inside businesses gathered and analysed using quantitative 

research methodologies, such as surveys and statistical analysis. The researcher collected quantitative data on layoff 

patterns, HRM practices, and their perceived efficacy by surveying a varied sample of organisations across sectors. In 

order to find trends, patterns, and correlations in the data, statistical analysis methods including regression analysis and 

correlation studies used. 
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Data analysis and discussion 

Variables 

Retained Employees  

(N = 105) 

Lay off employees  

(N = 65) Difference 

Mean S.D. Mean S.D. 

Dependent variables 

Job satisfaction 4.681 2.14 4.479 2.203 1.311 

Trust 2.308 1.778 2.128 2.025 1.29 

Cynicism 3.606 1.902 3.418 2.193 1.298 

Emotional exhaustion 3.544 2.026 3.747 2.147 0.907 

Organizational Justice 

Distributive justice 3.927 2.068 3.245 2.362 1.793 

Procedural justice 3.396 2.015 3.33 1.842 1.176 

Interactional justice 4.86 2.098 5.06 2.173 0.91 

Informational justice 4.529 2.121 4.184 2.199 1.455 

 

Table 1 – Descriptive statistics 

Job satisfaction, trust, cynicism, emotional weariness, and other aspects of organisational fairness are among the 

dependent variables that the presented data compares between retained and laid-off workers.  

 

Job Satisfaction: There is a 1.311 point difference in the reports of retained and laid-off workers when it comes to job 

satisfaction (M = 4.681). It seems that job security has a role in the increased work satisfaction experienced by 

individuals who are retained.The trust level of the retained workers is 1.29 points greater than that of the laid-off 

employees (M = 2.308 vs. M = 2.128). Employees who stay put may develop faith in the company's direction and 

management as a result. 

 

Cynicism: There is a 1.298-point difference in cynicism levels between retained and laid-off workers, with retained 

workers displaying somewhat higher levels (M = 3.606) than laid-off workers (M = 3.418). Despite having a secure 

employment, this surprising statistic may indicate that retained workers still feel some scepticism or 

disappointment.Concerning emotional weariness, there is a difference of 0.907 between laid-off workers and retained 

workers, with the former reporting somewhat greater levels (M = 3.747) compared to the latter (M = 3.544). Given that 

losing one's employment might cause a person to feel emotionally and mentally drained, this result makes sense. 

 

When it comes to organisational fairness, the perception of distributive justice is stronger among retained workers (M = 

3.927) than among laid-off employees (M = 3.245), a difference of 1.793. This indicates that workers who are kept on see 

the distribution of incentives or results as fair.When comparing retained and laid-off workers, there is a 1.176 point 

difference in their perceptions of procedural fairness (M = 3.396 for retained and 3.33 for laid-off). This suggests that 

workers who are kept on see the decision-making procedures as more equitable. 

 

Justice in Interactions: There is a 0.91 point difference between the two groups, with retained workers rating interactional 

justice somewhat higher (M = 4.86) than laid-off workers (M = 5.06). It may be inferred that retained employees 

experience a higher level of fairness in their interactions with coworkers.When it comes to informational justice, there is 

a 1.455 point difference between the two groups: retained workers report greater levels (M = 4.529) than laid-off workers 

(M = 4.184). This indicates that workers who stay put feel that knowledge is shared more fairly. 

To sum up, when comparing laid-off workers to retained ones, the former tend to show more signs of trust, organisational 

fairness, and job satisfaction. Despite their job stability, retained workers also exhibit greater levels of cynicism, 
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suggesting a certain amount of scepticism. Given the stress that comes with losing a job, it seems logical that laid-off 

workers would have greater levels of emotional weariness. These results highlight the significance of fair treatment, 

support systems, and good communication in reducing the negative effects of layoffs on both the retained and the laid-off 

workers. 

 

Conclusion 

The effects of job retention and layoffs on several psychological and organisational elements may be better understood 

by an examination of data comparing retained and laid-off personnel. Trust and Job Satisfaction: Retained workers are 

more likely to be satisfied with their jobs and have faith in their employer than laid-off workers. Job security is crucial 

for creating a great work environment and ensuring that employees feel good about the organisation.The degrees of 

cynicism and emotional weariness are marginally greater among retained workers despite job stability, whereas laid-off 

individuals report higher levels of emotional exhaustion. These results imply that keeping a job does not entirely prevent 

bad psychological effects, and that both retained and laid-off workers may encounter different kinds of stress and 

difficulties.When comparing retained and laid-off workers, we find that the former rate distributive, procedural, 

interactional, and informational fairness higher. This shows that long-term workers have a higher positive impression of 

the fairness of the organization's procedures and interactions. 

 

Taken together, the results highlight the intricate relationship between employee well-being, job retention, and layoffs. 

Job security does not completely protect workers from poor psychological effects, although it is linked to greater levels 

of job satisfaction, trust, and feelings of organisational fairness. Reducing the negative impact of layoffs and creating a 

healthy work environment for both remaining and fired workers requires open lines of communication, equitable 

treatment, and support systems.During times of workforce restructuring, organisations should help their workers by using 

proactive HRM practices, according to the report. Some examples of this include being open and honest with employees, 

helping them find new jobs, giving them opportunity to retrain, and encouraging a spirit of empathy and perseverance.In 

conclusion, organisations may approach layoffs with compassion and integrity by prioritising employee well-being and 

adopting strategic HRM interventions. This will eventually promote a culture of trust, loyalty, and sustainability. 
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