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Abstract 

( ThiS study was motivated by the reality of employee downsizing that is obvious since it 
brought many proven negative consequences on whole business landscape, organizational 
and individual employees. The major challenge was to manage human resource or the 
remaining employees (survivor) after layoff as their work attitudes were diminishing to 
remain effective in an organization. The purposes of the study are to examine whether 
four independent variables of the appraisal of post-downsizing stress (job insecurity, role 
ambiguity, role conflict and role overload) and the moderator role of perceived 
organizational support as coping mechanisms of the harmful effects of employe, 
downsizing were significant factors and effective predictors of survivor's work attitude} 
The dependent variables of the study were organizational affective commitment and job 
satisfaction. Most of the variables involved are multidimensional. With the limitations of 
the research in the downsizing environment, this phenomenon demonstrated significant 
change in an organization. All previous years, empirical evidence had consistently 
demonstrated that its impact on the laid-off employees. There remained a need to 
strengthen the subsisting understanding of the actual relationship through which the 
downsizing environment had cause job insecurity, role ambiguity, role conflict and role 
overload as been shown in the adapted conceptual framework, impacted on outcomes by 
predicting precisely of the perceive organizational support mechanisms . This study 
extended review of literatures, use a hypothesized model to link the important variables. 
There were 18 hypotheses with overall 56 minor hypotheses posited and tested . The data 
were gathered using sample survey approach and secondary analysis and was carried out 
to six chosen organizations including pilot study that experienced downsiZing in recent 
years 2008-2009. Five existing instruments (Multiplicative Job Insecurity Scale, 
Occupational Roles Questionnaire, Survey of Perceived Organizational Support, 
Affective Organizational Commitment Scale and Job Satisfaction Survey) in the field 
were adopted. A total of 250 surveys were distributed and a total of 196 returned and 
valid questionnaires were analyzed . Data were analyzed by using Structural Equation 
Modeling (SEM) technique to test the validity of each measurement and to determine the 
best fitting model between the hypothesized relationships. The result supported II major 
hypotheses, 2 partially accepted which included overall 36 minor hypotheses and rejected 
5 main hypotheses. This study extended upon the job insecurity and role stress model in 
the context of organizational downsizing. The results of the study mostly indicated that 
most individuals reported high amounts of stressors experienced lower level of work 
attitudes. In the other hand, mostly perceived organizational support does contribute to 
positive work attitude outcomes. However, conversely to the literature, role overload 
seems to bring positive impact on worker' s attitude. As a conclusion, this study 
contributes both theoretical and practical implication in the field . Several 
recommendations and future research have been highlighted for the benefits of 
organizations, management, human resource practitioners, and the researchers. This 
includes employing longitudinal research design, moderating and mediating variables, 
including other human resource practices; and extending the study to other countries of 
organizations. 
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Abstrak 

Kajian ini bermotivasikan oleh realiti pembuangan pekerja yang jelas semenjak ianya 
membawa ke arah kesan-kesan negatif yang terbukti terhadap keseluruhan bidang 
perniagaan, organisasi dan pekerja individu. Cabaran utama adalah untuk mengurus 
sumber manusia atau pekerja yang terselamat selepas pembuangan pekerja berikutan 
sikap pekerja yang musnah untuk terus kekal efektif dalam organisasi. Tujuan kajian ini 
adalah untuk mengkaji sarna ada terdapat faktor-faktor signifikan dan efektif sikap kerja 
di kalangan pekerja yang disebabkan oleh empat pembolehubah tidak bersandar iaitu 
penilaian terhadap tekanan selepas pembuangan pekerja (ketidakjaminan kerja, 
kekeliruan peranan, konflik peranan dan keterlebihan peranan) dan peranan penyederhana 
penilaian sokongan organisasi sebagai mekanisme bagi menghadapi kesan-kesan buruk 
pembuangan pekerja. Pemboleh ubah bersandar bagi kajian ini adalah tarikan komitmen 
organisasi dan kepuasan kerja. Kebanyakan pemboleh ubah yang terlibat adalah dimensi 
pelbagai. Berikutan limitasi kajian ini dalam suasana pembuangan pekerja, fenomena ini 
menunjukkan perubahan signifikan dalam organisasi. Tahun-tahun terdahulu, bukti 
ernpirikal telah menunjukkan secara konsisten bahawa impaknya terhadap pekerja yang 
telah diberhentikan. Adakah perlu untuk menguatkan pengekalan pemahaman hubungan 
sebenar di mana suasana pembuangan pekerja telah menyebabkan ketidakjaminan kerja, 
kekeliruan peranan, konflik peranan dan keterlebihan penman seperti yang telah 
ditunjukkan di dalam adaptasi kerangka konseptual, memberi kesan terhadap hasil 
dengan meramal secara tepat mekanisme penilaian sokongan organisasi. Kajian ini 
rneluaskan kajian lepas, digunakan sebagai model yang telah dihipotesiskan untuk 
rnenghubung pernbolehubah-pembolehubah penting. Terdapat J8 hipotesis dengan 
keseluruhan 56 hipotesis sampingan dihadapkan dan diuji . Makluinat dikumpul 
rnenggunakan pendekatan sampel kajian, analisis sekunder dan dijalankan terhadap enam 
organisasi terpiJih termasuk pra-kajian yang mengalami proses pembuangan pekerj a 
dalam tahun-tahun terdekat (2008-2009). Lima instrumen sedia ada (Skala Multiplikatif 
Ketidakjarninan Kerja, Soal Selidik Peranan Pekerjaan, Kajian Penilaian Sokongan 
Organisasi, Skala Tarikan Komitmen Organisasi dan Kajian Kepuasan Kerja) di dalam 
bidang diaplikasikan. Sejumlah 250 soal selidik telah diedarkan serta sejumlah 196 
borang soal selidik yang dikernbalikan dan sah dianaJisis. Keputusan rnenyokong II 
hipotesis utarna, 2 diterima sebahagian tennasuk 36 hipotesis sarnpingan secara 
keseluruhan dan menyangkal 5 hipotesis utarna. Kajian ini melanjutkan rnode'J 
ketidakjaminan kerja dan tekanan peranan di dalarn konteks perhubungan pekerja. 
Keputusan kajian kebanyakannya rnenunjukkan individu yang melaporkan tekanan yang 
tinggi mengaJami sikap kerja yang lebih rendah. SebaJiknya, penilaian sokongan 
organisasi berhubung positif dengan sikap kerja. WaJaubagaimanapun, berbeza dengan 
kajian Jepas, keterlebiban peranan rnemberi irnpak positif terhadap sikap pekerja dan 
penilaian sokongan organisasi tidak semestinya dapat rnenyederhanakan hubungan antara 
tekanan dan tarikan komitmen organisasi dan juga antara keterlebihan peranan dengan 
kepuasan kerja. Berbeza dengan kajian lepas, keterlebihan peranan walaubagaimanapun 
didapati rnernberikan irnpak positif kepada sikap pekerja. Sebagai kesirnpulan, kajian ini 
rnenyurnbang ke arah implikasi teoritikal dan praktikal di daJarn bidang. Beberapa 
cadangan untuk kajian masa depan telah ditekankan untuk faedah organisasi, pengurusan, 
pernpraktisan sumber manusia dan penyelidik. lni termasuklah rnengaplikasikan kajian 
jangka panjang, pernboleh ubah pengantara, tennasukJah arnalan sumber rnanusia yang 
lain serta meJuaskan kajian ke organisasi luar negara. 
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CHAPTER 1.0 


INTRODUCTION 


1.1 Introduction 

Thi chapter is organized In eight sections. The first section elaborates on the 

background of study in the context of downsizing environment. This is followed by 

the second section, which states the problem of the study. Section three defines the 

o~iectives of the study which later divided into two main objectives; general and 

specific objectives. Section four presents the conceptual framework underlies in the 

study . Significance relationship analysis is mentioned in the study followed by the 

re earch questions and statements of hypothesis. Section five highlights both 

conceptual and operational definition of terms used in the study. Section six defines 

the scope and limitation of study. Section seven emphasizes on the significance of the 

study in several perspectives. Finally section eight features the conclusion of the 

overall information appeared in the chapter. 

1.2 Background of Study 

To discuss the background of the study, there is a need to clarify the context in which ' 

this phenomenon has occurred in the past and recent. This discussion therefore starts 

with explanation of the term "downsizing" and its increasing phenomenon in the 

world, Asian and Malaysia context itself. In the early 19805, a new word, downsizing 

was coined (Bozionelos, 2001). Since the introduction of downsizing, numerous tenns 

like restructuring, retrenchment, resizing, rightsizing, reorganization, reduction in 

force (RIF), outsourcing, layoff, flattening and other terms have emerged as ways to 

fi re people (Burke & Cooper, 2001). Past researchers defined organizational 



downsizing as a purposive action (planned) initiated to reduce the size of the 

work fl rce in an attempt to increase the efficiency or effectiveness of ,the organization 

(Freeman & Cameron, 1993; Kozlowski, et aI., 1993). However, organizational 

downsizing does not necessarily result in increase profitability and firm performance 

and majority of the organization did not actually even, achieve the financial gains from 

down izing as expected. One of the reasons for the failure is ineffective handling of 

the people left after dowllsizing (survivors). Downsizing is not only devastating to 

those who are asked to leave the organizations but also have a profound and 

detrimt'ntal effect on the employee who remains (Brockner et aI., 1993). 

This is because modern business organizations are increasingly becoming more 

com plex. demanding, confounding and unstable mostly due to I) technological 

breakthroughs. 2) the globalization, 3) capital flight and 4) the shift to one based on 

service and information (Burke & Nelson, 1998). Due to stiff competition, 

corporation has to reduce costs. This has been done in various ways such as I) 

reducing the workforce, 2) mergers and acquisition, 3) early retirement, 4) freeze on 

hiring. 5) salary reductions and freezes, 6) mandatory short workweek or workday, 7) 

closing plants. 8) outsourcing and 9) switching to super-automation (Clifton, 2000). 

Down izing of workforce has become a continuous phenomenon in the organizations 

world over. Nearly every sector has engaged in the downsizing obsession (West, 

2000). Now it is occurring in large corporations, small partnerships, government 

agencies, universities and public school systems, and non-profit organizations. For 

man. downsizing has become an annual process, downsizing has affected hundreds of 

2 



organizations and millions of individual workers within the workplace and everyday 

life since the 1980s around the world (Calderone, 2004). 

In the world context, downsizing mostly affected western countries. During 1980s and 

1990s more than 3 million white-collar jobs were eliminated in the United States 

alone, and the situation in Asia and Europe is not much a different (Kim & Park, 

2006). During 1996, at about 3] % individuals reporting unsatisfactory levels of job 

insecurity in Norway, 50% or more in France, Japan and United Kingdom 

(Cavanaugh et aI. , 2000). Each millions of U.S workers are terminated by their 

employers to reduce costs. Large scale downsizing such as Hewlem Packard (14500 

job s or 10% of the workforce) is to be cut and Sony (10 000 individuals) loss their 

jobs (Burrow & Gagnier, 2005; Levy, 2005). In California alone, at about 100000 to 

300 000 public school jobs were estimated to be cut (Smith, 20] 0). This maSsive job 

cuts have been investigated in the past with mostly negative impacts for certain 

studies in different countries. 

In Asian context, due to 1997 economic crisis, five most affected countries are Korea, 

Malaysia, Thailand, Indonesia and Philippines which lead to the questioning of the 

lifetime employment practice. Since that, downsizing was the most widespread 

reaction by organizations; 50% of organizations reduced employment (Kim & Park, 

2006). In November 2008, mass layoffs in Shandong, China had resulted to 700 000 

people lost their jobs with 10000 firms have closed (Smith, 20 10). 

In Malaysia, the national statistics have believed the reality of the 1997 financial crisis 

have brought drastic decline in the lives of workers affected. While according to 

3 



Human Resource Minister, Datuk S. Subramaniam, more business is expected to be 

retrenched until the end of 2009 (Labor Force Department, 2010). In follow to Yun 

(2002), Malaysia has not been diligent in enforcing the schedule for upgrading its 

domestic industries. As a result, hundreds of thousands of workers lose their jobs 

because these industries can no longer compete with the loss and a similar fate has 

befallen the banking industry which shed about 10,000 jobs during the financial 

meltdown. 

In Malaysia, retrenchment and downsizing was anticipated across all occupational 

categories including managerial , professional, technician, clerical , machine operators 

and plant assemblers. Since October 2008 until June 2009, approximately I 287 

employers involved in downsizing of a total of 29 364 local workers and 8 1888 

foreign workers which constituted almost 80% of workers in manufacturing sector not 

including 45, 508 workers who were affected by other various kind of layoff. This 

cause lower labor force participation and high unemployment rate (Labour Force 

Department, 20 I0). 

Malaysia had experienced some of the major and big lay-off practices for example in 

1996, Telekom Malaysia with a (10%) layoff and another country's biggest round of 

job layoffs is MAS where in 2006, up to 5,000 employees (28%) layoff. Recent 

layoffs around 2008 and 2009 also took off around Penang for example, Nikko 

Corporation with (> 1000 employees), Intel Corporation with 6000 job losts (Mathur, 

2009), Panasonic Corporation at Melaka (500 workers), Flextronic Shah Alam (>1400 

employees) and Western Digital in Sarawak with 1500 employees. Dell also offers 

voluntary separation scheme (VSS) to aH their 5000 workers (Hamid, 2011). In 

4 
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Seremban, 405 factory workers losing job for the first 3 months of year 2009 due to 

econom ic downturn (Abdullah, 2009). Of all the states, Johor is the worst hit with 4 

617 workers retrenched, followed by Penang with 4 600 losing their jobs and 

Selangor with 3 431 laid off. Recently in 2011 , the threat of layoff is said still 

vulnerable especially in manufacturing sector although large group of foreign workers 

were sent back to their home countries (Hamid, 2011). As a result , Deputy Prime 

Mini ler and Finance Minister Datuk Seri Najib Razak has allocated RM700mii to 

create 163 000 training and job placement opportunities in the public and private 

sectors (Labor Force Department, 20 10). 

For that reason , as more and more companies started downsizing, the actions of any 

single firms was less noticed and criticized. Downsizing has various effects on the 

employees and the organizations. It becomes a big question in terms of how an 

organ ization manages their remaining human resource. It has been proved that 

down izing leads to a change in roles and tasks for large numbers of people as well as 

changes in the social structure of organizations as well as tne social difficulties to deal 

with it new environment. Downsizing had cause tremendous pressure on people who 

are left behind (survivors) to cope with the increased workload (e .g. Burke & Nelson, 

1998), feelings of job insecurity and uncertainty (e.g. Burke & Nelson, 1998; 

Amstrong-Stassen, 2002), defining new job responsibilities and affecting social 

relationships (e.g. Spreitzer & M ishra, 2002). 

As roles changed, survivors experienced period of stress which are great role 

demands, ambiguous role and conflicting with one another which influence two work-

related outcomes: job satisfaction and commitment (Lopopolo, 2002). There are 
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known seven work-related stressors: role ambiguity, role conflict, role overload, job 

insecurity, work-family conflict. environmental uncertainty, and situational 

constraint . Among the seven stressors. four of them are examined as independent 

variable in this study Uob insecurity. role ambiguity, role conflict and role overload). 

Moreover. according to Noer (1993). individuals who remain after a downsizing 

occurs often complain offeeling inundated with their responsibilities and unclear as to 

which direct ion to move with their work . In try to advance the understanding as to 

which of post-downsizing. it was decided that role ambiguity, role conflict and role 

overload are the most pertinent scales for the present study. 

Job insecurity was found an important part of the appraisal of downsizing stress that 

concern uncertainty future employment (Brockner, 1988; Brockner et aI., 1992; 

Greenhalgh & Rosenblatt , 1984). Downsizing has also been found to be one of the 

characteristic that give rise to role ambiguity (Greenhalgh & Rosenblatt, 1984; Fisher 

& Gitel on, 1983; Rizzo et aI. , 1970: Jackson & Schuler, 1985). Downsizing also was 

indicate 10 added responsibilities (increased workloads) and shifted positions (realign 

without appropriate knowledge. skills, abilities, personalities and desires for particular 

task) which results the employee to suffer survivor syndrome (Ho'imes, 2007). 

Moreover, Lu (2003) also found five dimensions were associated within the context 

of downsizing, and that there were found 4 of them also relate into this study: job 

insecurity OJ), role ambiguity (RA). role conflict (RC) and role overload (RO). 

Therefore this study examines the moderating effects of perceived organizational 

support (POS) among organizational actors predicting that the direct effect of 

downsizing on survivor's work attitude is supplemented by the effects of POS. This 

6 



study examines organizational downsizing as a "threat" or "stressor" of an event 

because. it is a painful process for the management , creates job insecurity, role 

uncertainty. ro le conflict and overload among survivors and its success or failure has 

major implications for all concerned . "Layoff' method of downsizing will be chosen 

as type of \\>orkforce reduction this study. Survivor's work attitude will be the 

dependent varia bles which are covers on survivor's affective organizational 

commitment (AOe) and job satisfaction (JS). While there have been a very few 

studies of th i type of research in the recent past, the task is to explore the impact of 

downsizing exercise in a recently downsized organization in Malaysia among private 

sector in re ent years 2008 to 2009. This is to believe that it is a particularly fertile 

area of stud~ given the radical changes that have affected organizations in Malaysia 

that have be n subjected to experience downsizing. 

1.3 Problem Statement 

In the aftennath of downsizing, the remaining organ izational members can be 

significantly impacted by different sources of stress particularly of chosen: job 

insecurity. r Ie ambiguity, role conflict and role overload. Some survivors struggled 

with performing new tasks in leaner organizations; while other survivors spent time 

grieving for a past that was taken away from them. Still other survivors spent time 

trying to understand their role in the new organization. The purpose of the study is to 

measure how individuals in a downsizing environment perceive their changing job 

and role and whether perceived organizational support is going to moderate the 

harmful effect on the attitudinal outcomes. 

7 



Practically, there are very few downsizing literatures in Malaysian context. Since the 

financial crisis of 1997, Malaysia was assumed Iy to be seen to first experience 

downsizing in real environment though this practice has been applied before but in 

more Ie s criticized about it. Almost all the empirical data available in this field of 

research were generated in the west. Besides, most of the past research focus on layoff 

victims (e .g Brockner, 1988) and very little on layoff survivors (Amundson et aI., 

2004). Furthermore, previous studies on downsizing focused on the economic aspect 

of down izing rather than individual aspect of it (Rama and Newman, 2002) where 

there is a need to review its impacts towards human resource. Some researchers 

indicate that companies often have surprisingly little information about those 

(survivors) ultimately responsible for revitalizing the company. Research suggests 

(e.g., Burke & Cooper, 2000) that little is done by employers to deal with or 

understand the behaviors of employees who survive downsizing; leaving many 

survivors without the support that they need to help them to cope with the stressors. 

There are lacks of empirical strengths in terms of how past researches narrowed their 

studies in downsizing though both theoretical and empirical evidence have 

consistently indicated that downsizing have brought negative effects. For example, the 

antecedents and consequences of downsizing might be different by differentiating 

between small and big type of organization. Moreover, according to Yun (2002), 

downsizing literature in Malaysia investigated the collection of many firms regardless 

the type of industry, why they downsize, size of the organization or severity of 

downsizing itself. Furthermore, previous literature failed to recognize the crucial 

importance of industry characteristics on downsizing (Ellwood et aI., 200 I). This is 

because; organizations in different industries would behave differently. Besides, most 
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research at the moments tends to focus so much attention on the organizational level 

of analysi rather than on micro-level foci such as individuals and work groups. As 

such, more information is needed to understand downsizing at a micro-level. 

Besides, most studies have selected only a small subset of the various factors thought 

to be affected by downsizing and have limited their investigation to the effects of 

downsizing on employees in a single firm (e.g. Haque et aI., 2006). It is possible that 

the findings from these specific situations may not apply to other organizations with 

different purposes, functions or industries. This might create a sample selection bias 

and unspecific variables. By conducting a case study with operationalized and well

defined variables. the researcher will be able to present a better picture and produces 

more accurate and realistic results . 

The mosl common operationalization of downsizing is creating a categorical variable 

that takes one if the organization downsizes more than a certain percentage, and zero 

otherwise (Spector et aI., 2002). However, using a dummy variable constrains the data 

and leads to loss of information. For example, an organization that downsizes 7% is 

treated the same as an organization that downsizes 25%, although these two might 

differ signi ficantly in terms of why they downsized. The researcher argues that using 

a categorical variable for downsizing decreases the efficiency of the data. Another 

stream of researchers used a continuous downsizing variable (Beehr & Glazer, 2005) 

based on changes in the number of employees without necessarily differentiating 

downsizing from upsizing. Besides, most recent empirical research of downsizing has 

been conducted in controlled laboratory settings, the impact of downsizing on 
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employees In real organizations may be grossly underestimated (Brockner et aI., 

1986). 


Past stud ies also have limited and focused their research study towards examining the 

terminated employees' psychological reactions and attitudinal outcomes but far fewer 

studies ha ve investigated on those employees who still remain in the company after 

downsizing. While according to Greenhalgh & Rosenblatt (1984) and Brockner et aI., 

(1987): employees who still stay in the downsized organization tend to distance 

themsel es and likely to express negative work attitude and behavior. Additionally, 

some li terature found on the overemphasis in considering the treatment of 'Ieavers' 

during downsizing in contrast to 'stayers' may be detrimental to the organization 

because it can make leaving the organization more attractive than staying (Sahdev, 

2004). Furthermore, most research of downsizing took place shortly after the 

recessions of the late 1980s and early 1990s (Brockner, 1988; Brockner et aL, 1990). 

Little re earch has been conducted on the process and effects of layoffs during the 

current recession . For example, organizations today have flatter structures, and, as a 

whole, the economy emphasizes service over manufacturing (B 'lau et aI., 2004). 

Empirica lly, previous studies also used instruments that are not well covered of the 

impacts Ihal need to be examined and measured . Therefore this study administers 

some of the well known and popular measure which is more comprehensive, proven 

reliable and valid in measuring each variable in the study suitably in the environment 

of down izing. In fact, many studies have methodological problems such as 

measurement unreliability and low statistical power (Cohen & W il/s, 1985; Beehr et 

al.,2005). 
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Theoritically. most of the existing literature also did not confirm a good theoretical fit 

of the proposed model in downsizing environment. There are less linkage has shown 

the relationship between the moderating effect of perceived organizational support 

with downsizing threats and its consequences. Previous studies focus on merely direct 

relationships without the moderator. Several studies focus on the moderator of 

organizational justice (procedural. interactional and informational justice) (e.g: 

Kernan & Hanges, 2002). Procedural justice is the most researched justice dimension 

within the survivorship literature and has been linked with organizational commitment 

(Brockner et aI., 2004; Boehman. 2006a and Boehman, 2006b) and job satisfaction 

(O'Driscoll & Randall, 1999: Colquitt et aI., 2000). Same interactions go to 

interactional ju tice (Garst et aI. , 2000) and informational justice (Colquitt et aI., 

2000). This would enhance the understanding that human resource practice (e.g., 

perceived organizational support) which the most popular and known 'buffering 

effects could influence the negative effects. Therefore, this study is crucial for the 

information on four main stressors (job insecurity, role ambiguity, role conflict and 

role overload) wh ich are most popular known of threats of downsizing linked to the 

moderator (POS) which focus on the socio-emotional needs that survivors need most 

and linked to the overall consequences of work attitude. Moreover, this study also 

assess if any particular coping behaviors (social support) specifically socio-emotional 

aspect are effective in reducing the overall levels of stress especially the. Socio

emotional needs are the relevant to the context of the study which referring to the 

need of respect, caring and appreciation (Rhoades & Eisenberger, 2002) knowing that 

the feelings of the survivors are affected in change environment and trust that close to 

diminish. 
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Organizational support from the work environment has been considered one of the 

critical resources that can reduce the negative effect of workplace stressors; however 

research has failed to identify this mechanism (Lim, 1997). There is also considerable 

debate and dispute over the moderating or buffering effect of POS given inconsistent 

empirical fi ndings of such an effect (Parasuraman et aI. , 1992 and Lim , 1997). There 

are lacks of theoretical underpinning for the moderating effect of POS on a stressor

stress relationship and it remains unanswered question (Lim, 1997). Most of the 

hypotheses are empirically-driven and theoretically weak in explaining the 

relationship of POS to its outcomes (Cooper et aI. , 200 I). Moreover, less mentioning 

about the moderator role of POS though there are over 250 studies POS proven to be 

effective as coping mechanism in stress-strain relationship. The theory underlying 

POS has received only limited coverage (Eisenberger et aI., 1986; Shore and Shore, 

1995: Rhoades and Eisenberger, 2002; Aselage and Eisenberger, 2003). In contrast, 

Rhoades and Eisenberger's (2002) meta-analysis covered some 70 POS studies 

carried out through 1999, and an additional 50 studies were performed by the end of 

2002. The meta-analysis found clear and consistent relationships of POS with its 

predicted antecedents and consequences . 

Existing research has a lot to say about the relationship between job insecurity and 

downsizing and the negative effects of it , however, little to say about role ambiguity , 

role conflict and role overload in relation with of survivor ' s work attitude . There is 

less virtually data on the actual process and mechanisms through which this might 

happen and document not reflect the influence process involving role ambiguity, role 

conflict and role overload together with job insecurity in the model, of downsizing 

environment. There is also important to study job satisfaction as work attitude 
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outcome becau e it is to assess the situational perspective of downsizing through job 

and role changes might impact the employees ' current job satisfaction. Also, the study 

of organizational commitment has paid little attention within the context of 

organizational changes such as downsizing, which are prevalent today and have a 

critical effect on the employee-organizat ion relationship (K won , 200 I). Moreover, 

organizational commitment has been the topic of numerous published investigations 

(Jessica, 2007) however; researches have not always conceptualized it in a similar 

manner. 

In sum, organizations need to create an environment in which individuals are willing 

to stay (Harris, 2000). Unfortunately, "there is no overarching framework available 

for researcher and practitioners hoping to comprehensively grasp the motivations for 

staying and leaving an organization (Maertz & Griffeth, 2004). Cole et a1.; (2002) 

found that work attitudes and particularly job satisfaction are important factors for 

predicting employee retention. Employees that survivor layoffs experience increased 

workloads due fo absorbing the responsibil ities of their coworkers who were laid-off 

given that organizat ions must redistribute work among survivors (Fong & Kleiner, 

2004; Kozlowski et aI., 1993; McGinn et aI. , 2001 ; Selix, 2001; Worall & Cooper, 

2004). Evidence supports that the notion that employees who remain with an 

organization after a layoff find themselves working harder (McGinn et aI., 2001 ; 

Worrall & Cooper, 2004). One unanswered question however is whether perceived 

organizational support fully or partially moderate the relationship between the 

downsizing stressors and work attitudes outcomes. 
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1.4 Researcb Question 

There are two research questions that encompass the general framework contained in 

this study. The fi rst research question involves investigating the possible independent 

variables to determine the levels of survivor's work attitude . The second research 

question entails the prediction of both independent variables and a moderator to 

determine the level of survivor's work attitude. Following each hypothesis , a 

description of the independent, dependent variables and proposed statistical analysis 

will be provided. 

Research question 1: 	 Does job insecurity, role ambiguity: role conflict and role 

overload which are typically found III a downsizing 

organization negatively related on survivor 's level of work 

attitude? 

Research question 2: 	 In the post-downsizing, do individuals who perceived high 

organizational support will influence their level of work 

attitude in reactions to the stressors? 

1.5 Researcb objective 

In responding to the new work environments, individual employees exhibit a variety 

of coping behaviors and rely on different resources to remain effective in their jobs. 

The focus of the research is to investigate whether the individuals able to deal with 

the post-downsizing stress associated with the changing in their workplace role. The 

purpose of the field is to measure how individuals in downsizing organizations 

perceive their work situations and how far does perceived organizational support wi ll 

moderate the post-downsizing stress on survivors ' work attitude. This study is being 
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conducted through the turbulent changes that transforming the local Sarawak 

workplace companies. Within the breadth of the study, an inquiry into the post

downsizing stress phenomenon was identified and analyzed as it relates to individuals 

who remain in organizations that have recently be,en through downsizing. ]n addition, 

an investigat ion into some potential moderator of the stressors was conducted to find 

out if engaging in the behavior can increase the survivor 's commitment and 

satisfaction in the workplace. The relationship between how individuals perceive and 

respond to stress in an organization that has implemented downsizing will be fully 

explored in the study. 

1.5.1 GeDeral Objective 

This study aims has two objectives. The first and second objective is to examllle 

whether the appraisal of post-downsizing stress (job insecurity, role ambiguity, role 

conflict and role overload) will be negatively correlated and significantly predict 

survivors' work attitude (affective commitment and job satisfaction). The second 

objective is to examine whether perceived organizational support has the moderating 

effect in the relationship between the appraisal of post-downsizing stress and 

survivors ' work attitude. 

1.5.2 Specific Objective 

The object ives are to investigate the direct relationship of determinants and its 

outcomes; and to investigate the moderating effects of perceived organizational 

support on the relationship between determinants and its outcomes. Below are the 

specific objectives; 
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