
ISSN: 1117-1677   http://www.irdionline.com/world_article.html 

1 
 

Journal of Management and Enterprise Development, Volume 10, Number 1, 2013 
 

STRAINS OF ECONOMIC RECESSION ON ORGANIZATIONAL MANAGEMENT IN 
HONEYWELL FLOUR MILLS, LAGOS STATE  

 

Micah, Damilola John, Ibitoye Adedeji Chris and Lasisi Chidimma Joy 
Department of Sociology 

University of Ibadan, Oyo State, Nigeria 
 

ABSTRACT 
The economic recession that hit the World global economy between 2008 and 2010 had 
considerable consequences for Industrial Organizations. While it is documented that 
some organizations folded up, others experienced massive downsizing, layoffs, and low 
productivity. Against this backdrop, the study focused on the strains of financial crisis 
on employee management and coping strategies for recession in a manufacturing 
sector. The study also addressed motivation for employees and preference value 
adopted by organization between ranks of employees. The study was guided by 
Organizational Change theory and was conducted in Honeywell Flour Mills Plc. Lagos 
Branch. Copies of a questionnaire was used to randomly collect data from 166 
respondents comprising the top, middle, bottom cadres through a multi-stage sampling 
method, while qualitative data were obtained through in-depth interviews conducted 
with 3 management staffs and 3 employee staffs purposively selected. Quantitative data 
were analyzed, interpreted and presented using frequency distribution counts and chi-
square test, while the qualitative data were subjected to content analysis. The strains of 
economic recession in Honeywell Flour Mills were minimal. Approximately 79% of the 
respondents indicated. About 77% said instances of staff layoff and downsizing during 
the recession was not much visible in the organization. Consequently, the organization 
was stronger in its finances and productivity. Recruitment of professional and non 
professional staffs, and motivation for employees were also stable. As a result, 71% of 
employees perceived their job to be secured as salaries was constantly paid, resulting 
in high sense of Job satisfaction. About 66.2% of the workforce reported that there was 
no downward review in salary package, against 5.6% who were opposed to such 
opinion. Findings reported that equity and fairness across ranks of position was 
satisfactory. The organization was however repositioned to cope with the recession 
crisis, although the effect was not much felt in the organization because of the internal 
mechanisms put jointly. As a result, there was recruitment for casual staffs, even 
though it was very limited. The study concludes that the recent financial crisis has not 
affected employment organization in similar proportion. While some organizations 
were worst hit, others have had a mild experience and utilized the season for better 
productivity. Therefore, it means the quality of leadership that subsists in an 
organization is vital to its survival, especially in periods of economic crisis. Hence, the 
study recommends that organization should give preference to recruitment of 
professionals who are proficient in forecasting future certainty for sustainability. 
Distinct department should exist for such function. 
Keywords: Economic recession; Organizational downsizing; Organizational change; 
Employees; Motivation 

 

INTRODUCTION   
The consideration of economic recession is usually in the context of globalization. The fact is that the world 
economy is intertwined and interconnected such that any significant change tends to affect every segment 
connected to it. Thus, organization as centerpiece of economic stimuli responds to global downturn or 
recession in two forms; organizational downsizing and organizational decline (Lee, 2001). Organizational 
downsizing and organizational decline has been frequent phenomena in recent decades due to fundamental 
and structural changes in the world economy. Whereas organizational downsizing is an intentional, proactive 
management strategy, organizational decline is an involuntary negative consequence of non-adjustment to 
adverse environmental circumstances. However, both phenomena may be associated with a reduction of the 
workforce over time, both by layoff of staff and attrition because employees leave for better job 
opportunities elsewhere (Freeman and Cameron, 1993).  
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Traditionally, research has focused either on macro or micro oriented issues and few contributions have tried 
to integrate the two approaches (Feldman, 1995; Bhattacharyya and Chatterjee, 2005). Macro oriented 
research identified environmental and organizational characteristics associated with organizational shrinkage 
and pressure to downsize (Kimberly and Miles, 1980; Hambrick and D’Alene, 1988) while the micro-
oriented approach typically has studied the impact of organizational downsizing on individual employees 
(Markham and McKee, 1991; Mone, 1994). However, few studies are related to when staff reductions occur 
as a response to organizational decline associated with a general economic downturn or recession of the 
national or regional economy. In such a situation, there could be a need to integrate the macro and micro 
perspectives as the pressure to reduce staff may be more uniformly felt by organizations across industries 
(Cascio, 1994). At the same time, the general economic downturn provides specific circumstances for 
employees with less alternative job opportunities. On the other hand, organizations need to preserve their 
core competencies and hence, must retain key staff members for organizational survival and post-crisis 
redevelopment (Allen et al., 2001; Lee, 2001; Nutt, 2004).  
Although staff layoff may be perceived unavoidable and inevitable during recession, such layoff may be 
undertaken in a differentiated strategy. The outcome may favour certain segment of employees to the 
disadvantage of others. In this wise, the surviving managers and personnel may have personal characteristics 
that differentiate them from their non-surviving colleagues. The purpose of the current study is to examine 
this issue. During a period of general economic decline, surviving and non-surviving managers are compared 
in terms of their work values. These are relevant individual characteristics since it is difficult to disentangle 
values from motivation and behavior. What one values, one is motivated to obtain or retain. Hence, work 
values may reflect some crucial personal traits of managers. Therefore, a comparison of work values of 
surviving and non-surviving managers/employees could be important to undertake for two reasons. Firstly, 
staff reductions associated with a general economic deterioration is not very often reported in the literature 
and the various consequences of such events need to be better understood. Secondly, most studies deal with 
the effects of lay-offs on either the individual workers being laid off (Mishra and Spreitzer, 1998; Allen et 
al., 2001) or the survivors (Krackhardt and Porter, 1985) and not the antecedents or precondition for layoffs. 
In this wise, the consideration of work values and antecedents prior to organizational downsizing and decline 
in the face of recession become increasingly significant. 
 
Statement of the problem 
There are questionable practices relating to the treatment of workers who are relieved of their jobs and those 
who survive downsizing during economic recession. Downsizing in and of itself has negative implications 
from the perspective of lost wages and benefits for employees. The point is that there are organizations that 
provide little or no rationale as to why downsizing has taken place; organizations which display poor 
communication practices in terms of who is released; the poor treatment of employees who are dismissed; 
and the poor treatment of those who remain within the organization that has significant impact on 
individuals both internally and externally (Mishra and Spreitzer, 1998; Allen et al., 2001). Thus, if it is not 
handled properly, those who are sacked could project a negative opinion of those organizations to society. 
Those who remain could become intrinsically demotivated and negatively affect productivity (Evans et. al, 
1997). Furthermore, the value of occupation is a major factor in organizational downsizing and decline 
during recession. According to Elizur and Sagie (1999), the problem lies with indiscriminate laying off of 
staff with little or no premium placed on experience and requisite professional skill of staff. The danger of 
the consequence is often magnitude as such organizations may lack viable team of management to sustain 
productivity. The view of Hopkins and Hopkins (1999) is significant in the consideration of the problem. 
The central argument is organization that lays off staff tends to be confronted with ethical integrity. In other 
words, the image of such organization(s) is subject to public criticism due to unfair treatment of employees, 
particularly when no compensation is paid. The effect may be gross for organization, especially in the aspect 
of goodwill (Lee, 2001). Hence, the foregoing problems in the study of economic recession on 
organizational have received little or no attention, particularly in the context of Nigeria. This is the gap in 
knowledge that necessitates the need for an empirical study. 
 
 
Research objectives 
The general goal of the study was to examine the effect of economic recession on the overall structure of 
organizational management. The study addressed the following specific objectives. 
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1. Appraise the strains of economic recession on employee management in the study area. 
Journal of Management and Enterprise Development, Volume 10, Number 1, 2013 

 
2. Identify the level of motivation for employee during economic recession 
3. Determine the level of premium and priority placed on employee skill  during downsizing 

 
LITERATURE REVIEW AND THEORETICAL FRAMEWORK 
Recession and staff layoff 
Examining the background variables of the two groups of managers (survivor and non survivor), the non-
survivors were found to be younger, less well educated, and have shorter tenure than the survivors. 
However, the typical surprising fact is that some non-surviving managers may occupy higher positions than 
the survivors (Feather and Rauter, 2004). One may speculate that younger managers with shorter tenure but 
with experience of higher managerial positions may have felt more mobile and also more attractive for the 
job market than older managers already since long established in a middle position in a company. This is not 
consistent with a study of US managers (Fee and Hadlock, 2004) which found that there was no difference 
in turnover rates between CEOs and other managers. However, this might be explained by the greater power 
distance in the Hong-Kong setting (Hofstede, 1997), where top managers might act as buffers in absorbing 
some of the insecurity. 
The main results are quite straightforward. Controlling for the inter-group discrepancies in background 
variables, it is found that there was indeed a difference in work values between the surviving and non-
surviving managers. The most distinct difference between these two groups of managers was in terms of the 
work value labeled independence in work (Cascio, 1993). Survivors attached much more importance to this 
work value than non-survivors. This may reflect the change in working conditions brought about by the 
increasingly adverse economic conditions. The individual competency of surviving managers may be 
threatened as they have to assume the job tasks of their laid-off colleagues which may induce perceptions of 
job overload and lack of job clarity (Mishra and Spreitzer, 1998). In a context of rising uncertainty, when 
clear work directions may be scarce, managers that are able to perform independently may be more 
successful and better appreciated than others. Managers valuing independent work may also be more acutely 
needed to save the firm during the general economic downturn (Economist 2000).  
The traditional authoritarian management style associated with a relatively high power distance (Hofstede, 
1997), may be less affective in a desperate situation when overwork is combined with both less familiar and 
more unstructured work tasks for the individual employee. This is a fundamental finding with important 
potential implications for firms weathering hard economic times. Other findings were not as significant but 
help to create a more nuanced picture. Not surprisingly, the surviving managers also thought it was more 
important to have influence in the organization than the non-survivors. Presumably, that is likely to be 
related to a more active and flexible attitude towards the psychological contract which may have contributed 
to their survival (Wong and Chung, 2003). 
On the other hand, the group of non-surviving managers attached somewhat more importance to 
responsibility than survivors. This can easily be argued to be closely linked to the psychological contract in 
that responsibility is typically given and taken in a vertical relationship in the organization in the same 
informal manner as the psychological contract (Guest, 2004). Therefore managers placing importance on 
responsibility are more at risk in reacting negatively to breaches of the psychological contract with adverse 
effect on performance or job satisfaction. The group of non-surviving managers also attached somewhat 
more importance to have an opportunity to meet people and interact with them than survivors, which may be 
explained by the fact that some of the non-surviving managers actively could have used their contacts to try 
to find another job. Three of these group differences are among the cognitive work values (e.g. interest) and 
only one inter-group discrepancy can be found among the affective work values (interpersonal relationships) 
and none for the instrumental work values (material outcomes) (Thomas, Au, and Ravlin, 2003). It is notable 
that even in a relationship-based cultural context as Hong Kong (Siu, 2003) affective work values may not 
be helpful in keeping a job. 
Furthermore, there are both theoretical and practical implications. Theoretically, in times of change, 
specifically in adverse economic situations, findings suggest that some managers might have trouble 
adapting or renegotiating their psychological contracts (Guest, 2004). Furthermore, the region wide 
recession (Ryan, 2002) which forms the framework of analysis, gives some interesting implications for the 
understanding of the importance of work values since the breach of the psychological contract would 
typically not entail a voluntary change of jobs or career path. This bridges the micro/macro gap in 
understanding the differences between individual managers in the context of organizations decline. Finally, 
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findings illustrate the intricate interplay between work values in times of changes in the psychological 
contract (Thomas, Au, and Ravlin, 2003). 
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In practical terms, findings suggest that it is not necessarily the least independent managers that remain in 
the organization (Nutt, 2004). That may have some consequences for the strategic retention of managerial 
staff. In times of general economic decline of the national or regional economy, companies may want to 
retain managers that can help them survive the period of hardship and they are helped in doing so by the lack 
of alternative employment. That may counteract the creation of a so called “cesspool syndrome” as proposed 
by Bedeian and Armenakis (1998). They argued that the most competent employees may quit voluntarily, 
leaving behind more inefficient and incompetent colleagues who will hasten the demise of the organization. 
From that perspective, it is encouraging to find that managers who remained on their jobs especially valued 
independence in work. That type of work value could be useful in a crisis situation when individual 
initiatives of managers may become a valuable asset to any organization. With reduced hierarchies and a 
decreased number of managers, downsized firms may rely more on trust and empowerment (Mishra and 
Spreitzer, 1998). 
 
RESEARCH METHODOLOGY 
Research design 
The study adopted descriptive design and survey method 
Study Population  
The central focus of the study comprised employees in a manufacturing sector (Honeywell).  The 
respondents cut across top, intermediate and bottom level position in the organization. It also focused on 
both management and non management staffs. Overall, employees of the identified organization were 
exclusively selected for data collection.  
 
Sample size and techniques 
The study utilized a total sample of 200 employees, though only 166 was valid for data analysis. The sample 
size was determined through the scientific method as proposed by Nachimias and Nachimias (1996).  

The formula is expressed thus: 
SS = Z2 [P (1-P)] 
         D2 

SS= sample size 
Z= level of significance (1.96) 
P= the estimated proportion of the factor to be studied (50% or 0.5) 
D= sampling error that can be tolerated (0.05%) 
Therefore: 
1.962[0.5(1-0.5)] 
     0.052              = 3.8416 × (0.25)   
      0.0025 
 =     0.9604 
        0.0025   
 SS= 384.16. 
Approximate sample size= 384. 

Thus, since the estimated proportion of the population factor studied is 50%, the sample size is calculated to 
50% of 384, which gives 192. Hence, adding 8 for purpose of observable error, the size was increased to 
200.         
Similarly, 6 respondents were selected for interviews purpose. The study adopted multistage sampling, 
which comprised purposive, stratified, and simple random. Stratified and simple random techniques were 
used for survey data questionnaire, while purposive method served the selection of respondents for IDIs. Six 
departments (finance; merger and acquisition; product; personnel; customer service; and marketing) were 
consulted for the administration of question. Hence, 33 copies of questionnaire were each distributed for 
finance; merger and acquisition; product; and personnel. Marketing and customer care had total copies of 34 
each. Respondents were selected across the levels in top, intermediate, and bottom position. The selection 
was to the proportions in cadre of staff usually in 30%, 45% and 25% for top, intermediate and bottom 
respectively. Ultimately, simple random was applied for final selection  
 
Instruments of data collection 
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The instruments adopted for the study were questionnaire and in-depth interview. The structure of the 
questionnaire was classified into six sections.  
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Section A addressed the socio-economic and demographic characteristics of the respondents. Section B 
focused on the appraisal of the extent of strains of recession on employee management and section C 
addressed the level of motivation for employee during economic recession. Moreover, section D was on the 
preference value and priority placed on staff’s skill during downsizing; section E examined the coping 
strategies adopted by employees to live out of the recession; and section F addressed the coping strategies 
adopted by organization to live out of the recession. The interviews discussed and covered issues identified 
in the research objectives, which are central focus of the questionnaire. 
 
Questionnaire 
The questionnaire administered in the study comprised both closed and open ended questions. While 200 
copies of questionnaire were administered to respondents, only 166 copies were retrieved and valid for data 
analysis. On the method of selecting sample allotted for questionnaire, 35 copies were each administered in 
marketing, personnel, customer care, merger, and product as 25 copies were administered in finance 
department. The application of the questionnaire was based on the stratified proportion of staffs in the 
organization.            
 
In-depth Interview Guide 
The interview guide was structured into five sections covering the socio-demographic data and research 
objectives. Respondents were purposively selected in each department covering both management staff and 
non management staffs. Precisely, 6 staffs, one in each department were interviewed. This covered heads of 
finance, marketing, and personnel. Also, employee staffs from customer service, product, and merger 
departments were interviewed.          
 
Method of data collection and analysis 
The method of data collection adopted for the study was primary data based on qualitative and quantitative 
method. The methods comprised the use of questionnaires for quantitative and in-depth interviews for 
qualitative. The quantitative data was processed with the use of electronic software of Statistical Package for 
Social Science SPSS. Hence, the quantitative data were analyzed and presented through the use of frequency 
count, percentage, cross tabulation and chi square analysis. The qualitative data recorded in an electronic 
device tape was transcribed and presented on basis of content analysis and ethnographic summaries 
expressed in italics.  
 
DATA ANALYSIS, INTERPRETATIONS AND PRESENTATION 
Demographic Characteristics 
The demographic characteristics addressed the socio-economic variables as applied to the respondents. The 
importance of demographic features can not be underscored because they tend to influence and shape 
responses to substantial issues in research questions. 
 
Table 4.1.1: Distribution of Respondents by Demographic Characteristics   
Sex   Frequency  Percentage  
Male   
Female 
Total  

138 
28 
166 

83.1 
16.9 
100.0 

Age (in years)   
Less than 18 
18-28 
29-39 
40-50 
>50 
Total  

4 
44 
85 
28 
5 
166 

2.4 
26.5 
51.2 
16.9 
3.0 
100.0 

Marital status   
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Married 
Single 
Divorce   
Total  

110 
47 
9 
166 

66.3 
28.3 
5.4 
100.0 

 
 
Religion  

  

Traditional  
Islamic 
Christianity 
Others  
Total  

6 
45 
112 
3 
166 

3.6 
27.1 
67.5 
1.8 
100.0 

Ethnic origin    
Yoruba  
Hausa 
Igbo  
Others 
Total  

92 
11 
52 
11 
166 

55.4 
6.6 
31.3 
6.6 
100.0 

Educational qualification   
GCE/SSCE 
OND/NCE 
Professional certificate 
Post graduate 
Total  

13 
23 
91 
53 
34 
166 

7.8 
13.9 
54.8 
3.0 
20.5 
100.0 

Monthly income (in naira)   
20,000-30,000 
30001-40000 
40001-50000 
50001-60000 
60001-70000 
70001-80000 
80001 and above  
Total  

1 
11 
16 
21 
19 
36 
62 
166 

0.6 
6.6 
9.6 
12.7 
11.4 
21.7 
37.7 
100.0 

Duration of service (in years)   
<10 
10-19 
20-29 
>30  
Total  

75 
80 
10 
1 
166 

45.2 
48.2 
6.0 
0.6 
100.0 

Ranks/position   
Senior staff 
Intermediate/middle level staff 
Junior level staff 
Management staff  
Total 

46 
47 
50 
23 
166 

27.7 
28.3 
30.1 
13.8 
100.0 

  Source: Field Survey (2011) 
 Results in table 4.1.1 show that the number of male respondents 83.1% in the study area was much higher 
than the proportion for females 16.9%. The difference attested to the views of Onyeonoru (2006) who 
argued that in every manufacturing sector, there are more males than females, though such difference could 
be higher for female in the service sector such as banking. 
The distribution for age indicates that employees 51.2% whose ages ranged between 29 and 39 years 
constituted the majority of workers in the study organization. The workers 2.4% whose ages were less than 
18 years constituted the least employees, while there were very few employees 3.0% above 50 years in ages. 
In this wise, it may be stressed that the vast employees in the study area were largely youth and 
economically active. The data analysis also revealed that respondents whose ages ranged between 18 and 29 
years constituted 26.5% of the study population. This buttressed the foregoing conclusion. 

 
Strains of Economic Recession on Organizational Management in Honeywell Flour Mills, Lagos State  
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Distribution for marital status showed that 66.3% of the respondents were married with stable family as few 
respondents 28.3% were single. The proportional difference between the married and the single in the study 
area may not be unconnected with the prevailing argument that married individuals with stable families tend 
to develop positive attitude and value system that is fundamental to stability and sustainability of their jobs 
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Kotter, 1973 though the validity of such argument is subject to further empirical debate, the fact may not be 
wholesomely refuted because the largest proportion of the study population were married. This means 
employees’ turnover and job commitment is a function of marital status. The religious affiliation shows that 
respondents who were Christians constituted the largest proportion 67.5% in the study organization.  
The distribution for ethnicity shows that the majority of employees 55.4% were Yoruba, while the least 
respondents 6.6% constituted the Hausa. Again, it is simple to conclude for ethnicity that since the study 
organization was located in the Yoruba heartland of Lagos, advantage for employment may be higher for 
indigenes than non-indigenes. 
The educational qualifications show that 54.8% had B.sc/HND certificate while 20.5% had Post-graduate 
qualifications. However, those with school certificates constituted 7.8%. The indication is that Honeywell 
organization placed preference for higher academic qualification in its recruitment process to drive its 
productivity. 
Moreover, for the employees’ monthly income, 37.3% of the respondents received N80,000 and above as 
monthly salaries. This represented majority of respondents in this range. Only 0.6% of the respondents 
earned below N30,000. The remuneration package for employees in the study area may not be unconnected 
with the academic qualifications reported. It is assumed that there is a linkage between qualifications and 
income. Hence, majority of employees possessed higher academic qualification and this adequately reflected 
the pattern of remunerations. 
About 48.2% of the respondent had spent at least 10 years in the organization. While 45.2% had spent less 
than 10 years, only 0.6% had been with the organization for over 30 years. The conclusion from these 
figures is that there is relatively job security and stability for employees in the study organization. This may 
be linked with financial stability of the organization to retain and motivate employees. Such stability of job 
may also be directly linked with the marital status of employees as the driving force. 
The ranking position of employees in the study area shows that (30.1%) of the respondents were junior staff 
and (28.3%) were in the category of intermediate/middle class staff. While (27.7%) of the employees 
occupied the senior cadre, only few (13.8%) were management staff. The obvious fact from these figures 
shows that there is very little margin in the proportions of senior staff, middle class and junior staff. This 
may be linked with academic qualification of employees that tends to brighten the chance for higher 
position. Aside from this point, the close margin between the proportions of ranks of staffs in the study 
organization was closely linked with organization culture that places emphasis on professionals and 
intellectual proficient. This was strongly upheld in the views of an employee.      
 
Economic Recession and Employees Management 
The goal of this section is to evaluate how employees perceived their treatment in the organization, 
especially during periods of economic recession. This was necessary because in-depth analysis could reveal 
information vital to proffer alternative(s) which would cushion the negative impact of recession on 
employees.    
 
Table 4.2.1: Respondents’ Views on Strains of Recession on Employee Management   
 
Has your organization been restructured due to economic recession  Frequency  Percentage  
Yes  
No  
Not applicable 
I don’t know  
Total  

76 
76 
2 
12 
166 

45.8 
45.8 
1.2 
7.2 
100.0 

If yes, was there sufficient consultation   
Very sufficient  
Sufficient  
Insufficient  
Not  applicable 

20 
69 
3 
74 

12.0 
41.6 
1.8 
44.6 
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Total  166 100.0 
 
 
 
 

Which field of the organization do you work   
Finance  
Merger and acquisition  
products 
Personnel 
Customer service 
Marketing 
Others  
Total  

21 
5 
32 
22 
6 
27 
53 
166 

12.7 
3.0 
19.3 
13.3 
3.6 
16.3 
31.9 
100.0 

Was your department affected by the restructuring   
Yes  
No  
I don’t know 
Not applicable 
Total  

69 
75 
82 
18 
166 

41.6 
45.2 
10.8 
2.4 
100.0 

Was your position directly affected by the restructuring   
Yes  
No  
I don’t know 
Not applicable 
Total  

44 
99 
17 
6 
166 

26.5 
59.6 
10.2 
3.6 
100.0 

How will you describe the impact of the organization restructuring on 
your work 

  

Very satisfactory 
Satisfactory  
Not applicable  
Dissatisfactory  
Very dissatisfactory 
Total  

22 
60 
70 
11 
3 
166 

13.3 
36.1 
42.2 
6.6 
1.8 
100.0 

During the reformation process, were there workers who lost their job   
Yes  
No  
I don’t know 
Not applicable  
Total  

64 
62 
33 
7 
166 

38.6 
37.3 
19.9 
4.2 
100.0 

Do you think employees now have job security in your organization   
Yes  
No  
I don’t know 
Not applicable  
Total  

126 
28 
5 
7 
166 

75.9 
16.9 
3.0 
4.7 
100.0 

Do you feel that your work is secured   
Very secured  
Secured  
Not secured 
Not applicable  
Total 

51 
90 
15 
10 
166 

30.7 
54.2 
9.0 
6.0 
100.0 

How would you describe the restructuring process generally    
Very successful  
Successful  
Fairly successful  
Not successful 
Total  

28 
75 
3 
1 
166 

16.9 
45.2 
1.8 
0.6 
100.0 

Source: Field Survey (2011) 
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The results in table 4.2.1 indicate that organizational restructuring in terms of downsizing or decline that is 
consequent upon economic recession was minimal in the study area. While (45.8%) of the respondents 
attested to such restructuring in the organization, the same proportion of respondents rejected the existence 
of such restructuring in the organization. According to a male respondent: 

The recession has not really affected the organization. At the same time, it may not 
be out rightly ascertained that the organization was not affected by the recession 
because we patronize the global market. If there is recession in America as it was, 
definitely there would be recession in Nigeria because most of the raw materials 
were imported from America (IDIs/Management staff/Honeywell/2011) 

The indication is that the study organization was partly affected by the recession, though the effect was not 
very pronounced as it may be in other organizations. To substantiate the moderate effect of the recession in 
the organization, a respondent said: 

The organization do not really have problem with the recession because we were 
able to manage it resistantly. Financially, we borrowed from banks. If the 
organization could be paying one billion naira while the recession was on going 
without closing down operation, I will say that we were able to trigger round the 
period and the effect was not much on the organization (IDIs/Employee 
staff/Honeywell/2011). 

However, the moderate effect of the recession in the study organization may be closely linked with reason of 
financial buoyancy as emphasized in the work Lee (2001). The point is that organization may be less hit by 
global economic disruption provided there is substantial liquidity asset to absorb the adverse effect on the 
long run. The perceived restructuring undertaking in the organization was achieved through consultation of 
employees. In this sense, (41.6%) of the employees attested to wide and sufficient consultation policy prior 
to any form of restructuring. Insignificant proportion (1.8%) of the respondents contradicted the existence of 
wide consultation in the organization. The opinions against sufficient consultation preceding restructuring 
were only apparent for employees in Product department. This means satisfaction with organizational 
change (either content or process) varies significantly among employees and is dependent on the units to 
which individual belongs. 
Significant proportion of the respondents (41.6%) confirmed that the restructuring that took place in the 
organization affected their various departments, though (45.2%) of the employees considered the 
restructuring inconsequential for their departments. The variation of the effect of restructuring was highest 
(19.3%) for employees in Product department and lowest (3.0%) for Merger/Acquisition. As put in the 
words of a female respondent: 

There is no adequate consultation for every change that takes place in this 
department. It is only the most senior officers that are the alpha and omega. They 
don’t border to consult other members priors to any decision (IDIs/Employee 
staff/Honeywell/2011). 

Another respondent said: 
Our department is democratic. There is no restructuring without its due 
consultation. Though the effect of the recession was not very severe, the department 
needed to step up its services and cut some expenses (IDIs/Senior 
staff/Honeywell/2011). 

This means notwithstanding the relatively low effect of the recession in the study organization, the 
consequence for employees significantly differed across the levels of departments. In other words, as the 
consequence of recession may vary across organization, it is also at variance within the organization. This 
fact corroborates with the analysis of Loscocco (1989) who argued the significance of the variation. 
Furthermore, few respondents (26.5%) perceived the negative effect of the restructuring on their respective 
position in the organization, though considerable proportion (59.6%) did not see negative consequence for 
their job position resulting from the restructuring. The unfavourable consequence of organizational 
restructuring varied among the employees across departments. While it was highest (6.6%) for Personnel, it 
was lowest (1.8%) for Customer service. The proportion (4.2%) for Product department was among the 
highest. In the words of a respondent: 
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The downsizing in the organization did compound my job responsibility. I am being 
overloaded with responsibilities, though the situations will soon be addressed 
(IDIs/Senior staff/Honeywell/2011). 
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Another respondent said: 

The restructuring in the organization has really motivated me to work harder. 
Based on my years of experience in the organization, I must commend that the level 
of motivation and job satisfaction is very high and the staffs are being appraised. 
The organization is trying its best (IDIs/Employee staff/Honeywell/2011)  

Therefore, it may be concluded that the restructuring that took place in the study organization tends to 
increase motivation for employees, though the motivation level varied for employees across departments. 
The impact of the organizational restructuring was largely described satisfactory as (36.1%) of the 
respondents attested to this fact. Very few respondents (6.6%) criticized the restructuring due their 
dissatisfaction with the consequence. The variation across levels of departments shows that dissatisfaction 
with the consequence of the restructuring was only apparent for employees (3.0%) in the Product 
department, though Marketing showed an inconsequential proportion (0.6%). The information revealed in 
this context attested to the findings of Mone  (2004), who contented that some departments are more 
vulnerable than others, especially during periods of financial crisis such as recession. The scholar identified 
two fields as Product and Finance/Accounting departments. This may not be unconnected with the strategic 
position such units serve to the survival of organization. 
The consequence for job lost resulting from organizational change or downsizing in the study area shows 
that (38.6%) of the respondents confirmed termination of appointment for some employees, though such 
scenario of job lost was not pronounced as (37.3%) attested to the limitation of the consequence. Again, the 
consequence for job was highest (12.7%) for Product department and lowest (1.8%) for Customer service 
and Merger/Acquisition. Finance department also recorded one of the highest (4.2%) consequence for job 
lost. In the words of a respondent: 

There was little or incidence of job lost in the organizations. We were able to 
recover quickly from the recession. The path to our recovery was the price review in 
products (IDIs/Senior manager/Honeywell/2011) 

It follows that job lost consequent upon recession was very minimal in the study area. The level of job 
security in the study area was high. This is indicated by (75.9%) of the respondents as (54.2%) of the 
employees perceived their individual work secured without fear or anxiety for uncertainty. There was 
variation across departments. The perception of no job security was highest (7.8%) for Products department, 
while Finance, Merger and Customer care considered the problem of job security as non existence. A 
respondent succinctly put: 

There are lots of opportunities for staff growth. I started as a trainee and today I am 
one of the heads of department. There is job security. It is the security in my job that 
has kept me moving up (IDIs/Manager/Honeywell/2011). 

It is obvious from the indication of the responses that job security was highest in the study area as job lost 
was lowest. Although the period of recession is often marked with job lost, massive downsizing and low 
productivity Nutt (2004), the case in the study area was different as productivity was constant. The 
restructuring that took place in the organizations rather boost motivation and job commitment for 
employees. This is attested in the words of an employee: 

The recession did not affect me on the basis of the truth that the organization was 
paying the staffs adequately as at when due and staff salaries were not reduced. 
There was no staff laid off. None of the entitlements was denied from us and that 
really made it possible for me as a person to cope in the period of recession 
(IDIs/Employee staff/Honeywell/2011) 

This means the effect in the study area was relatively low and minute when compared to the incidents in the 
banking sector. Subsequently, significantly proportion of the employees (45.2%) described the 
organizational restructuring as successful. This is closely linked with the fact that such changes had positive 
effect on motivation, satisfaction, job commitment and productivity. There was variation across departments 
as Product was highest (10.8%) and lowest (1.2%) for Customer service. Finance department also showed 
one of the highest (7.2%) proportions as this was the same for Personnel. 
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The description of success in the restructuring varied among employees. While some perceived the success 
in terms of promotion and job security, others conceived it in light of job commitment and work load 
reduction significant to escape from fatigue and stress.                                                                                                   
 
 
 

Journal of Management and Enterprise Development, Volume 10, Number 1, 2013 
 

Organizational Motivation for Employees 
The purpose of the objective was to examine the prospect for job motivation in employees, particularly in 
the periods of economic recession. Studies have shown that the era of economic recession is a time for 
structural adjustment in both organization and employees Roe and Ester (1999). The consequence is that 
motivation and job satisfaction is lowest, while downsizing and layoffs are highest. The data presented in the 
table below provides the confirmation of the validity of the argument, especially in the study area.   
 
Table 4.3.1: Distribution of Respondents’ Views on Employees’ Motivation 
Salary package  Frequency  Percentage  
Increase 
Remain the same 
Decrease  
Total  

71 
80 
15 
166 

42.8 
48.2 
9.0 
100.0 

Remuneration for overtime   
Increase 
Remain the same 
Decrease  
Total  

48 
94 
24 
166 

28.9 
56.6 
14.5 
100.0 

Allowances    
Increase 
Remain the same 
Decrease  
Total  

69 
77 
20 
166 

41.6 
46.4 
12.0 
100.0 

Level of job security   
Increase 
Remain the same 
Decrease  
Total  

64 
77 
25 
166 

38.6 
46.4 
15.1 
100.0 

Level of integration   
Increase 
Remain the same 
Decrease  
Total  

81 
74 
11 
166 

48.8 
44.6 
6.6 
100.0 

Opportunities to staff growth and development   
Increase 
Remain the same 
Decrease  
Total 

86 
65 
15 
166 

451.8 
339.2 
9.0 
100.0 

Work load   
Increase 
Remain the same 
Decrease  
Total  

86 
7 
3 
166 

51.8 
146.4 
1.8 
100.0 

Overtime allowances   
Increase 
Remain the same 
Decrease  
Total 

66 
88 
12 
166 

39.8 
53.0 
7.2 
100.0 

Job satisfaction   
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Increase 
Remain the same 
Decrease  
Total 

81 
74 
11 
166 

48.8 
44.6 
6.6 
166 
 
 
 

Opportunity for staff promotion   
Increase 
Remain the same 
Decrease  
Total 

76 
70 
20 
166 

45.8 
42.2 
12.0 
166 

Access to medical facilities   
Increase 
Remain the same 
Decrease  
Total 

52 
103 
11 
166 

31.3 
62.0 
6.6 
166 

 Source: Field survey (2011) 
 
Results in table 4.3.1 show that there was stability in the salary package of employees in the study 
organization. This is indicated by (48.2%) of the respondents attesting to the consistency of salaries as 
(42.8%) were of the view that the package was boosted to motivate workers. The variation across 
departments showed that only Marketing (7.8%) recorded relative slash in salaries package as this was non 
existence other departments.  
As put in the words of a respondent: 

There is no increase in salary, no incentives. But one thing that is very certain is 
that staffs get their pay as at when due and that alone is enough to keep staff of the 
organization going (IDIs/Management staff/Honeywell/2011) 

Further, another respondent said: 
Sincerely during the recession, there was nothing like benefits. Rather the only thing 
that was sure was staffs’ salaries and job security (IDIs/Employee 
staff/Honeywell/2011). 

However, preceding literature showed that the period of recession was the time for structural adjustment in 
the organization. This is usually characterized by job lost, slash in salaries and low productivity Ryan 
(2002). The case in the study organization was entirely different as there was stability in both salaries and 
motivation factor. Though there was instance of salary slash in the organization, this was however 
inconsequential. 
The remuneration for overtime stable (56.6%) as there was evidence for upward review (28.9%) of the 
remuneration. Allowances paid to employees also remained stable (46.4%) and instances for increment 
(41.6%) were apparent. The variation across departments revealed that Marketing (8.4%) recorded the 
highest instance of cut or decreases in staff remuneration as there were such instances in Product and 
Personnel indicated by (1.8%). It can be stressed that motivation variables such as salaries, allowances, 
remuneration in the study organization, were relatively encouraging and stable. During periods of economic 
recession, there were instances of substantial salary cut and de-motivation as argued in the work of Ryan 
(2002). 
The level of job security in the organization was relatively stable as indicated by (46.4%) of the respondents. 
Results also revealed that there were perceived level of increase (38.6%) in job security. Consequently, the 
record for employee integration was encouraging as this showed an increasing trend (48.8%) in the 
organization. Similarly, (44.6%) of the respondents reported the integration as stable and constant. While 
opportunity for staff development and growths was upward (51.8%) for some employees, the trend remained 
constant (39.2%) for others. conversely, there were instances of increased workload (51.8%) for employees, 
while it remained constant (46.4%) for others. The variation across departments showed that job security 
decreased (3.6%) for Product, which represented the proportion as there was no instance of decrease in job 
security for Merger. The Personnel department showed highest proportion for decrease in integration and 
staff development (1.2%) as there were no instances of decrease in staff growth for Finance and Merger. As 
put in put in the words of a respondent: 
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During the period of recession in our organization, there was no reason for de-
motivation considering the fact that no employee’s salary was slashed unlike what 
happened in some other organizations where workers’ salaries were slashed, some 
collecting half of their salaries. Such did not happen in this organization and with  
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that the level of motivation and job satisfaction was stable (IDIs/Management 
staff/Honeywell/2011). 

Another respondent said: 
The level of motivation for various cadres has been impressive because there was 
no experience of downsizing or decline neither was there any instance for re-
engineering. Rather the organization was expanding and recruiting based on the 
fact that we write sized from the on set based meritocracy (IDIs/Management 
staff/Honeywell/2011). 

Hence, the indication is that the economic situation was stable in the study area and this played significant 
role for stability in motivation of workers. Allowance for overtime remained constant (53.0%) in the study 
area as there was substantial evidence of increase (39.8%) in the allowance. Job satisfaction was stable as 
there was relative increase in its level (48.8%). While job satisfaction remained constant (44.6%) among 
employees, opportunity for staff promotion also increased (45.8%). There was relative constant level 
(42.2%) in staff promotion, while access to medical facilities remained stable (62.0%) for employees. There 
was also increased level (31.3%) for medical access. The variation across departments showed that only 
Personnel department (1.2%) recorded a decrease in job satisfaction as Product and Finance department 
were highest (1.8%) on decrease in opportunity to promotion. As succinctly put in the words of a 
respondent: 

There was no recession in our own organizations; instead of reorganizing and 
asking workers to quite, we had a very good economy and that actually gave rise to 
increase in salaries and promotion of workers. While other industries in Nigeria 
were laying off staffs, like banking sector, we were recruiting and expanding. This is 
because we are able to manage our resources and the recession properly 
(IDIs/Management staff/Honeywell/2011).   

It follows that the type of leadership that functions in any organization determines the stability and 
sustainability in periods of economic recession. This was the case in the area of study.                               
 
 
The Preference Value and Priority for Ranks of Employees 
The goal of this section is to know the rank of employees (top, intermediate/middle, and lower) that has 
better resistance to be retained and valued in the organization, especially in periods of economic recession 
and financial crisis. Preceding studies (Ryan, 2002; Siu, 2003; Thomas, D. C., Au, K. and Ravlin, 2003) 
have shown that employees who are in the lower ranks of clerical duties and non management staff suffer 
the worst hit of recession. The table in the subsequent analysis provided the proof. 
 
Table 4.4.1: Distribution of Respondents’ Views on the Effect of Recession  
The downsizing and restructuring of organization during economic 
recession seriously affected my job?  

Frequency  Percentage  

Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

48 
30 
21 
26 
41 
166 

28.9 
18.1 
12.7 
15.7 
24.7 
100.0 

The laying off of staff during economic recession seriously affected 
my colleagues in this organization? 

  

Strongly agree 
Agree  
Undecided 
 Disagree  

31 
47 
12 
32 

18.7 
28.3 
7.2 
19.3 
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Strongly disagree 
Total  

44 
166 

26.5 
100.0 
 
 
 

 
 
 
Despite the recession, my work is still much secured? 

  

Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

37 
75 
14 
9 
31 
166 

22.3 
45.2 
8.4 
5.4 
18.7 
100.0 

The downward review of salary during recession did not affect me in 
any way? 

  

Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

25 
84 
8 
13 
36 
166 

15.1 
50.6 
4.8 
7.8 
21.7 
100.0 

My work load relatively increased after recession?   
Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

37 
54 
21 
21 
33 
166 

22.3 
32.5 
12.7 
12.7 
19.9 
100.0 

Very few staffs among my colleagues were sacked?   
Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

8 
53 
25 
32 
48 
166 

4.8 
31.9 
15.1 
19.3 
28.9 
100.0 

My promotion has been consistent since the recession?   
Strongly agree 
Agree  
Undecided 
 Disagree  
Strongly disagree 
Total  

5 
46 
40 
42 
33 
166 

3.0 
27.7 
24.1 
25.3 
19.9 
100.0 

Source: Field Survey (2011) 
 
Results in table 4.4.1 indicated that the effect of the financial crisis was strongly felt among employees in the 
study area. This is represented in the proportion of the respondents (28.9%), though significant percentage 
(24.7%) of the employees strongly disagreed with the negative impact of recession on their jobs. The 
variation is that there is little inconsequential difference in the ranks of employees that expressed the 
negative consequence of the recession on job function. For instance, while the proportion for top level 
employees is 6.1%, it is 6.0% and 6.3% for intermediate and bottom level employees respectively. As put in 
the words of an employee: 

The level of motivation is really good because the employees at the level of junior 
cadre that were due for promotion got the promotions. Likewise those in the middle 
intermediate and senior management staffs respectively got their promotions 
(IDIs/Management staff/Honeywell/2011). 
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Another respondent said: 
Sincerely during recession there was nothing like benefits. The only thing that was 
sure is the salary. The period had some negative effect on staff welfare, though it 
was very short lived (IDIs/Employee staff/Honeywell/2011). 
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Therefore, it can be argued that the effect of recession posed similar challenges for employees in the study 
area. Though the consequence of the financial crisis may be different for ranks of employees, it may not be 
certain that the effect is gross and absolute for one rank over the other as shown in the empirical evidence. 
The staff layoffs in the organization showed that (28.3%) of the employees attested to the downsizing of 
organization, while (26.5%) strongly disagreed with the existence of layoffs. Significant proportion of the 
employees (45.2%) considered their jobs secured despite recession, while (18.7%) strongly disagreed.  The 
case for downward review of salaries in the organization was very minimal as confirmed by (50.6%), 
however 21.7% strongly disagreed with such opinion. The variation between ranks of employees showed 
that (2.1%) of the respondents who occupied the top level position confirmed the layoffs of colleague 
members. While the proportion is 2.3% for middle level employees, it is (2.5%) employees at the bottom 
cadre. The consideration of job security showed that (2.3%) of top level employee perceived their jobs less 
secured, while (2.4%) represents the proportion for intermediate level. It is (3.0%) of bottom level staffs that 
considered their jobs less secured. The incidence of downward review of salaries was (3.8%) represented in 
the top level staffs. It is (4.0%) proportion of the middle level staffs that experienced salary cut, while the 
percentage for bottom level employees is (4.2%). A respondent put his views thus:  

Opportunities abound based on the fact that the employees had their jobs and 
privileges which were not removed or taken away from them (IDI/Employee 
staff/Honeywell/2011). 

Another respondent said: 
Every body was treated fairly and there was no discrimination of any such. No 
disadvantage for any group of person during the period of the recession 
(IDIs/Management staff/ Honeywell/2011).  

Thus it can be inferred that there was faire treatment for every employees in the study area irrespective of 
their position or job status. This however contradicts the preceding argument of Westwood, Sparrow, P. and 
Leung, A. (2001) that the bottom level employees in organization are usually the worst hit during recession 
consequent upon preferential treatment. Though this could be the situation, it can not however be 
generalized in every case. Moreover, significant proportions of the respondents (32.5%) were of the view 
that their work load increased consequently upon recession as (19.9%) strongly disagreed with such opinion. 
On the downsizing of the organization, (31.9%) of the respondents confirmed that staff layoffs were very 
minimal, while (28.9%) strongly disagreed. In the same vein, (27.7%) of the respondents held that staff 
promotion was consistent for all staffs as (25.3%) disagreed and (19.9%) strongly opposed to the opinion. 
The distribution between ranks of employees showed that (10.8%) of the top level staffs reported increase in 
their work load, while (10.2%) for middle level showed the increase. It is (5.8%) for bottom level 
employees. The perception on staff layoffs were highest (7.7%) for middle level and lowest (5.0%) for top 
level. It is (6.4%) for bottom level staffs. 
Again, the views on staff promotion were consistent (10.2%) for middle levels staffs than it was in the case 
of top level (9.5%) and bottom junior level (8.2%). The consideration of work load between ranks of 
employees showed a replica in the findings of Wood, Wallace, and Zeffanc (2000). The scholar was of the 
view that organizational downsizing resulting form recession tends to increase job responsibilities of top 
managers thereby resulting in accumulation of stress and pressure. 
 
CONCLUSION  
The impact of economic recession that hit the world between 2008 and 2010 had grave consequence for 
industrial organization in both banking and non banking sector. While records showed that some 
organizations folded up, it was reported that some could not break even with massive economic loss. 
Findings showed in the case of Nigeria that some banks were deeply distressed resulting in massive staff 
layoffs and devaluation of stock/shares. Against this backdrop, the study was carried out to evaluate the 
consequence of the recession in a manufacturing sector. 
The study focused on five objectives.  These comprised the strains of recession on employee’s management 
the level of motivation for employees, and evaluation of preference value for ranks of employees; the level 
of motivation for employees; and evaluation of preference value for ranks of employees. The objectives also 
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included the coping strategies adopted by employees and organization in the period of recession. Findings 
showed that the strains of economic recession in the study organization were very minimal. The indication is 
that what was reported in the case of some organizations in terms of staff layoffs, economic loss, imminent 
collapse, heavy debt and downward review of salaries to mention a few were non existence in the study area.  
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Rather, the period was marked by economic stability as the organization was restructured for better 
productivity. The level of motivation in the organization was also stable. Findings revealed that employees 
share a high level of spirit toward their jobs. Salaries and remuneration were encouraging and consistent. Job 
security and integration was also high. Work load was moderate and overtime allowance paid. 
Consequently, job satisfaction was high and stable. 
It has been consistently argued in literatures that in period of financial crisis, employees at the bottom rank 
of organization were often the worst hit in terms of layoffs, salary cut and work load. However, findings 
provided in the study area that treatment for employees was faire and equal across every cadre. The coping 
strategies for employee showed that there was moderate cut in household budgetary expenditure. The 
expectation for many organizations as argued in the literature is that the era of financial crisis was a period 
in which there is drastic cut in recruitment of professional staffs, increase in the level of casual and contract 
staffs. The situation in the study was however different as recruitment for professional staff was stable. 
Though there were casual staffs in the organization, the proportion was very little and minimal. 
Although the recent economic recession has dislocated the equilibrium in many industrial organizations 
resulting in low productivity and negative consequences, however the impact had not been the same for 
every organization. The point is that while some organizations may have experienced the worst hit, others 
may have utilized the opportunities of the era as a brace up toward higher productivity, goodwill and 
motivation for employees. It cannot be underscored that numerous organizations were operating under panic, 
uncertainty and below break even point, yet it can be argued that the quality of personnel that subsists in 
some organizations were competent in the pathway of sustainability and productivity in the face of 
recession. 
Therefore, the central issue is that the survival of every industrial organization is strongly dependent upon 
qualitative leadership that is competent and sound in forecasting in order to position and reposition the 
organization for future certainty and uncertainty. 
 
RECOMMENDATION  
Consequent upon the findings of the study, the following recommendations are made: 

1. Every industrial organization should operate within the ambit of brilliant forecasting. This is 
essential for purpose of predicting the future certainty. Hence, to “oil” this crucial task, seasoned 
professionals must be recruited to constitute distinct department for organization. 

2. Industrial organizations should sustain motivation for employees, especially in periods of 
economic distress. Although recession is marked with financial crisis, yet for organization to 
break even and record stable productivity, the interests of the employees must be central in 
management decision. 

3. Organizations should be fair in the treatment they give to employees. It is essential that equity 
and justice are entrenched in management ethics in order to avoid suspicion, which may hamper 
productivity. 
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