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Abstract
This downsizing research article presents a phase typology of job cutting
which includes three distinct phases and three levels of argument. Conceptually, the
paper draws heavily upon the seminal work of Littler and Gandolfi (2008) seeking to
expand and update their 2008 Academy of Management (AOM) Conference paper. The
paper culminates with a contemporary discussion of current downsizing practices
showcasing that the strategy of downsizing has remained a popular restructuring
method on a global scale.
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Introduction
Employee downsizing as a change management strategy has been adopted
for more than three decades. Back in the 1980s and early 1990s, it was
implemented primarily by firms experiencing difficult economic times (Gandolfi,
2009). However, since the early to mid-1990s, downsizing has become a leading
strategy of choice for a multitude of companies around the world (Littler &
Gandolfi, 2008). Over the years, the phenomenon of downsizing has generated a
great deal of interest among business scholars, HR professionals, and the popular
press. The prime impetus of most downsizing activities is the desire for an
immediate reduction of costs and increased levels of efficiency, productivity,
profitability, and competitiveness (Farrell & Mavondo, 2004). While some scholars
claim that the research-based body of knowledge is still underdeveloped (Macky,
2004), others suggest that there continues to be a great deal of confusion
surrounding the multi-faceted nature of downsizing (Gandolfi, 2006).
The purpose of this research article is to present a phase typology of job
cutting which includes three distinct phases and three levels of argument. The
paper draws heavily upon the work of Littler and Gandolfi (2008) extending their
2008 Academy of Management (AOM) Conference paper. The paper culminates
with a discussion of contemporary downsizing practices showcasing that
downsizing has remained a popular restructuring strategy on a global scale
(Gandolfi, 2009).

864 Volume 10, Issue 5, December 2009

Review of International Comparative Management

Phases of Job Cutting
In their most recent work, Littler and Gandolfi (2008) placed the
emergence and development of downsizing in a historical context and established a
phase typology of job cutting resulting in three downsizing phases (or periods) –
from the mid-1970s to the mid-1980s, from the mid-1980s to the early 2000s, and
from the early 2000s until the present time. This is depicted in Table 1. The
justification for the periodization was a combination of a survey of the downsizing
literature, empirical evidence based upon Compustat data, and assertions of
downsizing scholars. In discussing the various job cutting phases, three distinct
levels of argument were identified and discussed – the level of practice, level of
discourse, and level of strategizing (Littler & Gandolfi, 2008). The level of
practice refers to the level of labor inputs as well as the foci and magnitude of job
cuts per organizational entity; while the level of discourse refers to the language
and rhetoric of downsizing used by executives in their downsizing communication.
The level of strategizing refers to the efficacy of downsizing practices as signals to
capital markets (Littler & Gandolfi, 2008).
Phase typology of job cutting
Table 1
Phase (Period)
Level of argument

Mid-1980s – Early
2000s

Early-2000s - Present

Variations in labor
inputs involving
job cuts, plant
closures, and
others.

Variations in labor
inputs involving job
cuts, plant closures,
outsourcing, and
increased use of
contingent labor.

Variations in labor
inputs involving job
cuts, attrition, plant
closures, outsourcing,
and increased use of
contingent labor.

Smaller cuts per
firm.

Larger job cuts per
firm.

Smaller job cuts per
firm.

Level of discourse

No language of
downsizing.

Language of
downsizing creating
a focus and a signal
to capital markets.

No language of
downsizing. Language
signals become
confused – “as [the
firm] transitions to a
smaller company.”

Level
of strategizing

No strategizing
of job cuts.

Strategizing of job
cuts.

Strategizing of job cuts
not effective as a signal
to capital markets.

Level of practice

1976 - Mid-1980s

Source: adapted from Littler & Gandolfi (2008)
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Phase 1: 1976 – Mid-1980s
The first phase (period) of job cutting refers to the years from 1976 until
approximately the mid- 1980s. What took place during that timeframe? In order to
shed light on this, the various levels of argument need to be outlined and discussed.
This is depicted in Table 1:
Level of practice: Variations in labor input from 1976 to the mid-1980s
generally comprised temporary and permanent job cuts (Beaumont & Harris,
2002), plant closings (Allen, Freeman, Russell, Reizenstein, & Rentz, 2001), site
closures (Root, 1984), and layoffs (Sharone, 2007). It is noteworthy though that
during the years between 1976 and the mid-1980s, the actual size and magnitude of
job cutting in the U.S. was relatively small in absolute numbers (Littler &
Gandolfi, 2008). Despite the fact that there were regular layoffs during those years,
it was very rare for a firm to announce and cut more than a few hundred of
positions at any given time. Still, the Fortune 500 companies alone managed to
remove 2.8 million employees from their payrolls between 1977 and 1982
(Anthony, Perrewe, & Kacmaar, 1996). In the 1960s and 1970s, the primary targets
of job cutting initiatives were the unskilled blue-collar workers earning an hourly
wage (Touby, 1993) as well as the lower-level white-collar workers (Cameron,
1994; Freeman, 1994). The shift from the target of blue-collar workers to
predominantly white-collar workers, especially higher-level white-collar workers,
professionals, and middle managers occurred in the 1980s (Littler, 1998; Orlando,
1999; Dolan, Belout, & Balkin, 2000). This has been identified as the second phase
in the typology of job cutting (see Table 1).
Level of discourse: Prior to the mid-1980s, the term downsizing appeared
very infrequently in both the popular business press and academic literature. Thus,
there was no downsizing language. This does not mean that variations in labor
inputs did not happen, but rather that no specific label existed for the practice
(Littler & Gandolfi, 2008). In fact, prior to 1985, downsizing was perceived as “an
aberration from normal organizational functioning” and “a last ditch effort to
thwart organizational demise or to temporarily adjust to a cyclical downturn in
sales (Cameron, Freeman, & Mishra, 1993: 20). In the U.S., while employees in
both private and public organizations were familiar with the concept of downsizing
to some degree, the term did not necessarily appear in older business dictionaries
prior to the 1980s. Before downsizing existed in popular vocabulary, many U.S.
workers were aware of the concept of reduction in force (RIF). In theory,
downsizing is conceptually different from RIF in that RIF is adopted as a result of
reduced budgets, a change in corporate direction, or a move in governmental
mission that forces agencies to reduce their workforces (Jones, 1998). North
American firms have long used RIF to reverse declines in their economic fortunes.
Workforce reductions have traditionally been accepted by U.S. businesses as a
quick way to cut costs by lowering overheads, eliminating unnecessary work,
reducing bureaucracy, and getting rid of surplus employees (Allan, 1997).
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Level of strategizing: Prior to the late 1980s, downsizing was adopted and
implemented as a “reactive response to organizational bankruptcy or recession”
(Ryan & Macky, 1998: 31). This suggests strongly that downsizing was
intrinsically correlated with the business cycle, and thus, frequently chosen as a
reactive measure to economic crises (Budros, 1999). This reaction to temporary
changes is also known as “cutbacks” (Anthony et al., 1996: 637-638). Prior to the
mid-1980s, there was virtually no strategizing of downsizing on the part of
managers and business owners (Littler & Gandolfi, 2008). Downsizing was not
seen as a strategy per se (Macky, 2004). In fact, it was not until the late 1980s and
early 1990s that downsizing emerged as a managerial strategy (Chadwick, Hunter,
& Walston, 2004) and, in fact, became the human resource management “strategy
of choice” (Cameron et al., 1993: 21). Appelbaum, Everard, and Hung (1999)
assert that downsizing was rarely part of the overall strategic plan for the firm prior
to the mid-1980s, but a short-sighted, knee-jerk reaction of changes in competition
(Bruton, Keels, & Shook, 1996). There is consensus among downsizing scholars
that the period between the mid-1970s and the mid-1980s was a decade of nonstrategic job-cutting with no clear discourse focusing (Littler & Gandolfi, 2008).
Phase 2: Mid-1980s – Early 2000s
The second phase (or period) of job cutting refers to the years from the mid-1980s
until the early 2000s. What occurred during those years? Again, the various levels
of argument need to be presented and discussed as depicted in Table 1:
Level of practice: Variations in labor input from the mid-1980s until
approximately 2003 comprised larger job cuts (Greenglass & Burke, 2001), plant
closures (Appelbaum et al., 1999; Orlando, 1999), outsourcing (Beylerian &
Kleiner, 2003), and the increased use of contingent labor (Polivka, 1996; Beylerian
& Kleiner, 2003). Conspicuously, this period came to be known as the period of
“mass layoffs” (Davis, 2003: 184). The prime targets of downsizings and corporate
layoffs during this phase were not the industrial blue-collar workers who had
traditionally borne the brunt of cutback in employment (Cascio, 1993). Conversely,
it was the clerical, technical, professional, and managerial workers that became the
strategic targets of workforce reduction programs (Cappelli, 1992; Allan, 1997).
Efforts by firms to obtain a competitive advantage position through resource
parsimony (Griggs & Hyland, 2003) challenged the ‘bigger is better’ corporate
paradigm (Tucci & Sweo, 1996). Firms came to value being perceived as ‘lean and
mean’ (Gandolfi, 2008). Strategically, the lean and mean corporation tried to keep
employment levels low through the permanent elimination of blue- and whitecollar employees (Heckscher, 1995). While many organizations purported to
become lean and mean (Appelbaum et al., 1999), many ended up being ‘lean and
lame’ (Mroczkowski & Hanaoka, 1997).
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Statistics unveil a sobering picture of the number of individuals that lost
permanent jobs in this phase: For instance, the Bureau of Labor Statistics (BLS) in
the U.S. reported that more than 4.3 million jobs were shed between 1985 and
1989, while the Fortune 500 firms eliminated 3.4 million jobs between 1982 and
1992 (Lee, 1992). Allan (1997) cites that more than 85 per cent of the Fortune
1000 companies downsized their white-collar forces from 1989-1993, thus
affecting more than 5 million jobs. Morris, Cascio, and Young (1999) refer to a
report released by The New York Times showing the elimination of 43 million
U.S. jobs from 1979-1996. The rate of job loss hit a peak of 3.4 million a year in
1992 (Morris et al., 1999) and with 1998 topping the decade biggest downsizing
year up to that point (Dolan et al., 2000).
The U.S. Department of Labor commissioned Morris et al. (1999) to study
the magnitude and pervasiveness of downsizing in the U.S. The results showed that
large firms, in particular, were prone to engage in massive levels of layoffs,
including IBM (85,000 jobs), AT&T (83,000 jobs), General Motors (74,000 jobs),
and Sears (50,000 jobs). The longitudinal research further found that
manufacturing firms accounted for the highest incidence of downsizing (25%),
followed by retail (17%), and service (15%). However, downsizing is not confined
to the corporate sector; the public sector has also seen a dramatic change (Dolan et
al., 2000). In terms of profitability, empirical data have shown that lowprofitability companies were more inclined to adopt downsizing than their highprofitable counterparts (James, 1999; Kirby, 1999). Moreover, empirical evidence
disclosed that one third had downsized more than 15% of their workforce over a
period of 12 months, thereby further providing evidence that large organizations
were more prone to resort to downsizing (Gandolfi, 2006). Cascio (1993) uses
anecdotal evidence contending that downsizing begets more downsizing. He
illustrates his point by referring to the U.S. firm Kodak which downsized four
times between 1982 and 1992. Similar findings were observed studying Digital
Equipment, Honeywell, IBM, and Xerox which all experienced multiple deep
employee cutbacks in the 1990s.
Level of discourse: Between the mid-1980s and early 2000s, downsizing
was adopted as a strategy to bring about the ‘Wall Street effect’ where an
announcement of layoffs would yield immediate increases in stock prices (Littler &
Gandolfi, 2008). Downs (1995) asserts that a facet of the Wall Street effect is
‘mass performance management’ inferring that nothing else gets a firm’s name in
the paper more quickly than an announcement of a layoff. Indeed, executives were
aware of the positive reaction immediately following a decision and announcement
to downsize, which was used as a means of achieving short-term positive stock
price movements (Appelbaum et al., 1999). Correspondingly, Fisher and White
(2000) postulate that managers continued to use downsizing to improve
productivity and gain the favor of Wall Street. Downsizing was adopted because
executives believed that downsizing efforts would be viewed favorably by
investors and financial analysts and that stock prices would rise in response to
announced downsizing activities (McKinley, Sanchez, & Schick, 1995).
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Level of strategizing: Beginning in the mid-1980s, as downsizing rose to
prominence and gained status, it became the preferred route to improving
organizational productivity (Griggs & Hyland, 2003). Since 1988, in particular,
downsizing has manifested itself as a proactive human resource strategy (Chadwick
et al., 2004) and a strategic managerial tool (Luthans & Sommer, 1998). This
fundamental change connotes that downsizing attained the status of a fully-fledged
restructuring strategy with the intent of achieving a new organizational structure
and a new level of competitiveness (Littler, Dunford, Bramble, & Hede, 1997). It
was during this time period that corporate leaders shifted from “bigger is better” to
“lean-and-mean” (Griggs & Hyland, 2003: 178). Fundamentally, a key strategy of
the lean and mean firm was the adoption of downsizing (Budros, 2002). The
strategizing of downsizing during this period was referred to as the
institutionalization of downsizing (McKinley, Zhao, & Rust, 2000). However,
Appelbaum and colleagues warned that firms following the ‘troublesome’
downsizing trend pursued a ‘follow-the-leader’ zero-sum game (Appelbaum et al.,
1999). This was referred to as cloning – mimicking those firms that provide a
benchmark in the industry in terms of excellence and prestige (McKinley et al.,
1995).
Phase 3: Early 2000s - Present
The third phase (or period) of job cutting refers to the years between the
early 2000s up until the present time. What has taken place since approximately
2003? The various levels of argument need to be presented and discussed as
depicted in Table 1:
Level of practice: Variations in labor input between the early 2000s and
the present time have comprised job cuts (Wilkinson, 2005), plant closures
(Macky, 2004; Maurer, 2005), outsourcing (Minnick & Ireland, 2005), the
continued use of contingent labor (Maurer, 2005), and natural attrition (Simons,
2007). Empirical evidence suggests that while variations in labor inputs have
continued since 2003, the actual job cuts per firm have shown to be smaller (i.e.,
smaller packages of job cuts) compared to the previous two phases. This is likely to
suggest that firms have restructured and engaged in corporate layoffs incrementally
(Littler & Gandolfi, 2008).
Level of discourse: It is noteworthy that while corporate restructurings,
layoffs, plant closures, outsourcings, and the use of contingency workers have
continued to this day, the language and rhetoric of downsizing have fundamentally
changed (Littler & Gandolfi, 2008). For instance, downsizing announcements per
se have largely vanished. The absence of downsizing language in the popular press
is evident and downsizing announcements have rarely appeared in corporate press
releases since 2003. It seems as though the corporate language and rhetoric has
returned to levels comparable to the pre-1970s. In December 2007, for instance, the
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Swiss pharmaceutical giant, Novartis AG, announced a major restructuring of its
U.S. operations, which foresaw the disappearance of 1,260 sales positions in the
U.S. The corporate announcement in Switzerland and in the U.S. focused on costcutting and streamlining activities rather than on downsizing in its strictest sense
(Olson, 2007). In January 2007, U.S. firm Ligand Pharmaceuticals Inc., also
announced a major restructure in its operations. Instead of using downsizing
language from the 1990s, the firm chose the words “as it [the firm] transitions to a
smaller company” in its communication. As such, the language signals have
become confused compared to the previous job cutting phase (Littler & Gandolfi,
2008). Littler and Gandolfi (2008) used NAS data from 2003 to 2008 and
determined that not one corporate announcement used downsizing or close
cognates (including rightsizing and resizing) in its media release. Therefore,
downsizing language has ceased as an effective signal to capital markets,
investment analysts, and intermediaries (Littler & Gandolfi, 2008).
Level of strategizing: There is an awareness, realization, and
understanding that there is little or no strategic value in making downsizing, costcutting, and layoff announcements. The much-cited ‘Wall Street effect’, which was
so prevalent in the 1980s and 1990s, no longer applies. Anecdotal evidence
suggests that layoff and restructuring announcements in this current period have
not generated stock market inflations as was the case in the previous phase. As
noted, there has been a noticeable absence of downsizing language in corporate
announcements since 2003. As such, it can be concluded that corporate
restructuring plans, including layoffs, plant closures, and outsourcing are no longer
effective signals to capital markets (Littler & Gandolfi, 2008).
Having reviewed the job cutting phases that have crystallized over the past
three decades, what downsizing practices are currently being utilized in this job
cutting phase? The following section aims to showcase briefly some contemporary
downsizing practices and shed light on job losses that have occurred in this current
financial crisis.
Contemporary downsizing practices
There is strong empirical evidence suggesting that firms have continued to
resort to downsizing and engage in layoffs in this current cost cutting phase
(Gandolfi & Neck, 2008, Gandolfi, 2009; Mishra, Mishra, & Spreitzer, 2009).
Conspicuously, there are two downsizing practices that are currently being adopted
by companies in the U.S. - stealth downsizing and non-selective (i.e., across-theboard) downsizing:
Downsizing activity #1: Stealth downsizing
Stealth layoffs or stealth downsizing, seen by some as a new management
fad (Weiss, 2008), is a contemporary layoff practice in the U.S. Under the stealth
approach, managers are not permitted to discuss downsizing and downsizing-
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related layoffs openly in meetings, memos, or e-mails out of fear that negative
publicity may ensue (Gandolfi, 2010). Firms engaging in such practices attempt to
avoid negative press coverage at all costs, yet they are likely to create an
atmosphere of distrust and unease among employees leading to decreased levels of
workforce morale and motivation as well as defections of talented people
(McGregor, 2008). As a result, companies reduce employee levels in a surreptitious
manner (Weiss, 2008). In other words, firms lay off individuals quietly (McGregor,
2008). Historically speaking, IBM has been known for pursuing stealth practices
cutting small number of people across a range of departments and keeping the firm
out of the public eye. Back in 2002, for instance, IBM unveiled its “resources
actions” strategy, which entailed skills rebalancing and the elimination of
redundancies (Krane, 2002). As a direct consequence, IBM cut in excess of 5,000
jobs over the course of four months without issuing an overarching public
statement on the extent of the layoffs (Krane, 2002). This practice became known
as ‘stealth layoffs’. In 2005, Hewlett-Packard (HP) engaged in stealth layoffs in
that, originally, the company was believed to be on a layoff ‘rampage’ which it
denied, but later admitted. Thereafter, HP was said to have mastered the technique
of stealth layoffs since it kept things quiet so as not to disturb the political and
economic ecosystems (Demerjian, 2005). In 2008, both Google (Caulfield, 2008)
and Yahoo (Rouse, 2009) resorted to stealth layoffs with little fanfare and media
coverage. In 2009, movie rental firm Blockbuster has been utilizing a stealth layoff
strategy closing a large number of its U.S. stores over an undisclosed period of
time in the wake of the current financial downturn in the U.S. (Farfan, 2009). On
the other hand, IBM continued its stealth layoff strategy in the first quarter of 2009
despite the company’s strong financial results released in January 2009 (Kennedy,
2009).
Downsizing activity #2: Non-selective downsizing
There is substantial empirical evidence supporting the notion that large
firms, in particular, have continued to downsize and embark upon extensive nonselective, across-the-board job cutting. This is mostly evident in layoff
announcements and plant closures in the U.S. over the past few years. In 2007, for
instance, several large pharmaceutical firms announced plant closures and
employee layoffs with industry leader Pfizer reporting the abandonment of three
research centers and two manufacturing plants in the U.S. Similar announcements
were made by Johnson & Johnson and Amgen as each cut large portions of their
workforces (Martino, 2007). A parallel development took place among hightechnology companies with both Dell and Motorola shedding significant numbers
of employees (Deffree, 2007; Ogg, 2007). Since the late 2007, the global finance
industry has been severely impacted by the global credit squeeze (Elstein, 2008)
and the U.S. subprime mortgage crisis with many firms been forced to make deep
personnel cuts (Rampell, 2009). For instance, U.S.-based banks were forced to cut
in excess of 65,000 employees during the June 2007–2008 time period (Story &
Dash, 2008). At present, employee cutbacks are occurring in all industries
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(Rampell, 2009) and the economic downturn has produced staggering job losses in
the U.S. (Bureau of Labor Statistics, 2009). While there are preliminary signs
showing that the U.S. economy is on the mend, there are reports showing that firms
have continued to reduce workforce levels resulting in increased levels of
unemployment in the U.S. (Quinn, 2009).
Concluding remarks
Downsizing is dead, long live downsizing! Downsizing has remained a
complex, multifaceted phenomenon (Gandolfi, 2009). While the body of literature
is extensive and many valuable downsizing lessons have been learned, the reactive
and proactive/strategic downsizing practice has continued unabated despite its
dubious track record (Mishra et al., 2009). More research and a greater depth of
understanding of the various cost cutting phases is required in order to build a firm
theoretical foundation for future research and to establish a meaningful dialogue
between the business constituents and academic communities.

References
1.

Allen, R.K. (1997) “Lean and mean: workforce 2000 in America”, Journal of
Workplace Learning, 9 (1). (http://www.emerald-library.com/brev/ 08609ae1.html)
2. Allen, T., Freeman, D., Russell, J., Reizenstein, R., & Rentz, J. (2001)
“Survivor reactions to organizational downsizing: does time ease the pain?”,
Journal of Occupational and Organizational Psychology, 74, 145-164.
3. Anthony, W.P., Perrewe, P.L., & Kacmaar, K.M. (1996) Strategic Human
Resource Management, 2nd edition, The Dryden Press, Fort Worth.
4. Appelbaum, S.H., Everard, A., & Hung, L. (1999) „Strategic downsizing:
critical success factors”. Management Decision, 37 (7), 535-559.
5. Beaumont, P., & Harris, R. (2002) “Examining white-collar downsizing as a
cause of change in the psychological contract”, Employee Relations, 24 (4),
378-388.
6. Beylerian, M., & Kleiner, B.H. (2003) “The downsized workplace”,
Management Research News, 26, 2-4.
7. Bruton, G.D., Keels, J.K., & Shook, C.L. (1996) “Downsizing the firm:
answering the strategic questions”, Academy of Management Executive,
10 (2), 38-45.
8. Budros, A. (1999) “A conceptual framework for analyzing why organizations
downsize”, Organization Science, 10 (1), 69-82.
9. Budros, A. (2002) “The mean and lean firm and downsizing: causes of
involuntary and voluntary downsizing strategies”, Sociological Forum, 17 (2),
307-342.
10. Bureau of Labor Statistics (2009) Economic News Release – Employment
Situation Summary. http://www.bls.gov/news.release/empsit.nr0.htm

872 Volume 10, Issue 5, December 2009

Review of International Comparative Management

11. Cameron, K.S. (1994) “Strategies for successful organizational downsizing”,
Human Resource Management, 33 (2), 189-211.
12. Cameron, K.S., Freeman, S.J., & Mishra, A.K. (1993) “Downsizing and
redesigning organizations”, In G. Huber and W. Glick (eds), Organizational
Change and Redesign (pp 19-63) Oxford University Press, New York.
13. Cappelli, P. (1992) “Examining managerial displacement”, Academy of
Management Journal, March, 203-217.
14. Cascio, W.F. (1993) “Downsizing: What do we know? What have we
learned?”, Academy of Management Executive, 7 (1), 95-104.
15. Caulfield, B. (2008) “Google’s Stealth Layoffs”, Forbes.com, November 26,
2008.
http://www.forbes.com/2008/11/26/google-layoffs-contractors-techenter-cx_bc_1126google.html
16. Chadwick, C., Hunter, L., & Walston, S. (2004) “Effects of downsizing
practices on the performance of hospitals”, Strategic Management Journal,
25 (5), 405-420.
17. Davis, J. (2003) “Organizational downsizing: a review of literature for
planning and research” Journal of Healthcare Management, 48 (3), 181-201.
18. Deffree, S. (2007) “Motorola layoffs reach 10,000”, EDN Electronic News,
April 4, 2007.http://www.edn.com/article/CA6547845.html
19. Demerjian, C. (2005) “HP continues stealth layoffs”, The Inquirer, February 09,
2005. http://www.theinquirer.net/en/inquirer/news/2005/02/09/hp-continuesstealth-layoffs
20. Dolan, S., Belout, A., & Balkin, D.B. (2000) “Downsizing without
downgrading: learning how firms manage their survivors”, International
Journal of Manpower, 21 (1), 34-46.
21. Downs, A. (1995) Corporate Executions, Amacom, New York, NY.
22. Elstein, A. (2008) “Research: 22,000 jobs cut on Wall Street, with more to
come”, Crain’s New York Business, Workforce Management, June 2, 2008.
http://www.workforce.com/section/00/article/25/56/87.html
23. Farfan, B. (2009) “U.S. Retail Industry Numbers: 364 Stealth Store Closings”,
Barbara’s Retail Industry Blog, August 31, 2009. http://retailindustry.
about.com/b/2009/08/31/u-s-retail-industry-numbers-364-stealth-storeclosings-900-grand-openings-69000-clunker-trade-ins-65-ceos-surveyed-anda-comeback-story-straight-from-hollywood.htm
24. Farrell, M., & Mavondo, F. (2004) “The effect of downsizing strategy and
reorientation strategy on a learning orientation”, Personnel Review, 33 (4),
383-402.
25. Fisher, S.R., & White, M.A. (2000) “Downsizing in a learning organization:
are there hidden costs?”, Academy of Management Review, 25 (1), 244-251.
26. Freeman, S.J. (1994) “Organizational downsizing as convergence or
reorientation: implications for human resource management”, Human
Resource Management, 33 (2), 213-238.
27. Gandolfi, F. (2006) Corporate Downsizing Demystified: A scholarly analysis
of a business phenomenon, The ICFAI University Press, Hyderabad, India.

Review of International Comparative Management

Volume 10, Issue 5, December 2009

873

28. Gandolfi, F. (2007) “How do large Australian and Swiss banks implement
downsizing?”, Journal of Management & Organization, 13 (2), 145-159.
29. Gandolfi, F. (2008) “Cost-reductions, downsizing-related layoffs, and HR
practices”, SAM Advanced Management Journal, 73 (3), 52-58.
30. Gandolfi, F. (2009) “Where did downsizing go? A review of 30 years of a
strategic business phenomenon”, The Australasian Journal of Business and
Social Inquiry, 7 (1), 40-65.
31. Gandolfi, F. (2010) “Organizational downsizing: A review of 30 years of a
strategic phenomenon”, Journal of Management & Organization (The journal
of the Australian and New Zealand Academy of Management), 16 (1).
32. Gandolfi, F., & Neck, P. (2008) “Consequences, payoffs, and fallout of
downsizing (A literature review of corporate downsizing: Part 3)”, Review of
International Comparative Management, 9 (1), 55-78.
33. Greenglass, E.R., & Burke, R.J. (2001) “Downsizing and restructuring,
implications for stress and anxiety”, Anxiety, Stress, and Coping, 14, 1-13.
34. Griggs, H.E., & Hyland, P. (2003) “Strategic downsizing and learning
organizations”, Journal of European Industrial Training, 24 (2-4), 177-187.
35. Heckscher, C. (1995) White-collar blues: management loyalties in an age of
corporate restructuring, Basic Books, New York.
36. James, D. (1999) “Middle managers or those with ‘power’ often went first”.
Business Review Weekly, March 22, 1999.
37. Jones, V.D. (1998) Downsizing the federal government: the management of
public sector workforce reductions, M.E. Sharpe Inc, Armonk, NY.
38. Kennedy, J. (2009) Stealth Layoffs at IBM already at 4,000 – reports,
SiliconRepublic.com, January 28, 2009. http://www.siliconrepublic.
com/news/article/12173/business/reports-of-stealth-layoffs-at-ibm
39. Kirby, J. (1999) “Downsizing gets the push”, Business Review Weekly, March
22, 1999.
40. Krane, J. (2002) “IBM’s unannounced layoffs near 5,000 mark”, CRN, May
31, 2002. http://www.crn.com/it-channel/18820762
41. Lee, C. (1992) “After the cuts”, Training, July 1992, 17-23.
42. Littler, C.R. (1998) “Downsizing organisations: the dilemmas of change”,
Human Resources Management Bulletin, CCH Australia Limited, Sydney.
43. Littler, C.R., Dunford, R., Bramble, T., & Hede, A. (1997) “The dynamics of
downsizing in Australia and New Zealand”, Asia Pacific Journal of Human
Resources, 35 (1), 65-79.
44. Littler, C.R., & Gandolfi, F. (2008) “What happened to downsizing?
Organizational continuity, managerial fashion, & signaling”, Academy of
Management Conference, Anaheim, paper presentation.
45. Luthans, B.C., & Sommer, S.M. (1999) “The impact of downsizing on
workplace attitudes”, Group and Organization Management, 24 (1), 46-70.
46. Macky, K. (2004) “Organisational downsizing and redundancies: The New
Zealand workers’ experience”. New Zealand Journal of Employment
Relations, 29 (1), 63-87.

874 Volume 10, Issue 5, December 2009

Review of International Comparative Management

47. Martino, M. (2007) “Pfizer: Top 5 layoffs in 2007”, FierceBiotech, October
15, 2007. http://www.fiercebiotech.com/special-reports/1-pfizer
48. Maurer, H. (2005) “Downsizing in Detroit”, The Business Week, December 5,
2005.
49. McGregor, J. (2008) “The stealth layoff”, BusinessWeek, May 16, 2008.
http://www.businessweek.com/careers/managementiq/archives/2008/05/the_st
ealth_lay.html
50. McKinley, W., Sanchez, C.M., & Schick, A.G. (1995) “Organizational
downsizing: constraining, cloning, and learning”, Academy of Management
Executive, 9, 32-42.
51. McKinley, W., Zhao, J., & Rust, K.G. (2000) “A sociocognitive interpretation
of organizational downsizing”, Academy of Management Review, 25, 227-243.
52. Minnick, D.J., & Ireland, R.D. (2005) “Inside the new organization: a
blueprint for surviving restructuring, downsizing, acquisitions and
outsourcing”, The Journal of Business Strategy, 26 (1), 18-25.
53. Mishra, A.K., Mishra, K.E., & Spreitzer, G.M. (2009) “Downsizing the
company without downsizing morale”, MIT Sloan Management Review,
50 (3), 39-44.
54. Morris, J.R., Cascio W.F., & Young, C.E. (1999) “Downsizing after all these
years: Questions and answers about who did it, how many did it, and who
benefited from it”. Organizational Dynamics, Winter 1999, 78-87.
55. Mroczkowski, T., & “Hanaoka, M. (1997) Effective rightsizing strategies in
Japan and America: is there a convergence of employment practices?” The
Academy of Management Executive, 11 (2), 57-67.
56. Ogg, E. (2007) “Dell to lay off 10 percent of workforce”, CNET News.com,
May 31, 2007. http://news.cnet.com/8301-10784_3-9724562-7.html
57. Olson, P. (2007) Novartis scales back in tough times, Forbes.com,
http://www.forbes.com/2007/12/13/novartis-restructuring-generics-marketsequity-cx_po_1213markets05.html
58. Orlando, J. (1999) “The fourth wave: the ethics of corporate downsizing”,
Business Ethics Quarterly, 9 (2), 295-414.
59. Polivka, A. (1996) “Contingent and alternative work arrangements, defined”,
Monthly Labor Review, October 1996, 3-9.
60. Quinn, J. (2009) “US unemployment expected to rocket”, The Daily
Telegraph.
http://www.telegraph.co.uk/finance/financetopics/recession/
4535002/US-unemployment-expected-to-rocket.html
61. Rampell, C. (2009) Layoffs spread to more sectors of the economy, The New
York Times, January 29, 2009. http://www.nytimes.com/2009/01/27/business/
economy/27layoffs.html?_r=1&scp=1&sq=layoffs%20spread&st=cse
62. Root, K. (1984) “Deindustrialization: restructuring the economy”, Annals of
the American Academy of Political and Social Science, 475, 52-65.
63. Rouse, M. (2008) “Overheard: Stealth Layoffs at Yahoo”, IT Knowledge
Exchange,
October
22,
2008.
http://itknowledgeexchange.
techtarget.com/overheard/overheard-stealth-layoffs-at-yahoo/

Review of International Comparative Management

Volume 10, Issue 5, December 2009

875

64. Ryan, L., & Macky K.A. (1998) “Downsizing organizations: Uses, outcomes
and strategies”, Asia Pacific Journal of Human Resources, 36 (2), 29-45.
65. Sharone, O. (2007) “The disposable American: layoffs and their
consequences”, Sociological Inquiry, 77 (3), 514-517.
66. Simons, J. (2007) “Big pharma’s tough medicine”, CNNMoney.com,
December 13, 2007.
67. Story, L., & Dash, E. (2008) “For Wall Street workers, ax falls quietly”, The
New York Times, May 16, 2008. www.nytimes.com/2008/05/16/business/
16layoff.html?_r=1&ref=business&pagewanted=print&oref=slogin
68. Touby, L. (1993) “The business of America is jobs”, The Journal of Business
Strategy, 14 (6), 20-28.
69. Tucci, J., & Sweo, R. (1996) “Strategic groups: firm structure, industry
diversification, and performance determinants”, American Business Review,
14, January, 73-79.
70. Weiss, D.C. (2008) “Humor columnist takes aim at stealth layoffs”, ABA
Journal, May 23, 2008. http://abajournal.com/news/humor_columnist_takes_
aim_at_stealth_layoffs/
71. Wilkinson, A. (2005) “Downsizing, rightsizing or dumbsizing? Quality,
human resources and the management of sustainability”, Total Quality
Management, 16 (809), 1979-1088.

876 Volume 10, Issue 5, December 2009

Review of International Comparative Management

