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 Abstract 

This research aims to know the impact of retrenchment in its five dimensions (administrative 

procedures, support program, selection criterion, communication channels, job security) on the 

morale of employees using the data collected from the sample size of 104 who work in private 

banks in Al-Diwaniyah Governorate. It was found that the retrenchment had an effect on the 

morale of employees surviving the retrenchment process and the data were analyzed using the 

multiple linear regression equation. The practical results of the research indicated the 

significant impact of the retrenchment on the morale of employees.                                                                                                                      
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1. Introduction 

Change in organizations can begin to affect the lives and livelihoods of individuals. Through 

restructuring, organization, and reform within the levels of organizations. Demotion is a 

common consequence of job losses related to those organizations, and in some cases, it may 

create a path for organizations to move forward and prosper. Many factors lead to the loss of 

employment, including reform and technological change, privatization, leaving work, and 

reducing labor costs. There is no single term comprehensively used to classify job loss. Terms 

used for retrenchment can include non-repetition, and slimming. The term retrenchment covers 

a wide range of dismissal which is related not only to the behavior or capacity of workers but 

the loss of jobs arising due to the ineffectiveness of the gains or the loss of jobs arising from 

thinning them or restructuring the workforce, for example, privatization. Retrenchment is a 

policy that organizations undertake to reduce the number of employees and subsequently, to 

reduce costs. Or, due to the continuing economic decline, many organizations found it difficult 

to maintain a large workforce. After that, it is announced that the services of some workers are 

redundant, which in turn leads to a decrease in the morale of employees who survived the 

retrenchment process as a result of job insecurity. Because of economic constraints, most 

organizations are forced to make difficult decisions by laying off people and investing in the 

capital as they strive to control costs and stay competitive. Common cost-retrenchment 

strategies used by organizations are staff retrenchment, salary increase retrenchment, hiring 

retrenchment, and bonus retrenchment. Therefore, reducing employees plays an important role 

in the overall process of restructuring, and this may affect one way or another the morale of 

employees in those organizations. In light of the foregoing, the current research seeks to 
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determine the extent of the relationship between retrenchment and its impact on the morale of 

employees. 

 

2. Literature Review 

Retrenchment is the process by which organizations reduce the number of employees and the 

aim is to reduce costs, and this retrenchment of employees is due to several different reasons 

and aims in the long run to improve the quality and services provided [1]. It is also the process 

by which management reduces the number of employees to reduce costs and eliminate 

redundancy [2]. While [3] sees it as how to reduce expenses or costs and adapt to technological 

change and reorganization. Whereas [4] refers to retrenchment when part of the employees or 

workforce is discharged as redundant which is due to a variety of reasons; For example, 

economic situation, slimming of industry, installation of machinery, and saving of new labor. 

The retrenchment also arises from several factors such as business closings, restructuring, 

retrenchment in production, mergers, technological changes, economic downturn, etc. It must 

be understood that there will be times of management suffers losses or sometimes there is a 

need to reorganize the business in Times like this the employer may need to reduce employees 

by terminating their services [5]. 

The administrative literature related to the variables of the current research also indicated that 

retrenchment has some advantages and disadvantages among the advantages of retrenchment 

include restructuring jobs, reducing surplus staff, reducing redundancy and overcrowding, 

improving performance, instilling discipline and efficiency among employees, bringing 

innovation [6]. On the other hand, retrenchment also has some disadvantages that cause a 

decrease in cooperative attitudes, a crisis of fear and distrust, reduced performance, production 

restriction, and increased work turnover. Reducing employee loyalty, innovation, and creativity 

[1]. 

On the other hand, employee morale refers to the mental and emotional state of an individual 

or group about its jobs or tasks, and morale is the feeling associated with enthusiasm [7]. 

Employee morale is a broad concept, as various employee performance theories have focused 

their main issues on employee loyalty and morale [8]. Modern management now realizes that 

the organization’s production and profits are directly affected by the attitude of the employees, 

and good management finds out how to deal with it. However, managing the morale of 

employees is a relatively recent concept, so it requires management to develop techniques to 

measure spirit, despite the difficulty because it is intangible, so things must be adapted not by 

asking Broad general questions, but rather by knowing the special points about which bad 

attitudes exist and the prevalence of these attitudes [9]. Therefore, the morale of employees is 

considered one of the most factors that increase the professional activity of the workers, as it 

is represented by many tasks and benefits in the professional process [10]. 

Relevant studies indicate that there are many factors affecting the morale of employees, most 

notably the work environment, employee relations, and leadership 

[11,12,13,14,15,16,17,18,19,20,21]. And based on what has been proposed in the 

administrative literature related to the research variables, retrenchment affects the morale of 

employees in one way or another. 
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2.1. The objective of the research 

The current research aims to find the effect of retrenchment on the morale of employees in 

private banks in the Al-Diwaniyah Governorate. 

 

2.2. research question 

Explanation of the impact of administrative procedures, support program, selection criterion, 

communication channels, and job security on the morale of employees in private banks in Al-

Diwaniyah Governorate? 

 

2.3. research hypotheses 

• hypothesis 1: There is a significant correlation relationship between the retrenchment 

(administrative procedures, support program, selection criterion, communication channels, job 

security) and the morale of employees. 

• Hypothesis 2: There is a direct and significant effect of the retrenchment (administrative 

procedures, support program, selection criterion, communication channels, job security) on the 

morale of employees. 

 

3. Methodology 

3.1. Research community and sample 

The private banks in Al-Diwaniyah Governorate were chosen to represent the place of 

conducting the research. The research included the distribution of questionnaire forms to a 

sample of people covered by the research, where the sample size reached (104) individuals. 

The researcher used the statistical program (SPSS vr.25) to obtain the values of frequencies 

and percentages distributed by gender, age, marital status, educational attainment, scientific 

specialization, and length of service, as shown in Table (1) of the sample profile. 

 

Table 1. Demographic analysis of the sample. 

Demographic variables (n= 74) percent (%) 

Gender:   

   Female                                                                                                                                                                           70 67% 

   Male 34 33% 

   Total 104 100% 

Age:   

   less than 30                                                                          31 29% 

   31- 40 years 27 25% 

   41- 50 years                                                                           26 25% 

   More than 51 20 19% 

Total 104 100% 

Social status:   

   Married 77 74% 

   Unmarried 21 20% 

   divorce 2 1% 
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   Widower 4 5% 

Total 104 100% 

Education:   

    Master's 31 29% 

    Bachelor 33 32% 

    diploma 40 39% 

Total 104 100% 

Scientific specialization:   

    Accounting 48 46% 

     Management 30 29% 

     Banking and Financial 

Sciences 

26 25% 

Total 104 100% 

Experience:   

    less than 5 years 8 7% 

    6- 10 years 18 17% 

    11- 15 years 22 21% 

    16- 20 years 28 28% 

    21- 25 years 17 17% 

    More than 26 11 10% 

Total 104 100% 

 

3.2. The tools 

To complete the contents of the research and enrich it with sufficient information, the 

researcher relied on reliable sources that dealt with the research variables and which 

contributed greatly to identifying and accurately identifying the research community. As for 

the practical aspect, achieving the objectives of the research and testing its hypotheses, the data 

were obtained by collecting the sample answers to the questionnaire questions designed 

according to the five-point Likert scale and by relying on reliable measures in the 

administrative literature, for their suitability to the approved curriculum and the time allowed, 

as well as the desired objectives of the research. It is one of the most important methods used 

in collecting data and the most prevalent in social studies, and it consists of a set of questions 

on the subject of the research, as the researcher designed a questionnaire, based on several 

approved reliable sources and employing them by the research variables and the process of the 

interrelationship between them, which is the retrenchment (Mwende, 2017) [22], and morale 

of employees (Hassink & Fernandez, 2018) [8], after adapting it to fit the current research. 

3.3. Validity and reliability test 

The stability of the questionnaire data is one of the important matters that must be taken into 

consideration. Cronbach's alpha coefficient is often used for this purpose, whose value lies 

between zero and the correct one. If its value is zero, this indicates the instability of the 

questionnaire questions. On the contrary, if there is complete stability, its value is Equal to the 

correct one. As for the values between them, they indicate the level of stability and credibility 

of the questionnaire questions, and thus the possibility of generalizing the results obtained from 
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the sample to the studied population, and the validity coefficient can be calculated by using the 

root of the reliability coefficient, which is also known as the validity of the test, which means 

that the scale can It measures what was set to be measured by the researcher, and in our study, 

the results of reliability and validity shown in Table (2) below were obtained. 

Table 2. Construct Reliability and Validity. 

Measure number of 

items                       

Cronbach's 

alpha 

coefficient 

Validity 

coefficient 

Retrenchment:    

Administrative Procedures 6 7% 0.92 

Support program 5 17% 0.93 

Selection Criteria 7 21% 0.93 

Communication channels 6 28% 0.96 

Job security 8 17% 0.94 

     Total 32 0.90 0.94 

The morale of employees: 8 0.88 0.93 

 

From Table (2) it is clear that the value of Cronbach's alpha coefficient measure of 

administrative procedures was 0.85, and the validity coefficient was 0.92, which is acceptable 

for the data of this questionnaire. We also note that the Cronbach's alpha coefficient to the axis 

of the support program was 0.87 and the stability coefficient was 0.93 as well as the axis of the 

Cronbach's alpha coefficient for the selection criterion axis was its value was 0.88 and the 

stability coefficient was 0.93 and the coefficient of the Cronbach's alpha for the communication 

channels axis was its value 0.93 and the stability coefficient was its value 0.96, and the 

coefficient of Cronbach's alpha job security questions was 0.90, and the coefficient of reliability 

was 0.94. The value of Cronbach's alpha coefficient for all retrenchment questions was 0.90, 

and the reliability coefficient was 0.94. As for the employee morale axis, its value was 0.88, 

and the reliability coefficient was 0.93. This is evidence that the questionnaire is characterized 

by credibility and stability in measurement and gives the researcher the right to adopt the results 

of this questionnaire and generalize its results from the studied sample of the community. 

 

4. Results and Discussion 

The following are descriptive statistics for the retrenchment variable, which includes a 

description and diagnosis of the questions related to the dimensions of this variable in detail 

with the dependent variable employee morale of  as follows: 

 

 

 

 

 

4.1 Retrenchment: It includes five sub-dimensions as follows: 

4.1.1 administrative procedures 

Table 3. Descriptive statistics for the administrative procedures dimension. 
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questions  Strongly 

Agree 

agree Neutral Disagree Strongly  

Disagree 

Mean Std. 

Deviation 

Relative 

importance 

Q1 Frequency 34 29 15 16 10 3.0871 0.98732 5 

    Percent 0.33 0.27 0.13 0.15 0.12    

Q2 Frequency 40 28 16 12 8 4.1053 0.85568 1 

 Percent 0.39 0.28 0.15 0.11 0.07    

Q3 Frequency 35 31 21 9 8 3.36842 0.914613 4 

 Percent 0.24 0.33 0.25 0.109 0.07    

Q4 Frequency 37 33 35 27 9 3.8158 0.90784 3 

 Percent 0.38 0.317 0.067 0.195 0.04    

Q5 Frequency 33 32 19 13 7 3.0175 1.12873 6 

 Percent 0.31 0.309 0.189 0.129 0.06    

Q6 Frequency 38 22 15 19 10 3.9912 0.82543 2 

 Percent 0.26 0.211 0.144 0.169 0.21    

Total       3.56422 0.109274  

The results of the descriptive statistical analysis in Table (3) refer to the dimension of 

administrative procedures, which was measured with six questions, as the total arithmetic mean 

reached (3.56422) for this dimension and the standard deviation was (0.109274), and this 

indicates that the agreement of the research sample members on the questions of this dimension 

was high. Question (2) obtained the highest arithmetic mean, as it reached (4.1053) and with a 

standard deviation of (0.85568), and this indicates that the level of answers was high to this 

question. 

 

4.1.2 support program 

Table 4. Descriptive statistics for the support program dimension. 
questions  Strongly 

Agree 

agree Neutral Disagree Strongly  

Disagree 

Mean Std. 

Deviation 

Relative 

importance 

Q1 Frequency 14 12 42 24 12 3.1404 0.16647 4 

    Percent 0.134 0.096 0.4038 0.23 0.115       

Q2 Frequency 1 5 15 53 30 3.1053 0.65568 5 

 Percent 0.009 0.048 0.14423 0.509 0.288       

Q3 Frequency 3 13 49 27 12 3.56842 0.76613 2 

 Percent 0.028 0.125 0.47115 0.259 0.115       

Q4 Frequency 1 4 31 37 31 3.4358 0.80784 3 

 Percent 0.009 0.03 0.29 0.355 0.2987       

Q5 Frequency 16 16 41 18 13 4.01575 0.12873 1 

 Percent 0.15384 0.151 0.392 0.192 0.125     

Total       3.453134 0.112053  

The results of the descriptive statistical analysis in Table (4) refer to the dimension of the 

support program that was measured with five questions, as the total arithmetic mean was 

(3.453134) for this dimension and the standard deviation was (0.112053), and this indicates 

that the agreement of the research sample members on the questions of this dimension was 

high. Question (5) obtained the highest arithmetic mean, which amounted to (4.01575) and 

with a standard deviation of (0.12873), and this indicates that the level of answers was high on 

this question. 

 

 

4.1.3 Selection Criteria 

Table 5. Descriptive statistics for the Selection Criteria dimension. 
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questions  Strongly 

Agree 

agree Neutral Disagree Strongly  

Disagree 

Mean Std. 

Deviation 

Relative 

importance 

Q1 Frequency 16 41 13 22 12 4.1404 0.16647 1 

    Percent 0.1538 0.394 0.125 0.211 0.115       

Q2 Frequency 1 5 15 43 40 3.1053 0.85568 5 

 Percent 0.009615 0.048 0.144 0.413 0.3846       

Q3 Frequency 3 13 39 37 12 3.76842 0.914613 3 

 Percent 0.028 0.125 0.375 0.35 0.115       

Q4 Frequency 1 4 31 37 31 3.0058 0.90784 7 

 Percent 0.009 0.038 0.298 0.35 0.298       

Q5 Frequency 14 16 41 20 13 3.0175 1.12873 6 

 Percent 0.134 0.156 0.39 0.192 0.125       

Q6 Frequency 15 33 32 15 9 3.86912 0.82543 2 

 Percent 0.1533 0.301 0.296 0.144 0.114       

Q7 Frequency 12 17 24 31 20 3.1118 0.9432 4 

 Percent 0.115 0.163 0.23 0.29 0.19     

Total       3.43119143 0.82028043  

The results of the descriptive statistical analysis in Table (5) refer to the dimension of the 

selection criterion that was measured by seven questions, as the total arithmetic mean reached 

(3.43119143) for this dimension and the standard deviation (0.82028043), and this indicates 

that the agreement of the research sample members on the questions of this dimension was 

high. Question (1) obtained the highest arithmetic mean, which amounted to (4.1404) and with 

a standard deviation of (0.16647), and this indicates that the level of answers was high to this 

question. 

 

4.1.4 communications channels 

Table 6. Descriptive statistics for the communication channels dimension. 
questions  Strongly 

Agree 

agree Neutral Disagree Strongly  

Disagree 

Mean Std. 

Deviation 

Relative 

importance 

Q1 Frequency 16 10 32 34 12 4.1764 0.16647 1 

    Percent 0.153 0.096 0.307 0.326 0.11    

Q2 Frequency 1 5 15 43 40 4.1053 .80068 2 

 Percent 0.009 0.048 0.144 0.413 0.384    

Q3 Frequency 3 13 39 37 12 3.654842 .98713 4 

 Percent 0.028 0.125 0.375 0.355 0.11    

Q4 Frequency 1 4 31 37 31 3.86158 .09784 3 

 Percent 0.009 0.038 0.29 0.35 0.29    

Q5 Frequency 14 16 41 20 13 3.5475 0.153 5 

 Percent 0.134 0.153 0.39 0.19 0.125    

Q6 Frequency 0 7 18 48 31 3.0012 .82543 6 

 Percent 0 0.067 0.17 0.461 0.29    

Total       3.724470333 0.406653946  

The results of the descriptive statistical analysis in Table (6) refer to the dimension of the 

communication channels, which was measured with six questions, as the total arithmetic mean 

was (3.724470333) for this dimension and the standard deviation was (0.406653946), and this 

indicates that the agreement of the research sample members on the questions of this dimension 

was high. Question (1) got the highest arithmetic mean, which amounted to (4.1764) and with 
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a standard deviation of (0.16647), and this indicates that the level of answers was high on this 

question. 

4.1.5 job security 

Table 7. Descriptive statistics for the job security dimension. 
question

s 

 Strongl

y Agree 

agre

e 

Neutra

l 

Disagre

e 

Strongly  

Disagre

e 

Mean Std. 

Deviation 

Relative 

importanc

e 

Q1 Frequenc

y 

1 3 15 34 51 3.1404 1.16647 7 

    Percent 0.009 0.028 0.1442 0.326 0.49       

Q2 Frequenc

y 

14 16 41 20 13 3.0175 1.14073 2 

 Percent 0.1346 0.153 0.394 0.192 0.125       

Q3 Frequenc

y 

1 4 31 37 31 3.8158 0.90784 6 

 Percent 0.009 0.038 0.298 0.3557 0.298       

Q4 Frequenc

y 

1 5 15 43 40 4.1053 0.85568 5 

 Percent 0.009 0.04 0.144 0.4132 0.384       

Q5 Frequenc

y 

0 7 18 48 31 3.9912 0.82543 8 

 Percent 0 0.067 0.173 0.461 0.298       

Q6 Frequenc

y 

2 1 18 48 35 4.0789 0.81082 4 

 Percent 0.019 0.009 0.173 0.461 0.336       

Q7 Frequenc

y 

3 13 39 37 12 3.3684

2 

0.914613 3 

 Percent 0.0288 0.125 0.375 0.355 0.115       

Q8 Frequenc

y 

16 10 32 34 12 4.2368 0.84458 1 

 Percent 0.153 0.096 0.3076 0.326 0.115     

Total       3.7192

9 

0.14087798

8 

 

The results of the descriptive statistical analysis in Table (7) refer to the job security dimension, 

which was measured with eight questions, as the total arithmetic mean reached (3.71929) for 

this dimension and the standard deviation (0.140877988), and this indicates that the agreement 

of the research sample members on the questions of this dimension was high. Question (8) got 

the highest arithmetic mean, which amounted to (4.2368) and with a standard deviation of 

(0.84458), and this indicates that the level of answers was high to this question. 

4.2 Morale of employees 

Table 8. Descriptive statistics for the dimension of morale employees. 
question

s 

 Strongl

y Agree 

agre

e 

Neutra

l 

Disagre

e 

Strongly  

Disagre

e 

Mean Std. 

Deviatio

n 

Relative 

importanc

e 

Q1 Frequenc

y 

14 16 41 20 13 4.0175 0.12873 2 

    Percent 0.134 0.153 0.394 0.192 0.125       

Q2 Frequenc

y 

2 7 18 46 31 3.1504 0.1564 7 

 Percent 0.019 0.063 0.171 0.4518 0.288       

Q3 Frequenc

y 

16 10 32 34 12 4.36842 0.98761 1 

 Percent 0.153 0.096 0.3 0.323 0.11       

Q4 Frequenc

y 

2 1 18 48 35 3.8158 0.90784 4 
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 Percent 0.019 0.009 0.17 0.4618 0.33       

Q5 Frequenc

y 

3 3 15 32 51 3.2105 0.1664 8 

 Percent 0.0288 0.028 0.1341 0.319 0.49       

Q6 Frequenc

y 

3 13 39 37 12 3.7612 0.82543 3 

 Percent 0.0288 0.125 0.375 0.355 0.115       

Q7 Frequenc

y 

1 5 15 43 40 3.2365 0.84328 5 

 Percent 0.009 0.048 0.144 0.413 0.384       

Q8 Frequenc

y 

1 4 31 37 31 3.2853 0.87568 6 

 Percent 0.009 0.038 0.298 0.355 0.298     

Total       3.609452

5 

0.12653  

The results of the descriptive statistical analysis in Table (8) refer to the employee morale 

variable that was measured with eight questions, as the total arithmetic mean reached 

(3.6094525) for this dimension and the standard deviation (0.12653), and this indicates that the 

agreement of the research sample members on the questions of this dimension was high. 

Question (3) obtained the highest arithmetic mean, as it reached (4.36842) and with a standard 

deviation of (0.98761), and this indicates that the level of answers was high to this question. 

 

4.3 Analytical aspect: Finding correlation and impact relationships between research 

variables 

4.3.1 Hypothesis 1: Correlation Analysis 

We will test the correlation relationships for the axes used in the research by extracting the 

values of the correlation coefficient (Pearson) between retrenchment on the morale of 

employees in general. 

H0: There is no significant correlation between retrenchment and the morale of employees. 

H1: There is a significant correlation between retrenchment and the morale of employees. 

By analyzing the data for the research variables, the results were reached through Table (9)  

 

Table 9 Correlations Result. 

 Correlations   

  Retrenchment Morale of 

employees 

Retrenchment Pearson 

correlation 

1 .880** 

Sig. (2-tailed) .000  

N 104  

    

Morale of employees Pearson 

correlation 

.880** 1 

Sig. (2-tailed) .000  

N 104  

**. Correlation is significant at the 0.01 level (2-tailed). 
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We note from the table (9) that the value of the correlation coefficient between the retrenchment 

and the morale of employees amounted to 0.88 a significant value (sig.=0.000) and this value 

is less than the significance level of 5% or 1% and thus leads to the rejection of hypothesis H0 

and the acceptance of hypothesis H1 and we conclude that there is a significant correlation 

relationship Between the retrenchment and the morale of employees. 

As for the sub-links, they are between each (administrative procedures, support program, 

selection criterion, communication channels, job security) and the morale of workers, 

according to Table (10) 

 

 

 

 

Table 10 sub–Correlations Result. 

    Retrenchment    

  Morale of 

employees 

Administrative 

procedures 

support 

program 

selection 

criteria 

communications 

channels 

job 

security 

 

 

 

Morale of 

employees 

Pearson 

correlation 

1 0.88 0.78 0.93 0.77 0.52 

Sig. (2-

tailed) 

 0.00 0.00 0.00 0.00 0.00 

N 104 104 104 104 104 104 

       

       

 

We note from Table (10) that the value of the correlation coefficient between the administrative 

procedures and the morale of the employees is 0.88, which is a significant value (Sig), which 

is less than the significance level of 5% or 1%, as well as between the support program and the 

morale of the employees amounted to 0.78, which is a significant value (Sig). It is less than the 

significance level of 5% or 1%, and the value of the correlation coefficient between the test 

standard is the morale of employees 0.93, which is a significant value (Sig), which is less than 

the level of significance of 5% or 1%, and the value of the correlation coefficient between the 

communication channels is the morale of employees 0.77, which is a value Significance (Sig), 

which is less than the significance level of 5% or 1%, and finally, the value of the correlation 

coefficient between the job security and the morale of employees is 0.52, which is a significant 

value (Sig), which is less than the significance level of 5% or 1%. 

 

4.3.2 Hypothesis 2: Impact analysis 

Here, the main hypothesis of the causal effect of the five axes (retrenchment) on the axis of 

employees morale will be tested according to the following hypothesis: 

H0: There is no significant effect of the five axes (retrenchment) on the morale of employees  

H1: There is a significant effect of the five axes (retrenchment) on the morale of employees 

 

The linear regression function was calculated and we got the following results according to 

Table (11) 
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Table 11 Represents the values of the coefficient of determination and the corrected 

coefficient of determination. 
 Model 

Summary 

   

Model R R Square Adjusted R 

Square 

Std. An 

error in the 

Estimate 

1 .888a 0.774 0.593 1.65521 

     

     

a. Predictors: (Constant), Administrative Procedures, Support program, Selection Criteria, 

Communication channels, and Job security 

     

 

Table (11) shows that the coefficient of determination was 0.774 and the corrected coefficient 

of determination was 0.59. This means that the linear regression model explained 77% of the 

total and remaining deviations due to other factors not included in this research. 

Table 12 Analysis of Variance (ANOVAa) 

  Model 

Summary 

   

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1    

Regression 

9.938 5 1.988 0.725 .000a 

Residual 13.699 5 2.740   

      Total 23.636 10    

      

         a. Dependent Variable: morale of employees 

         b. Predictors: (Constant), Administrative Procedures, Support program, Selection 

Criteria, Communication channels, and Job      security 

 

From Table (12) we notice that the value of F is 0.725, which is a significant value of Sig.=0.00 

at 5% and 1%, and this is evidence that the model is significant. Thus, based on the results that 

appeared in tables (11 & 12), the study reached the rejection of the H0 hypothesis and the 

acceptance of the H1 hypothesis, which states that there is a significant effect of the axes of 

retrenchment on the morale of employees. 

 

5. Conclusions 

This study argues to deepen our understanding of the relationship between retrenchment and 

employee morale. Specifically, this study aimed to investigate whether the effects of 

retrenchment on the morale of surviving workers were different in private banks. The 

researcher concluded from the study that the retrenchment in the private banks under 

consideration significantly affected the morale of employees. This was because since other 

workers have been laid off, the majority of surviving workers feel more trauma in the 

workplace. The study also concluded that the process of cutting costs had a significant impact 

on the job security of surviving workers. This is because, through the study, the majority did 
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not feel safe in the workplace and were given the opportunity, which led them to consider 

leaving for another opportunity elsewhere. 
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