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Abstract: Financial restructuring has become a strategic requirement for businesses in today's unstable business environment, 

especially in the Information Technology (IT) sector, which is extremely vulnerable to changes in the global economy, 

technological disruptions, and competitive pressures. Cost optimization, workforce rationalization, mergers and acquisitions, debt 

restructuring, and adjustments to compensation structures are all common components of financial restructuring. These actions 

have a substantial impact on employees' job security, motivation, trust, and general work engagement, even though they are 

intended to improve the organization's long-term sustainability and financial health. With an emphasis on factors like job 

satisfaction, employee morale, organizational commitment, perceived job security, and performance, this study investigates how 

financial restructuring affects workers in the IT industry. A structured questionnaire was used to gather primary data from 380 IT 

workers in companies affected by restructuring using a quantitative research design. Data analysis was done using statistical tools 

like regression analysis, correlation analysis, mediation testing, and descriptive statistics. The results show that financial 

restructuring significantly affects employee attitudes and behavior, with workload and job insecurity serving as the main sources 

of stress. However, it was discovered that the detrimental effects were lessened by open communication, equitable HR procedures, 

and employee support systems. The study emphasizes how important human resource management (HRM) is in striking a balance 

between employee welfare and financial recovery during restructuring initiatives.  

Index Terms - Financial Restructuring, IT Sector, HRM Practices, Organizational Commitment, Job Security, Job 

Satisfaction, and Employee Morale. 

I. INTRODUCTION  

Particularly in developing nations like India, the information technology (IT) sector has become a major force behind 

economic expansion, innovation, and job creation. However, the industry is extremely susceptible to shifting consumer 

demands, technological advancements, global economic cycles, and pricing pressures. Because of this, a lot of IT companies 

use financial restructuring as a calculated reaction to financial difficulties, diminishing profitability, or the need to increase 

operational effectiveness. Cost cutting, downsizing, wage restructuring, outsourcing, mergers and acquisitions, debt 

reorganization, and organizational structure modifications are all examples of financial restructuring. Although these tactics 

seek to increase shareholder value and financial stability, they frequently cause employees to feel anxious and stressed. 

Employee morale and performance can be negatively impacted by problems like fear of layoffs, increased workloads, salary 

freezes, and fewer opportunities for career advancement. Because the IT sector is knowledge-drive n and heavily dependent 

on human capital, employees are the company's most valuable asset. Negative effects on workers can have a direct impact on 

client satisfaction, productivity, innovation, and service quality. Therefore, it is essential for long-term organizational success 

to comprehend how financial restructuring affects the psychological and behavioural outcomes of employees. With a focus 

on job satisfaction, motivation, organizational commitment, and perceived job security, this study aims to examine how 

financial restructuring affects workers in the IT industry. 
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II. REVIEW OF LITERATURE 

Datta et al. (2020) In their investigation of the behaviour effects of corporate restructuring, encountered that cost-cutting and 

downsizing strategies dramatically lower employee trust and organizational commitment. According to their research, 

employees frequently perceive restructuring initiatives as indicators of organizational instability, which causes stress, 

anxiety, and disengagement. The study also showed that while transparent and consistent communication can partially 

restore trust and lessen resistance to change, ineffective communication during restructuring exacerbates negative employee 

reactions. 

Kumar and Suresh (2021) In an empirical study on restructuring practices in Indian IT firms,  found that employee stress 

levels significantly increased during restructuring phases. Increased workload pressure, role ambiguity, performance 

monitoring, and job insecurity were found to be significant stressors for workers. The study came to the conclusion that 

extended exposure to stress related to restructuring can undermine the intended benefits of restructuring by causing burnout, 

decreased job satisfaction, and increased employee turnover. 

Singh and Sharma (2022) The mediating function of HRM practices during organizational restructuring was investigated 

According to their research, HRM interventions like training, employee counselling, transparent leadership, and participatory 

decision-making greatly lessen resistance to change. The authors contended that when workers believe HR policies are just 

and encouraging, restructuring results are more favourable. In times of financial uncertainty, employee commitment and 

morale are maintained by aligning employee goals with organizational objectives through effective HRM practices. 

Patil and Kulkarni's (2023) Employee perceptions of fairness during financial restructuring and its effects on morale and 

retention were the main topics of study. According to their findings, employee attitudes are significantly influenced by 

procedural justice, distributive justice, and interactional justice. Workers are more likely to accept organizational changes 

and stick around if they think restructuring decisions are impartial and fair. On the other hand, dissatisfaction, turnover 

intention, and absenteeism all rise when people believe they are being treated unfairly. 

Brockner et al. (2020) The term "survivor syndrome" was first used in their study of the psychological effects of 

restructuring on surviving employees. According to their research, workers who stay after downsizing frequently feel 

anxious, guilty, and less motivated. The study highlighted how survivor syndrome has a detrimental impact on innovation, 

teamwork, and organizational citizenship behavior, especially in technology-driven organizations where cooperation is

 essential. 

 

Cascio and Wynn (2021) Restructuring without sufficient employee support mechanisms causes long-term harm to 

organizational culture, as noted According to their research, IT companies' ongoing restructuring cycles weaken employer 

branding and decrease employee loyalty. The authors advised businesses to invest in reskilling, mental health programs, and 

career development initiatives to strike a balance between financial goals and human sustainability. 

Sharma and Gupta's (2022) Employee engagement serves as a buffer against the detrimental effects of financial 

restructuring, according to analysis of restructuring in service-based industries. According to the study's findings, even in 

times of organizational crisis, engaged workers exhibit greater resilience, adaptability, and commitment. During 

restructuring, engagement levels were found to be significantly influenced by leadership style, communication quality, and 

trust. 

III. RESEARCH GAP 

Few empirical studies concentrate on employee-centric outcomes, especially in the IT sector, despite the fact that numerous 

studies have looked at financial restructuring from a financial and strategic perspective. The human aspect of restructuring is 

often overlooked in Favor of focusing on business performance, profitability, or shareholder value. Particularly in the Indian 

IT context, there are few thorough studies that examine the simultaneous effects of financial restructuring on employee 

morale, job satisfaction, job security, and organizational commitment. By combining financial restructuring with employee 

behavioural outcomes, this study aims to close this gap. 

IV. OBJECTIVES  

➢ To investigate the type and scope of financial restructuring procedures in the IT industry. 

➢ To examine how financial restructuring affects worker morale and job satisfaction. 

➢ To investigate how perceived job security and organizational commitment are affected by financial-restructuring. 

➢ To evaluate how HRM procedures can lessen the detrimental effects of financial restructuring on workers. 

V. HYPOTHESES 

H1: Employee job satisfaction is significantly impacted by financial restructuring. 

H2: Employee morale and perceived job security are adversely affected by financial restructuring. 

H3: Organizational commitment and financial restructuring are significantly correlated. 

H4: The relationship between financial restructuring and employee outcomes is substantially mediated by HRM practices. 
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VI. RESEARCH METHODOLOGY 

1. Research Design 

The study adopts a descriptive and causal research design using a quantitative approach. 

2. Data Collection 

Primary Data: Structured Questionnaire 

Secondary Data: Journals, company reports, websites, and published research articles. 

3. Sampling Technique 

Non-probability purposive sampling was used. 

Target population: IT employees working in organizations that have undergone financial restructuring. 

4. Sample Size 

Using Yamane’s formula: 

𝑛 =
𝑁

1 + 𝑁(𝑒)2
 

Assuming N = 10,000, e = 0.05 

Sample size = 385 respondents 

 

VII. DATA ANALYSIS  

Reliability Analysis 

Construct No. of Items Cronbach’s Alpha 

Financial Restructuring 5 0.82 

Job Satisfaction 4 0.86 

Employee Morale 4 0.84 

Job Security 3 0.80 

Organizational Commitment 4 0.88 

 

 

 

 

 

 

 

 

 

 

 

Interpretation: All constructs show good internal consistency (α > 0.7). All constructs recorded Cronbach’s Alpha values 

above the acceptable threshold of 0.70, confirming good internal consistency and reliability of the questionnaire. 
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Descriptive Statistics 

Variable Mean Standard Deviation 

Financial Restructuring 3.98 0.63 

Job Satisfaction 3.72 0.68 

Employee Morale 3.65 0.71 

Job Security 3.54 0.75 

Organizational Commitment 3.80 0.66 

HRM Practices 3.89 0.62 

 

 

 

 

 

 

 

 

 

 

 

 

Interpretation: Employees' perceptions of organizational restructuring initiatives are moderate, according to the mean score 

for financial restructuring. Lower mean values for morale and job security indicate that employees are experiencing 

psychological stress and uncertainty as a result of restructuring. On the other hand, comparatively higher mean values for 

HRM practices show that companies have worked to assist workers during reorganization. 

Correlation Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Note: p < 0.01 
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Satisfaction 

Employee 

Morale 

Job Security Organizational 

Commitment 

Financial 

Restructuring 

 

-0.61 

 

-0.58 

 

-0.69 

 

-0.55 

HRM Practices  

0.64 

 

0.62 

 

0.66 

 

0.71 

-0.61 -0.58
-0.69

-0.55

0.64 0.62 0.66 0.71

JOB SATISFACTION EMPLOYEE MORALE JOB SECURITY ORGANIZATIONAL 
COMMITMENT

Correlation Analysis

Financial Restructuring HRM Practices

http://www.ijcrt.org/


www.ijcrt.org                                                    © 2026 IJCRT | Volume 14, Issue 2 February 2026 | ISSN: 2320-2882 

IJCRT2602295 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org c644 
 

Interpretation: There is a strong negative correlation between financial restructuring and organizational commitment, job 

security, employee morale, and job satisfaction. Conversely, HRM practices show a strong positive correlation with all 

employee outcomes, suggesting that they play a crucial role in reducing the negative effects of restructuring. 

Multiple Regression Analysis 

Regression analysis was conducted to examine the predictive power of financial restructuring on employee outcomes. 

Model 1: Financial Restructuring → Job Satisfaction 

β = -0.58 

R² = 0.34 

F = 198.7, p < 0.001 

Model 2: Financial Restructuring → Job Security 

β = -0.64 

R² = 0.41 

F = 265.3, p < 0.001 

Model 3: Financial Restructuring → Organizational Commitment 

β = -0.55 

R² = 0.30 

F = 166.8, p < 0.001 

Interpretation: The regression results indicate that financial restructuring significantly predicts reductions in job 

satisfaction, job security, and organizational commitment. Among all outcomes, job security is the most strongly affected 

variable. 

Mediation Analysis: HRM Practices' Function 

The Baron and Kenny (1986) approach was used to test the mediating role of HRM practices between financial restructuring 

and employee outcomes. 

 Employee outcomes are greatly impacted by financial restructuring. 

 HRM practices are significantly impacted by financial restructuring (β = -0.49, p < 0.001). 

 Employee outcomes are significantly impacted by HRM practices (β = 0.67, p < 0.001). 

 The detrimental effects of financial restructuring on employee outcomes are mitigated when HRM practices are 

incorporated into the model. 

VIII. Findings  

The major findings of the study are summarized as follows: 

 Financial restructuring is widely prevalent in the IT sector and is perceived by employees as a significant 

organizational change affecting their work environment and career stability. 

 Financial restructuring has a significant negative impact on employee morale and job satisfaction, leading to 

increased stress, disengagement, and emotional exhaustion. 

 Job insecurity emerged as the most critical concern among IT employees during restructuring phases, particularly 

among younger employees and middle-level managers. 

 Organizational commitment declines when restructuring decisions are perceived as unfair, biased, or inadequately 

communicated. 

 Transparent communication and participative leadership significantly reduce employee resistance to restructuring 

initiatives. 

 HRM practices play a crucial mediating role in mitigating the negative effects of financial restructuring on 

employees. 

 Demographic variables such as age, experience, and job level influence employees’ perception of restructuring and 

its consequences. 

 Poorly managed restructuring indirectly affects organizational performance through reduced productivity, 

innovation, and collaboration. 
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IX. Suggestions 

 To minimize employee resistance and uncertainty during financial restructuring, IT organizations should implement 

timely and transparent communication.  

 Fair evaluation system, counselling, and reskilling are examples of employee-centric HRM practices that should be 

reinforced. • When it comes to layoffs, redeployment, and pay adjustments, management must make sure that 

decisions are made fairly and ethically.  

 To maintain morale during restructuring, leadership should prioritize employee engagement and emotional support.  

 Responsible restructuring techniques that strike a balance between employee welfare and financial stability should 

be promoted by policymakers. 

X. Conclusion 

The study comes to the conclusion that financial restructuring has significant effects on workers in the IT industry even 

though it is necessary for organizational survival and competitiveness. The results unequivocally show that restructuring is a 

human-centered process that directly impacts employees' psychological health, work attitudes, and organizational 

commitment rather than just being a financial or strategic endeavour. 

Workers view financial restructuring as a time of uncertainty characterized by diminished career prospects, increased 

workload, and job insecurity. These perceptions weaken organizational loyalty, lower morale, and lower job satisfaction if 

they are not properly managed. Such results can seriously jeopardize long-term organizational success in a knowledge-driven

 sector-(IT). But the study also shows that financial restructuring's detrimental effects are not unavoidable. Employee 

involvement, ethical leadership, open communication, and effective HRM procedures all greatly lessen resistance to change 

and promote trust. A company's chances of achieving a sustainable financial recovery while retaining talent and preserving 

organizational stability are higher when it takes an employee-centric approach-to-restructuring. Therefore, the study supports 

the notion that to guarantee both economic viability and employee well-being, financial restructuring and human resource 

management must be strategically aligned. 
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