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ABSTRACT 

In the rapidly changing digital environment, organisations within the Information Technology 

(IT) industry are increasingly seeing human resources as a crucial factor in maintaining 

competitive advantage.  This study examines the strategic alignment between human resource 

management (HRM) practices and IT-driven organisational objectives, highlighting the need 

of rightsizing and talent optimization.  In contrast to conventional shrinking, rightsizing 

emphasizes the reorganization of the workforce to align with advancing technology 

requirements, increase agility, and foster creativity.  The research emphasizes the role of skill 

enhancement, employee involvement, and flexible workforce planning in fostering increased 

productivity and organisational resilience.  It also analyses the pivotal function of HR 

analytics and digital instruments.  The results indicated that organisations that priorities 

continuous learning, agile team frameworks and data-informed HR strategies are more adept 

at addressing market upheavals, retaining elite talent, and surpassing competitors.  

Furthermore, cultivating a culture of creativity and adaptation among employees enhances 

organisational competencies and facilitates sustained success.  The study suggests that the 

strategic management of human resources, in conjunction with IT infrastructure and business 

objectives, is crucial for operational efficiency and attaining a sustained competitive 

advantage. 
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INTRODUCTION 

The study indicates that the quality of interactions, influenced by the tone and perspective 

exhibited by leadership, impacts employee stress levels. Management that communicates 

empathetically, responds appropriately, and demonstrates authentic concern for employee 

issues may facilitate the rightsizing process, making it less burdensome for companies while 

fostering a favorable sentiment among employees who feel valued. Conversely, many 

communication techniques deemed inadequate are likely to elevate stress levels and reflect a 

detrimental work environment, characterized by ambiguous communication, insufficient 

information, or patronizing tones. It furthermore offers an overview of assistance about 

communication support methods. In addition to good communication, counseling services, 

job transition services, and stress management services can be offered to employees to 

mitigate stress.  

An analysis of organisational transformation centered on rightsizing, organisational stress, 

and the critical role of communication in leadership for managing these impacts. Rightsizing, 

the process of adjusting personnel to align more effectively with organisational objectives, is 

seen as stressful mostly due to its disruptive nature, which introduces uncertainty. The study 

primarily examines the impact of deliberate interpersonal communication on employee stress 

and psychological functioning during the rightsizing process. The research indicates that 
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organisational change, particularly rightsizing, leads to heightened work-related stress among 

employees. This stress is mostly ascribed to job uncertainty, alterations in job responsibilities, 

and the potential modification of working circumstances to more demanding tasks. The study 

reveals that work organization is fraught with significant emotional and psychological stress, 

which can adversely affect employee job satisfaction, overall productivity, and well-being. 

The study indicates that a significant aspect of stress-free environments is a crucial element 

of effective communication in right-sizing initiatives. This mitigates ambiguity as employees 

have prompt information on the necessity of rightsizing, the expectations of the process, and 

its potential impact on them. When employees understand the need for change and are told of 

its timing, their degree of anxiety diminishes. The study established that communication is 

inherently bidirectional. When the employee can articulate his worries and reflect on or 

address enquiries, it imparts a sense of control over circumstances. This engagement may 

effectively reduce participants' feelings of hopelessness while enhancing their experience of 

procedural fairness, so alleviating stress. An unequivocal and compassionate approach, 

coupled with fundamental support, may aid employees in managing the stress induced by the 

rightsizing process and will facilitate the acceptance of changes. 
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BACKGROUND OF THE STUDY 

The worldwide adoption of rightsizing as an effective method for managing human capital to 

effectively address present and future requirements has transpired within the contemporary 

organisational landscape. Downsizing often refers to reducing the workforce, whereas 

rightsizing include restructuring, simplifying, and maybe recruiting for roles that align more 

closely with an organization's objectives. The significance of Human Resource (HR) 

procedures in this process is paramount, as they facilitate talent retention, maintain employee 

morale, and assure organisational compliance with legal and ethical standards. The initial 

activity in rightsizing involves integrating effective workforce planning across the 

organization and aligning human resources with the business's strategic vision. Organisations 

and their HR experts involve senior management in identifying essential roles and those that 

may be eliminated or merged. This alignment facilitates the cultivation and enhancement of 

the requisite human resources for the future organisation. This may imply that, on a 

worldwide scale, it might involve not just reducing workers in certain regions but also 
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expanding operations in others where market growth is anticipated. During organisational 

rightsizing, the process of downsizing an organization, HR encounters several problems due 

to various legal and ethical considerations that are specific to each nation. European 

legislation has stipulations that provide far greater protection to workers compared to that 

afforded by US or certain Asian laws. It is imperative for HR departments to adhere to the 

legal stipulations of their respective countries about layoffs, severance, and employee rights. 

Nonetheless, ethical considerations must not be disregarded, since their mismanagement can 

result in reputational damage and staff demoralization.  

NEW MILLENNIUM: SURVIVORS OF CORPORATE DOWNSIZING 

In the new century, competition and organisational change have reached unprecedented 

levels; thus, organisations adopt downsizing strategies to enhance efficiency and reduce 

costs. While much focus is often directed towards job losses resulting from downsizing, 

greater emphasis should be placed on survivor syndrome, which affects the employees who 

remain post-downsizing. These survivors serve as significant factors in the future 

development of the organization. Experience, morale, and productivity significantly influence 

a company's capacity to navigate post-downsizing challenges and achieve favourable future 

returns. The challenges of managing survivors of organisational downsizing in the new 

century encompass psychological impacts, motivation enhancement, morale improvement, 

re-establishment of duties, and the reinforcement of organisational resilience and flexibility. 

Supportive measures, recognition, and a clear goal may aid organisations in navigating the 

challenges of downsizing and foster a more resilient and productive workforce. Effective 

management of survivors aids to the restoration of organisational stability and establishes a 

framework for the company's future progress, competitiveness, and sustainable development. 

Internal stimulus may encompass the necessity to enhance organisational productivity, to 

optimise expenses following prior expansion stages, or to rectify issues related to worker 

over-projection. Some may need to reduce their workforce as a means of safeguarding 

themselves against external problems, like an unfavourable economic climate, market 

dynamics, or industry shifts. The authors assert that comprehending these factors is essential 

for implementing effective reduction methods aligned with the organization's objectives and 

the external environment. 

Chart: 2 

 

 



National Research Journal of Human Resource Management  ISSN No: 2394-059X (Print) 

Volume No: 10, Issue No: 1, Year: 2023 (January-June)  Peer Reviewed & Refereed Journal 

PP: 81-90  National Research Journal 

Published By: National Press Associates Page 84 

Website: www.npajournals.org 

DEMONSTRATING PERSONAL COMPETITIVE ADVANTAGE  

During rightsizing, as organisations modify their workforce, personal competitive advantage 

becomes crucial for individuals seeking to excel and gain favour with their employers.  

Rightsizing is the reconfiguration of organisational structure to need a reduced workforce 

while simultaneously requiring alterations in personnel capabilities.  Although this procedure 

may be arduous, it necessitates that workers capitalize on every chance to prominently 

showcase their abilities, suggested plans, and other initiatives, as well as to present these 

skills or ideas in a relevant context.  The crucial stage is to determine which abilities to 

highlight and which achievements to priorities in order to demonstrate the existence of a 

personal competitive advantage.  This necessitates the modification of CVs and other 

professional profiles, emphasizing job-related experiences that showcase abilities and 

accomplishments aligned with the company's current goals.  Employees must diligently 

maintain a record of all their contributions, encompassing completed projects, cost-saving 

initiatives, and ideas that have positively impacted the organization.  Incorporating particular 

numerical indicators into these outcomes boosts their credibility for senior management and 

serves as evidence of the intervention's usefulness.  A further strategic approach involves 

leveraging individual and team efforts to attain organisational goals.  Employees must be 

informed on the company's vision, strategy, and key initiatives.  Understanding these 

priorities allows individuals to further their agendas and illustrate how their actions benefit 

the organization.  When a corporation pursues digital transformation, candidates with prior 

experience in leading digital initiatives or possessing understanding of emerging technologies 

should highlight this expertise.  Consequently, the candidate seeks to demonstrate alignment 

with the organization's objectives, since this not only validates the employee's value but also 

reflects concern for the company's performance.  Absence management significantly 

contributes to the development of individual competitive advantage.  In this instance, 

communication is essential to demonstrate a good interaction process.  An exemplary practice 

is to cultivate a culture in which employees must justify their actions, ideally at assessment 

sessions or meetings with their supervisors.  This method enhances their professional 

competencies and positions them as valuable team members capable of addressing future 

challenges.  Finally, a positive attitude and dedication must be evident among the personnel 

during the rightsizing process.  Significant factors that exert considerable influence 

encompass transforming states and the status quo, demonstrating adaptability, and exhibiting 

a willingness to accommodate new responsibilities.  Employer acceptance of change and 

optimism reflect dedication in an unpredictable organisational context and success amid 

transformation.  Self-branding during rightsizing involves demonstrating one's value to the 

organization, aligning closely with its objectives, routinely updating superiors, maintaining a 

robust network, committing to lifelong learning, and exhibiting a positive demeanour at 

work.  

 HARMONIZING ORGANISATIONAL EXPANSION AND EFFICIENCY 

 Strategic staffing is a systematic approach to managing an organization's human resources, 

aimed at assuring efficiency and alignment with long-term business strategy.  Unlike 

downsizing, which focuses on reducing personnel to decrease overhead costs, rightsizing 

encompasses a broader perspective on organisational activities, including restructuring, 

resource reallocation, and potentially augmenting expenditures to attain sustainable 

development objectives.  The major goal is to get an adequate and diversified personnel for 

existing organizational requirements and prospective strategic objectives.  Evaluating the 

organization’s current people resources and their alignment with the company goal is 

essential in the strategic rightsizing process.  It necessitates comprehension of external 
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chances for future growth, identification of critical jobs for the company's ongoing 

development, and assessment of any redundant roles or skill deficiencies.  HR specialists 

maintain alignment with senior management to develop a personnel strategy that includes 

identifying staff reductions, transfers, and conversions.  Thus, essential human capital is 

retained inside the organization and must be adequate to guarantee robust performance in the 

forthcoming years.  

 An essential aspect of rightsizing is to guarantee that the process is executed transparently 

and that communication is optimized.  Thus, the morale of employees impacted by layoffs 

due to restructuring may be maintained by the use of clear and honest communication.  This 

is particularly applicable in a global corporate setting where culture affects the interpretation 

of messages.  Human Resources must modify the communication approach to accommodate 

various cultural contexts to elucidate the rationale behind the changes, the anticipated 

outcomes for the organization, and the support measures available to staff.  Legal and ethical 

considerations are paramount during the rightsizing process.  Variations in labour laws and 

practices on layoffs, severance, and employee rights occur among countries.  Human 

Resources professionals must navigate these difficulties to ensure complete compliance and 

avoid any legal repercussions.  A crucial element of strategic rightsizing is the competence to 

maintain staff morale during the restructuring process.  The existence of unclear conditions 

would induce anxiety and worry among some employees, thereby adversely affecting the 

overall performance of the organization.  The role of HR is to sustain and improve the work 

environment to ensure that workers feel valued and secure.  This can be accomplished 

through updates, the provision of feedback opportunities, or the execution of measures that 

demonstrate the company's commitment to its employees.  The issue of talent management is 

also significant; therefore, retaining staff through retention bonuses or incentives, as well as 

career advancement plans, development programs, and pathways, is essential.  

 RESEARCH GAP 

Although considerable research has been undertaken regarding the impact of human resource 

management (HRM) on organisational performance, a notable deficiency persists in 

comprehending how strategic HR practices directly foster competitive advantage in the fast-

paced and ever-changing Information Technology (IT) landscape.  Most current studies 

concentrate on generic HR tasks like recruiting, training, and performance management, 

failing to sufficiently examine how these roles must evolve in response to technology 

advancements, digital transformation, and automation.  The notion of "rightsizing," which 

differs from conventional downsizing, has garnered scant academic scrutiny, especially 

regarding its strategic implementation for workforce optimization in technology-driven 

enterprises.  Limited empirical research investigates the effective implementation of 

rightsizing to achieve a balance between cost-efficiency, creativity, and employee 

engagement.  Furthermore, the use of HR analytics and digital instruments in labor planning 

is a nascent field, without adequate proof connecting it to sustained competitive results.  This 

research seeks to address these deficiencies by examining how Human Resource 

Management, when properly matched with Information Technology objectives, might 

provide enduring competitive advantage.  This research offers new perspectives on the 

changing function of human resources in the IT sector by emphasizing rightsizing, agile 

talent frameworks, and data-informed decision-making. 

 

 



National Research Journal of Human Resource Management  ISSN No: 2394-059X (Print) 

Volume No: 10, Issue No: 1, Year: 2023 (January-June)  Peer Reviewed & Refereed Journal 

PP: 81-90  National Research Journal 

Published By: National Press Associates Page 86 

Website: www.npajournals.org 

RESEARCH PROBLEM 

In the modern Information Technology (IT) environment, organisations encounter mounting 

pressure to maintain competitiveness due to swift technical progress, changing market needs, 

and growing worker expectations.  Human resource management (HRM) has become an 

essential facilitator of organisational agility and innovation.  Many IT organisations, 

however, encounter difficulties in properly aligning their human resource strategy with 

evolving business objectives.  Conventional personnel strategies like downsizing and fixed 

recruiting patterns frequently do not satisfy the demands of a rapidly evolving and 

innovation-oriented landscape.  The strategic process of "rightsizing," which involves 

optimizing the workforce by aligning roles, skills, and structures with organisational 

objectives, is frequently misunderstood or inadequately implemented.  These outcomes lead 

to talent mismatches, diminished employee morale, and forfeited competitive possibilities.  

Furthermore, there is an absence of empirical data about how rightsizing, when facilitated by 

digital HR tools and analytics, may yield a sustainable competitive advantage in the IT sector.  

The lack of a systematic framework for aligning HR strategy with IT capabilities intensifies 

the difficulty.  Consequently, there is a need to examine how human resource techniques, 

including rightsizing and workforce optimization, may be effectively executed to foster 

innovation, flexibility, and sustained organisational performance within the IT sector. 

RESEARCH OBJECTIVES 

1. To examine the influence of key human resource factors—such as rightsizing, 

learning and development, and HR analytics—on sustaining competitive advantage in 

the IT sector. 

2. To analyze the factors influencing Human Resources in the IT Environment 

ANALYSIS, FINDINGS AND RESULTS 

Information age or digital era has changed the modus operandi of the firms where change has 

become the new normal. Rightsizing, the act of modifying an organization’s staff in order to 

fit its strategic plan, has therefore assumed considerable importance in this respect. So unlike 

the past strategic process of focusing merely on costs and cutting down the number of 

employees, which is known as downsizing, rightsizing in this era of digital focus is a 

sophisticated one that tries to strike a plus and minuses equipoise between optimization of the 

workforce and new technologies and digital skills. This strategy keeps an organization on its 

toots, effective and inventive when it comes to the use of the short and small world we live 

in, thanks to the digital environment. A significant reason for rightsizing during the digital 

process of change is re skilling the human capital to fit the new status quo. With companies 

leveraging new technologies seeking to adopt newer and progressive technologies such as 

artificial intelligence, machine learning, and cloud computing, data analytics and other 

technologies the human resource demand also moves in the same direction. This means that 

origination may be forced to cut back on roles that are being rendered irrelevant by 

automation or changes in business processes, not to mention investing correspondingly more 

in talent that fits the digital economy. This is sometimes done by promoting from within the 

company or retraining the existing human resource to meet new requirements in the course of 

operation. The second important aspect of rightsizing in the context of the emerging new 

economy is the company’s organizational restructuring. Digitalization often means a re-

organization of established norms of operations, management and reporting in the 

organisation. These changes may result in consolidation of overlapping organizational units 

or teams and generation of new positions that enhance a digital transformation initiative. It is 
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in the process of achieving a more effective organizational structure in order to meet the 

irregular fluctuations in the market environment as well as the new technologies that 

advances every now and then. Due to the importance of rightsizing as one of the critical 

success factors in organization digital transformation, both the communication process and 

change management are keys to success.  

Table 1: Factors influencing Human Resources in the IT Environment 

Factors Mean 
Std. 

Deviation 
Mean Rank 

Technological Advancements 2.68 0.687 3.64 

Talent Acquisition and Retention 3.01 1.210 3.48 

Rightsizing and Workforce Optimization 3.83 1.126 4.71 

HR Analytics and Data-Driven Decision Making 3.28 0.867 3.30 

Organizational Culture and Leadership 2.62 1.145 4.53 

Learning and Development (L&D) 3.70 1.092 3.22 

Remote and Hybrid Work Models 3.46 1.078 4.15 

The analysis of factors influencing human resources in the IT environment reveals insightful 

trends regarding their relative importance in driving sustained competitive advantage. 

Rightsizing and Workforce Optimization emerged as the most influential factor, with the 

highest mean score (M = 3.83) and the top mean rank (4.71), indicating its central role in 

aligning human capital with strategic IT goals. Learning and Development (L&D) also 

ranked highly (M = 3.70; Mean Rank = 3.22), highlighting the need for continuous skill 

enhancement in a rapidly changing technological landscape. Remote and Hybrid Work 

Models scored moderately high (M = 3.46; Mean Rank = 4.15), reflecting the growing 

relevance of flexible work structures in the post-pandemic IT workplace. Conversely, 

Organizational Culture and Leadership received a lower mean score (M = 2.62) but a 

surprisingly high rank (4.53), suggesting it may be underrated in perceived importance yet 

plays a significant role in practice. Technological Advancements and HR Analytics had 

moderate scores, indicating that while essential, they may be viewed as support mechanisms 

rather than primary strategic levers. Overall, the findings emphasize the critical need for 

strategic workforce alignment, investment in upskilling, and flexible work policies to 

maintain a competitive edge in the IT sector. 
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Graph: 1 

 

Table 2: Test Statistics 

No. of. Respondents 200 

Kendall's W 0.064 

Chi-Square 321.487 

difference 6 

Asymp. Sig. 0.000 

   

To assess the level of agreement among respondents regarding the relative importance of the 

identified human resource factors in the IT environment, Kendall’s Coefficient of 

Concordance (W) was calculated. The analysis, conducted on a sample size of N = 200, 

yielded a Kendall’s W of 0.064, indicating a low level of agreement among respondents in 

ranking the factors. However, the associated Chi-Square value of 321.487 with 6 degrees of 

freedom is statistically significant (Asymptotic Significance = 0.000), suggesting that the 

differences in rankings are not due to chance and are statistically meaningful. This implies 

that although the consensus is weak, the variation in respondents' perceptions of the 

importance of different HR factors in sustaining competitive advantage in the IT environment 

is significant and noteworthy. The findings reinforce the complexity of human capital 

challenges in IT, where diverse organizational contexts and individual priorities may 

influence how different HR strategies are valued. 
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DISCUSSION 

Change can cause workers to feel uneasy on several areas, particularly when it affects their 

roles or responsibilities.  In this context, every manager must articulate the rationale for the 

change, the anticipated general advantages, and the specific modifications suggested to both 

employees and the public.  Training and career transition services mitigate employee 

apprehension around transitions by providing support.  It is essential to adhere to legal and 

ethical considerations in rightsizing as well.  Organisations must comprehend and comply 

with the many legal regulations applicable to their operations, which vary by location and 

nation.  Moreover, ethical considerations such as fairness and equity should underpin 

decisions about personnel.  This is particularly true in an organization that functions across 

many locations, where employees possess diverse cultural expectations for equity and justice.  

Several critical imperatives associated with rightsizing during digital transitions are 

financially sensitive.  Immediate expenses may encompass larger severance payouts, 

subsequent retraining, and investments in new technology; however, these costs may 

ultimately be offset by enhanced efficiency, productivity, and competitive advantage.  A 

versatile, streamlined, and proficient workforce capable of comprehending and utilising 

technology may aid organisations in minimizing operational expenses, enhancing customer 

pleasure, and producing money through new goods and channels. 

CONCLUSION 

The study’s findings highlight the essential function of human resource strategies in 

empowering IT organisations to attain and maintain competitive advantage in a swiftly 

changing digital environment.  Among the criteria analysed, rightsizing and workforce 

optimisation proved to be the most significant, underscoring the necessity of proactively 

aligning human resources with organisational objectives and technical requirements.  

Learning and development (L&D) was identified as extremely critical, underscoring the 

continual necessity for skill advancement in a sector where innovation and adaptation are 

essential.  Although technical improvements and HR analytics facilitate the implementation 

of efficient HRM strategies, their middling rankings indicate that organisations may still 

underutilize these tools or perceive them as ancillary rather than integral to strategic planning.  

Organisational culture and leadership garnered a comparatively lower mean score, however 

rated high in influence, suggesting a disparity between perceived worth and actual impact.  

The statistical analysis, encompassing Kendall’s W and Chi-Square tests, indicated a minimal 

degree of concordance among respondents, implying divergent organisational viewpoints and 

priorities in the execution of HR strategy.  The statistically significant results affirm that 

these variances are substantial and indicative of varied operating realities within the IT sector.  

In conclusion, organisations within the IT sector must embrace a more comprehensive and 

data-informed strategy for human resource management.  Emphasising workforce 

optimisation, ongoing education, and adaptable work structures, while utilising analytics and 

cultivating a robust organisational culture, may enhance sustained performance and 

creativity.  As competition escalates and digital transformation advances, the strategic 

alignment of HR practices with business and technical goals will be a crucial determinant of 

sustained success. 
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