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Linked to this is the importance of participation. An 

environment that allows for the voice of the workforce to 

be heard, both collectively and individually, contributes to 

a greater emphasis on citizenship both at work and 

beyond. Trade unions, for example, are important in 

developing a more open debate, and allow individuals to 

communicate and rationalise within and beyond the 

sphere of work. The need to negotiate and consult 

regarding redundancy is important, but creating a culture 

of dialogue can also extend the understanding and 

abilities of a workforce. It is this factor that is often 

ignored in the ‘macho’ debates on restructuring and 

change, which assume that one core manager has all the 

answers and does not need to engage with the workforce 

on such matters. The evidence suggests from countless 

sources that, in contexts such as Germany or Sweden, 

the role of dialogue and systematic discussion contributes 

to a more rounded and balanced approach to the subject. 

Professor David Guest, of King’s College London, has 

argued that there are many virtues to stability and 

coherence. A skilled, knowledgeable and settled 

workforce results from attempts to sustain the best 

possible commitment to employment stability. The role of 

change is not denied; however, the loss of skills, loyalty, 

commitment and knowledge about the organisation are 

common and often serious outcomes of restructuring and 

downsizing.  

What is more, the nature of management today in 

contexts such as the UK and the USA is often short-term: 

the intention of a new manager is to join a firm, reduce its 

size, then leave, adding another line to the manager’s CV 

on what he/she did there and not even consider the 

impact and consequences of these sweeping actions. The problem ultimately is that, in an age of unethical 

restructuring, we see a management class with less and less commitment to the organisations it is employed by, 

because it knows it will be gone by the time its mistakes become apparent.      

Research is increasingly pointing to the need to be more sceptical and critical of the way restructuring is 

approached.  The causes of restructuring are not often clear, and the way it is conducted is normally quite 

damaging to the economic and social context.   Firms appear to simply offload their workforce onto society having 

not prepared them, trained them and participated in generating more able and skilled citizens.  


