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PREFACE 
 

 
Each year in April, members of the International Academy of Business Disciplines 

(IABD) and invited guests come together to share their research and ideas – to explore thoughts 
with other academics, business leaders, policy makers, and students. This internationally refereed 
publication is a glimpse into that research. It has been our pleasure as Editors to work with the 
authors whose work appears in this issue of the Business Research Yearbook and the active track 
chairs who have encouraged them along the way. 

 
We are truly an international body with members traveling from, England, Spain, the 

Middle East, India, Japan, China, and other countries worldwide to join us in personal, 
community, and world growth. The objectives and far-reaching visions of the IABD have created 
interest and excitement. We have evolved into a strong global organization due to the immense 
support of many dedicated individuals and institutions. 

 
The International Academy of Business Disciplines is a worldwide, non-profit 

organization established to foster and promote education in all of the functional and support 
disciplines of business. The objectives of IABD are to stimulate learning and understanding and 
to exchange information, ideas, and research studies from around the world. The Academy 
provides a unique global forum for professionals and faculty in business, communications, and 
other social science fields to discuss common interests that overlap career, political, and national 
boundaries. IABD creates an environment to advance learning, teaching, research, and the 
practice of all functional areas of business.  

 
The Business Research Yearbook is published to promote cutting edge research. We 

thank the Board of Directors of the International Academy of Business Disciplines for their 
dedication to the advancement of knowledge. 

 
Margaret A. Goralski 
H. Paul LeBlanc III 
Marjorie G. Adams 



ii

 
 

INTERNATIONAL ACADEMY OF BUSINESS DISCIPLINES  
2011 REVIEWERS 

 
 

Ahmad Tootoonchi, Frostburg State University 

Amiso M. George, Texas Christian University 

Antonio Noguero, University of Barcelona 

Azam N. Foda, Decizens, Inc. 

Becky McDonald, Ball State University 

Bonita Dostal Neff, Valparaiso University 

Cheryl O. Brown, University of West Georgia 

Chulguen Yang, Southern Connecticut State 

University 

Chun-Sheng Yu, University of Houston-Victoria 

Dale Steinreich, Drury University 

Daniel W. Smith, Penn State University at Beaver 

Darwin L. King, St. Bonaventure University 

David Zoogah, Morgan State University 

Diane Bandow, Troy University 

Durriya H. Z. Khairullah, St. Bonaventure University 

Enric Ordeix-Rigo, Ramon Llull University 

Erich B. Bergiel, University of West Georgia 

Felix Abeson, Coppin State University 

Firhana Saifee, Western University 

Habte-Giorgis, Berhe Rowan University 

Hakan Altintas, Uludag University, Turkey 

Harold W. Lucius, Rowan University 

J. Gregory Payne, Emerson College ,  

Jeff Rooks, University of West Georgia 

John C. Tedesco, Virginia Polytechnic Institute and 

State University 

John Mark King, East Tennessee State University 

June Lu, University of Houston-Victoria 

Kathy Kabbani, California State University - Fresno  

Kayong Holston, Ottawa University 

Louis K. Falk, University of Texas at Brownsville 

Majidul Islam, Concordia University 

Margaret A. Goralski, Quinnipiac University  

Marjorie G. Adams, Morgan State University 

Marty Mattare, Frostburg State University 

Michael J. Mitchell, International School of 

Management, Paris  

Mike Monahan, Frostburg State University 

Mohammad Bsat, National University 

Mohamed Khalil, Kennedy School of Government, 

Harvard University 

Nathan Austin, Morgan State University 

Omar M. Al Nasser, University of Houston-Victoria 

Omid Nodoushani, Southern Connecticut State 

University 

Paul A. Fadil, University of North Florida 

Paul. B. Gwamna, Iowa Wesleyan College 

Bisi Gwamna, independent editor and consultant, 

Iowa 

Spencer Kimball, Kimball and Associates 

Steve Ugbah, California State University- East Bay 

Stevina Evuleocha, California State University - East 

Bay 

Philemon Oyewole, Howard University 

Philip Fuller, Jackson State University 

Rabiz N. Foda, Hydro One Networks, Inc. 

Raquel Casino, Independent Communications 

Professional  

Robert Page Jr., Southern Connecticut State 

University 

Samantha R. Dukes, University of West Georgia 

Shakil M Rahman, Frostburg State University  

Talha Harcar, Penn State University at Beaver 

Tricia Hansen-Horn, University of Central Missouri 

Wafa Elgarah, Al Akhawayn University, Morocco 

Zahid Y. Khairullah, St. Bonaventure University 

Ziad Swaidan, University of Houston-Victoria 



iii

TABLE OF CONTENTS

CHAPTER 1:	 ACCOUNTING HISTORY........................................................................ 1

The CPA Exam – Past and Future
	 P. Michael Moore, University of Central Arkansas........................................................ 2

The Annual Report and Corporate Social Responsibility
	 Annette Hebble, TUI University
	 Vinita Ramaswamy, University of St. Thomas............................................................... 9

CHAPTER 2:	 ADVERTISING AND MARKETING COMMUNICATION............... 15

Social Networks - The Dark Side 
	 Hy Sockel, DIKW Management Group
	 Louis K. Falk, University of Texas at Brownsville...................................................... 16

Travelers’ Perceptions of Tennessee: It’s a Rocky Top State (Of Mind)
	 Lisa Fall, University of Tennessee
	 Charles A. Lubbers, University of South Dakota......................................................... 22

Adaptive Selling in the Public Arena:  An Exploratory Investigation
	 George A. Kirk, Southern University
	 Richard L. McCline, Southern University 
	 George M. Neely, Sr., Southern University.................................................................. 29

A Critical Theoretical Exploration of Municipal Budgets as Marketing Tools
	 Staci M. Zavattaro, University of Texas at Brownsville............................................... 36

CHAPTER 3:	 APPLIED MANAGEMENT SCIENCE & DECISION SUPPORT
	 SYSTEMS.................................................................................................. 42

Economic Evaluation of Renewable Energies in Iranian Power Plant Industries Utilizing 
Merit Rate Method
	 Seyed Mohammad Seyedhosseini, Islamic Azad University
	 Sarah Yousefi, Iran University of Science and Technology.......................................... 43
 
An Information Systems Encounter with the Six Sigma Method
	 Roger L. Hayen, Central Michigan University............................................................. 48

Ethical Decision Making Among Addicted and Non-Addicted Internet Users
	 Kimberly S. Young, St. Bonaventure University
	 Carl J. Case, St. Bonaventure University..................................................................... 55



iv

A Hybrid Fuzzy Mathematical Programming - Fuzzy ANP Model for R & D Project
Portfolio Selection
	 S.M. Seyedhosseini, Iran University of Science and Technology
	 S.M. Ghoreyshi, Iran University of Science and Technology...................................... 62
  
CHAPTER 4:	 COMMUNICATION AND TECHNOLOGY......................................... 70

A Web-based Multilingual Meeting System: Breaking The Language Barrier
	 Milam Aiken, University of Mississippi
	 John Wee, University of Mississippi
	 Mahesh Vanjani, Texas Southern University................................................................ 71

Daimler’s Bribery Crisis: A Casuistic Analysis of Daimler’s Online Crisis Communication
	 Roxana Maiorescu, Purdue University......................................................................... 77

Public Relations and Technological Advances: Consumers And An EcoCAR Campaign
	 Rachel Dobroth, Virginia Tech
	 Kaitlyn Redelman, Virginia Tech
	 John C. Tedesco, Virginia Tech.................................................................................... 83

Developing NFC Based Applications and Services: Innovation and Research Directions
	 Ángeles Sandoval Pérez, University of Vigo
	 Irene Garrido Valenzuela, University of Vigo
	 Paloma Bernal Turnes, University Rey Juan Carlos..................................................... 89

CHAPTER 5:	 COMPUTER INFORMATION SYSTEMS............................................ 96

Balancing Between Using Open Source and Commercial Software in a Technology Program
	 Azad Ali, Indiana University of Pennsylvania............................................................. 97

Prediction of Customer Behavior on RFMT Model Using Artificial Neural Networks
	 Qeethara Kadhim Al-Shayea, Al-Zaytoonah, University of Jordan
	 Ghaleb Awad El-Refae, Al-Zaytoonah, University of Jordan.................................... 103

CHAPTER 6:	  CROSS CULTURAL COMMUNICATION........................................ 109

A Research Model for Multilingual Electronic Meeting Systems 
	 David Pumphrey, University of Mississippi
	 Milam Aiken, University of Mississippi
	 Mahesh Vanjani, Texas Southern University.............................................................. 110



v

Analysis of the Effectiveness of Corporate Responsibility as a PR Strategy
by Catalan Soccer Team Clubs 
	 Xavier Ginesta, University of Vic
	 Enric Ordeix, Ramon Llull University....................................................................... 116
	
Western Europe’s Mystification of Turkey and “The Turks”
	 Raquel Casino, Independent Communications Professional...................................... 122

CHAPTER 7:	 CROSS CULTURAL MARKETING.................................................... 128

Review of Culture and Materialism
	 Ziad Swaidan, University of Houston-Victoria.......................................................... 129

Problems of Counterfeit International Pharmaceutical Products
	 Branko Cavarkapa, Eastern Connecticut State University
	 Michael G. Harvey, University of Mississippi & Bond University (Australia)......... 135

CHAPTER 8:	 ECONOMICS.......................................................................................... 142

Customers’ Demand Aversion to Polluting Product and Firms’ Output/Pricing Decision
	 Muhammad Rashid, University of New Brunswick
	 Basu Sharma, University of New Brunswick
	 Muhammad Jamal, Concordia University.................................................................. 143

P/E Ratio as a Market Timing Indicator for Twenty-Year Periods
	 Gary L. DeBauche, Drury University
	 Rodney A. Oglesby, Drury University........................................................................ 149

CHAPTER 9:	 ENTREPRENEURSHIP AND SMALL BUSINESS............................ 157

A Comparative Study on Native-Born and Foreign-Born Female Entrepreneurs:
A Narrative Approach 
	 Chulguen (Charlie) Yang, Southern Connecticut State University 
	 Margaret A. Goralski, Southern Connecticut State University................................... 158 

CHAPTER 10:	 ETHICAL AND SOCIAL ISSUES......................................................... 164

Increasing Honor & Integrity in Classrooms: A Case Study 
	 Amiee J. Shelton, Roger Williams University
	 Mary Concannnon, Roger Williams University......................................................... 165

Toyota: An Example of Unethical Communication
	 Ashe Carolyn, University of Houston-Downtown..................................................... 171



vi

The First Step in Restoring Academic Integrity: Creating an ethical Guideline
	 Diane D. Galbraith - D.Ed. Slippery Rock University
	 Susan L. Lubinski - JD - Slippery Rock University................................................... 177

American CEOs’ Perceptions of Suggested Strategies that Sustain Globalization
	 Marjorie G. Adams, Morgan State University
	 Abdalla F. Hagen, Wiley College............................................................................... 183

CHAPTER 11:	 FINANCE................................................................................................. 190

Valuing Distressed Private Companies: The Case of Furniture Manufacturing Company in Brazil
	 Ronald Jean Degen, International School of Management 
	 K. Matthew Wong, St. John’s University................................................................... 191

Stochastic Analysis of Margin Buying in Spain
	 Paloma Bernal Turnes, Universidad Rey Juan Carlos
	 José Luis BeltránVarandela, Universidad de Vigo
	 Irene GarridoValenzuela, Universidad de Vigo.......................................................... 197

CHAPTER 12:	 GLOBAL CORPORATE PR, SOCIAL RESPONSIBILITY
	 AND CULTURE...................................................................................... 203

Public Relations Excellence In Spain: A Quantitative Analysis
	 Assumpció Huertas, Universitat Rovira i Virgili, (Taragona-Spain)
	 Enric Ordeix, Universitat Ramon Llull (Barcelona-Spain)
	 Natalia Lozano, Universitat Rovira i Virgili (Tarragona-Spain)................................ 204

Management For Business Excellence: Public Relations Strategy
	 Rosa M. Torres, Alicante University.......................................................................... 210

The ABC (Argentina, Brazil, & Chile) Of Public Relations In Latin America
	 Macarena Urenda S, DuoUC Viña del mar, Chile...................................................... 217

Essentials of Managing Social Commitment As A Strategy To Establish Principles Of The 
Organizational Culture
	 Enric Ordeix, Department of Communication-Ramon Llull University
	 Jordi Xifra, Department of Communication-Pompeu Fabra University.................... 223

News Tendencies In Political Communication: Lobbies & Think Tanks 
	 Antonio Castillo Esparcia, University of Málaga, Spain
	 Ana Almansa Martínez, University of Málaga, Spain................................................ 227



vii

CHAPTER 13:	 GLOBAL ENVIRONMENT AND TRENDS........................................ 233

Revisiting Hofstede’s Dimensions: The Evolving Cultures of the United States and Japan
	 Jonathan Wood, University of West Georgia
	 Christy Rabern, University of West Georgia
	 Jon Upson, University of West Georgia..................................................................... 234

From the Inside-Out: Internal Marketing and the Global Firm
	 Blaise J. Bergiel, University of West Georgia
	 Cheryl O. Brown, University of West Georgia
	 J Robert Field, Nicholls State University................................................................... 240

Students’ Attitudes Towards Business Codes of Ethics: The Impact of Gender
	 Faramarz Parsa, University of West Georgia
	 Nabil Ibrahim, Augusta State University.................................................................... 246

The Evolution and Future of Cellular Telephony
	 Ken Griffin, University of Central Arkansas
	 Steven Zeltmann, University of Central Arkansas
	 Mark McMurtrey, University of Central Arkansas..................................................... 252

Shades of Green - Exploring Various Approaches to “Green” IT
	 Summer E. Bartczak, University of Central Arkansas
	 Ken Griffin, University of Central Arkansas
	 Steven Zeltmann, University of Central Arkansas..................................................... 257

CHAPTER 14:	 HUMAN RESOURCES MANAGEMENT........................................... 263

Linkages between Perceived Occupational and Organizational Commitments of General 
Employees in Japanese Organizations
	 Kaushik Choudhury, Reitaku University
	 Paul A. Fadil, University of North Florida................................................................. 264

Application of a Medical Protocol to Worker Layoffs
	 C. W. Von Bergen, Southeastern Oklahoma State University.................................... 271

CHAPTER 15:	 INSTRUCTIONAL & PEDAGOGICAL ISSUES............................... 279

Clickers Technology Attitudinal Differences Of Native-Born And Immigrant Students:
What Are The Pedagogical Implications?
	 Kellye Jones, Clark Atlanta University...................................................................... 280

Von
Highlight



viii

Clickers Technology Attitudes Of Business School Faculty: Outcomes, Evaluations 
And Insights
	 Kellye Jones, Clark Atlanta University 
	 Amiso M. George, Texas Christian University........................................................... 287

Etextbook: A Framework to Understanding their Potential
	 Saurabh Gupta, University of North Florida
	 Charlene Gullett-Scaggs, University of North Florida............................................... 294

One More Time: The Relationship Between Time Taken to Complete an Exam and
the Grade Received
	 James E. Weber, St. Cloud State University
	 Howard Bohnen, St. Cloud State University
	 James A. Smith, St. Cloud State University............................................................... 301

Business Students’ Reported Perceptions of Faculty Consideration
	 Randall P. Bandura, Frostburg State University 
	 Paul R. Lyons, Frostburg State University................................................................. 307

Service Learning: Does It Change Student Perspectives?
	 Paula S. Weber, St. Cloud State University
	 Kenneth R. Schneider, St. Cloud State University
	 James E. Weber, St. Cloud State University............................................................... 313

Using Classroom Exercises to Teach Sustainable Business and Strategic Communication 
Writing in a Consumer Culture
	 Stevina U. Evuleocha, California State University 
	 Amiso M. George, Texas Christian University........................................................... 318



 
 

APPLICATION OF A MEDICAL PROTOCOL TO WORKER LAYOFFS 
 

C. W. Von Bergen, Southeastern Oklahoma State University 
Cvonbergen@se.edu  

 
 

ABSTRACT 
 

Organizational downsizing has increased exponentially. It is one thing to speak abstractly 
of the need to reduce costs and quite another to actually tell a worker that he or she has been laid 
off. This paper offers practical advice to managers on conducting layoff conversations with 
employees based on a widely used medical model—the SPIKES protocol. This strategy has been 
extensively employed by health care professionals who frequently communicate negative 
information to patients and is offered as an approach that can be easily and effectively adapted 
by managers when they must tell a person he or she has been terminated. Although breaking the 
bad news of a cutback will never be easy, having a plan of action that entails sound business and 
medical advice can help firms carefully manage and execute reorganizations. 
 
INTRODUCTION 
 

In the Oscar-nominated best movie for 2009, Up in the Air, Ryan Bingham, played by 
actor George Clooney, is a corporate layoff expert—“Termination Facilitator” in his words—
whose job is to fire people from theirs (Up in the Air, 2009). When corporations need to 
downsize quickly but hate the mess, Bingham flies in and breaks the news to the now former 
employees. The anguish, hostility, and despair of his “clients” has left him unconcerned about 
others, falsely compassionate, and living out of a suitcase. Throughout the movie one is left 
wondering if there is a better, more humane way to conduct a downsizing. 
 In response to the disheartening realities of terminating individuals illustrated in this 
movie, in the popular press, and in the professional literature, this paper provides executives with 
guidelines on how to effectively and compassionately break bad news to workers that their job 
has been eliminated because of a downsizing. Downsizing is also sometimes referred to as 
reduction in force (RIF), layoff, restructuring, reorganization, resizing, retrenchment, involuntary 
redundancy, closing, displacement, or termination. All of these euphemisms refer to the 
voluntary actions of organizations to reduce expenses by shrinking headcount. Displacing people 
is a wrenching experience. For instance, Grunberg, Moore, and Greenberg (2006) collected data 
from 410 managers (none of whom were layoff targets themselves) who either had or had not 
been in the position of having to inform subordinates about a layoff. The researchers found that 
the more managers were personally responsible for conducting a layoff, regardless of their age, 
gender, or marital status, “… the more likely they were to report physical health problems, to 
seek treatment for these problems, and to complain of disturbed sleep” (p. 176). The following 
approach is offered to assist manager’s conduct a RIF. 
 
THE TERMINATION MEETING 
 

Often, it is just assumed that employees to be terminated will plainly be told that their 
services are no longer needed and then escorted off the premises. This overly simplistic view 
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may be incorrect because how the termination interview is conducted and the bad news of a job 
loss is delivered can have a significant effect, positive or negative, not only on persons being laid 
off but also on those who carry on—the so-called survivors—as well as the entire firm.  
In one interesting study, Lind, Greenberg, Scott, and Welchans (2000) interviewed a large 
number of laid off workers. Many of these individuals considered legal action following their 
termination, and almost a quarter of them went so far as to speak to an attorney. The single best 
predictor of willingness to take legal action was the treatment former employees received at the 
time of their discharge. Among those who felt unjustly treated, Lind et al. (2000) found that a 
full 66 percent contemplated litigation. Among those who felt justly treated, this dropped to just 
16 percent when an apology was added. Although legal and human resource personnel advise 
against apologizing—an apology can be seen as an admission of guilt—these results suggest that 
an apology may help promote feelings of interactional justice in which individuals are treated 
with dignity, courtesy, and respect (Cropanzano, Bowen, & Gilliland, 2007) and that such 
concerns actually reduce the risk of litigation. 

Unfortunately, most executives have difficulty identifying elements of an effective 
downsizing interview beyond protecting the organization from litigation. Indeed, Wood & Karau 
(2009) argue that most organizations approach termination interviews from a defensive, legalistic 
framework. This legalistic orientation might result in procedures that communicate a lack of 
respect for the downsized worker, which, they argue, could make it more likely that the terminee 
will engage in the very types of behaviors that the employer seeks to minimize. This seems to be 
the case in an investigation by Karl and Hancock (1999) who found that manager termination 
training was positively related to increased victim hostility. The reason, the authors suggest is 
most termination training focuses on litigation prevention strategies that may be inconsistent 
with favorable employee reactions, raising the possibility that practices designed to reduce legal 
action may actually increase anger, hostility, and other negative outcomes because such 
defensive-legalistic approaches likely communicate a lack of respect for the victim. 
But what procedures should managers follow? We believe that the medical literature can be 
helpful since breaking bad news is one of the most difficult and frequent tasks physicians have to 
do. Bad news is defined as “any information which adversely and seriously affects an 
individual’s view of his or her future” (Buckman, 1992, p. 15). This phenomenon has been 
widely researched yielding valuable guidelines (Buckman, 1986, 1992).  

A review of procedures from the medical communities’ delivery of bad news provides 
insights to managers and executives on ways to more effectively convey to workers the bad news 
inherent in a discharge. Framing termination interviews within the medical context of breaking 
bad news provides managers vivid examples of conversations which many may have 
experienced either as patients or as part of a relationship with a loved one and thus provides 
realistic insights into the very real and unpleasant situation of individuals losing their jobs. 
 
PRINCIPLES GLEANED FROM THE MEDICAL LITERATURE 
 
Six key elements have been used as a strategy that medical professionals have found useful in 
delivering bad news to patients (Buckman, 1986). These six elements are summarized in the 
acronym “SPIKES” which stands for Setting, Perception, Invitation, Knowledge, Empathy, and 
Summarize. Each element of the SPIKES protocol is defined in Table 1 below. 
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TABLE 1. SPIKES: A SIX-STEP MEDICAL PROTOCOL FOR BREAKING BAD NEWS 

 
S—Setting. This step involves establishing the right surrounding, including the physical setting of the discussion. 
Here it is important to allocate adequate time for the meeting and manage interruptions so that privacy is maintained. 
Patients prefer receiving bad news from a physician whom they know. The clinician should establish rapport with 
the patient by maintaining comfortable eye contact, sitting at eye level with the patient, or touching the patient on 
the arm or holding a hand (if the patient is comfortable with this). 
  
P—Perception. This guideline involves finding out what the patient already knows or suspects. The medical 
practitioner should be able to construct a fairly accurate picture of the patient’s perception of the situation—in 
particular, how they view the seriousness of their condition. This knowledge is vital because it helps physicians 
assess the, often unexpectedly wide, gap between the patient’s expectations and the actual medical situation. The 
most effective method of conducting this conversation is by using open-ended questions.  
 
I—Invitation. It is useful to identify what level of detail the patient desires. For instance, a physician might say, 
“Some patients want every medical detail, but others want only the big picture—what’s your preference?” This 
establishes that there is no right answer, and that different patients have different styles. Physicians should check 
frequently to make sure that they and their patient are both thinking in similar ways. While the majority of patients 
express a desire for full information about their illness, some do not 
 
K—Knowledge. Most authors suggest using simple language rather than more technical words; e.g., “spread” 
instead of “metastasized.” Nevertheless, some researchers have argued that it is important to inform patients of the 
specific terminology associated with their illness so that they can gain information on their own. The use of 
euphemisms is somewhat problematic. While some researchers found that the use of the word “cancer” as opposed 
to “illness” increased anxiety, suggesting that using euphemisms is beneficial to patient mental health, others caution 
that using less offensive synonyms, for example, “slow” or “developmentally delayed” instead of “mental 
retardation,” often deter understanding and often prevent people from grasping the full significance of the condition. 
 
E—Empathy. This principle requires responding to the patient’s reactions and acknowledging all reactions and 
feelings and reacting with compassion and understanding. Communication requires empathy and caring in addition 
to skill. As emotions and reactions arise during the discussion, acknowledge them and respond empathetically. Such 
empathy may involve touching the patient’s arm or hand.  
 
S—Summarize. Here the meeting is concluded. Before it ends, the information is summarized and the patient is 
given an opportunity to voice any concerns or questions. If the physician does not have time to answer these 
concerns, then the patient can be told that these issues can be discussed in detail at a following meeting. The 
clinician and their patient should leave the conversation with a clear plan of the next steps that need to be taken.  
 
SPIKES APPLIED TO DOWNSIZING IN ORGANIZATIONS 
 
Delivering bad news is never effortless or painless, but to ease the level of uncomfortable 
feeling, the delivery must be made with care which is exactly what the SPIKES protocol does. 
This section illustrates the application of the SPIKES protocol to business with two slight 
modifications indicating that there are important activities both before and after the actual 
discussion that must be addressed. 
 
Pre-SPIKES Interview Considerations 
 
The Worker Adjustment and Retraining Notification Act (1989) requires employers of 100 or 
more employees to give 60 days’ advance notice before closing a facility or starting a layoff of 
50 people or more to employees who will (or who might reasonably be expected to) experience a 
layoff. Thus, some consideration must be given to this regulation.  
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Apart from such legalities, Marks and De Meuse (2005) recommend preparing employees 
in advance for the impending change in head count. While some executives fear raising 
employee stress and distraction from work, in actuality there are usually already rumors of 
impending layoffs or closings and these tend to be much more frightening than reality. For 
example, at one organization Marks and De Meuse (2005) noted that rumors indicated that 3,000 
jobs were to be reduced at headquarters when in fact only 1,000 people worked there!  
Downsizing without preparation can make managers look incompetent (Mishra, Spreitzer, & 
Mishra, 1998), and thus some time spent in planning this discussion is essential. It is impossible 
to make giving unpleasant news enjoyable but practice can help. This can help an individual 
learn how to transmit negative messages constructively, without being hurtful.  

Before conducting an actual termination interview, it is important to ensure that all legal 
and human resource concerns have been addressed. It would be prudent to have a letter for the 
terminated employee outlining specific things the organization will do for the employee. 
Managers conducting the interview should recall the words of widely respected authority on 
leadership, John Kotter, who famously said that executives undercommunicate on important 
issues by a factor of ten (1996). In other words, managers should give considerable attention to 
how information is to be communicated to downsized workers. 
 
Setting 

Patients want their physician to be honest, compassionate and caring, hopeful, and 
informative. They want to be told in person, in a private setting, at their own pace with time for 
discussion by a familiar person. The implication for managers is that the organization should not 
allow management to treat downsized individuals as mere objects or production units but should 
be considerate and respectful to them. Just as it is encouraged that a patient’s personal physician 
deliver bad news to a patient rather than an outside specialist, most experts agree that the 
worker’s immediate supervisor should be the one who delivers the bad news of a layoff. 
Most knowledgeable persons agree that the best place to conduct a termination interview is in a 
neutral location, such as a conference room or an empty office. This allows the manager to exit 
gracefully after the termination interview and gives the downsized employee a few moments to 
collect himself or herself in privacy (Rothman, 1989). Unless there is established privacy and a 
distraction-free environment, information may be missed or not be transmitted effectively. Poor 
locations include public areas, employee’s desk, or any area where a third party is present. 

The manager conducting the layoff interview should be the employee’s direct supervisor 
because he or she typically knows the employee best. De Valck, Bensing, and Bruynooghe 
(2001) found that employees prefer a direct supervisor-employee relationship style of talk.  

Managers must tell the truth and overcommunicate (Mishra et al., 1998). They should 
carefully and thoroughly explain the criteria for layoffs and clarify the role of performance 
evaluations or other key criteria in the layoff decision-making process (Leana & Feldman, 1992). 
The supervisor should also develop a script that highlights the positive characteristics and 
contributions that the employee has demonstrated during their time with the organization. While 
some may believe that such positive scripts have the danger of being perceived as insincere, 
Wood and Karau (2009) found that the focus on positives can have a favorable impact.  

Another consideration impacting respect and dignity with regard to the setting involves 
the presence of a third party, for example, a human resources representative or a security guard. 
Wood and Karau (2009) found that having a third party present during the termination interview 
resulted in lower perceptions of being treated respectfully, and feeling of anger were highest 
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when a security guard was present during the termination interview. Karl and Hancock (1999) 
likewise reported employee hostility increases when two or more people are present. These 
findings suggest that third party presence may add insult to injury and should be avoided.  

There does appear to be some support for terminating employees at the end of the work 
day. Rothman (1989) suggests, “If at all possible, you should allow the employee the courtesy of 
being able to clean out a locker or desk when other employees are not present. The best time for 
this would probably be at the end of the workday” (p. 34). Nelson and Burke (1998) recommend 
that laid-off workers and survivors should be allowed to grieve and say goodbye to each other 
suggesting perhaps late in the day but still early enough for good-byes to be made. There does 
appear to be some evidence that the magnitude of an employee’s hostility is greater when he or 
she is terminated early in the week rather than later in the week (Karl & Hancock, 1999).  
 
Perception  

In most cases workers have begun to hear rumblings through the rumor mill and thus it is 
appropriate to ask the employee what he or she already knows or suspects. In using the data 
gathered from the individual’s perception, the supervisor can correct misinformation and 
determine the methodology in which the bad news should be delivered. The most effective 
method of conducting this conversation is by using open-ended questions. This will help create a 
reasonably accurate picture of how the employee perceives the organization and situations that 
have caused the meeting. Examples of open-ended perception questions might include: “What 
have you been told about the organization’s situation to this point?” “What is your understanding 
of the reasons why the company is implementing a reduction in force program?” 
 
Invitation 

This step involves offering employees who are affected by a layoff decision to present 
information they consider relevant to the decision. This is known as voice (Lind & Tyler, 1988) 
and it has been shown to lead to perceptions of justice (Folger & Greenberg, 1985) as well as to 
positive reactions such as perceptions of fairness (Kanfer, Sawyer, Early, & Lind, 1987). 
Interestingly, the opportunity to voice one’s opinions regarding a decision increases the 
perceived fairness of the process, even if one does not influence the decision (Folger, 1977) 
because the opportunity to voice one’s opinions is a desired end in itself (Korsgaard & Roberson, 
1995) and because it validates employee self-worth (Tyler & Lind, 1992). Simply being able to 
speak one’s mind and voice his or her opinions causes employees to be more favorable toward 
management actions. Getting workers involved can be achieved by asking open-ended questions 
(e.g., “How would you prefer that I give you the information about the organization’s decision 
on implementing the RIF?” or “Are you the kind of person who prefers to know all the details 
about what is going on.”  
 
Knowledge 

Wise executives tell everyone the same unvarnished story. Nevertheless, beneficial as 
candor may be, great unintentional harm can be done when people speak honestly about difficult 
subjects, hence caution is advised. Clearly explain the termination decision. Too often, when 
people are terminated they claim that they had no idea why it happened (Coulson, 1981). 
Supervisors should explain the issues factually and truthfully explain what is happening and 
what the employees’ rights are in clear terms. Then after explaining the decision and 
emphasizing that it is final, they should move on to practical matters like severance pay. 
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Business research shows that perceptions of organizational justice, that is, being treated 
fairly amid layoffs, can ease workplace tension, reduce the risk of lawsuits, and improve job 
performance among workers who were not terminated (Cropanzano et al., 2007). Unfortunately, 
certain aspects of downsizing are inherently unfair. The key for managers is to recognize that 
organizational justice comes in several parts during the termination interview and business 
leaders reap rewards even if they get only one of these components right.  

Two kinds of organizational justice seem particularly important during these discussions: 
procedural justice and interactional justice. Procedural justice involves peoples’ perceptions of 
the fairness of the procedures used to determine the outcomes they receive (Cropanzano et al., 
2007). A just procedure is one that is applied consistently, free of bias, accurate, representative 
of relevant stakeholders, and consistent with ethical norms. During layoffs, this means an 
organization should consider factors such as seniority, job performance, and salary, and then 
establish a process that managers can apply consistently to all. In a layoff conversation managers 
should spend some time explaining the processes used in applying the downsizing rubric. A 
person is interactionally just if he or she appropriately shares information and avoids rude or 
cruel remarks. In other words, there are two aspects of interactional justice with one referring to 
whether one is truthful and provides adequate justifications when things go badly. The second 
part refers to the courtesy, respect, and civility with which one treats another.  

For example, in one study, Skarlicki and Latham (1996) trained union leaders to behave 
more interactionally just. Among other things, these leaders were taught to provide explanations 
and apologies (informational justice) and to treat their employees with courtesy and respect 
(interpersonal justice). When work groups were examined three months later, individuals who 
reported to trained leaders exhibited more helpful organizational citizenship behaviors in which 
people go beyond what is formally expected of them to contribute to the well-being of their 
organization and those in it (e.g., being tolerant to temporary inconveniences without 
complaining) than individuals who reported to untrained leaders.  
 
Empathy  

Be sympathetic to the laid off worker’s feelings. When one loses a job, the resulting 
feelings of uncertainty—both personal and financial—are quite unsettling. This is bad enough, so 
managers should not make the situation worse by being insensitive and uncaring. Compassion 
and empathy are precisely what is needed most at this time.  

The ability to use empathy effectively during a termination interview is likely to be an 
important factor in how the employee views the experience. Moreover, showing empathy to the 
downsized employees helps maintain the trust and empowerment of survivors (Mishra et al., 
1998). Indifferent, insensitive, or self-serving motives are likely to trigger negative reactions in 
the terminated employee.  

Von Bergen and Shealy (1982) provide a simple approach to expressing empathy. 
Briefly, they indicate that an empathetic response conveys to the worker an understanding of 
both the content and the feeling of a message. Empathy requires one to show an understanding of 
a worker’s experience by responding to his or her feelings. The following types of formats will 
be helpful in expressing empathy to the worker: 

• You feel (feeling) because (content). 
• When (content) it made you feel (feeling). 
• It’s really (feeling) when (content). 
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These responses let the worker know that the supervisor is trying to understand both what the 
employee is saying and the emotions felt. 
 
Summarize 

In this stage the supervisor closes the discussion and communicates to the employee what 
he or she can next expect. In most cases a detailed letter outlining the benefits the organization 
will provide for the worker (e.g., severance packages and ways the firm will help employees with 
job transition). More mundane matters might involve telling the worker that his or her computer 
access will be terminated at a certain time and day, information regarding use of the company 
telephone, and available printing resources. Managers should provide laid-off workers with fair 
recommendations to future employers. Providing outplacement assistance for employees is a 
critical part of managing the transition process. It is important that employees understand the 
resources that the company will make available to them and what benefits they will receive and 
for how long.  

After summarizing the conversation and telling the employee the next steps, 
consideration should be given to the mode of exit from the termination interview since such 
dynamics are likely to affect perceptions of respect and trust. Individuals may be allowed to 
leave individually or may be escorted, and the exit from the building may be either private or 
public. For example, in the case of security escorts, a guard may be able to take the terminated 
employee down a back hallway or use a service elevator that allows the employee to leave in a 
discrete manner. Alternatively, a guard may escort the laid off employee through the work area 
and directly out the front door with everyone watching.  
 
Post-SPIKES Interview Considerations 

A key activity associated with the interviews with terminated employees is reassuring 
surviving employees—those who were not fired. When someone gets downsized the word tends 
to spread quickly. Survivors cannot help but wonder what the future holds for them. To the 
extent that uncertainty may breed distrust and spin off rumors, it is wise for supervisors to 
provide appropriate reassurances about the future. Such explanations can not only help layoff 
survivors feel better about their futures, but can also help the company (Caplan & Teese, 1997). 
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