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Layoff Plan
The problem that has been addressed in the article is that of layoffs that have not been planned for. Numerous effects can result if mass layoffs without having prior arrangements. The role of the union of workers is important in this case so as an advocate for the rights of the employees to make sure that they receive the best of the best of the benefits from the organizations. It is recommended that layoffs be conducted in a proper manner to make sure that the affected parties do not face difficulties in beginning their lives again (Parker & McKinley, 2008). Layoffs should be handled in a proper manner with regard to the legal ramifications that are associated with the process if the employees decide to take legal actions. More so the company is supposed to provide the employees with an explanation stating the reasons for the layoff.
 
One of the most difficult decisions to make in the case of a manager is telling an employee that can be made by a manager. Most importantly it is also a hard decision for the same employees. The employees who are affected by the decision will find it hard to understand the reason as to why the decision was made (Parker & McKinley, 2008). Managers, therefore, have to find an appropriate way to relay the information to the affected members without adverse consequences.  This will be important so as not hurt the emotions of the human elements. The unplanned layoffs can go wrong due to the lack of adequate and proper policy. The management must identify solutions to the problem to ensure that employees are aware of the layoff (Gilliland & Schepers, 2003). They should thus handle layoffs properly. There must be an explanation of the reasons for a layoff so as to leave employees satisfied. A company must also avoid the legal ramifications if employees take legal action against the management for the layoff (Parker & McKinley, 2008).
In this case, the managers were just about to relay the information to the first batch of employees about getting laid off.  Having this knowledge of this, the union of workers is supposed to advocate for the rights of the employees (Gilliland & Schepers, 2003). As such the union was working together with the department of labor and industry so as to come up with a response to assist the employees who have lost their job. The strategy, in this case, was integrating the GE transportation so as to conduct a fair on the site of the displaced employees. Another strategy will be the outplacement sessions that will be dedicated to the affected individuals. The outplacement sessions will provide information on the issues of unemployment, health insurance, advancement with technology as well as retraining. A third strategy will be offering instructional workshops to help the affected individuals restructure their skills so as to navigate a job search (Parker & McKinley, 2008).
A contract developed by UE provides for income extension that is equivalent to every one week of pay per every year of service offered by the employees in the company. A condition of payment is that the minimum pay will be equivalent to four weeks pay. For the case of the displaced employees, they will receive a 12-month extension of their benefits that will be inclusive of medical, dental and vision insurance. The employees who are laid off are eligible for a training allowance that will provide up to$6000 of approved classes. Finally, the union has ongoing plans to apply for trade adjustment assistance, which will be involved in providing wide-reaching benefits to the employees who are victims of layoffs (Gilliland & Schepers, 2003).
One of the main causes of unplanned layoffs is the failure of the management to inform the employees of the layoffs. Sometimes the management handles the layoffs badly such that they look uncaring. Even if it involves the termination of the term of the employee or elimination of the employee workplace improper handling has negative effects on the employees and the remaining staff. It creates an atmosphere of resentment in the organization. As such they lack the motivation to achieve the organizational goals. Sometimes a layoff is not the only alternative to the cutting down of the organizational costs. Layoffs can be replaced with the transfer of employees to other departments, the cutting of wages or the reduction in contract workers. However, if layoffs must be done, respect must be maintained since it can be a humiliating and a psychologically destructive process.

There are many problems that may result from the issue of mismanaged layoffs. To avoid such scenarios, the company ought to take into account various considerations before undertaking a layoff. One of the considerations is effective communication (Gilliland & Schepers, 2003). Proper communication is one of the essentials for a properly ay off process. The communication should be made early enough to enable the affected to make arrangements in preparations to the process before making the layoff communications, process; the company management ought to plan on how to relay to the employees and what to tell them the communication should be done in an open and honest manner (Gilliland & Schepers, 2003). This is because the employees can better understand and plan for the course of action if they properly understand the reasons for their lay off and their possibilities in life. In the course of the layoff progression, the notifications should be mad in person to make sure particularly done by the immediate supervisor. Clear and straightforward explanations should be provided. After the layoff, it is important to communicate with the rest of the employees and update them on the site of affairs (Gilliland & Schepers, 2003). It is also advisable to retain communication with the affected victims and conduct follow-up meetings to assess how the affected people are coping following the layoff.
One of the underlying reasons for the problem of mismanaged layoffs is the issue is the failure to plan and review the staffing levels so also meet the changes in the market. Failure to plan will almost always result in overstaffing or as seen in the case study result in unplanned layoffs. Various measures can be taken to reduce the cases of unplanned and mismanaged layoffs. This includes the actions of withdrawing out the contracted work and at the same time reducing the recruitment of temporary staff. More so there is the issue of introducing early retirement and also considering relocation and transfer of the production processes.
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