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Introduction 
Employee misconducts in organizations, companies and in work places attracts various displinary actions from the supervisors, the administrators and even from board of directors. The choice of displinary action usually depends on the mistakes committed by the employee and their impacts to the organization. However, minor mistakes can be handled through ways such as verbal or written apologies, guidance and counselling to the employee may be used to solve some issues (Ermongkonchai, 2010). Other mistakes require severe actions by the administrators such as suspension and even forced resignations. Suspension is the temporary removal of an employee from performing his/her duties for a given period of time while forced resignation involves use of severance packages to convince employees to quit and leave their jobs. This paper will try to expound more on suspension and forced resignation as ways of handling misconducts and indiscipline in organizations, companies and work places in general with reference to Karin Vinik article.
Second option: Suspension from the job
In most cases suspension is the second last option which an employee can take before firing their employees, it is not an automatic approach when dealing with displinary issues since it is appropriate for serious cases when working relationships have been affected and broken down or in case the employee is faced with criminal proceedings which are likely to affect employee performance (Ashby, 2004). In Karin Vinik Article, Noskin is faced with challenge of determining the best disciplinary action for James Noskin who is faced with sexual harassment and misconduct to various employees among them being Conklin at South Lake hospital. James’ behavior puts company’s reputation at risk and even more discomfort to the employees despite his positive contribution towards growth and progress of South Lake Hospital in many years. The main objectives in any given disciplinary action involves enforcement of rules and regulations, correction of the offender in addition to serving as an example towards strict adherence of set guidelines and rules, maintain industrial peace, enhance working efficiency in addition to improving working relations and tolerance which in turn impacts working culture leading to improved performance (Wolfe, 2011).  Any disciplinary procedure like suspension is based on set rules and regulations, a system of progressive penalties and appeal processes hence employee discipline involves adherence to policies, rules, regulations and processes laid by the management. Before suspension the employee should be well informed about the suspension details including the reason behind, its duration, their rights and obligations during the suspension, furthermore the employee should be accessible in case he/she is needed in the work places. In most cases the purpose of suspension is to pave way for investigation and not assumption of guilt in addition to avoid court proceedings resulting from the misconduct. Despite the suspension an employee is entitled to full pay and benefits during this period (Ermongkonchai, 2010).  Failure to pay James Noskin in his suspension period is more likely to be termed as punishment and consequently may lead to accusations that the disciplinary procedure was not fair for it is important that the employee is supported during this time through salaries and benefits accrued to him. Once the suspension comes to an end, James should be allowed to return to work immediately which will be more effective if the Vinik plans for return-to-work meeting on the reporting day since the meeting gives an opportunity to discuss, address and resolve any concerns. Furthermore the meeting should be private either at the workplace or at other places (Henschel, et al., 2019).   Through suspension the management is able to handle disciplinary matters in a serious way setting example on its strictness to the laid rules and regulations to its employees further it helps in protecting the reputation of the business, peace of the employees and this ensures high performance and efficiency in the workplace. However, suspensions may interrupt various bring about various inconveniences which may lower productivity and poor performance especially when the suspended employees are the leaders and pacesetters in various departments, additionally this is the best way for handling issues unless the misconduct is great like in the case of James Noskin
Third Option: Employee forced resignation
Forced resignations have been applied by employers to do away with some of their employees especially when employees fail to fit into the set standards, rules and company regulations. Most employees who are fired through this way are entitled to severance packages through which the employers are able to convince the employees to concede to their resignations.  In such a time, companies and organizations must ensure they are taking their steps with great caution to avoid any legal action being taken against them by fired employees. Through this method, employers are able to do away with unwanted employees in a better way unless the employees decide they are unwilling to resign and threat the companies to legal action. Through this the company is able to maintain great teams in addition to pushing other employees to pull up their socks by checking on their efficiency, effectiveness and contributions (Henschel, et al,. 2019).  Despite the benefits, the resignation process may lead to legal problems which can lead to high expenses, furthermore it increases burden on the retained employees since they have to undertake all the tasks similarly to lowering the morale of many employees with some starting to seek employment elsewhere. 
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