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Identify the major problem or problems at St. Mary's Hospital and the causes.
A significant problem that can be seen is a steep fall in revenue, leading to a loss and a major reduction in terms of figures when it comes to occupancy rates. Previously, the occupancy rates were seventy-two percent, before dropping to an unhealthy fifty-seven percent, coming down at fifteen percent. Fund deficit may explain the enormous loss of revenue for the hospital; funding is also directly affected by low occupancy rates. Over funds amounting to three million are in a deficit, and the hospital is faced with a major problem of seeking alternatives for the condition's improvement. A budgeting deficit faces the hospital, attributed to a two-year financial meltdown and completion increase in outpatient related services lowering medical bills, which are directly the hospital's income. The loss is immense, makes the hospital seek short-term solutions in lowering deficit amounts, one amongst probable efficient interventions being laying off employees. The basis being seniority levels, the hospital has to perform layoffs for the first time.
What are some alternatives for dealing with these problems?
The industry and hospital's position financially are attributed to overall economic difficulties in the nation wholly. Due to the nation's situation, being a massive economic crisis, it is problematic for the hospital to attend to medical bills and receive reimbursement. Raising funds estimating to three million may be an intervention to the hospital's problem, integrated with the application of several strategies. Power sources may be an area that the hospital spends much of its finances on, thus in maximizing revenue, alternative power sources may be used. Cheaper power sources will cut electricity costs through saving. Allowances that are not essential for employees may be cut off due to the underlying economic situation, such as freebies being snacks, coffee and tea, and travel reimbursements. Due to the low occupancy rates, a system of operation for looking for clients may be a possible intervention. The hospital may send medicines on order or medical appointments through activities such as visiting patients in homes or mobile clinics in the local perimeter to raise funds. The interventions may not properly work without proper accounting and oversight on how funds are being used. Inventory levels for all hospital items should be kept except emergency medicine to a strict minimum to lower costs. Being alternatives, in reducing layoffs, the hospital may dive into the interventions. 
How many months would it take to realize the savings if St. Mary's relied on attrition (turnover) only?
St. Mary's Hospital has never experienced the situation leading them to perform layoffs, and this time they should conduct regarding employee trust. A nine-point five annual turnover rate is experienced Thus, employees jointly share the burden of being laid off; the hospital may easily manage the crisis. Supposing that retired employees work for an average of six months, payroll saved from attrition may amount to one point three million dollars, additionally considering the scattered retirements annually. The intervention means that a reduction in employee pay may be made by thirty-one percent to save seven million. After requesting for employees' excuse, a desired fifteen-day unpaid leave, by turns additionally is essential in the case. Working days annually amount to fifteen weeks, thus at a nine-point five turnover rate, it may take eight months when this intervention is approached.
What might other cost savings ideas be implemented to realize the target savings?
Other cost-saving insights for realizing the target savings would be a reduction in water and electricity bills. Energy and water accounts often bear significant values but are essential; therefore, lowering their costs is an expense reduction strategy. Being low-investment measures and simple intervention, employees may easily adjust, thus making an observable effect. With stipulations monthly, semi-annually, and annual, planning may follow for research and analysis of the financial situation on the road to a three-million-dollar target. Strategies planning will be essential as the tools lead to the success of a plan. Both hiring and termination use costs and maybe alternative cost-saving implementations. The worth of hiring employees and dismissal should be considered, for instance, whether dismissal costs outweigh reasons, the impact of the employee leaving on a team, and whether training expenses are worth and the weight of the impact.
Layoff amounts being judged to sixty-two employees, from attrition saving payroll may amount to an estimated one point three million dollars, notwithstanding each group is implemented averagely on a six percent layoff that may amount to an additional saving of approximately one point six million dollars. Thus a differentiation strategy should be implemented by the hospital. With consideration for peculiarities, allied health, nursing, and medical staff ought to be central members. Selection based on seniority, a concept of first and last hired is put into work. Due to the effect that the plan offers is a service award, the basis of tenure lowers the risk of lawsuits initiated by elderly employees based on discriminatory age under ADEA. Otherwise, other groups are also discriminated against by the system. Merit-based selection is based on high preference due to flexibility, in the separation of employees based on performance, in the case performance appraisal being inadequate, the method thus not being accurate qualitatively as a criterion for layoff selection.  In avoidance of legal issues, the HR manager may employ multiple-based criteria rather than merit-based or seniority-based aspects individually. 
What might be the effects of a downsizing plan on ''survivors'' in terms of morale, job security, quality, turnover, and productivity? How could you avoid or minimize any potential problems in these areas? (For this question, cite at least one resource found in the course readings or the Walden Library.)
Different people have different methods of reacting to change; thus, some have difficulty in adjusting. As people embrace change, others prefer maintaining a status quo, with most employees laying between the poles. Management changes may be of effect in different levels, managerial changes leading to a different practical experience. Employee morale may be threatened when employees view the move as threatening and unfair, making them feel less secure when it comes to the job. Job quality may be affected by increased workload, high turnover and teamwork deterioration (Hall, 2012). An intervention to the effects of downsizing, maybe clear a proper communication to the groups being affected, responding to collect feedback from the surviving employees and keeping the pulse on the management of the effect by employees. 
Identify two possible long-term solutions for St. Mary's Hospital. Once it gets its cash flow problems under control and eliminates its deficit, consider trends in the medical field to support your recommended solutions.
After controlling cash flow, long-term implementations may include a Human Resource model plan annually set up. The Human resource making a forecast demanding labor after looking into the industrial trend, business plan and competition, the department may act as a business partner. Job analysis may also be conducted by the human resource department to gauge the appropriateness of several employees departmentally. Improving the appraisal system, which bears linkage to payroll, may improve employee motivation and equity. In avoidance of a layoff in the future, reducing payroll may be done by the appraisal system for unappreciated workers. 
What limitations exist in using performance data as a criterion for downsizing? How can such limitations be overcome? (For this question, cite at least one resource found in the course readings or in the Walden Library.)
	Performance data as a measurement criterion for layoffs may be of difficulty when it comes to the individuals responsible for analyzing employee performance. Information by the officials may be subjective than being biased (Smith, 2021). The limitation may be overcome in instances whereby processes of performance appraisal may be modernized, such as MBO use.
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