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Reduction-In-Force Plan
The ABC Company, at some point, will require cutting down on cost so that it can maximize profits and returns. This means that the workforce will be affected as the company will have to reorganize and strategize. In the case 25% of the crew needs to be eliminated permanently, a plan should be in place to actualize this and ensure that it is within the labor laws. The first step involves the human resource management forming a committee to look into the issue and give its reports and recommendations (Shindell, 2019). This committee should have representatives in all the departments in the ABC company and this include, senior management, employees working on the machines, the accountants, supervisors, legal officer of the company and human resource representative. The team is meant to explore all the avenues and all the scenarios that are likely to come up when the decision of downsizing is finally implemented. 
The next step involves location, departments, and type of jobs that will be affected. This should be based on the goals and objectives of the company. The team should determine if both permanent and temporary workforce will be affected (Fulce, 2018). A permanent and pensionable workforce will require a clear and sober approach when dismissing them from their work due to the legal hurdles that accompany such a move.  In addition, the committee should determine if the company will require employing on a temporary basis or not after the reduction of the permanent workforce (Fulce, 2018). Also, the age and race, and other special employee categories that will be affected should be determined. 
The plan should then be determined and how it will be executed and implemented. Those who are involved need to be informed in advance, and a way forward agreed. Some will be convinced to go on early retirement. The number should be determined so that their sendoff package is selected and be compared to if they worked till their retirement time and age (Shindell, 2019). The company should therefore be ready to finance the sendoff package for those who will be convinced for early retirement, and this is among the category of employees who were on permanent and pensionable terms. The rest who were temporary should be sent off relatively and notified early enough so that they are able to plan themselves (Shindell, 2019). The company, however, should be willing to pay all their dues on or before the date of laying them off. 
The final step involves making arrangements for the implementation of the plan. This consists of setting up the budget to cater to the exercise. In addition, setting the dates and periods to undertake the plan should be done. This ensures a timeline of events that will culminate in the laying off of the excess workers permanently to the level of 20% less, as suggested by the company (Fulce, 2018). Everything should be done according to the legal provisions so that ere are no court interventions by any aggrieved parties during the implementation process. HR should be the head of the implementation team. 
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