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Importance of accurate data in Human resource Strategic Decision
[bookmark: _GoBack]	    Maintenance of accurate and correct data is vital to every organization. Availability of reliable data helps the management of the organization in very many ways that include but not limited to: making financial decisions and aiding management in making investment decisions. In the HR department, the data is useful in cases where the organization wants to promote and appraise its staff. All departments are therefore required to collect analyze and maintain data as it will aid in decision making in the future. Human resource is one of the critical departments that need to have historical data that is correct at all time,
(Frone & Blais, 2020). Information on all employees that is when they joined the organization, performance appraisal, among others, is maintained with high levels of confidentiality. The case study in St Mary Hospital expounds on the importance of accurate data not only for the HR department but also in top management strategic decision making.
             The major problem with the Hospital has reduced revenue due to reduced hospital bed occupancy.  The Hospital is experiencing a reduced occupancy from 72% to 57%.  St Mary Hospital also lacks well-maintained and accurate data concerning the organization's employees' appraisal. The decision on who is going home is highly dependent on this information. Mr. Osgood is facing this problem of a lack of adequate appraisal systems in the Hospital. To do his job, he uses the traditional checklist rating that contains a summary rating (Patil et al., 2017). The best solution to this week's appraisal system in the Hospital is to revamp the appraisal process. Also, the HR department can integrate the system with the IT department of the Hospital.
            Another problem with the St Mary Hospital is over the employment of staff even when the organization is facing financial turmoil. From the checklist rating, it clear that the most ineffective team has less than three years in the Hospital, and the best performing employees have been in the organization for more than seven years. The Human resource department should always make employment decisions based on data on employee shortage per department and the cost of the recruitment of new staff. The use of data in the employment process removes biases and provides an even and equal playing field.[image: ]
                       The Hospital would also consider structuring the employees to align with the Hospital's short-term and term values without necessarily laying them off as it helps the staff to adapt to the new charges and facts at the workplace in the long run. St Mary Hospital may plan on placing some full-time employees on part-time employment contracts as it is a less radical move compared to layoffs. According to Frone and Blais (2020), part-time engagements ensure that the brainpower and the knowledge of the employees are in the organization. The step also reduces the negative impact on the employees to be laid off. Giving mandatory unpaid leaves is a good option the Hospital can consider. The Hospital can still engage with the employees to see how to have both the paid and unpaid leaves. Unpaid leaves ensure that the organization saves on the reduced salaries without laying off the staff. They are differentiating the reasonable costs of the Hospital from the unfortunate and unnecessary expenses. The Hospital can do away with all the adverse costs and only [image: ]concentrate on the fees that affect the hospitals' operations.

                     ALL the departments in Hospital are affected. The unsatisfactory employees who need to improve substantially and all employees in all departments with questionable needs were are also affected.
  The table below illustrates; 
 The number of employees laid off.in all the departments and the amount of money to save per department.
	Department
	Number of staff affected
	Amount saved per department

	Nursing 
	77
	 $                4,623,360.00 

	Allied Health Departments
	47
	 $                1,954,218.00 

	Central Administration 
	9
	 $                   464,464.00 

	 Dietetics/Nutrition
	5
	 $                   226,590.00 

	Housekeeping and Maintenance
	8
	 $                   190,486.00 

	Medical Staff
	3
	 $                   389,637.50 

	TOTAL 
	149
	 $                7,848,755.50 



                         Seniority and merit are yardsticks that are used in the organization during promotions and even during layoffs. Quality is useful in the case where the organization is seeking to promote employees with the most experienced in the organization.it is a reward for good work and services received from an employee. Layoff, based on seniority, uses the concept of last hired/first fired—seniority-based selection honors and rewards staff for their team in the organization (Kimura et al., 2016). The risk of order staff filling litigation against the Hospital is low; however, the method decimates the last employed group. Merit, on the other hand, is where promotion is from the individuals' past performance at work, education level, and individual competences.      
                         Notice is the time between the receipt of a dismissal letter or the time between the issue of resignation letter and the last working day.  According to the workers' Adjustment and Retraining Notification Act, the Hospital should give 60 days written notice to all the employees before the actual implementation of the layoff.
                          Outplacement activities involve career training and consulting as assistance that the laying off organization provides to the staff as support to them. The support may include career advising and counselling on how to get the next job, as some may not be familiar with the situation (Kimura et al., 2020). The Hospital may hire individuals or outplacement organizations that offer group career consulting and advising. Outplacement companies train employees on job searching, developing curriculum vitae and cover letters, or even applying for available job opportunities. The firm also provides employment leads and following –up with consulting and advice to the staff.
                       The layoff of staff is on the performance appraisal of all the workers, and it affects all the departments. The dismissal will be based on the available data and will not, in any way, be biased. The reason for the layoff is due to decreased bad occupancy in the Hospital that has resulted in decreased revenues. The redundancy harms the staffs who survive the dismissal; it leads to reduced morale as there is separation from fellow employees. Turnover of staff will increase as the remaining employees feel that the jobs are not secure. The quality of services and productivity of the employees will also be affected negatively due to reduced staff morale. Openness and honesty with the serving staff to explain the reasons for the layoff and why it was inevitable—easing the fear and the anxiety of the dismissal by formulating new plans and road maps for the Hospital. The Hospital can engage in training the remaining employees to reduce stress and frustrations. The human resource department with the management should recognize employee's excellent performance, invest in the positive evaluation, and even increase promotions to exemplary performing employees. 
                       St Mary hospital can consider investing in a secure information technology system in the Human resource department to aid in maintaining employee information on the appraisal. Well maintained appraisal data and information aid decision making in the future (Patil et al., 2017). The Hospital can also consider partnering with medics, such as physicians, to reduce completion. St Mary hospital may also find engaging community-based activates such as free screening as it helps advertise and popularise its services.  
                       The most significant limitation of using performance data as a yardstick of downsizing is lack of objectivity; this is a result of insufficient information and data on employee's performance. The absence of the data makes the whole process biased; hence employees may feel the process is not fair. The solution is that the organization can invest in a robust information technology system that helps in storing employee appraisal information.  
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Department

 Number of 

Employees  Payroll ($) 

Annual 

Turnover 

Rates (%)* 

Number of 

employess 

who resign

 Cost per 

person in a 

year 

Amount 

saved fron 

turnover

Nursing  602 $ 36,120,000  12.2

73 60,000.00     4,406,640 $    

 Allied Health Departments 391 $ 16,422,000  8.7

34 42,000.00     1,428,714 $    

Central Administration  154 $   8,008,000  3.5

5 52,000.00     280,280 $       

 Dietetics/Nutrition 65 $   2,730,000  7.3

5 42,000.00     199,290 $       

Housekeeping and Maintenance 41 $      943,000  8.4

3 23,000.00     79,212 $         

Medical Staff 35 $   5,337,500  2.1

1 152,500.00   112,088 $       

TOTAL  1,288 $ 69,560,500  9.5* 

6,506,224 $    

Total saved in the year from turnover 6,506,224 $    

Project deficit in the coming year $3,865,000,

Total saved in the year from turnover

6,506,224 $          

Number of months to realize savings 7

How many months would it take to realize the savings if St. Mary’s relied on attrition (turnover) only?
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Department 

Unsatisfactory: 

Needs to 

Improve 

Substantially

Questionable: 

Needs Some 

Improvement

 Number of 

Employees  Payroll ($) 

Lay off all 

Unsatisfactory: 

Needs to 

Improve 

Substantially

Amount saved on 

lay off all 

Unsatisfactory: 

Needs to Improve 

Substantially

Number of 

staff 

Questionable: 

Needs Some 

Improvement Amount saved 

Nursing 

6.4 6.4

602 $     36,120,000 

39

2,311,680.00                    39 2,311,680.00    

Allied Health 

5.7 6.2

391 $     16,422,000 

22

936,054.00                       24 1,018,164.00    

Central Administration

2.7 3.1

154 $       8,008,000 

4

216,216.00                       5 248,248.00       

 Dietetics/Nutrition 

2.1 6.2

65 $       2,730,000 

1

57,330.00                          4 169,260.00       

Housekeeping/Mainte

nance 

7.8 12.4

41 $          943,000 

3

73,554.00                          5 116,932.00       

Medical Staff 

1.1 6.2

35 $       5,337,500 

0

58,712.50                          2 330,925.00       

1,288 $     69,560,500 

70

3,653,546.50                    79 4,195,209.00    

Total amount to save from the layoff 7,848,755.50      

Downsizing plan to generate $7 million annual savings


