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Executive Summary
Recent economic conditions required the company to asses their current competitive environment and organizational structure. As a result of this analysis, the company found that downsizing the company workforce would be required.

Many factors impact the decision on how to downsize a company, including the effects on the employees, the corporate culture and reputation, the relationships with customers, costs, and legal issues. The method chosen to downsize the company carries a significant impact on the company. The five alternatives evaluated in this benefits, opportunities, costs, and risks decision model are:
· Attrition

· Early Retirement

· Involuntary Separations

· Outplacement

· Restructuring

The decision model captures, prioritizes, and evaluates the areas that determine the best alternative to downsize that protects the interests of all of the stakeholders involved. The decision model provided the following results:

	Alternative
	Normalized Ranking

	Attrition
	0.2181

	Outplacement
	0.2051

	Restructuring
	0.2036

	Early Retirement
	0.1929

	Involuntary Separations
	0.1803


Attrition is the best option for the company to downsize given their current situation. As the rankings indicate, all options are fairly close in priority. Additionally, sensitivity analysis indicates that the rankings will change as the priorities placed on benefits, opportunities, costs, and risks change. This indicates that a downsizing method is dependent upon the current situation of the company, and any changes in the situation will require a reevaluation of the decision criteria.
Overview

The Chemical Company began life as a public company in 1994 when the parent company spun off the chemicals division of the company. The chemicals division was founded in 1920, and for many years supplied basic photographic chemicals. Once the company became public, it expanded product lines outside basic photographic chemicals and offered a broad portfolio of chemicals, plastics, and fibers. These product lines were primarily intermediate manufacturing products that were used as raw materials by customers to create final products.

Over the past ten years, the company expanded its manufacturing base and product offering through acquisitions. The acquisitions consisted of obtaining smaller companies that operated independently and maintained strong cash flows. These newly acquired companies earned substantial profits for the company while the economy was strong, which allowed operations to continue without much interference. However, due to the economic downturn in the past year, the company was forced to focus on cost control and the profitability of their product lines and manufacturing facilities. As a result, the company’s top management decided that consolidation was the best strategy during this slow economic period.  The consolidation strategy consisted of divestiture of product lines, closing facilities, and divesting of facilities. As a result of the consolidation, the company acquired excessive overhead costs for their remaining product lines and needed to reduce the workforce or downsize to remain competitive in the marketplace. 

The goal of downsizing was to create a competitive cost structure that would ensure survival of the company while minimizing the impact on the employees, the company culture, and the customers.  Additionally, the downsizing decisions must support the company’s stated values from (Appendix 7):

· Fairness: We treat others fairly and as we expect to be treated.

· Employee Well-Being: We have a safe, healthy, and desirable workplace.

· Balance: We support an employee’s need to balance work and family/personal life.

Definition of Downsizing

Downsizing, also known as rightsizing, is the planned elimination of large numbers of personnel, designed to enhance organizational effectiveness.1   There are many reasons an organization elects to downsize a company.  Businesses face an increased competitive pressure in today’s business world to maintain productivity, efficiency, profit, and shareholders happiness.  Downsizing can result from adjusting to the market downturn, trying to increase stock price, technological advances or improved cash flow. The Human Resource Management Fourth Edition textbook states that the top four (4) reasons why companies downsize are as follows: 

· Reduce cost

· Close outdated plants or introducing new technology

· Mergers and acquisitions reduced the need for positions

· Changed location of where company did business

Companies are always looking to the future marketplace and are trying to determine how they can remain competitive. Downsizing allows a company to focus on the core competencies of the organization and get rid of the unproductive or deadweight employees. This reduction in staff allows the company to create an opportunity to change the organizational structure of the company.  As a result, restructuring the company can lead to future growth and a sustained competitive advantage. 

Downsizing can lead to the loss of the top talent and interfere with the social culture of the company.1   Without an appropriate decision model, employees can become angered through disparate treatment. For example, during the dot.com era, many Internet based companies did not appropriately manage downsizing. During an economic downturn, companies were forced to layoff individuals who were with the company for several years and did not offer these individuals severance packages. As a result, the employees became infuriated due to the poor treatment and filed many lawsuits.1  The lawsuits only enhanced the difficulties of restructuring the company and hurt the employees that remained within the organization. 

In addition to lawsuits, downsizing can lead to many organizational problems with the remaining employees that were not let go. Only about 1/3 of companies that went through downsizing actually achieved their goal of increased productivity.1 Companies that used downsizing as a way to reduce cost and increase efficiency were only looking at the raw numbers and not the employees.  Downsizing disrupts the lives of employees and changes the way individuals look at their jobs.  Since downsizing can reduce job security, many employees start looking for alternative employment.  Survivor employees may have reduced job satisfaction and reduced commitment to the organization that may interfere with their work performance.1 As a result, downsizing can directly (by laying individuals off) or indirectly (by remaining employees leaving) cause employees to leave who are irreplaceable assets.

Impact on the Organization
Downsizing represents a significant, potentially paralyzing impact on the organization. In addition, downsizing represents a significant change for the organization and the workforce.  As a result, the most significant impact on the organization is the method chosen for downsizing.  In order to achieve the lower staffing levels, the company has several options available. All of the methods have various timeframes, impacts on the employees, and impacts on the company. The methods include1:

· Attrition

· Early Retirement

· Involuntary Separations

· Outplacement

· Restructuring

The decision model is designed to determine the best method to deliver the reduced staffing levels in an acceptable amount of time to meet profitability requirements. The impact on the workforce and the company should weigh heavily in the decision. Almost all options to downsize the workforce have some legal requirement or implication. Whatever method is chosen, the company must ensure compliance with the law.  

Early retirements may cause the least employee suffering, but may result in losing irreplaceable employees or rewarding poor performers. This approach may also result in losing years of knowledge and experience in concentrated areas. In addition, early retirement can impact older workers disproportionately.  The company must structure the retirement offer so that eligible employees are not forced to retire, but choose to retire. Involuntary separations may impact a protected group or unfairly separate valuable employees.  

Attrition is a slower form of early retirement, and allows for better planning and transitions, but may require too much time for an organization that needs to make immediate changes for competitiveness. 

Terminations of random employees, or younger employees to avoid age discrimination, will negatively impact the workforce. Terminations should be based on job performance or job eliminations. A well-structured performance evaluation system should provide the necessary documentation for these decisions. Terminations based on a set of well-communicated standards will have less impact on the remaining workforce.
Regardless of the method chosen to downsize, the organization will dramatically change its organizational structure and industry reputation. Also, the relationship between the company and the employees will change. As a result, it is in the best interest of the company to actively manage the entire downsizing process to minimize the impacts on the organization and the employees.
The employees that will remain with the company will be required to perform their current workload as well as additional tasks that were previously handled by a different person. Employees will be expected and required to have more responsibilities and duties under the same timeframe and compensation. Also, the downsizing process can disrupt the employee’s daily work habits and commitment to the organization.  The company must ensure that the employee’s performance does not decrease substantially due to the added workload and fear of job security; and maintain open communication with the remaining employees to gain their trust by informing the employees on the purpose of downsizing.  Some employees may not be impacted at all while others are at the center of the change, creating tension among the workforce. Downsizing may hurt the reputation of the company both as a stable employer and as an employer that cares about its employees. All of these conditions emphasize the need for a proper downsizing decision.

The decision model will evaluate all of these factors to determine the best method of downsizing the company.

Top Level Network

The decision model is a Benefits, Opportunities, Costs, and Risks model designed to evaluate the best alternative for downsizing the company. The alternatives included in this decision were the most feasible alternatives for the company, given their current situation. The alternatives are:
· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

Each of these options were included in the bottom level network for evaluation. 
Benefits
Within the benefits node, three areas were included in the model for their impact on the decision alternatives:
· Increase organizational effectiveness: if done correctly, downsizing may increase the effectiveness of the organization through better structure.
· Reduce cost: labor reductions usually reduce cost to the organization.
· Study company structure: in order to successfully downsize, the company should study their current structure and future needs to determine a gap analysis. This analysis should provide the desired structure of the company that will provide a competitive organization.
The initial priorities for these areas are:
	Factors
	Priorities

	Increase organizational effectiveness
	0.149

	Reduce cost
	0.785

	Study company structure
	0.066


Based on these initial priority ratings, the study company structure cluster does not have a subnetwork. This cluster was evaluated with the following criteria:
· Focus on value added activities: the exercise of studying the company structure provides the option to refocus the activities of employees
· Improve employee productivity: a well structured company will improve employee productivity
· Long term competitiveness: the best company structure provides the foundation for the company to remain competitive for many years
The two higher priority items, increasing organizational effectiveness and reducing cost, have a full subnetwork. The subnetwork is the same for both items and it is the bottom level network for this model and contains the five clusters described below.
The Alternatives include all of the possible downsizing methods that are evaluated by this model:
· Attrition: allowing the natural course of retirement to occur and not replacing employees who retire
· Early retirement: offering incentives to qualified employees to retire early
· Involuntary separation: termination of an employee
· Outplacement: Finding a new position or job for an employee within the company (not necessarily at the current place of employment)
· Restructuring: Overhauling work systems or company organization charts

Each of these alternatives were evaluated using the four criteria clusters. The first area, customers, is designed to capture the impact of downsizing on the customers of the company. This cluster has the following nodes:
· Customer Service: Customer Service may become more focused 

· Products: Products or new product development may suffer with fewer employees working at the company
· Relationships: Relationships with customers may be damaged or destroyed
The second cluster, implementing the decision, determines the impact the downsizing method has on the organization. The impacts include:
· Costs: Impact on costs of the organization (a measure of how quickly costs will be reduced by each alternative)
· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative; minimal impact is desired
· Timeframe: Relative speed of implementation
The third cluster, stakeholders, includes the effects of the various downsizing methods has on the stakeholders in the organization. The stakeholders include: 

· Displaced Employees: Displaced Employees, either through separation or outplacement
· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 
The final cluster, work environment, captures the work environment concerns of all of the employees of the company. This cluster evaluates the impact each alternative has on the various aspects of the work environment:
· Employee Effectiveness: How effective each employee is after downsizing  

· Employee Morale: Employee morale after downsizing
· Employee Motivation: Employee motivation after downsizing
· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life after downsizing
· Quality of work life: Quality of work life after downsizing
This bottom level network is the same for the Benefits, Opportunities, Costs, and Risks categories. Each bottom level network is evaluated individually within each category. Within the Benefits, the bottom level networks are evaluated with respect to the potential Benefits to the organization.
The Benefits network structure is included as Appendix 1, and the subnetwork structure is included as Appendix 5.

Opportunities

Within the opportunities node, three areas were included in the model for their impact on the decision alternatives:

· Eliminate poor employees: downsizing presents an opportunity to terminate the poor employees from employment with the company and retain the excellent employees
· Focus on core business: downsizing may allow a company to evaluate what businesses they are in and which businesses they want to focus on
· Improve long term competitiveness: downsizing presents an opportunity for a company to improve operations and remain competitive in the long term
The initial priorities for these areas are:

	Factors
	Priorities

	Eliminate poor employees
	0.065

	Focus on core business
	0.340

	Improve long term competitiveness
	0.595


Based on these initial priority ratings, the eliminate poor employees cluster does not have a subnetwork. This cluster was evaluated with the following criteria:

· Management: the opportunities and impacts facing management of the organization depending on which downsizing alternative is chosen
· Other employees: the impact on the remaining employees in the company
· Poorly performing employees: the impact on the poorly performing employees in the organization
· Productivity: the impact of each alternative on employee productivity 

The two higher priority items, focusing on core business and improving long term competitiveness, have a full subnetwork. The network evaluates the five alternatives for the decision model. For the Opportunities, the subnetwork is the same bottom level network as the one described in the Benefits section; however, the evaluation was performed for the items in the network with respect to potential opportunities for the company.

The Opportunities network structure is included as Appendix 2, and the subnetwork structure is included as Appendix 5.

Costs

Within the costs node, five areas were included in the model for their impact on the decision alternatives:

· Economic: the economic costs to the company for performing each alternative
· Human suffering: the costs in human suffering
· Impact on company reputation: the negative impact on the company reputation
· Impact on company values: the negative impact on company values
· Timeframe: the implementation timeframe for each alternative

The initial priorities for these areas are:

	Factors
	Priorities

	Economic
	0.389

	Human suffering
	0.296

	Impact on company reputation
	0.072

	Impact on company values
	0.093

	Timeframe
	0.150


Based on these initial priority ratings, the impact on company reputation and impact on company values clusters do not have a subnetwork. The impact on company reputation cluster was evaluated with the following criteria:

· Preferred employer: the downsizing alternatives will impact the perception of the company as a preferred employer to varying degrees

· Stable employer: the downsizing alternatives will impact the perception of the company as a stable employer to varying degrees

The impact on company values cluster was evaluated with the following criteria:

· Balance: the downsizing alternatives will impact the employees’ work/life balance to varying degrees

· Employee well-being: the downsizing alternatives will impact the company’s intent to have a safe, healthy and desirable workplace to varying degrees

· Fairness: the downsizing alternatives will be at odds with the company value of treating others fairly to varying degrees

The three higher priority items, economic, human suffering, and timeframe, have a full subnetwork. The network evaluates the five alternatives for the decision model. For the Costs, the subnetwork is the same bottom level network as the one described in the Benefits section; however, the evaluation was performed for the items in the network with respect to potential costs for the company.

The Costs network structure is included as Appendix 3, and the subnetwork structure is included as Appendix 5.

Risks

Within the risks node, three areas were included in the model for their impact on the decision alternatives:

· Legal issues: the potential legal issues from each alternative that a company may face when downsizing

· Lose top talent: If a company downsizes, they may lose top talent or these people may leave on their own

· Reduced motivation of survivors: Each alternative impacts the motivation of survivors, and reduced motivation negatively impacts the company
The initial priorities for these areas are:

	Factors
	Priorities

	Legal issues
	0.493

	Lose top talent
	0.196

	Reduced motivation of survivors
	0.311


Based on these initial priority ratings, all of these areas were evaluated with the full subnetwork structure. The network evaluates the five alternatives for the decision model. For the Risks, the subnetwork is the same bottom level network as the one described in the Benefits section; however, the evaluation was performed for the items in the network with respect to potential risks for the company.

The Risks network structure is included as Appendix 4, and the subnetwork structure is included as Appendix 5.

Results and Sensitivity

The Benefits, Opportunities, Costs, and Risks subnetworks were evaluated using pairwise comparisons to determine the most effective method to downsize the company. The most effective method takes into consideration all of the factors described above.

The alternatives have the following rankings under the Benefits section:

Alternative Rankings for Benefits
	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3843
	1.0000
	1

	                               
	Early retirement
	0.6578
	0.2528
	0.6578
	2

	                               
	Involuntary separation
	0.3730
	0.1433
	0.3730
	3

	                               
	Outplacement
	0.2159
	0.0830
	0.2159
	5

	                               
	Restructuring
	0.3557
	0.1367
	0.3557
	4


The attrition option provided the most benefits to the company. This would suggest that the factors involving the impacts on company values, the employees, and other factors outweigh the immediate economic effects of downsizing.
The alternatives have the following rankings under the Opportunities section:

Alternative Rankings for Opportunities

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.5144
	1.0000
	1

	                               
	Early retirement
	0.4322
	0.2223
	0.4322
	2

	                               
	Involuntary separation
	0.1150
	0.0592
	0.1150
	5

	                               
	Outplacement
	0.1392
	0.0716
	0.1392
	4

	                               
	Restructuring
	0.2575
	0.1325
	0.2575
	3


The attrition option provided the best opportunities to the company. This would suggest that the factors involving the impacts on customers, knowledge loss, and the employees outweigh other concerns.
The alternatives have the following rankings under the Costs section:

Alternative Rankings for Costs

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3915
	1.0000
	1

	                               
	Early retirement
	0.6124
	0.2398
	0.6124
	2

	                               
	Involuntary separation
	0.3519
	0.1378
	0.3519
	4

	                               
	Outplacement
	0.2264
	0.0886
	0.2264
	5

	                               
	Restructuring
	0.3637
	0.1424
	0.3637
	3


The attrition option provided the best cost impact to the company. This would suggest that the costs in human suffering, company reputation, and company values outweigh the economic costs of involuntary separation and outplacement.
The alternatives have the following rankings under the Risks section:

Alternative Rankings for Risks

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3545
	1.0000
	1

	                               
	Early retirement
	0.7085
	0.2511
	0.7085
	2

	                               
	Involuntary separation
	0.4827
	0.1711
	0.4827
	3

	                               
	Outplacement
	0.2474
	0.0877
	0.2474
	5

	                               
	Restructuring
	0.3826
	0.1356
	0.3826
	4


The attrition option provided the least risk to the company. This would suggest that the risks associated with potential legal problems, losing top talent, and reduced motivation of the workforce are least with attrition and the highest with involuntary separation, outplacement, and restructuring.

Based on these rankings within each section, the overall results of the model will provide the best alternative for downsizing the company. When these results feed forward into the top level network, the following results are obtained:

Alternative Rankings for the Decision Model

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.5000
	0.2181
	1.0000
	1

	                               
	Early retirement
	0.4423
	0.1929
	0.8845
	4

	                               
	Involuntary separation
	0.4133
	0.1803
	0.8267
	5

	                               
	Outplacement
	0.4703
	0.2051
	0.9407
	2

	                               
	Restructuring
	0.4667
	0.2036
	0.9335
	3


When all of the factors are considered and compared, the best alternative for the company to downsize the workforce is through attrition. In general, downsizing usually is performed through immediate workforce cuts through involuntary separation. This decision model suggests that this is one of the worst methods to use when factors other than economics are considered.

Outplacement is the second ranked alternative. This alternative is more of an impact on employees and company values than attrition, but less than the remaining alternatives, so it seems feasible that this is the second best method.

Restructuring is the third ranked alternative. Similar to outplacement, this method has more impact on key factors than the top two alternatives and less than the bottom two alternatives.

Early retirement is the fourth ranked alternative. This ranking is somewhat surprising since this alternative seems to be popular in the corporate world today. However, since talent loss, knowledge loss, and the impact on customer relationships are included as factors in the decision, this ranking is not unreasonable.

The fifth and lowest ranked alternative is involuntary separation. This alternative carries the burden of being disruptive to the workforce, causing human suffering, negatively impacting the company reputation, and risking legal issues. These issues outweigh the immediate economic impacts this alternative provides; therefore, it is the least attractive alternative for this decision model.

It is interesting to note that all of the alternatives are relatively close in their normalized ranking. This can be attributed to the current situation of the company, since the decision factors are ranked according this situation. If a company were in immediate financial peril, economic concerns may dominate the decision process and a different alternative, such as involuntary separation, may be the top choice. There is no one correct method for downsizing, as each company having to make this choice will be in a unique situation with regards to their financial situation, corporate culture, and employee workforce. For this company situation, attrition is the top alternative.
The full report on the decision model is included as Appendix 6.
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Sensitivity analysis was performed on the benefits, opportunities, costs, and risks for this model. For the benefits:

This graph indicates that as the benefits receive a higher priority, the current gap between each alternative widens; however, as the benefits priority decreases, the rankings of the alternatives essentially reverse.
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For the opportunities:

This graph indicates that as the opportunities receive a higher priority, the current gap between each alternative widens; however, as the opportunities priority decreases, the rankings of the alternatives essentially reverse.
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For the costs:

This graph indicates that as the costs receive a higher priority, the current gap between each alternative widens; however, as the costs priority decreases, the rankings of the alternatives essentially reverse.
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For the risks:

This graph indicates that as the risks receive a higher priority, the current gap between each alternative widens; however, as the risks priority decreases, the rankings of the alternatives essentially reverse.

The sensitivity analysis supports the notion that downsizing decisions are company specific. Each company is in a unique situation with respect to the decision factors included in this model, and these differences will change the outcome of the model. For this company, in the current situation, attrition is the best method. However, if the conditions were to change, a different alternative may be more appropriate. The sensitivity analysis demonstrates the necessity of monitoring the situation for changes to ensure that the downsizing alternative chosen is the best method for changing the company structure.
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Appendix 1: Benefits Subnetwork
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Appendix 2: Opportunities Subnetwork
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Appendix 3: Costs Subnetwork
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Appendix 4: Risks Subnetwork
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Appendix 5: Bottom Level Subnetwork
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Appendix 6: Decision Model Report

Main menu for pohland final model.mod

· Outline 

· Main Structures 

· Report 



Outline for pohland final model.mod

· pohland final model.mod Model subnetworks follow: 

· Benefits subnetworks follow: 

· Increase organizational effectiveness alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Reduce cost alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Costs subnetworks follow: 

· Economic alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Human suffering alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Timeframe alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Opportunities subnetworks follow: 

· Focus on core business alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Improve long term competitiveness alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Risks subnetworks follow: 

· Legal issues alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Lose top talent alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

· Reduced motivation of survivors alternatives follow: 

· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 



Main structure of toplevel network

What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) under it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Formulaic

	Formula:
	$NormalNet(Benefits)*$SmartAlt(Benefits) + $NormalNet(Costs)*(1-$SmartAlt(Costs)) + $NormalNet(Opportunities)*$SmartAlt(Opportunities) + $NormalNet(Risks)*(1-$SmartAlt(Risks))

	Clusters/Nodes
	· Goal: The place where the dummy goal node lives. 

· Goal: Determine the best method for company downsizing: Determine the best method for company downsizing 

· Model: This is the toplevel network. 

· Benefits: 

· Costs: 

· Opportunities: 

· Risks: 




Main structure of Benefits network

This network is a subnetwork of toplevel. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) under it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Regular

	Formula:
	

	Clusters/Nodes
	· Benefits: The automatically created control criteria goal cluster 

· Evaluate benefits of various downsizing methods: 

· Benefits Control Criteria: The automatically created control criteria cluster 

· Increase organizational effectiveness: 

· Reduce cost: 

· Study company structure: 

· Study Company Structure: Determining the best company structure 

· Focus on value added activities: Focus on value added activities 

· Improve employee productivity: Improve employee productivity 

· Long term competitiveness: Long term competitiveness 




Main structure of Benefits->Increase organizational effectiveness network

This network is a subnetwork of Benefits. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Benefits->Reduce cost network

This network is a subnetwork of Benefits. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Costs network

This network is a subnetwork of toplevel. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) under it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Regular

	Formula:
	

	Clusters/Nodes
	· Control Criteria: The automatically created control criteria cluster 

· Economic: 

· Human suffering: 

· Impact on company reputation: 

· Impact on company values: 

· Timeframe: 

· Costs: The automatically created control criteria goal cluster 

· Evaluate Costs of various downsizing methods: 

· Impact on company reputation: Downsizing impact on company reputation 

· Preferred employer: Company reputation as a preferred employer 

· Stable employer: Company reputation as a stable employer 

· Impact on company values: Downsizing impact on company values 

· Balance: Company value: We support an employee's need to balance work and family/personal life 

· Employee Well Being: Company value: We have a safe, healthy, and desirable workplace 

· Fairness: Company value: We treat others fairly and as we expect to be treated 




Main structure of Costs->Economic network

This network is a subnetwork of Costs. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Costs->Human suffering network

This network is a subnetwork of Costs. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Costs->Timeframe network

This network is a subnetwork of Costs. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Opportunities network

This network is a subnetwork of toplevel. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) under it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Regular

	Formula:
	

	Clusters/Nodes
	· Control Criteria: The automatically created control criteria cluster 

· Eliminate poor employees: 

· Focus on core business: 

· Improve long term competitiveness: 

· Eliminate poor employees: Opportunity to eliminate poorly performing employees 

· Management: Management 

· Other employees: Other employees 

· Poorly performing employees: Poorly performing employees 

· Productivity: Employee Productivity 

· Opportunities: Control Criteria for Opportunities 

· Evaluate opportunities of various downsizing methods: 




Main structure of Opportunities->Focus on core business network

This network is a subnetwork of Opportunities. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Opportunities->Improve long term competitiveness network

This network is a subnetwork of Opportunities. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Risks network

This network is a subnetwork of toplevel. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) under it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Regular

	Formula:
	

	Clusters/Nodes
	· Control Criteria: Risks associated with downsizing 

· Legal issues: Legal issues a company may face when downsizing 

· Lose top talent: If a company downsizes, they may lose top talent or these people may leave on their own 

· Reduced motivation of survivors: Reduced motivation of survivors 

· Risks: Risks associated with downsizing 

· Evaluate risks of various downsizing options: risks of various downsizing options 




Main structure of Risks->Legal issues network

This network is a subnetwork of Risks. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Risks->Lose top talent network

This network is a subnetwork of Risks. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 




Main structure of Risks->Reduced motivation of survivors network

This network is a subnetwork of Risks. What follows a brief recap of this network. 

If you would like to, you can return to the main menu. 

	Alternative(s) in it:
	· Attrition 

· Early retirement 

· Involuntary separation 

· Outplacement 

· Restructuring 

	Network Type:
	Bottom level

	Formula:
	Not applicable

	Clusters/Nodes
	· Alternatives: The automatically created alternatives cluster 

· Attrition: 

· Early retirement: 

· Involuntary separation: 

· Outplacement: 

· Restructuring: 

· Customers: Impact on customers 

· Customer Service: Customer Service more focused 

· Products: 

· Relationships: Relationships with customers 

· Implementing the decision: Impact on the organization 

· Costs: Impact on costs 

· Ease of transition: The relative ease of performing each alternative 

· Experience/knowledge loss: The impact of losing years of experience and knowledge from the workforce 

· Number of impacted employees: The amount of employees that may be eligible for each alternative 

· Timeframe: Relative speed of implementation 

· Stakeholders: Stakeholders in the organization 

· Displaced Employees: Displaced Employees 

· Management: Management of the company 

· Shareholders: Owners of the company 

· Survivors: Employees remaining with the company 

· Work environment: Factors in the work environment 

· Employee Effectiveness: Employee impact on the organization 

· Employee Morale: Employee Morale 

· Employee Motivation: Employee Motivation 

· Human suffering: The relative amount of human suffering from each alternative 

· Quality of home life: Quality of home life 

· Quality of work life: Quality of work life 






Report for toplevel

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.5000
	0.2181
	1.0000
	1

	                               
	Early retirement
	0.4423
	0.1929
	0.8845
	4

	                               
	Involuntary separation
	0.4133
	0.1803
	0.8267
	5

	                               
	Outplacement
	0.4703
	0.2051
	0.9407
	2

	                               
	Restructuring
	0.4667
	0.2036
	0.9335
	3


How the alternatives fed forward

	Attrition
	Total Priority
	Rank

	Benefits
	1.0000
	1

	Costs
	1.0000
	1

	Opportunities
	1.0000
	1

	Risks
	1.0000
	1


	Early retirement
	Total Priority
	Rank

	Benefits
	0.6578
	2

	Costs
	0.6124
	2

	Opportunities
	0.4322
	2

	Risks
	0.7085
	2


	Involuntary separation
	Total Priority
	Rank

	Benefits
	0.3730
	3

	Costs
	0.3519
	4

	Opportunities
	0.1150
	5

	Risks
	0.4827
	3


	Outplacement
	Total Priority
	Rank

	Benefits
	0.2159
	5

	Costs
	0.2264
	5

	Opportunities
	0.1392
	4

	Risks
	0.2474
	5


	Restructuring
	Total Priority
	Rank

	Benefits
	0.3557
	4

	Costs
	0.3637
	3

	Opportunities
	0.2575
	3

	Risks
	0.3826
	4




Report for Benefits

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3843
	1.0000
	1

	                               
	Early retirement
	0.6578
	0.2528
	0.6578
	2

	                               
	Involuntary separation
	0.3730
	0.1433
	0.3730
	3

	                               
	Outplacement
	0.2159
	0.0830
	0.2159
	5

	                               
	Restructuring
	0.3557
	0.1367
	0.3557
	4


How the alternatives fed forward

	Attrition
	Total Priority
	Rank

	Increase organizational effectiveness
	0.1389
	1

	Reduce cost
	0.1400
	1


	Early retirement
	Total Priority
	Rank

	Increase organizational effectiveness
	0.0626
	2

	Reduce cost
	0.0976
	2


	Involuntary separation
	Total Priority
	Rank

	Increase organizational effectiveness
	0.0114
	5

	Reduce cost
	0.0599
	3


	Outplacement
	Total Priority
	Rank

	Increase organizational effectiveness
	0.0173
	4

	Reduce cost
	0.0327
	5


	Restructuring
	Total Priority
	Rank

	Increase organizational effectiveness
	0.0317
	3

	Reduce cost
	0.0532
	4




Report for Benefits->Increase organizational effectiveness

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1389
	0.5303
	1.0000
	1

	                               
	Early retirement
	0.0626
	0.2388
	0.4504
	2

	                              
	Involuntary separation
	0.0114
	0.0437
	0.0824
	5

	                              
	Outplacement
	0.0173
	0.0660
	0.1245
	4

	                              
	Restructuring
	0.0317
	0.1212
	0.2285
	3




Report for Benefits->Reduce cost

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1400
	0.3652
	1.0000
	1

	                               
	Early retirement
	0.0976
	0.2546
	0.6971
	2

	                               
	Involuntary separation
	0.0599
	0.1563
	0.4281
	3

	                              
	Outplacement
	0.0327
	0.0852
	0.2332
	5

	                               
	Restructuring
	0.0532
	0.1387
	0.3799
	4




Report for Costs

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3915
	1.0000
	1

	                               
	Early retirement
	0.6124
	0.2398
	0.6124
	2

	                               
	Involuntary separation
	0.3519
	0.1378
	0.3519
	4

	                               
	Outplacement
	0.2264
	0.0886
	0.2264
	5

	                               
	Restructuring
	0.3637
	0.1424
	0.3637
	3


How the alternatives fed forward

	Attrition
	Total Priority
	Rank

	Economic
	0.1148
	1

	Human suffering
	0.1390
	1

	Timeframe
	0.2111
	1


	Early retirement
	Total Priority
	Rank

	Economic
	0.0943
	2

	Human suffering
	0.0657
	2

	Timeframe
	0.0732
	3


	Involuntary separation
	Total Priority
	Rank

	Economic
	0.0708
	3

	Human suffering
	0.0166
	5

	Timeframe
	0.0260
	5


	Outplacement
	Total Priority
	Rank

	Economic
	0.0347
	5

	Human suffering
	0.0212
	4

	Timeframe
	0.0372
	4


	Restructuring
	Total Priority
	Rank

	Economic
	0.0504
	4

	Human suffering
	0.0371
	3

	Timeframe
	0.0756
	2




Report for Costs->Economic

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1148
	0.3146
	1.0000
	1

	                               
	Early retirement
	0.0943
	0.2583
	0.8209
	2

	                               
	Involuntary separation
	0.0708
	0.1939
	0.6165
	3

	                               
	Outplacement
	0.0347
	0.0950
	0.3020
	5

	                               
	Restructuring
	0.0504
	0.1381
	0.4391
	4




Report for Costs->Human suffering

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1390
	0.4973
	1.0000
	1

	                               
	Early retirement
	0.0657
	0.2349
	0.4723
	2

	                              
	Involuntary separation
	0.0166
	0.0593
	0.1193
	5

	                              
	Outplacement
	0.0212
	0.0757
	0.1522
	4

	                               
	Restructuring
	0.0371
	0.1328
	0.2671
	3




Report for Costs->Timeframe

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.2111
	0.4989
	1.0000
	1

	                               
	Early retirement
	0.0732
	0.1730
	0.3468
	3

	                              
	Involuntary separation
	0.0260
	0.0614
	0.1231
	5

	                               
	Outplacement
	0.0372
	0.0878
	0.1761
	4

	                               
	Restructuring
	0.0756
	0.1788
	0.3583
	2




Report for Opportunities

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.5144
	1.0000
	1

	                               
	Early retirement
	0.4322
	0.2223
	0.4322
	2

	                               
	Involuntary separation
	0.1150
	0.0592
	0.1150
	5

	                               
	Outplacement
	0.1392
	0.0716
	0.1392
	4

	                               
	Restructuring
	0.2575
	0.1325
	0.2575
	3


How the alternatives fed forward

	Attrition
	Total Priority
	Rank

	Focus on core business
	0.1136
	1

	Improve long term competitiveness
	0.1992
	1


	Early retirement
	Total Priority
	Rank

	Focus on core business
	0.0497
	2

	Improve long term competitiveness
	0.0854
	2


	Involuntary separation
	Total Priority
	Rank

	Focus on core business
	0.0082
	5

	Improve long term competitiveness
	0.0278
	5


	Outplacement
	Total Priority
	Rank

	Focus on core business
	0.0133
	4

	Improve long term competitiveness
	0.0302
	4


	Restructuring
	Total Priority
	Rank

	Focus on core business
	0.0248
	3

	Improve long term competitiveness
	0.0557
	3




Report for Opportunities->Focus on core business

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1136
	0.5418
	1.0000
	1

	                               
	Early retirement
	0.0497
	0.2372
	0.4379
	2

	                              
	Involuntary separation
	0.0082
	0.0390
	0.0720
	5

	                              
	Outplacement
	0.0133
	0.0635
	0.1172
	4

	                              
	Restructuring
	0.0248
	0.1185
	0.2187
	3




Report for Opportunities->Improve long term competitiveness

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1992
	0.5000
	1.0000
	1

	                               
	Early retirement
	0.0854
	0.2145
	0.4289
	2

	                              
	Involuntary separation
	0.0278
	0.0698
	0.1396
	5

	                              
	Outplacement
	0.0302
	0.0759
	0.1518
	4

	                               
	Restructuring
	0.0557
	0.1398
	0.2797
	3




Report for Risks

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	1.0000
	0.3545
	1.0000
	1

	                               
	Early retirement
	0.7085
	0.2511
	0.7085
	2

	                               
	Involuntary separation
	0.4827
	0.1711
	0.4827
	3

	                               
	Outplacement
	0.2474
	0.0877
	0.2474
	5

	                               
	Restructuring
	0.3826
	0.1356
	0.3826
	4


How the alternatives fed forward

	Attrition
	Total Priority
	Rank

	Legal issues
	0.1033
	1

	Lose top talent
	0.1678
	1

	Reduced motivation of survivors
	0.2209
	1


	Early retirement
	Total Priority
	Rank

	Legal issues
	0.1013
	2

	Lose top talent
	0.0684
	2

	Reduced motivation of survivors
	0.1029
	2


	Involuntary separation
	Total Priority
	Rank

	Legal issues
	0.0908
	3

	Lose top talent
	0.0195
	5

	Reduced motivation of survivors
	0.0187
	5


	Outplacement
	Total Priority
	Rank

	Legal issues
	0.0375
	5

	Lose top talent
	0.0251
	4

	Reduced motivation of survivors
	0.0278
	4


	Restructuring
	Total Priority
	Rank

	Legal issues
	0.0547
	4

	Lose top talent
	0.0491
	3

	Reduced motivation of survivors
	0.0454
	3




Report for Risks->Legal issues

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1033
	0.2665
	1.0000
	1

	                               
	Early retirement
	0.1013
	0.2614
	0.9809
	2

	                               
	Involuntary separation
	0.0908
	0.2343
	0.8791
	3

	                               
	Outplacement
	0.0375
	0.0967
	0.3630
	5

	                               
	Restructuring
	0.0547
	0.1412
	0.5297
	4




Report for Risks->Lose top talent

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.1678
	0.5089
	1.0000
	1

	                               
	Early retirement
	0.0684
	0.2072
	0.4073
	2

	                              
	Involuntary separation
	0.0195
	0.0590
	0.1159
	5

	                              
	Outplacement
	0.0251
	0.0760
	0.1493
	4

	                               
	Restructuring
	0.0491
	0.1489
	0.2926
	3




Report for Risks->Reduced motivation of survivors

This is a report for how alternatives fed up through the system to give us our synthesized values. Return to main menu. 

Alternative Rankings

	Graphic
	Alternatives
	Total
	Normal
	Ideal
	Ranking

	                               
	Attrition
	0.2209
	0.5314
	1.0000
	1

	                               
	Early retirement
	0.1029
	0.2476
	0.4659
	2

	                              
	Involuntary separation
	0.0187
	0.0449
	0.0845
	5

	                              
	Outplacement
	0.0278
	0.0668
	0.1257
	4

	                               
	Restructuring
	0.0454
	0.1093
	0.2056
	3


Appendix 7: Company Values

		Our Commitment To You 
Our Values
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People are the key to success. We have recognized throughout our history the importance of treating each other fairly and with respect. We use these principles in working together as members of the CompanyTeam: 

Honesty & Integrity 

Our goal is truth in all relationships. Our actions match our words. 

Fairness 

We treat others fairly and as we expect to be treated. 

Trust 

We respect and rely on each other. 

Teamwork & Accountability 

We work together effectively to achieve business success. 
Everyday we think and act as owners of the company. 
As members of the Company Team we are accountable for doing our part to contribute to success. 

Diversity 

We value people of different backgrounds, races and cultures. 
Different points of view enrich our ability to generate ideas and deliver value to our customers. 

Employee
Well-Being 

We have a safe, healthy, and desirable workplace. We grow self-worth by building skills and using capabilities. We recognize contributions made by team members. Our work to satisfy customers and create shareholder value enhances job stability. 

Balance 

We support an employee's need to balance work and family/personal life. 

Citizenship 

As individuals and as a company, we are good citizens who contribute to the community. We are good stewards of our products and our processes. 

Winning Attitude 

As members of the Company Team, we maintain knowledge and skills, take appropriate actions, and assume personal responsibility for our actions. Our can-do attitude, creativity, and ability to consistently deliver value to our customers and owners will ensure a positive future for the Company Team. 
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