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“CONSIDER ALTERNATIVES IN LIEU OF LAYING
OFF EMPLOYEES”
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No employer likes the prospect of laying off employees, particularly if
the decline in need is likely to be temporary.  The challenge for
management becomes this: what do we do when we don’t need certain
skill sets in our workforce today, but we probably will within the next
year?

Idle skills might seem at first blush like inventory: costly for the
company to keep and maintain until needed.  One big difference,
however, is the real cost of replacing employees once they have been let
go.

At an estimated one to three times a person's salary, depending on level,
it may actually be more cost effective to keep an employee whose skills
will be needed down the road, rather than let them go.   Consider not
only the costs of termination, (severance, benefits, outplacement,
unemployment, etc.) but costs of replacing them (recruitment, selection,
orientation, training, learning curve, etc) when needed again.
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