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Q. We have a problem employee that we’ve tried everything to get to just do her job and quit being disruptive, but nothing has worked. I think she should be terminated but find the thought of actually doing it painful. Any suggestions?

A. No one likes to be the bearer of bad news and notice of a termination is perhaps the hardest you can deliver. To make matters worse, mishandling terminations can lower employee morale and cause legal complaints and lawsuits. Yet, if you allow a poor performer or disruptive employee to keep working, productivity and efficiency are likely to suffer. Here are a few things to consider:

1. Be sure to follow your company policies.

2. Be consistent with how other similarly situated employees have been treated or prior reasons for terminations.

3. Be sure the employee has had a chance to tell her side of the story, and investigate fairly and thoroughly.

4. Consider the legal risks. At-will employers have potential for claims for a variety of reasons.

5. Document the reasons for termination, showing warnings, suggested improvements, performance appraisals, etc.

6. Tell the truth. Don’t call the termination a layoff if it is actually based on performance problems or work rule violations.

7. Plan the meeting to preserve the employees’ dignity and privacy.

8. Limit the discussions about the termination based on those who have a legitimate business need to know.
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