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Thursday
ys at the Hufffington Postt, Rana Floriida, CEO off The Creativve Class Grooup, shares hher
conversaations with su
uccessful en
ntrepreneurs and thought leaders about how they manage theeir
businessees, their relaationships, th
heir careers, and more. S he also answ
wers readers'' questions aabout
how they
y can optimizze their livess. Send yourr questions ab
about work, llife, or relatiionships to
rana@creeativeclass.ccom

Hi Rana,
I have tw
wo key emplo
oyees who ha
ave been witth me for thrree years, booth performinng at a C+. T
The
business is gaining momentum
m
an
nd I am busiier than everr. I've been ggiving them rraises and
bonuses and
a more reesponsibility,, but they wa
ant additionaal raises. I aam conflictedd as I have too
micromanage all their work, check everythin
ng over, and even the sim
mplest of clieent emails annd
proposalls are laden with
w unaccep
ptable mista
akes and typoos.
Moreoveer, every timee I give them
m an assignm
ment that's ouutside their nnormal dutiees, there is
tremendo
ous push-bacck and hand--holding. I'vve given them
m feedback aabout what I need them tto do
and they both agree that
t
they cou
uld be doing
g better and cchange for a brief periodd, but then thhey
quickly resort
r
back to
o their old la
azy ways. I'd
d love to repllace them, bbut they are bboth crucial
positionss and I just don't
d
have the time to sea
arch for andd train replaccements. Shoould I fire them
and suffeer trying to find
fi someonee better or do
o I keep joggging along aat a C averagge? I also feel
personally bad for th
heir families and liveliho
oods.
Alana
Washington, DC
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Hi Alana,
A long time ago, I asked the same question to a respected businessperson: "When do you fire
someone?" Their answer was, "When you first think of it." The point is that an employee has
either got it or they don't. Some people are go-getters who will always go the extra mile. Others
will just skate by. It's in a person's DNA.
Firings are almost always warranted in cases of theft or drug and alcohol abuse, but lack of
production can be a legitimate cause for termination too. It's plain and simple: not meeting your
work obligations poses a serious threat to your job. It's very stressful to let someone go, but you
hired your team because you saw promise in them. If they are not completing their work, or if
they are sucking up your time while you babysit them, they are useless to you.
I once asked another successful entrepreneur that same question, and their answer was the
opposite: "first, you need players on the field." Meaning, don't leave yourself exposed to the
competition without a team in place. Whenever you meet great talent, start grooming them to
join the company in any capacity. Players can then be shifted and traded.
As for these two, you said you've given them feedback time and again but see no improvements
in their performance. I think it's important to let them know that they are getting one last chance.
Sit down with each of them and tell them what they are doing right -- positive reinforcement is
crucial to motivate a team. Then be specific about what you need improved.

Let them know that if their performance dramatically improves in six months, you will give them
a raise. But if it stays the same or gets worse, you will have to replace them. Make it clear that
your preference would be to keep them, and you will do what you can to help them succeed.
If you see some improvement but not enough at the end of the six months, sit down with them
again and extend the review period by three months. If nothing has changed, it is time for them
to go.
While most companies will offer one to two weeks of severance pay per year served, or one
month per year in some cases for senior level positions, I would advise you to relieve your
conscience by sending them on their way with a three to six month severance package.
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