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Welcome to the Scale Your Small Business podcast. This is the place where we help entrepreneurs and 
small business owners put systems in place to see exponential growth. I'm your host, Jillian Flodstrom, a 
serial entrepreneur, a compulsive organizer, and your business cheerleader. I'm going to help you calm 
the chaos, increase productivity and grow your revenue. Let's get started. 

On this week's episode we're talking about how to fire someone. This one's tough for me. It's really 
tough. This is one of the things that I hate the most as a leader is having to fire an employee. I have done 
it before and I have hated every minute of it. And I'm sure you're probably in a similar position when you 
have an employee that you know it's time for them to go. Whether they're creating problems versus 
solutions, their performance has been down for a really long time. They're just wreaking havoc in your 
business. You've got to let them go. And the saying, "Be slow to hire and fast to fire," is so true. Because 
what can happen sometimes is after you let them go, is cleaning up the mess that was left. Things that 
you didn't even know were happening because nobody brought it to your attention because they didn't 
feel comfortable. 

Whatever the case may be. When that person leaves and you realize, "Holy smokes, there's an 
aftermath here that I didn't even know was around." I'm going to give you some tips today of how to let 
someone go. I think the most important thing that you have to remember is that this is not only a 
difficult conversation for you, but it's also a difficult conversation for them because when they wake up 
tomorrow, they don't have a job to go to. And that can be terrifying. Now you want to make sure that 
you are in a place where you are ready to have this conversation. This is not a begathon. The decision 
has been made. They no longer work here, which means you have to have this conversation in the past 
tense. 

So there is no inclination that they may be able to come back, negotiate with you, any of those sorts of 
things. This is a clear cut and dry situation. Most importantly, you don't want to drag your feet. You 
want to get it done. Don't talk about a whole bunch of stuff. Just come to them and say, "Listen, I have 
some bad news for you today. Today's your last day." You want to make sure that this is somewhere 
private out of everyone else's ears. You don't want to involve anybody else, but your HR department, or 
if you're a solo person, you want to have someone else there when you do fire someone. You want to 
make sure that you have a list of everything you need to get back from them whether that's ID badges, 
keys, any of those sorts of things. You want to make sure that you have a list because you might be 
flustered. You might be like, "Whew, this is the first time I've ever had to do this." 
You want to make sure that you don't forget something because you don't want to have to call them 
later and be like, "Hey, I forgot to get your keys. Can you bring them back in?" That's an insult to injury. 
Definitely don't want to do that. A couple of different things that you can say to people specifically when 
you do let them go. You want to remember that you want to be as transparent as possible. You want to 
say to them, "You didn't meet your sales goals. You're not a good fit for this culture." If you feel the urge 
to say, "I'm sorry," you could say, "I'm sorry that this situation has gotten to this point." But remember 
you want to keep it short and sweet. Don't let this drag on. Get what you need to get from them. Say 
your goodbyes, let them clean out their desk, whatever that may be, if they're physically with you. And 
then it's time for them to go. 
Like I mentioned, you definitely want to show compassion. This is a hard decision for you, but it's also 
going to be even more difficult for them. So be compassionate. One thing that you can do too when you 
are letting someone go that is physically with you, is you can wait till the end of the day. You can say, 
"Let's walk back to your desk so you can gather your belongings and we'll walk out together," like it was 
any other day. That will allow them the normalcy as they leave for their last time but also for you to 
make sure that they're getting everything that they need, that their belongings are all put together. 
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You've also gotten everything that I mentioned before. ID cards, keys, things like that, as you walk out 
the door together. 

Here's another thing too, that I think sometimes gets forgotten is that when that person is no longer 
there, you want to reach out to your team. You want to have a meeting. You don't need to tell them 
exactly what happens. You can just say, "Hey, Bob's no longer working here. Here's how the roles are 
going to be divvied up. Here's what we're going to focus on in the future." We want to make sure that 
people are moving forward because we all get used to people that we work with. And it is a bit 
traumatic when someone is here one day and gone the next. You also want to make sure too, when you 
are letting someone go, that someone from your tech team, or if you're like me, and you're a solo 
entrepreneur that you are making sure that all of their emails, access to programs, all that stuff has been 
shut down. 
So there isn't an opportunity for someone to log in after you fire them to make changes or that they 
don't have access to by chance, maybe a password spreadsheet, because you haven't dug in and gotten 
your last pass or one password set up. You want to make sure that they don't have access to anything 
that could potentially hurt you in the future. One thing too, to keep in mind is that when you discuss this 
with your team, you want to reassure them that this is not something that you are doing a widespread 
firing. You can reassure them that their jobs are not in danger. This was a one-off situation. And it's 
better for the team that this person is no longer part of the team. One thing that you can just say is, 
"Bob was terminated for X. I'm not going to go into all the details, but I will say that Bob violated this 
company policy, and we don't tolerate that here." 
And then move on. Short and sweet. When you were talking about the redistribution of work after 
someone has left, be upfront about it and say, "Listen, we anticipate that this is going to take three 
months. It's going to be a bit of an adjustment, but here's the plan. Here's how we're going to work 
towards it." We want to focus on the future. After that person has left, to make sure that everyone 
knows that there is a plan, that we are going to make changes for the better, and here's what's going to 
happen. Now, just keep in mind that hiring an employee, I don't think anybody enjoys it. It's just 
horrible. 

You have to remember that as long as you have compassion and empathy for the employee, that you 
are firing as well as empathy for those people that are still working for you, that are going to be taking 
on that workload that can make the situation so much better and so much easier on everyone. Just 
remember, don't waffle, get it done. You'll probably feel better. And also I think too, that when I fire 
someone, I come at it with a mindset of knowing that I am freeing them up to do other things that they 
were better meant for. Now. It might not seem like that at the time. And that's not something that I say 
to people, but in my mind, I know that I am releasing them to do something else that they may be better 
suited for. 

That's all we've got for this episode of the Scale Your Small Business podcast. One thing that would really 
help me and other new potential listeners is for you to rate the show and leave a comment in iTunes, 
Stitcher, or wherever you tune in to listen. Also make sure to link up with us HiJillian.com or on social 
media. And don't forget to please just share, share, share this podcast with anyone who you think might 
enjoy it. Until next time, remember, it's never too late to get clear. 
 


