
Check Before Firing

With all the regulations, rules and ridicule facing an
employer, firing can be a dangerous act

By T. L. Fair

Dismissing an employee from
your staff, not so many years ago,
was a fairly simple matter. Today,
it can be complicated, and a single
mistake made in tiring someone can
turn out to be costly.

Here are good check steps to use
wheneve r  t he  occas ion  f o r  an
employee dismissal arises:

Whenever a union contract of
any kind is involved no dismissal is
advisable without virtually abso-
lute compliance with that contract.
This is necessary in order to be cer-
tain that no small point has been
forgotten or overlooked. That is
easy to do where the contract has
not been examined for a number of
months.

Next point to check would be
any possible Federal Wage and
Hour, or state regulation that af-
f ec t s  t he  emp loymen t  o f  t ha t
specific individual. Again, don’t
t rus t  to  memory un less such a
check up was just made during the
past four to six weeks.

An often overlooked point, be-
fore tiring any employee, is to be
sure a replacement for that specific
individual is readily available. Any
replacement who needs a great deal
of training can be an expensive
one. It’s safer to hold onto an indi-
vidual until someone can be found
or trained for the spot.

Can the d ismissed employee
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possibly be taking any of your con-
fidential business information away
when he or she leaves? If that per-
son goes to another contracting
firm it may create greater problems
than would be present if he or she
were retained on the staff. Second
thoughts on any dismissal are ad-
visable where this point has major
importance, espec ia l l y  i f  t ha t
employee will remain in your local
marketing area.

Time should be taken to discover
whether or not it is wiser to
straighten out the problem that is
creating the dismissal than to fol-
low through. Firing someone may
not be the right answer. Changing a
method of doing something with
which that individual was involved,
could have greater value to the
business.

Whose Business?

Does that person have a loyal
following among customers of your
business? Could he or she influ-
ence some of them to go to the next
business where that person finds a
job? If he or she does, then some
rethinking on a first impulse toward
dismissal may also be in order here.

Has  t he  f i rm  made  commi t -
ments to the employee that are as
yet unfulfilled? If so, these could
form the basis for a major and ex-
pensive lawsuit later on. If the suit
goes against your business it could
turn out to be mighty expensive.

A check on whether or not the
employee is involved in a major
task that is uncompleted should
also be made. I t  might become
necessary to start all over again
without this particular employee.

Check Carefully

Spur of the moment employee
dismissals are sometimes danger-
ous procedures. Be sure that the
step has been thoughout out and
that all facts involved have been
gathered and authenticated. This
t akes  so  l i t t l e  ac tua l  t ime  i n
ninety-nine out of a hundred cases
that there is little excuse why it
should not be done.

Pick the right time for any dis-
missal. If the step can be handled
better in two weeks later that may
be a better occasion. This rule also
provides a safeguard against an im-
pulsive action which you may re-
gret later.

B e  s u r e  t h a t  t h e  d i s m i s s e d
employee understands the real rea-
sons for the action being taken. His
or her imagination just might conjure
up some reasons that would, in the
long run, result in a great deal of
harm to your business.

Finally, make sure that you have
the right persons on each such oc-
casion. It is easy to make a mistake
on such matters. That can be a mis-
take which could turn out to be
costly to your business. o
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