
“I want to inform an employee that
she is terminated, effective immediately.”

...contact the employee to tell her she is 
fired and not to show up to work the 
next day.

Review the employment contract to 
determine the appropriate notice 
period and any relevant procedural 
requirements. Additionally, review the 
local laws governing terminations to see 
specifically how you can comply. 

DON’T DO THIS INSTEAD

"DON'T"...assume you have cause just 
because you say you do. Cause has a 
different standard in different countries. 
Just because you may have cause in the 
U.S. does not mean you have cause 
somewhere else.

Consult with a local employment lawyer 
to determine how cause is established 
in this particular country. If you do have 
cause, figure out the process you must 
follow to properly terminate for cause. 
Have you established the record 
required? If not, back to the drawing 
board.

DO THIS INSTEAD

…pressure the employee to agree to a 
lesser notice period, because that could 
be a violation of the law.

Review the employment contract 
(again) and the laws of the country to 
determine your available options. You 
may be able to pay in lieu of notice. This 
would enable you to essentially replace 
the notice period with a one-time 
payment to satisfy your obligations 
under the contract and the law. 

DO THIS INSTEAD

DON’T

DON’T

1.

“But this isn’t a layoff or reduction in force, I have cause! 
I plan to send an email to this employee outlining the 
reason for and terms of his termination."

2.

“I understand I might be on the hook for a hefty 
severance payment to this employee. I’d like to negotiate 
a smaller payout.” 

…assume you’re not on the hook to pay 
the full amount.

Review the employment contract (yes, 
again). Consult with a local attorney to 
see if there is any room for negotiation. 
Chances are, if it’s in the contract and/or 
statutory, you probably can’t get out of 
it and you should just write the check. 

DON’T DO THIS INSTEAD

...terminate first and ask questions later. Take some time to assess the situation 
and be thoughtful about how to 
proceed. No termination is painless. 
When it comes to terminating an 
employee anywhere, the best advice is 
to treat the employee(s) with dignity, 
fairness, and respect to minimize the 
pain involved. Treating people with a 
little human dignity can go a long way 
(and can save you money).

DO THIS INSTEADDON’T

4.

“OK, well, what can I do to move along a painless 
termination – one that helps to ensure my organization 
is not sued?”

5.

“The employee notice period seems really long, it’s just 
not going to work for my organization. I want her out now.”

3.
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In the United States, the standard is most employees are at will, which 
means that an employee working in the United States can be terminated 

for any reason or for no reason as long as the basis for the termination is not 
discriminatory or does not otherwise violate the law. 

The concept of “at will” employment is uniquely American. In most other 
countries, the laws are designed to protect employees and their right to 

continued employment. As a result, terminating an employee who works 
outside of the United States presents new challenges for U.S. companies.

Globalization Partners is here to help. Here are some scenarios you might 
face when managing your global workforce, and the dos and don’ts to 

consider when the need for termination might arise. 


