Chapter 9.3 Managing People Is the Job Now
Hiring someone feels like progress.
Managing them is where reality sets in.
Once an employee is on board, many owners assume the hard work is done. The position is filled. Help has arrived. You can finally get back to “the business.”
In truth, this is where the work changes.
If hiring is about choosing carefully, management is about following through.
From this point on, results don’t come directly from your hands. They come through other people. How those results are achieved, how consistently, and under what conditions now falls on you.

Expectations Are Never Implied
One of the most common mistakes new managers make is assuming expectations are obvious.
They aren’t.
What seems self-evident to you is often invisible to someone else. If you don’t clearly state what “good performance” looks like, employees will define it for themselves. Sometimes that works out. Often it doesn’t.
From the first day, employees should understand:
· What they’re responsible for
· How performance will be measured
· Who they report to
· Which behaviors are acceptable and which are not
This doesn’t require speeches or thick manuals. It requires clarity.
Clarity reduces anxiety. It also prevents resentment from building quietly in the background.

Feedback Is a Skill, Not a Personality Trait
Many business owners avoid feedback because they don’t want conflict. Others wait until frustration boils over and deliver feedback poorly.
Both approaches fail.
Good feedback is timely, specific, and focused on behavior rather than character.
“You’re always late” is vague and personal.
“You’ve arrived five to ten minutes late three times this week” is factual and fixable.
Feedback should also go both ways. Employees need room to explain what’s happening before assumptions harden into conclusions.
When feedback is regular, it stops feeling threatening. It becomes part of how work gets done instead of a signal that something is wrong.

Documentation Is Quiet Insurance
If it isn’t written down, it didn’t happen.
That’s not legal advice. It’s practical reality.
Performance notes, attendance issues, training milestones, warnings, and achievements should all be documented. Not dramatically. Not emotionally. Just clearly and factually.
Documentation protects you.
It also protects the employee.
When expectations are recorded and progress is tracked, outcomes feel fair, even when they’re difficult. When nothing is written, decisions feel arbitrary, no matter how justified they may be.

Small Problems Grow When Ignored
Very few workplace issues appear fully formed.
They start small. A missed shift. A rushed task. A careless comment. An unresolved misunderstanding.
Most owners hesitate to address these things because they don’t want to overreact. They hope the issue will correct itself.
It rarely does.
Small problems either get addressed early or they turn into patterns. Patterns turn into culture, whether you intend them to or not.
Addressing issues early may feel uncomfortable. Addressing them late is far more expensive.

Letting Someone Go Is Part of Leadership
Termination is the part of management no one looks forward to.
That doesn’t make it optional.
Sometimes people leave on their own. Sometimes roles change. Sometimes performance doesn’t improve despite clear expectations and genuine effort.
Before letting someone go, you should be able to answer a few hard questions honestly:
· Were expectations clear from the start?
· Was feedback given early and documented?
· Was there a real opportunity to improve?
· Were standards applied consistently?
If the answer is yes, termination isn’t a failure. It’s a decision.
The termination conversation itself should be brief, professional, and calm. It isn’t a debate. It isn’t therapy. It isn’t a chance to relive every disagreement.
Respect and clarity matter, even when the outcome is final.

The Shift Most Owners Don’t Anticipate
At some point, something fundamental changes.
Your business is no longer just a reflection of your effort. It’s a system that affects other people’s lives. Their schedules. Their income. Their sense of stability.
They don’t need you to be inspirational.
They need you to be consistent.
Good management isn’t about being liked. It’s about being fair, predictable, and prepared.
When you get that right, something interesting happens.
People stop guessing.
They stop worrying.
They start doing their best work.
That’s when the business stops feeling fragile and starts feeling real.


