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TODAY’S TOPIC 

Why the h#!! would I consider having 
WRITTEN POLICIES OR A 

HANDBOOK? 

 
…Or as one of our clients writes… 

 



Q&A 
YOU ASK. WE ANSWER. 

Q: We’re a small family owned company and all my people know 
the rules.  Why would I even consider having written policies 
or a handbook?  They’re boring and way too full of legal 
mumbo-jumbo. 

  
A: Don’t be lazy and don’t be scared!  Because there have been so 

many changes in the law recently and a huge amount of money 
budgeted by enforcement agencies to audit companies, it’s more 
important than ever to make sure you have written policies for 
your protection.  

  
 Handbooks don’t need to be super long or full of legalese…they 

can be written in simple plain language when you use the right 
resources.  And it’s easy to say that your staff know the rules, but 
how do you prove that if you don’t have them written down and 
have signatures from everyone showing that they received their 
copy?  And believe it!  The day will come when you need that 
proof! 



INSERT IMAGES 

Don’t take the risk! When you have employees, sticky situations will 
come up. Having clear policies and standards will help you in dealing 
with those situations  in a fair and consistent way. Not having policies 
and standards can be confusing to employees. 

“ 
GREATNESS IS NOT A FUNCTION OF 

CIRCUMSTANCES. GREATNESS, IT TURNS 

OUT, IS LARGELY A MATTER OF  

CONSCIOUS CHOICE, AND DISCIPLINE. 

 

– Jim Collins 



Q: We have a few written employee policies in place, but are 
debating whether we should have a formal handbook. We 
have more than 50 employees and are finding that we have 
difficulty implementing policy decisions consistently. Should 
we have a full-blown formal handbook for employees?  

 
A: Heck Yeah!  You should definitely consider creating a formal 

handbook for your organization.  
  
 Sound employment policies are like the blueprints for business 

success.  They provide the framework for setting employee 
expectations and managing your employee relations. A handbook 
guides both managers and employees as to what is expected and 
can prevent misunderstandings about employer policy.  

  
 In addition, supervisors and managers are more likely to be 

consistent in how the policies are actually applied if they are 
clearly communicated in writing.  Plus, carefully written policies 
demonstrate your commitment to a positive work environment 
and nondiscriminatory employment practices. 

 
 Now, let us just say this…..Although written policies in general are 

not legally required, certain policies may be mandatory or at least 
be considered an important part of helping employers establish 
good faith compliance with federal and state law. 

 

 For example, the Supreme Court has indicated that employers can 
help protect themselves against liability for sexual harassment by 
having clearly written policies against sexual harassment that include 
effective complaint procedures. And finally, many state laws require 
written harassment policies and policies informing employees about 
compensation issues. 



Q: Will a handbook create a contract or unintended obligations?  
 
A: So, the simple act of putting your policies in writing should not 

create a binding contract if the policies are written as guidelines 
that explain generally what your requirements are and how 
employees normally will be treated.  

  
 However, a word of warning---you can inadvertently create a 

contract by using language that conveys rigid rules that must be 
followed exactly as written in all circumstances.  

 
 Here’s the deal…. you should build flexibility into your wording 

and steer clear of any promises that could be interpreted as a 
contract.  These 3 steps will keep you on track: 

 
  

1. Your policies should not, for example, state that the company will 
"only" or "always" do something or "must" act in a particular way 
or especially describe employees as "permanent.”  Instead, you 
should use terms like "generally," "typically," "usually," and "may" so 
that managers have some flexibility in interpreting and applying 
the policies. 

2. In addition, you should specifically state that you are retaining 
management's right to update, change in any way, and 
implement all policies as the company sees fit.  

3. Finally, you should include a strong "at-will" statement that clearly 
specifies that all employees… at least those who don’t have 
contracts or collective bargaining agreements specifying 
otherwise….may quit at any time and for any reason or may be 
terminated at any time and for any lawful reason. 

  
  
 Even when you’re finished drafting or updating your policies, your 

job is not complete. I know, no rest for the weary!  Seriously 
though, if you’re drafting your own policies, they should be 
reviewed by your legal counsel to ensure that they comply with 
state and federal employment law before they are finalized and 
distributed to employees. 

 



 And make sure you review the policies on a regular basis (once a 
year is great) to make sure they continue to comply with the laws 
that apply to your company and meet the needs of your 
organization. New laws, regulations, and court cases can affect 
both policy language and how you implement the policies.  

WANT TO MAKE THIS 

WHOLE PROCESS EASY? 

We’ve created the Employee Handbook Builder for that very 

reason!  And you can rest assured that they’ve been written by legal 
counsel and are appropriate for Federal and State requirements.  

DID YOU LOVE THIS Q&A? 
  

Make sure to stop in and visit us at www.thegalatasgroup.com 
where you will discover the full power of our team and the 

amazing tools and resources we have created for 
business owners just like YOU. 

 

Ready to join us? Click here to get started today. 

https://www.thegalatasgroup.com/employee-handbook
https://www.thegalatasgroup.com/
https://www.thegalatasgroup.com/employee-handbook

