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We are continuing to examine why small-medium organizations such as churches should have a trained HR function, or obtain professional consultative assistance.  

As stated previously, my own experience has routinely proven the validation of a recent White Paper of the Society for Human Resource Management on this issue.  The authors of the paper identified several reasons why small-medium businesses need trained assistance.

The fifth reason is the danger of using another organization’s employee handbook.  This is a frequent practice of small-medium organizations.  This practice is a manifestation of how little the church leadership understands the laws, policies issues and human resource management.

The article references some dangerous characteristics about the concept of “borrowing” or what is called “cloning” another organization’s handbook.  Some of the dangers are: 

· Not knowing the original source.

· Not knowing how many times the borrowed handbook had been previously borrowed and modified before they received a version of it.

· Using an employee handbook originally from a different industry.

· Using an employee handbook from a significantly smaller or larger organization.

· Different sizes and types of business have different rules and compliance issues to address.

I have had some interesting events occur with borrowed handbooks.  It not unusual, when reading a client’s borrowed handbook, to ask them for clarification of a certain policy.  Almost every time when I ask them to clarify why a policy says certain things, they are unable to do so.  Why?  It’s in their handbook isn’t it?  Shouldn’t they know the answer? The answer to the request for clarification is: because it wasn’t their policy originally. It wasn’t created to address a specific need in their organization.  

There is another universal flaw I have noticed when organizations borrow someone else’s employee handbook.  This one is a major, serious flaw.  Just because they can put their church’s name on top of a handbook, does not mean they suddenly now understand the law.  The church still does not really know what the policy means legally.  If they lack that underpinning, how can they apply the policies properly and legally?  Don’t ask me. I don’t have the answer to that question.

Not knowing the law and not knowing why the policy reads a certain way creates other significant problems for small-medium organizations.   One of these problems is enforcement and application.  Frequently borrowed handbooks are accompanied by the practice that managers and supervisors usually end up not enforcing the policies consistently or not at all.  

A significant reason for this is that there is no ownership in the creation of their own handbook.  The policies don’t address their specific church and its issues and problems in its history.  So the handbooks either end up being enforced very selectively or not at all.  This practice creates additional legal problems for the church rather than solving problems.

Finally, borrowed handbooks many times are not accompanied by a mandatory acknowledgement statement.  The result is that a church has a handbook that it can’t prove every employee received.

Not too long ago I was assisting a business with an employee disciplinary issue.  Sure enough, the company had an employee handbook they obtained from a source other than a human resource management professional.  

In the middle of interviewing an employee about infractions of rules I pointed out that the employee handbook has a policy about what he had done.  At that point I was informed that he had never received an employee handbook.  Upon looking in the employee’s personnel file, it was discovered there was not an acknowledgement statement for the employee handbook.  So the organization could not prove the employee was aware that his acts had violated a company practice.  Back to square one.

Next time we will look at other reasons why small-medium organizations should seriously consider upgrading their human resource management program.
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Reasons Why the HR Function is Vital: Borrowed Employee Handbooks








Action Point: Give this material to the Senior Pastor and Ministers.


Action Point: Make this mandatory reading for the Church Business Administrator.


Action Point: Make this mandatory reading for oversight bodies such as boards or 


		  committees.





Please note: The Solution does not represent a legal opinion and in no way seeks to provide legal advice.  Its contents consist of information from a Human Resource Management Practitioner-Consultant view point. Should your organization need legal advice you are encouraged to discuss such issues with your labor-employment law attorney.


The information contained in The Solution primarily reflects national trends, federal compliance issues and State of Texas positions. You are encouraged to inquire as to whether or not your particular state has a position different from those expressed in The Solution.


Should others you know desire to receive a free copy of The Solution, simply have them send an email message requesting to receive the newsletter to dbaggett@wcc.net.




















