
 UNIVERSITY OF WASHINGTON SCHOOL OF LAW 
 
LAW A562: Employment Law         Winter Quarter 2016 
 
Instructor:  Lea B. Vaughn 

Professor of Law     
Room 414   543-4927 (AM)     
E-Mail: lvaughn@u.washington.edu    

 
 COURSE DESCRIPTION 
 
Prerequisites: None, although a course in labor law or employment discrimination is helpful. 
 

A topical study of the employment relationship: its formation, duration and termination.  
Specific topics covered typically include employee access to job opportunities, employer 
information gathering including testing, regulations of health and safety conditions on the job, 
employee privacy, and the developing topic of unjust discharge.  The focus will be on the non-
unionized private sector.  Wherever possible, the course topics will be put in the appropriate 
historical and policy setting.  In some years, a global perspective will be added as time permits. 

 
Two other themes will inform the presentation of the substantive doctrine.  The first will 

be preparation of actual work products that a lawyer in this type of practice produces.  To this 
end, students will be asked to submit short writing projects.  Second, employment law is a 
rapidly changing area.  Legal reform is always a concern, in theory and in practice.  Reference 
to Washington law will be made as appropriate. 
 
 TEXTS 
 
Required 
 

Crain, Kim and Selmi.  Work Law: Cases & Materials, 3rd ed. (2015)[CB] 
NB: This book is available in hard back, looseleaf and electronic versions.  The 
latter two versions are substantially less expensive than the hard-bound version. 

 
Study Aids 
 
 Estreicher and Gillian.  Employment Law (West, 2008) 
 
 Estericher and Lester.  Employment Law Stories (Foundation, 2007) 
 

Hirsch, Secunda and Bales. Understanding Employment Law, 2nd Ed. (LexisNexis 2013) 
 

Rothstein, Craver, Schroeder, Shoben and Hébert.  Employment Law, 5th ed. (West, 
2015) 

 
 Research in Labor and Employment Law – UW Gallagher Law Library 

 The course/research guides tab has three or four research guides available on-
line.  These list secondary sources, databases, useful government agencies, etc., and 
are updated on a regular, nearly yearly, basis. 
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Supplemental 
N.B.:Some of these publications may have been updated, particularly those published by BNA 
or the ABA. 
 
 ALI. Restatement of the law, 3rd: Employment Law – Discussion Draft – The most current 
 copies can be accessed at: 
 http://www.ali.org/index.cfm?fuseaction=publications.ppage&node_id=31 
 

Brand.  How ADR Works.  BNA, 2003. 
 

Burton, Schmidle & Thomason.  Workers’ Compensation: Benefits, Costs and 
Safety Under Alternative Insurance Arrangements.  Upjohn Instit., 2001. 
 
Dale and Shudtz, ed. Occupational Safety and Health Law, 3rd ed. (BNA, 2013) 

 
Estreicher and Cherry.  Global Issues in Employment Law (West, 2008) 

 
Estreicher, Schwab and Eigen.  Foundations of Labor and Employment Law. Foundation 
Press: 2008. 
 
Feliu & Johnson, Jr.  Negligence in Employment Law.  BNA, 2002.   

 
Finkin.  Privacy in Employment Law, 2d.  BNA, 2003. 

 
Goodman.  Employee Rights Litigation: Pleading and Practice.  Nat’l 
Employment Lawyers Assn, 1998 (updated regularly; very expensive). 

 
Green and Robinson (ed.), Employment Litigation Handbook (ABA, Sec. Of 
Litigation, 1998. (With forms & disk) 

 
Hill, Jr. and Wright.  Employee Lifestyle and Off-Duty Conduct Regulation.  BNA, 
1993. 
 
Holloway & Leech.  Employment Termination: Rights and Remedies, 2d. ed.  
BNA, 1993 w/ 2003 supp. 

 
Killeen.  Employment in Washington: A Guide to Employment Laws, Regulations 
and Practices, 4th ed.  Lexis Law Publ., 1998.  (Updated 2002) 

 
Lemly, ed.   Washington Employment Law Deskbook (19th ed.)  Davis Wright 
Tremaine, 2013. 
 
Lewis, et al, ed.  Employee Benefits Law, 3rd ed. BNA, 2012. 

 
Malsberger, et al. Employee Duty of Loyalty: A State-by-State Survey, 2d.  BNA, 
1999 w/ 2003 supp. 
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Malsberger, et al.  Covenants Not To Compete: A State-by-State Survey, 9th ed.  
BNA, 2015. 
 
_________.  Trade Secrets: A State-by-State Survey 5th ed.  BNA, 2015. 

 
McDonald & Kulick, eds.  Mental and Emotional Injuries in Employment 
Litigation. 2d.   2001. 

 
Peck, “Penetrating Doctrinal Camouflage: Understanding the Development of the 
Law of Wrongful Discharge,” in 66 Wash. L.R. 719 (1991) 

                 
  Smith, Hodges, Stabile & Gely.  Principles of Employment Law. West, 2009. 
 

St. Antoine, “The Making of the Model Employment Termination Act” in 69 Wash. L.R.  
 361 (1994) 
 

Weiler.  Governing the Workplace: The Future of Labor and Employment Law.  
 Harvard:1990. 
 
Supplemental – Websites 
 
National Labor Relations Board (NLRB): The NLRB is the federal independent agency that is 
tasked with administering the National Labor Relations Act (NLRA).  It both conducts elections 
and enforces the statute through the investigation, charging and adjudication of unfair labor 
practices (ULPs) against employers and unions.   
 Site: https://www.nlrb.gov/  
 
Occupational Safety and Health Administration (OSHA): OSHA is the federal agency, housed in 
the Department of Labor, that is responsible for enforcing and administering the Occupational 
Safety and Health Act. It conducts inspections of worksites, issues workplace safety regulations, 
and conductions research.  The agency also has an active whistleblower protection program.  
Washington State has a parallel agency, WISHA (http://www.lni.wa.gov/Safety/default.asp) . 
 Site: https://www.osha.gov  
 
American Bar Association (ABA) Section of Labor & Employment: The ABA section publishes 
invaluable resources on labor and employment law, to wit, The Developing Labor Law.  The 
newsletter has useful case updates and legal developments, and it also publishes a law 
review/journal of topical articles.  Finally, it also has job listings. 
 Site: http://www.americanbar.org/groups/labor_law.html  
 
United States Chamber of Commerce:  This umbrella organization represents over three million 
businesses – from small mom ‘n’ pop businesses to multinational corporations.  It has a 
dedicated tab for labor issues, and is a good place to check on the interests of the business 
community.  (You could also read Businessweek, Fortune, or The Economist.) 
 Site: https://www.uschamber.com/  
 
Wage and Hour Division – Dept. of Labor: This federal agency provides oversight and 
 
 

https://www.nlrb.gov/
http://www.lni.wa.gov/Safety/default.asp
https://www.osha.gov/
http://www.americanbar.org/groups/labor_law.html
https://www.uschamber.com/
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enforcement of the wage and hour laws passed under the authority of the Fair Labor Standards 
Act. It also oversees the Family Medical Leave Act (FMLA).  It is currently engaged in a major 
rulemaking on overtime regulations, aimed at increasing middle class wages. 
 Site: http://www.dol.gov/whd/  
 
Washington State Dept. of Labor and Industries (WISHA): This state agency oversees the 
state’s workers’ compensation program as well as the state wage and hour laws. 
 Site: http://www.lni.wa.gov/  
 
Workplace Prof Blog: This blog has posts on topical labor and employment law issues. It is 
edited by law professors with almost daily posts. 

Site: http://lawprofessors.typepad.com/laborprof_blog/ 
 
Many law firms, especially on the corporate side, maintain blogs and advisories for those in the 
practice of labor and employment law.  See, e.g., the websites of Davis, Wright, Tremaine or 
Dorsey Whitney or K&L Gates, all of which have large employment practices. 
 
 

DISABILITY-RELATED NEEDS: 
 

If you have already established accommodations with Disability Resources for Students (DRS), 
please communicate your approved accommodations to me at your earliest convenience so we 
can discuss your needs. 
 
If you have not yet established services through DRS, but have a temporary health condition or 
permanent disability that requires accommodations (conditions include but not limited to; mental 
health, attention-related, learning, vision, hearing, physical or health impacts), you are welcome 
to contact DRS at 011 Mary Gates Hall or 206-543-8924 or uwdrs@uw.edu or disability.uw.edu. 
DRS offers resources and coordinates reasonable accommodations for students with disabilities 
and/or temporary health conditions.  
 
Reasonable accommodations are established through an interactive process between you, your 
instructor(s) and DRS.  It is the policy and practice of the University of Washington to create 
inclusive and accessible learning environments consistent with federal and state law. 
 

COURSE OUTLINE AND ASSIGNMENTS 
 
NOTE: We may go a little faster or a little more slowly than is indicated below, but at all times 
we will follow the order of coverage noted.  If we should end up with extra time, I will expand 
OSHA/Workers’ Comp coverage by a day and then add workplace ADR/dispute resolution. 
 

CLASS TOPIC ASSIGNMENT 
1a 

Jan. 4 
 

I. Introduction 
  A.  General Themes: The Modern   
 Employment Environment – the role of  
 Government and the Decline of Unions 

 
CB Preface xi-xiii; 1-
11, 21-23, 25-41; 
Skim 17-21 

 
 

http://www.dol.gov/whd/
http://www.lni.wa.gov/
http://lawprofessors.typepad.com/laborprof_blog/
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1b   B. Portrait of the Workforce 
 

CBC 44-64; EPI - Ten 
Charts 

2a 
Jan. 6 

  C. Employment Law Research Tools 
   

Guest Lecture – 
Cheryl Nyberg 

2b  D. Who is an Employee? Who is an 
 Employer? 

CB 64-96; Seattle 
Uber Ordinance 

3a 
Jan. 11 

   Cont’d  

3b II.  The Demise of the Employment at Will Doctrine 
  A. Historical Foundations: The At Will  
  Doctrine 

 
 
CB 97-114, 119 n. 4-
124 

 
4a 

Jan. 13 

 B. Contract Theories 
  1. Express Agreements: Written &  
   Oral  
  2. Implied Agreements 
   a. Employment Manuals 

 
CB 124-133 
 
 
CB 133-150 

4b     Cont’d 
   b.Promissory Estoppel 
   c. Covenant of GF&FD 

 
CB 161-168 
CB 168-177 

Jan. 18 HOLIDAY: MLK Jr. BIRTHDAY  
5a 

Jan. 20 
 C. Tort Theories 
  1. Public Policy Exceptions 
   a. The Exception 
   b. Defining Public Policy 

 
CB 179-212 

5b    Con’td 
 D. Constructive Discharge & Retaliation 
 E. Overlapping Remedies: CL & Statutes 
 F. Revisiting Theory 

 
CB 212-215 
CB 216-219 
CB 230-239 

6a 
Jan. 25 

 G. Doctrines that Address Collective  Security 
  1. Novel Litigation Theories 
  2. The WARN Act 

 
 
CB 250-261 (skim) 
CB 261-281 

6b   3. The National Labor Relations Act 
  4. Unemployment Security 

CB 288-294 
CB 294-302 
Please review the WA 
site: 
https://esd.wa.gov/une
mployment/ 

7a 
Jan. 27 

III. Employee Mobility and Duties Owed to the 
Employer – The Employer’s Right and Ability to 
Protect Intellectual Property 
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A. Covenants not to Compete CB 303-320 
Sample Employment 
Contract 

7b B. Trade Secrets and Inevitable Disclosures CB 320-336; WA 
Trade Secrets Act 

8a 
Feb. 1 

C. The Duty of Loyalty 
D. Employee Inventions 

CB 336-344 
CB 344-351 

8b IV. Personal and Dignitary Interests 
A. IIED at the Workplace 

 
CB 353-368; Brain 
Rules – “Stress” 

9a 
Feb. 3 

B. Privacy CB 368-369, 375 n.3, 
377-394, 398-418 

9b  Cont’d 
C. Social Media  

CB 418-420 
CB 418-420 

10a 
Feb. 8 

D. Off-Duty Conduct and Associations 
E. Testing, Screening & Monitoring 

CB 420-430 
CB 430-439 

10b F. Reputation, Defamation and References CB 439-455 

11a 
Feb. 10 

G. Voice: Being Recognized as a Person at 
Work 
1. Free Speech 

 
 
CB 457-460, 482-498 

11b 2. Whistleblowing CB 498-525 
Feb. 15 HOLIDAY: PRESIDENTS’ DAY  

12a 
Feb. 17 

       3. The Nat’l Labor Relations Act –  
  Protected, Concerted Activity 
   a. Social Media & Personnel  
   Policies 

CB 525-560; TBA 

12b Cont’d  
13a 

Feb. 22 
H. Sexual Harassment CB 563-567, 600-603, 

630-658 (skim Ellerth) 
13b I. Immigration and Accent Discrimination Skim CB 692-698 

CB 699-703, 709-727 
14a 

Feb. 24 
J. Leave Law – Balancing Work and Family CB 737-760 

Slaughter, Why 
Women Still Can’t 
Have It All 

14b V. Regulation of Compensation – The Safety Net 
 A. Fair Labor Standards Act: Wages and Hours 
  1. Background/History 
  2. Overview of the FLSA 

 CB 761-763 
 
CB 765-768 
CCB 776-791 

15a 
Feb. 29 
(Leap 
Year!) 

3. Policy of the FLSA: Can the FLSA 
and similar laws, rather than tax policy, 
really end wage inequality? 

CB 792-809 
Seattle Minimum 
Wage Ordinance 
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15b 4. Coverage Issues: Who is a covered 
employee?  What is covered work? 

CB 810-823; 839-847 
Skim CB 851-864 

16a 
March 2 

        5. Overtime and Rulemaking – The 
point of this class will be to do a worksheet on 
overtime, as well as to discuss using the rulemaking 
process to change the law and perhaps explore 
lobbying. 

CB 864-891; Please 
look at: 
http://www.dol.gov/wh
d/overtime/NPRM201
5/  

16b  B. ERISA – Benefit Law (to be dropped if we’re 
 way behind the schedule)  

CB 893-917 

17a 
March 7 

 C. Health and Safety 
  1. Workers’ Comp 

CB 919-920 
CB 920-921, 933-949, 
962-969 

17b 2. Occupational Safety & Health Act 
(OSHA) 

CB 969-994 

18a 
March 9 

MAKE-UP CLASS  

18b REVIEW  

 
 
 

OTHER 
 
1.  Grades:  All grades will be given in accordance with the system in use at the law school.   
The weight assigned to class activities is as follows: 
 
 Take-home 20 points   After coverage of at-will and covenants   
      midterm    employment (Classes 1a – 8a) 
 Participation    10 points  Includes regular attendance 
 Negotiation 15 points  Credit/No Credit 
 Project  25 points    
 Final Exam 50 points   
 
Due dates will be announced the first week of class. The due dates given are the latest possible 
dates on which you can hand in an assignment without an extension.  You are welcome to hand 
in assignments before the due date.  If you are having problems completing your assignments in 
a timely fashion, please see me.  Assignments must be turned into student services by 12:00 
p.m. (noon) on the due date.   
 
2. Project: Each student, or team of students (this assignment may be done collaboratively), 
must complete a project.  There are two choices.  This assignment may be the result of 
collaboration.  Should you decide to collaborate, please list the relevant exam numbers/names 
on a cover page.  Your starting point will be the casebook readings on these matters.  You will 
probably do some additional outside legal research, although there will also be some materials 
posted to Canvas (both research materials and sample documents). Also, every person in the 
group will receive the identical number of points, .e.g. if the assignment receives a grade of 20 
points, each person in the group will be assigned 20 points. 
 
 

http://www.dol.gov/whd/overtime/NPRM2015/
http://www.dol.gov/whd/overtime/NPRM2015/
http://www.dol.gov/whd/overtime/NPRM2015/
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DUE: Noon, Wednesday, 24 February 2016 

a. Design a Personnel Policy: One writing task that a labor/employment lawyer often 
undertakes is to write and justify employment policies for clients.  You have been 
retained by a business of your choice (from the business scenarios) to write an 
employment policy.  The policy itself should be no more than 2 pages long and it should 
be accompanied by a two to four page statement which justifies and explains the 
prevailing legal doctrines on which the policy is based.   
b. Drafting a Covenant Not to Compete/Non-disclosure Agreement: Contemporary 
employment law makes frequent use of covenants of various sorts.  Once the domain of 
only highly compensated employees, they are increasingly applied to employees in all 
salary ranges.  You have been retained by a business of your choice (from the business 
scenarios) to write an employment contract.  Focus on the covenants that you think will 
be most useful in the scenario you have chosen.  This should be accompanied by a two 
to four page memo that explains and justifies the proposed contract with appropriate 
reference to prevailing legal doctrines that informed your drafting.   

 
3. Class participation: One of the most important parts of a lawyer’s job is an ability to articulate 
and discuss important legal issues and doctrines with one’s colleagues and clients.  The 
classroom is the laboratory for developing this skill, and you will receive credit for participation 
which demonstrates preparation and mastery of the assigned materials.  This is not an exercise 
in quantity, but in quality.  Moreover, lawyers also need to develop the ability to ask good and 
insightful questions about legal doctrines and policies.  Finally, these conversations are always 
carried on in an atmosphere of civility and respect for the views of others. Additionally, 
participation points can also be earned by posting articles on the discussion forum webpage, or 
posting questions/comments.  Finally, I assume everyone’s participation and that you keep up 
with course reading and discussions – otherwise, there may be a “pop quiz.” 
 
4. Instructor Access: I post my availability next to my office door during the first week of the 
term.  You are welcome to see me about questions that arise in class or to discuss your written 
assignments.  Additionally, I will put the entire class on an e-mail list.  Please feel free to write 
me with your questions.  To the extent I think that your question and my answer would be of 
value to the entire class, I will post it to the entire class unless you ask me not to.  Similarly, 
there will be a Canvas website for the course. 
 
 
 EMPLOYER SCENARIOS FOR DRAFTING PROBLEMS and HYPOS 

 
Boatswain’s Inc.: Located on the shore of Lake Union, Boatswain’s employees 500 

people and is engaged in the boat manufacturing business.  It has three locations, including a 
sales office, in the Seattle area.  The sales office and the largest construction facility are both on 
Lake Union.  The construction facility is a large structure on the lake with an adjacent dock.  The 
building has multiple points of ingress and egress because of the need for access to the dry 
dock and water.  There is a fence that marks off the property that belongs to BI.  Because of 
concerns about theft, employees wear ID tags and there is a security officer on the premises at 
all times.  But because the workplace at each building location tends to be small, most of the 
employees know each other and frequently forget their ID tags.  The employee complement 
consists largely of manufacturing employees (welders, riggers, electricians, woodworkers, etc.), 
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designers, office staff, and management.   

The second boat building location is on Harbor Island.  Like the Lake Union location, it 
has multiple points of ingress and egress.  It is solely a manufacturing location; there are no 
design staff and minimal clerical staff.  Most of the employees here are blue collar and skilled 
workers. The third location, the sales office, is also on Lake Union tucked in among all the 
restaurants on Westlake Avenue.  This office holds sales staff and clerical support staff. 

The three locations are linked by a computer network.  The company has a human 
relations staff of two people.  Their primary responsibility is to oversee payroll, and compliance 
with various federal and state employment regulations.  More complicated work has generally 
been handled by a human resource management specialist or by an attorney. It tends to work 
on a traditional, hierarchical structure. 

 
Digi Go2Meeting: This company is based on Suitable Technologies 
(https://www.suitabletech.com/).  The company develops and manufactures a mobile video-
conferencing device (a “Beam”) made famous when Sheldon Cooper, of the TV show, The Big 
Bang Theory, used one of the early models in an episode 
(http://blog.suitabletech.com/2013/01/09/shelbot-aka-shel-bot/ ).   
     Originally part of Willow Garage, “Beam began as a solution to our own frustrations with 
remote work. Despite the variety of existing technologies like email, chat, and 
videoconferencing, we found that our remote team members felt isolated, things got lost in 
translation, and calling multiple meetings for daily work was disruptive. Then it hit us: What if our 
distributed team could just be together? Collaboration would be so much easier, and our team 
would be much more efficient and culturally cohesive. We thought, surely if we felt this pain, 
others were feeling it, too. Inspired, we imagined what effortless smart presence would look like, 
and set to work creating it.” 
 The work culture is exactly what you would expect: “We have funding, competitive 
compensation and benefits, and strive to provide a creative, fun, and collaborative work 
environment. More than just competitive compensation, we've got daily catered lunches, a fully-
stocked fridge, and plenty of foosball competition. We provide top-of-the-line development 
hardware, adjustable and treadmill desks, and will work with you to get your workspace just 
right.” Their blog also provides a great deal of information about the product and the company. 
 

Enderby Tech: This is a high tech, bio-genetics research lab located on the eastern 
shore of Lake Union adjacent to the Hutchinson Cancer Research Center, and the Seattle 
Cancer Care Alliance.  It is engaged in state-of-the-art genetic sequencing research and 
pharmaceutical product development, and has been in business since 1995.  Although it has a 
small sales force and management team, most of the 150 employees are doctors, research 
scientists (Ph. D. and M.S. level), and lab techs.  The employees work in collaborative teams.  
The people who work here are hired from all over the world.  Human resource management has 
been handled by an outside law firm. 

 
The Cannibis Industry: Washington State voters recently legalized the recreational use 

of marijuana in addition to its prior permitted use for medical purposes.  See, Voters Initiative 
(http://sos.wa.gov/_assets/elections/initiatives/i502.pdf ) and the current regulations that 
supplement the Initiative (http://apps.leg.wa.gov/wac/default.aspx?cite=314-55 ). Although the 
initial concerns focused on public health and safety issues, as the “industry” has developed, 
there has been a new focus on workplace issues.  For example, there are a number of health 
and safety issues regarding the workers who are employed in the processing plants,, e.g., air 
 
 

https://www.suitabletech.com/
http://blog.suitabletech.com/2013/01/09/shelbot-aka-shel-bot/
http://sos.wa.gov/_assets/elections/initiatives/i502.pdf
http://apps.leg.wa.gov/wac/default.aspx?cite=314-55
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filtration, safety equipment, and other workplace issues regarding growers.   

 
Microform Inc. is a computer software company located in the Greater Seattle area.  It 

employs approximately 5,000 individuals grouped roughly into the following categories: 
management (including legal), sales, clerical, technical support, research and development, 
engineering and design, and production and maintenance.  It has demonstrated tremendous 
growth and market vigor since its founding approximately 25 years ago.  It is unusual in that in 
addition to designing its software products, it also manufactures them on site rather than 
contracting out the actual manufacture of the software disks and packaging.  In this way, 
Microform is unique in being able to maintain total control of its product. 

Up until now, Microform has made use of a variety of incentives for its employees to 
encourage top performance.  All full-time employees are entitled to stock options after a year of 
employment.  The company facilities resemble a college campus more than an industrial park.  
But despite this bucolic setting, Microform is known as a cutting edge, hard driving company.  
Recently, in order to maintain market prominence, the company has branched out into new 
product areas like the Internet, high-resolution and definition video, gaming, etc.  At the same 
time, the original twenty something workforce is now aging, i.e. they are in their mid-thirties and 
early forties, and many employees have families.  Between the changes in the computer 
industry, and the changes in the workforce, Microform continues to be a work in progress. 

 
Windfall: Windfall is a §501(c)(3) non-profit environmental organization located in 

Freemont, in a space overlooking the canal that was donated by Adobe.  It employs about 15 
employees who are engaged in community organizing, fundraising and public relations.  The 
organization is totally non-hierarchical, and decision-making is by consensus.  They have an 
attorney to advise them on tax, estate gifts and other legal matters pertaining to their fundraising 
activities.  Recently, they have received a large gift from the Gates Foundation that will allow 
them to hire 15 more employees to engage in an environmental/community health project for 
migrant laborers and fruit growers in eastern Washington.  The new employees will need to be 
bi-lingual and conversant with community organizing techniques, public health protocols and 
environmental land management. 

 
Stuffed Love Toys, Inc.: This company, located in Sequim, WA, is a family owned business that 
manufactures toys, especially stuffed animals.  Its major customer is Nordstrom’s.  Sequim and 
the Port Angeles area have a large population of retirees, artists and counter-culture types left 
over from the sixties.  SLT manufactures stuffed toys, and other toys and novelties for children.  
For the last forty-five years it has been run by the iconoclastic Rafe Jones, who had worked his 
way up through the company.  Their most famous product is “21 bugs in a bag.” 
  Jones organized Stuffed Love on participatory model.  Work schedules were set by the 
employees in all parts of the enterprise: management, production, sales and advertising.  
Additionally, employees were encouraged to learn as many skills as possible.  It was not unusual 
that someone in the production art department also worked with the advertising department.  
Decisions were made jointly, with representatives from each part of the company.  This group 
helped to determine company policy on both work and non-work related issues.  Also, something 
of a computer nut, he had linked all departments and employees with personal computers.  
Employees used the "bulletin board" to converse about company business as well as to trade 
jokes, recipes, and other personal news. 
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PERSONNEL POLICY 
+ Very Good  √ Satisfactory -- Needs Improvement   NA Not Applicable 
 
 
Policy 
 

Appreciation of Audience   _____ 
Use of Graphics/Layout (if done)  _____ 
Clarity      _____ 
Use of Definitions    _____ 
Use of Examples (if nec.)   _____ 
Conciseness/Elegance   _____ 
Covers Necessary Elements  _____ 
Legal Correctness    _____ 
Word Usage – No legalese  _____ 
Ease of Enforcement/Administration _____ 
Thoughtfulness    _____ 
Originality     _____ 

 
Memo/Rationale 

Supports Policy Generally    _____ 
Analysis of Cases/Statute/Regs  _____ 
Quality of Rationale    _____ 
Research (if done)    _____ 
Relation of Law to Policy   _____ 
Thoughtfulness     _____ 

 
Stylistics/Mechanics  
 

General Style     _____  
Organization     _____ 
Proofread     _____ 
Clarity      _____ 
Conciseness     _____ 
Grammar and Punctuation   _____ 
Citation format (if used)   _____ 
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