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	Purpose:
	To establish the fact that employment at (ORGANIZATION) is “at-will” and define what that means for the employee and the employer.

	Mandated by:
	State employment laws 

	Applies to:
	All (ORGANIZATION) employees.

	Definitions:
	· 

	For more information:
	n/a


Text of Policy:

All employment with (ORGANIZATION) is “at will” meaning that employment may be terminated at any time, with or without notice, for any reason or no reason, by either (ORGANIZATION) or the employee.

No manager, supervisor, or representative other than (ORGANIZATION)’s Chief Executive Officer has the authority to enter into any agreement guaranteeing employment for any specific period of time or to make any written or oral promises, agreements, or commitments contrary to this policy.  Further, any employment agreement entered into by the CEO will not be enforceable unless it is in writing.

Various states recognize exceptions to the employment-at-will doctrine and (ORGANIZATION) takes into account those exceptions as follows.
 “Public Policy Exception”:  An employee is wrongfully discharged when the termination is against an explicit, well-established public policy of the state (such as filing a workers’ compensation claim or refusing to break the law at the request of the employer).

“Implied Contract Exemption”:  When an implied contract is formed between an employer and employee, even though no express, written instrument regarding the employment relationship exists.  If an employer makes oral or written representations to employees regarding job security or procedures that will be followed when adverse employment actions are taken these representations may create a contract for employment.
“Covenant of Good Faith Exception”:  This exception reads a covenant of good faith and fair dealing

into every employment relationship. It has been interpreted to mean either that employer personnel decisions are subject to a “just cause” standard or that terminations made in bad faith or motivated by malice are prohibited.

State-by-State recognized exceptions to employment at will:

	
	Public Policy Exception
	Implied Contract Exception
	Covenant of Good Faith Exception

	Texas
	Yes
	No
	No

	California
	Yes
	Yes
	Yes

	Pennsylvania
	Yes
	No
	No

	Maryland
	Yes
	No
	No

	Washington
	Yes
	No
	No
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Kenneth G. Dau-Schmidt and Timothy A. Haley, “Governance of the Workplace:  The Contemporary Regime of Individual Contract,” Comparative Labor Law & Policy Journal (Winter 2007).

Nadjia Limani, Note, “Righting Wrongful Discharge:  A Recommendation for the New York Judiciary to Adopt a Public Policy Exception to the Employment-At-Will Doctrine,” Cardoza Public Law, Policy and Ethics Journal (Fall 2006).  

Charles J. Muhl, “The Employment-At-Will Doctrine:  Three Major Exceptions,” Monthly Labor Review (January 2001).  

