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INTRODUCTION AND WELCOME

Welcome to [Company Name]!

We are excited to have you as a part of our team!

At [Company Name], we believe that our employees are our 

most valuable asset, and we are committed to providing a 

supportive and rewarding work environment. 

This handbook is designed to guide you through our 

company's policies, procedures, and expectations, helping you 

to succeed in your role and contribute to our shared goals.

We strive to create a workplace where everyone feels valued, 

motivated, and equipped to deliver exceptional service to our 

clients. We encourage you to familiarize yourself with the 

information in this handbook and to reach out with any 

questions or suggestions. Together, we will continue to

build a culture of professionalism, integrity, and teamwork.

Welcome aboard, and we look forward to achieving great 

things together!
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COMPANY MISSION AND
VALUES STATEMENT

This section should include a concise statement that reflects your company's core 
mission and guiding principles. Describe what sets your business apart in the cleaning 
industry and the values that shape your approach to delivering services. 

At [Company Name], our mission is to deliver exceptional cleaning services that exceed 
client expectations while fostering a positive work environment for our team. We are 
dedicated to creating clean, safe, and healthy spaces for our clients, using innovative 
methods and the highest industry standards.

Our core values guide everything we do, shaping how we interact with clients, support our 
team, and deliver our services. We encourage every employee to embody these values in 
their daily work:

Quality: We strive for excellence in every task we perform, ensuring that our cleaning 
standards consistently meet or exceed client expectations.

Integrity: Honesty and transparency are the foundation of our relationships with clients, 
colleagues, and partners. We hold ourselves accountable to the highest ethical standards.

Teamwork: We believe in the power of collaboration and respect. By working together 
and supporting each other, we achieve our goals and create a positive workplace culture.

Customer Focus: Our clients are at the heart of everything we do. We listen to their needs, 
address their concerns, and go the extra mile to deliver outstanding service.

Safety: We are committed to maintaining a safe work environment for our employees and 
clients. Safety protocols and training are central to our operations, ensuring that everyone 
stays protected on the job.

Our mission and values are more than just words—they are the principles that drive us to 
deliver the best cleaning services in the industry. We invite each team member to 
embrace these values and contribute to our shared success.

[Customize the statement with specific examples or goals related to your company's 
mission and values.]
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EMPLOYMENT POLICIES

This section should outline your company's commitment to maintaining a workplace free 
from discrimination and harassment. Ensure that the language aligns with local, state, 
and federal regulations.

[Company Name] is committed to fostering a workplace that is inclusive, respectful,
and free from discrimination or harassment of any kind. We believe in providing equal 
opportunities to all employees and applicants for employment regardless of race,
color, religion, gender, gender identity or expression, sexual orientation, national origin, 
age, disability, marital status, or any other characteristic protected by law.

Discrimination: Discrimination of any kind in the workplace will not be tolerated.
This includes but is not limited to hiring, promotion, job assignment, compensation, 
discipline, termination, and other terms and conditions of employment.

Harassment: We have a zero-tolerance policy for harassment in the workplace. 
Harassment can include unwanted verbal or physical behavior based on someone’s 
protected characteristic, including but not limited to jokes, slurs, threats, offensive 
remarks, or any other conduct that creates a hostile work environment.

Reporting Procedures: Employees who believe they have been subjected to 
discrimination or harassment are encouraged to report the incident promptly to their 
supervisor or the Human Resources department. All complaints will be taken seriously
and investigated thoroughly, with appropriate action taken to address any violations.

Retaliation: Retaliation against employees who report discrimination or harassment
in good faith or who participate in an investigation is strictly prohibited. Any acts of 
retaliation will result in disciplinary action, including termination.

[Customize with specific reporting procedures, contact information for HR or the 
appropriate department, and any additional support resources available to employees.]
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CODE OF CONDUCT

This section should outline the expected behavior and professional standards for all 
employees, emphasizing integrity, respect, and professionalism.

At [Company Name], we expect every team member to uphold the highest standards of 
conduct and ethics while representing our company. The following principles guide our 
behavior in the workplace and in all interactions with clients and colleagues:

Professionalism: Employees are expected to maintain a professional attitude in all 
interactions with clients, colleagues, and supervisors. 

Integrity: Honesty and transparency are at the core of our business.

Respect: We believe in treating everyone with dignity and respect, regardless of their role 
within the company or their relationship to the business. Discrimination, harassment, or 
any form of disrespectful behavior will not be tolerated.

Compliance: All employees must adhere to company policies, industry regulations, and 
legal standards that apply to their roles. Failure to comply with these guidelines may result 
in disciplinary action.

Confidentiality: Employees must respect the confidentiality of sensitive information 
related to the company, its clients, and their colleagues. Unauthorized sharing of 
confidential information is strictly prohibited.

[Customize with additional standards that align with your company’s values or 
industry-specific requirements.]
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HEALTH AND SAFETY GUIDELINES

This section should provide a clear overview of the company’s commitment to 
maintaining a safe and healthy work environment. Emphasize the importance of 
compliance with health and safety standards and the steps to take in case of
an emergency.

At [Company Name], the safety and well-being of our employees are our top priority. We 
are committed to providing a safe work environment by adhering to industry best 
practices and safety regulations. All employees are expected to follow these guidelines to 
ensure their own safety and that of their colleagues:

Protective Equipment: Employees must wear the required personal protective 
equipment (PPE), including gloves, goggles, and masks when handling cleaning 
chemicals or tasks involving potential hazards.

Chemical Handling: Always read and follow the instructions on cleaning product labels. 
Store chemicals in their designated areas and never mix products unless specifically 
instructed to do so.

Emergency Procedures: In case of an accident or injury, immediately notify your 
supervisor and follow the company's emergency response protocol. First aid supplies are 
available on-site, and all injuries must be reported, no matter how minor.

Lifting and Handling: Use proper lifting techniques when moving heavy equipment or 
supplies. If an item is too heavy to lift safely, ask for assistance or use appropriate
lifting devices.

Incident Reporting: All safety incidents, including near-misses, must be reported to a 
supervisor immediately. Prompt reporting helps prevent future accidents and improves 
workplace safety.

[Customize with specific safety procedures, emergency contact numbers, and any 
additional safety measures relevant to your workplace or the cleaning industry.]
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DRUG AND ALCOHOL POLICY

This section should outline your company's stance on drug and alcohol use in the 
workplace, including clear rules about substance use and the consequences of violating 
this policy. It’s essential to address both illegal drugs and alcohol, as well as any policies 
on prescription medication that could impair an employee’s ability to perform their
job safely.

[Company Name] is committed to maintaining a drug-free and alcohol-free workplace to 
ensure the safety and well-being of all employees, clients, and visitors. We strictly prohibit 
the use, possession, sale, distribution, or influence of illegal drugs or alcohol while on 
company premises, during work hours, or while operating company vehicles
or equipment.

Prohibited Substances: Employees are not permitted to use, possess, or be under the 
influence of illegal drugs, controlled substances, or alcohol while on the job or company 
property. This policy applies to all work sites, client locations, and company events.

Prescription Medications: Employees using prescription or over-the-counter medications 
that may impair their ability to perform their job safely must inform their supervisor. It is 
the employee's responsibility to use these medications as prescribed and take necessary 
precautions to prevent safety risks.

Drug and Alcohol Testing: [Company Name] reserves the right to conduct drug and 
alcohol testing under the following circumstances: pre-employment screening, 
reasonable suspicion, post-accident, or as part of a routine random testing program. 
Refusal to submit to testing may result in disciplinary action.

Disciplinary Actions: Violations of this policy will result in disciplinary action, including 
termination of employment. Employees found to be in violation may also be referred to a 
substance abuse treatment program as a condition of continued employment.

Assistance Program: Employees who struggle with substance abuse are encouraged to 
seek help through the company's Employee Assistance Program (EAP) or a similar 
resource. We are committed to supporting employees who proactively seek assistance.

[Customize with specific details about the company’s testing procedures, disciplinary 
actions, and any available support resources.]
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EMPLOYEE COMPENSATION

This section should outline the company's compensation structure, including how 
employees are paid, any variations in pay rates, and the frequency of payments. It should 
also provide information on eligibility for raises, bonuses, and any other financial 
incentives. Be clear about how compensation aligns with company policies, performance, 
and industry standards.

At [Company Name], we believe in fair and competitive compensation that reflects the 
skills, experience, and performance of our employees. Our compensation structure is 
designed to reward hard work, dedication, and contributions to the company's success.

Pay Rates: Employees are compensated based on their role, experience level, and 
performance. Pay rates are reviewed regularly to ensure they remain competitive with 
industry standards and reflect any changes in job responsibilities.

Payment Schedule: All employees are paid on a [weekly/bi-weekly/monthly] basis, with 
payments processed every [day of the week/month]. Pay stubs are provided electronically 
or in paper form, detailing earnings, deductions, and any additional compensation.

Overtime Pay: Eligible non-exempt employees will receive overtime pay at the rate of 
[1.5x/2x] their regular hourly wage for any hours worked beyond the standard [40 hours per 
week/8 hours per day], in accordance with state and federal laws.

Bonuses and Incentives: Employees may be eligible for performance-based bonuses or 
incentives at the discretion of management. These rewards are based on individual 
achievements, team goals, and overall company performance.

Raises and Promotions: Salary reviews are conducted [annually/bi-annually] and may 
result in raises or promotions based on performance evaluations, contributions to the 
company, and market conditions.

[Customize with specific details about your company’s pay rates, payment schedule, 
eligibility for bonuses, and raise policies.]
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EMPLOYEE BENEFITS OVERVIEW

This section should provide an overview of the benefits offered to employees, such as 
health insurance, retirement plans, paid time off, and any other perks available to the 
team. Include details about eligibility requirements, when benefits become effective, and 
how employees can access or make changes to their benefits. 

At [Company Name], we are dedicated to supporting the health, financial security,
and overall well-being of our employees by offering a comprehensive benefits package. 
Our benefits are designed to meet the diverse needs of our team.

Health Insurance: [Specify health insurance coverage, ie, medical, dental, and vision plans, 
as well as terms for eligibility, ie, 90 days of employment/immediate/etc.]. We offer 
multiple plan options to meet your needs, with a portion of the premium covered by
the company.

Retirement Plans: We offer a [401(k)/pension plan] with a company match of up to [X%] to 
help you save for retirement. Employees are eligible to enroll in the plan after [X 
days/months] of employment.

Paid Time Off (PTO): Employees accrue paid time off for vacation, sick leave, and personal 
days based on their length of service with the company. Details about accrual rates and 
usage policies can be found in the PTO policy section of this handbook.

Holidays: [Company Name] observes [X number] of paid holidays each year, including [list 
of holidays]. Employees will be informed of the holiday schedule at the start of each 
calendar year.

Other Benefits: Additional benefits may include [life insurance, disability insurance, 
employee assistance programs (EAP), wellness programs, etc.]. Details about these 
benefits will be provided during the onboarding process.

[Customize with specific details about your company’s benefit plans, eligibility criteria, 
and how to access these benefits.]
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WORK SCHEDULE

This section should explain how your company handles employee scheduling, including 
how far in advance the schedules are posted, the process for making changes, and 
expectations around shift availability. Include details about how employees are notified 
of their schedules and any guidelines for requesting shift changes or swaps.

At [Company Name], we strive to create work schedules that meet both the needs of our 
business and the preferences of our employees. Our goal is to ensure that all team 
members have a clear understanding of their work hours well in advance.

Schedule Release: Employee schedules are posted [X weeks] in advance on [day of the 
week] and cover [number of weeks] at a time. All schedules are accessible through 
[company portal/notice board/email communication].

Shift Changes: If you need to request a change to your shift, please inform your supervisor 
at least [X days] before the scheduled shift. Shift changes are subject to approval based on 
business needs and staffing availability.

Availability: Employees are expected to provide their availability at least [X weeks] before 
the schedule is posted. Any changes to your availability should be communicated to your 
supervisor as soon as possible.

Communication: In the event of last-minute changes to the schedule, employees will be 
notified via [preferred method of communication, e.g., text, email, phone call]. It is the 
employee's responsibility to check their messages and confirm receipt of any updates.

[Customize with details about your specific scheduling software or processes, guidelines 
for requesting time off, and expectations for on-call shifts if applicable.]
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ATTENDANCE POLICIES

This section should outline your company's expectations regarding attendance, 
punctuality, and the process for reporting absences or lateness. Include specifics about 
how many minutes late is considered tardy, the procedure for calling out of a shift, and 
any consequences for repeated attendance issues.

At [Company Name], maintaining reliable attendance is crucial to our team's success and 
our ability to provide high-quality service to our clients. We expect all employees to adhere 
to the following attendance guidelines:

Punctuality: Employees are expected to arrive at their worksite no later than [X minutes] 
before the start of their scheduled shift. Arriving more than [X minutes] late is considered 
tardy and may result in disciplinary action.

Call-Out Procedures: If you are unable to attend your scheduled shift, you must notify 
your supervisor at least [X hours] before the start of your shift. Failure to notify the 
company in advance will be considered a no-call/no-show and may result in a written 
warning or other disciplinary measures.

Recording Attendance: All employees must clock in and out at the beginning and end of 
their shifts using the company’s [timekeeping system/clock-in method]. Accurate 
timekeeping is essential for payroll processing and compliance.

Repeated Attendance Issues: Excessive absenteeism or tardiness, defined as [X 
occurrences] within a [timeframe], may lead to disciplinary action, up to and including 
termination of employment.

[Customize with any additional attendance policies specific to your company, including 
procedures for requesting time off and attendance during holidays or expectations for 
evening and weekend availability.]
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EXCUSED AND UNEXCUSED ABSENCES

This section should clarify the difference between excused and unexcused absences, 
outlining the conditions under which an absence is considered excused and the 
documentation required. Include details about the consequences of unexcused absences 
and the process for notifying supervisors about absences.

At [Company Name], we understand that there are times when you may need to be 
absent from work due to personal or medical reasons. It is important to distinguish 
between excused and unexcused absences to ensure fairness and consistency in our 
attendance policy.

Excused Absences: An absence is considered excused when the employee provides a 
valid reason and follows the proper notification procedures. Examples of excused 
absences include:

◦ Illness or injury with a doctor’s note
◦ Family emergencies
◦ Approved personal or vacation days
◦ Jury duty or court appearances
◦ Pre-approved medical appointments

To have an absence excused, you must notify your supervisor as soon as possible and 
provide any required documentation (e.g., a doctor’s note) within [X days] of your return
to work.

Unexcused Absences: An absence is considered unexcused if the employee fails to 
provide an acceptable reason or does not follow the proper call-out procedures.
Examples of unexcused absences include:

◦ No-call/no-show without prior notification
◦ Absences without a valid reason or supervisor approval
◦ Leaving work early without permission

Unexcused absences may result in disciplinary action, including verbal or written 
warnings, suspension, or termination, depending on the frequency and severity of
the occurrence.

Supervisor Approval: To ensure an absence is recorded as excused, please communicate 
directly with your supervisor and seek their approval whenever possible. Documentation 
may be required to support your request.

[Customize with specific guidelines on documentation requirements, how many 
unexcused absences are allowed, and any other details unique to your company's policy.]
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TIME OFF REQUESTS 

This section should provide guidelines on how employees can request time off, including 
the process, deadlines, and how requests are approved. Include details on any limits to 
the number of days that can be taken off at once, how far in advance requests must be 
made, and the factors considered when approving time off. 

We understand the importance of taking time off for rest, personal needs, or special 
occasions. To ensure smooth operations and adequate coverage, we ask that all 
employees follow these guidelines when requesting time off: 

Request Process: : Employees must submit their time off requests through [company 
portal/email/form] at least [X days/weeks] before the schedule is posted. All requests will 
be reviewed by your supervisor, and you will be notified of the decision as soon as possible.

Advance Notice: Time off requests must be submitted no later than [X days/weeks] before 
the desired time off date. Requests made after this deadline may not be approved except 
in cases of emergency or special circumstances

Approval Criteria: Time off requests are approved based on factors such as business 
needs, staffing levels, and the order in which requests are received. We will make every 
effort to accommodate your request, but approval is not guaranteed.

Blackout Dates: Please note that time off may not be granted during high-demand periods 
or company blackout dates, which will be communicated to all employees in advance.

Emergency Time Off: In the case of an unexpected need for time off, please notify your 
supervisor as soon as possible. Emergency time off will be handled on a case-by-case basis. 

[Customize with specific details about your company’s time off request system as well as 
any limits on the amount of time that can be taken.] 
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CLOCK-IN/CLOCK-OUT PROCESSES 

This section should explain the procedures for clocking in and out of work shifts, including 
the tools or systems employees are required to use. Include details on when employees 
should clock in, the expectations for accurate timekeeping, and what to do in case of any 
issues or discrepancies with the clock-in/out system. 

We rely on accurate timekeeping to ensure that employees are compensated fairly for 
their time worked. To maintain efficiency and transparency, all employees must follow the 
clock-in/clock-out procedures outlined below: 

Clocking In: Employees are expected to clock in no more than [X minutes] before the start 
of their scheduled shift using [timekeeping system/app/physical time clock]. Please 
ensure that you are ready to begin work immediately upon clocking in. 

Clocking Out: Employees must clock out at the end of their shift or when they leave the 
worksite. If you are taking a meal break or a break longer than [X minutes], please clock 
out and then clock back in upon returning to work. 

Timekeeping Accuracy: It is the responsibility of each employee to ensure that their time 
records are accurate. Any discrepancies or errors must be reported to your supervisor 
immediately for correction. 

Forgotten Clock-In/Clock-Out: If you forget to clock in or out, notify your supervisor as 
soon as possible. Failure to do so may result in discrepancies in your pay and could lead to 
disciplinary action if it becomes a repeated issue. 

Unauthorized Overtime: Employees must receive prior approval from their supervisor 
before working overtime. Unauthorized overtime is subject to disciplinary action and may 
not be compensated.

[Customize with specific instructions for your company's timekeeping system, any policies 
regarding late arrivals or early departures, and procedures for handling timekeeping disputes.] 



14

This section should provide clear guidelines on the disciplinary measures your company 
takes in response to employee behavior or performance issues. Include a description of 
the different stages of disciplinary action, the types of incidents that might lead to these 
measures, and the process for termination or resignation.

At [Company Name], we believe in maintaining a positive and productive work environment. 
To ensure this, we have established clear guidelines on disciplinary actions and the process 
for handling incidents that do not meet our standards of conduct or performance

Disciplinary Measures

◦ Verbal Warning: For minor infractions, employees may receive a verbal warning. 
The purpose of a verbal warning is to address the issue and provide guidance on 
how to correct it. 

◦ Written Warning: If the behavior or performance does not improve after a verbal 
warning or for more serious offenses, a written warning will be issued. This warning 
will be documented in the employee's file. 

◦ Final Written Warning: Continued failure to address the issue may lead to a final 
written warning, which clearly outlines the consequences of not improving. 

◦ Suspension or Termination: Depending on the severity of the incident or repeated 
violations, employees may be suspended or terminated from their position. 

Incidents Leading to Disciplinary Action: 

◦ Tardiness or excessive absenteeism 

◦ No-call/no-show for a scheduled shift 

◦ Failure to complete assigned tasks or follow instructions 

◦ Violations of the company's code of conduct or policies 

◦ Insubordination or disrespect towards supervisors or colleagues 

◦ Unsafe practices that endanger oneself or others

DISCIPLINARY, TERMINATION,
AND RESIGNATION PROCEDURES
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Termination Procedures:

◦ In the case of termination, employees will be informed in writing, detailing the reason 
for termination and any final actions required.

◦ All company property, including uniforms, equipment, and access cards, must be 
returned within [X days] of termination.

◦ The final paycheck will be processed according to state laws and company policy, 
including payment for any unused vacation or accrued time off.

Resignation Procedures:

◦ Employees who choose to resign are asked to provide at least [X weeks] notice to 
allow for a smooth transition.

◦ A resignation letter should be submitted to [Supervisor/HR Department] with the 
intended last day of work.

◦ All company property must be returned on or before the employee's final day, and an 
exit interview may be scheduled to gather feedback.

[Customize with specific procedures or steps for handling disciplinary actions, termination, or 
resignation based on your company's policies.]
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EQUIPMENT USAGE GUIDELINES
AND LOCKER USE POLICY 

This section should outline the company's rules for using equipment, including any 
restrictions on using company vehicles or tools outside of work hours. Include details 
about the locker use policy to ensure employees understand the guidelines for storing 
personal items and how the company handles access to lockers. 

At [Company Name], we provide employees with the tools and equipment necessary to 
perform their jobs safely and efficiently. To ensure proper use and maintenance of 
company property, all team members must follow these guidelines: 

Equipment Usage Guidelines:

◦ Company equipment, including tools, vehicles, and devices, is for business use only 
and must not be used for personal purposes without prior authorization.

◦ Employees are responsible for the care and maintenance of the equipment they 
use. Any damage, malfunction, or loss of equipment should be reported to a 
supervisor immediately.

◦ Unauthorized use of company vehicles outside of work hours is strictly prohibited, 
and vehicles must be returned to their designated location at the end of each shift.

◦ Employees must follow all safety protocols when using equipment to prevent 
accidents or injuries.

Locker Use Policy:

◦ Lockers are provided for the convenience of employees to store personal items 
during work hours. Employees are responsible for keeping their lockers clean
and organized.

◦ Personal items stored in lockers should be appropriate for the workplace, and the 
company is not responsible for any lost or stolen items.

◦ Supervisors reserve the right to access lockers at any time without prior notice to 
ensure compliance with company policies and for safety or security reasons.

◦ Upon termination or resignation, employees must clear out their lockers and return 
any issued keys or locks.

[Customize with any additional details specific to your company's equipment policies, such 
as guidelines for mobile devices, uniform care, or security measures related to locker access.] 
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DESCRIPTION OF VACATION TIME
SICK TIME 

This section should provide details about how vacation time and sick leave are accrued, 
any limits on how they can be used, and the procedures for requesting these types of 
time off. Include guidelines on how unused time is handled and any conditions for 
carryover or payout of time off.

At [Company Name], we offer a structured policy for vacation time and sick leave to 
support your well-being and maintain a healthy work-life balance.

Vacation Time:

◦ Vacation time is accrued at a rate of [X hours/days] per [month/year] worked, 
beginning on the employee’s start date.

◦ Employees are eligible to use vacation time after [X days/months] of employment, 
and requests should be submitted at least [X days/weeks] in advance through 
[company portal/supervisor].

◦ Unused vacation days may be carried over to the next year, up to a maximum of [X 
days], or they will be paid out according to company policy.

Sick Time:

◦ Employees accrue sick leave at a rate of [X hours/days] per [month/year], which can be 
used for illness, medical appointments, or to care for an immediate family member.

◦ Sick leave can be used as soon as it is accrued, and employees are required to notify 
their supervisor as soon as possible when they need to take a sick day.

◦ A doctor's note may be required for absences longer than [X consecutive days], or in 
cases of frequent absenteeism. 

Unused Time Off:

◦ Any unused sick time is not eligible for payout upon termination or resignation. 
However, it may be carried over to the following year up to a maximum of [X days], 
depending on state laws and company policy.

[Customize with specific details about your company's policies on accrual rates, limits on 
carryover, procedures for requesting time off, and eligibility for time-off payouts.] 
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EXPECTATIONS OF CUSTOMER SERVICE
AND PROFESSIONALISM 

This section should outline the company's expectations for employee behavior when 
interacting with clients and representing the business. Include guidelines on maintaining 
a professional appearance, communication standards, and how to handle customer 
inquiries or complaints. 

Our commitment to providing exceptional service and professionalism is at the heart of 
our business. We expect all employees to uphold these standards when interacting with 
clients, colleagues, and the public to ensure a positive experience for everyone involved.

Professional Appearance:

◦ [Specify work uniform or dress code guidelines for the company]

◦ Personal grooming and hygiene should be maintained to reflect a neat and 
professional appearance. This includes clean uniforms, tidy hair, and minimal use
of fragrances.

Communication Standards:

◦ All communication with clients, whether in person, over the phone, or through email, 
should be polite, clear, and respectful. Use positive language and active listening to 
address customer concerns.

◦ If you are unable to answer a client's question or resolve an issue, promptly refer them 
to a supervisor or the appropriate department.

Handling Customer Complaints:

◦ Listen to the customer's concerns without interrupting and acknowledge their feelings. 
Apologize for any inconvenience and offer a solution or assure them that their issue will 
be addressed.

◦ Report all customer complaints to your supervisor immediately so that the issue can be 
documented and resolved in a timely manner.

Representing the Company:

◦ Employees are expected to act as ambassadors of [Company Name] at all times, 
whether on or off the job, especially when wearing the company uniform or using 
company-branded materials.

◦ Maintain a positive attitude and treat clients, colleagues, and supervisors 
respectfully, even in challenging situations.

[Customize with specific expectations for your company's customer service approach and 
any additional guidelines on how employees can maintain a positive company image.] 
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CONFIDENTIALITY AGREEMENT 

This section should explain the importance of protecting sensitive company and client 
information. Outline what constitutes confidential information, the expectations for 
handling it, and the consequences of unauthorized disclosure.

At [Company Name], we take the privacy and confidentiality of our clients, employees, and 
business operations seriously. All employees are required to protect sensitive information 
and to act with integrity in handling confidential matters. 

Definition of Confidential Information:

◦ Confidential information includes but is not limited to client details, company 
financial data, proprietary business strategies, employee records, trade secrets,
and any other information not publicly available.

◦ This information should not be shared with anyone outside the company or 
discussed with colleagues unless it is necessary for the performance of your
job duties.

Handling Confidential Information:

◦ Employees must take appropriate measures to safeguard confidential information, 
including using secure passwords, locking computers when not in use, and avoiding 
discussions in public areas.

◦ Only authorized personnel should have access to sensitive data, and all information 
must be stored securely in accordance with company policies.

Unauthorized Disclosure:

◦ Any unauthorized disclosure of confidential information is considered a serious 
breach of company policy and may result in disciplinary action, up to and
including termination.

◦ Employees found to be sharing or mishandling sensitive information may also face 
legal consequences, depending on the nature of the breach.

Agreement to Terms:

◦ By signing this handbook, employees acknowledge that they understand the 
importance of confidentiality and agree to abide by the company's policies to 
protect sensitive information.

[Customize with specific details regarding the types of confidential information relevant to 
your company, methods of protection, and additional legal considerations that may apply.]
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EMPLOYEE HANDBOOK ACKNOWLEDGMENT 

I acknowledge that I have received a copy of the [Company 

Name] Employee Handbook. I understand that it is my 

responsibility to read and familiarize myself with the policies 

and procedures outlined within this handbook.

I agree to comply with the guidelines set forth by [Company 

Name] and understand that the information contained in this 

handbook represents company guidelines, which the company 

may modify or change at its discretion. 

I understand that the contents of this handbook do not 

constitute a contract of employment or a guarantee of 

continued employment. My employment with [Company 

Name] is at will, meaning that either I or the company may 

terminate the employment relationship at any time, with or 

without cause or notice.

If I have any questions regarding the information in this 

handbook, I will seek clarification from my supervisor or the 

Human Resources department. 

Employee Name (Printed): 

Employee Signature:

Date: 
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OPTIONAL SECTIONS 

While not included in this template, the following sections may be appropriate additions, 
depending on the needs and structure of your organization. Including these topics can 
provide more detailed guidance and support for employees: 

Outline of Company-Wide Holidays: Lists the official company holidays when employees 
are granted time off. 

90-Day Probationary Period: Details the initial period of employment during which 
performance and fit within the company are evaluated. 

Explanation of Performance Reviews: Describes the process and frequency of employee 
evaluations, including how feedback is given. 

Training and Development Opportunities: Highlights any programs or resources 
available for skill-building and career advancement. 

Return of Tools Policy After Termination or Resignation: Specifies the procedures for 
returning company property when employment ends. 

Procedures for Personal versus Company Devices: Outlines the acceptable use of 
personal and company-provided devices during work hours. 

Workplace Technology Use: Set guidelines for company software, hardware, and 
internet access. 

Social Media Policy: Establishes rules for employees' use of social media, particularly 
when representing the company online. 

Employee Recognition and Reward Programs: Details any initiatives to celebrate 
employee achievements and incentivize high performance. 

Grievance and Complaint Procedures: Explains the steps employees should take to raise 
concerns or issues within the workplace. 

Return-to-Work Policy: Provides guidance for employees returning to work after an 
extended leave or medical absence.

[Including these sections can enhance the comprehensiveness of your employee 
handbook and address specific areas that may be relevant to your team's operations.]


