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"My attorney told me WIRE
training isn't required by law."

Because the conversation usually stops one sentence
too early.

That second half of the sentence is where most
employment disputes begin.

What Does "Appropriately” Actually Mean?

Employment laws rarely provide a simple checklist.

Instead, courts repeatedly evaluate whether an employer's decision was

supported by evidence and implemented fairly.

Questions often include:
Was there an objectively reasonable basis for the decision?
Was the decision documented?
Were company policies consistently applied?
Had supervisors been trained on those policies?
Did the employee receive and acknowledge those policies?
Was the decision based on observable facts rather than
assumptions?

Was the employer able to explain its decision consistently from the

first complaint through litigation?

While none of these questions specifically ask whether your supervisors
completed state-required training, that is a cornerstone of your risk and
control environment: was your organization prepared and did you act
consistently and reasonably? Can you prove it?

The Goal Is Not to Win in
Court

Most employers think the objective
is winning a lawsuit. It isn't.

The objective is preventing the
lawsuit from being filed in the first
place. Those are two very different
strategies.

One focuses on legal defenses.

The other focuses on making the
case so well documented that
plaintiff's counsel questions
whether the case is worth pursuing
at all.

The Assumptions
Hidden Inside Broad
Legal Advice

Business owners often hear advice like:
"You're an at-will employer."

"You can terminate employees."

"The law doesn't require WIRE training."

None of these statements are necessarily incorrect—but
without context, they can create a false sense of security.

But every one of those statements quietly assumes
something else already exists:

o Competent supervisors

« Consistent policies

o Appropriate documentation

o Objective observations

o Employee acknowledgments

« Fair investigations

« Areasonable basis for action

Those assumptions are not automatic. They have to be
built.
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A well-documented employment decision
begins with a trained supervisor objectively
documenting concerning workplace behavior
and ensuring company policies have been
consistently communicated and acknowledged.

When a terminationis later challenged, the
employer can support its decision with
contemporaneous documentation, policy
acknowledgments, objective evidence, and

records demonstrating consistent policy
enforcement and legal compliance.

While strong documentation cannot eliminate
every claim, it often makes weak cases far less
attractive to pursue, increasing the likelihood
they are resolved before litigation.

THE EMPLOYER WHO IS “TECHNICALLY RIGHT”

Good Documentation Today. Stronger Defense Tomorrow.
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THE WELL-DOCUMENTED EMPLOYER

———— Good Documentation Today. Stronger Defense Tomorrow.

A SUPERVISOR OBSERVES
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THE SUPERVISOR
HAS BEEN TRAINED.
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THE OBSERVATIONS ARE
DOCUMENTED OBJECTIVELY,

i

COMPANY POLICY HAS BEEN
ACKNOWLEDGED BY
THE EMPLOYEE.
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THE DECISION 1S REVIEWED
AND SUPPORTED BY
DOCUMENTATION.

!

THE EMPLOYEE
IS TERMINATED.

A PLAINTIFF'S ATTORNEY
SENDS A DEMAND LETTER
ALLEGING DISCRIMINATION.
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POLICY ACKNOWLEDGMENTS

DOCUMENTED PERFORMANCE
OR SAFETY CONCERNS

OBJECTIVE EVIDENCE SUPPORTING
THE DECISION

RECORDS SHOWING CONSISTENT
APPLICATION OF COMPANY POLICY

APPLICABLE STATE LAW COMPLIANCE
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AT THAT POINT, THE PLAINTIFF'S ATTORNEY
HAS TO EVALUATE THE ECONOMICS OF THE CASE.
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STRONG DOCUMENTATION DOES NOT GUARANTEE

ly increase the likelihood

that weak claims are abandoned before litigation.

THIS IS AN UPHILL BATTLE FOR THE PLAINTIFF.

An employer may have legitimate reasons for
terminating an employee, but without
documentation, consistent policy enforcement,
and properly trained supervisors, proving those
reasons becomes much more difficult.

As aresult, a claim is more likely to proceed to

litigation, leading to discovery, depositions,
legal fees, lost productivity, and potential
reputational harm.

Even if the employer ultimately prevails, the
organization may still pay a significant financial

and operational price.
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The Cost of Being "Technically
Right"

Why Supervisor Training Matters

Whether your state expressly requires supervisor impairment training or not, training
helps create the foundation that courts repeatedly examine.

Training helps supervisors:
recognize objective workplace behaviors,
document observations consistently,
understand company policy,
avoid subjective assumptions,
respond appropriately,
create records that withstand scrutiny.

Training is not simply about compliance. It is about credibility.
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The Behavioral Psychology of
Employment Litigation

The Real Question

The question isn't: "Is supervisor training legally required?”

The better question is: "What investments make it more likely that a
difficult employment decision will withstand scrutiny and less likely that
a dispute will become costly litigation?"

For many employers, that answer includes trained supervisors,
consistent documentation, clear policies, and objective decision-making.

Because in employment law, being technically right is sometimes the
most expensive way to win.

WIRE Certified Training "
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Solutions@AdvancedTrainingProducts.com
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