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Why Smart Business Owners Invest in HR
Systems Before There’s a Problem

Here’s the hard truth: If you wait
until you need HR structure,
you're already behind — and it’s
going to cost you.

Most business owners don’t call a fractional
HR professional when things are calm.
They call when something’s gone wrong —
an employee causing issues termination
turned tense, an employee filed a
complaint, or a state agency just sent a
letter you wish you'd never received.

So what can you do to prevent that
headache? Here are 8 key steps to take.

1) Ignoring HR Basics Is a Business

Risk — Not Just an HR Problem

When you skip foundational systems
(handbooks, policies, time tracking,
documentation), you're not saving time —
you're stacking risk.
e The average cost to defend an
employment clalim is around $75,000,
even if you win.

e Settlements average $40,000-$50,000,
and that's before lost productivity or
reputational fallout.

e In 2024, the EEOC received nearly
88,000 discrimination charges — most
from small and mid-sized companies
thatzzthought “it would never happen to

And here’s the kicker: many issues that
become legal claims could have been
avoided with a few clear policies, consistent
documentation, and trained managers.

Your move: Build before it breaks. Draft
your handbook, document your processes,
and ensure every employee signs off on the
policies that protect your company.
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2) Compliance Isn’t Optional — It's

Layered, Complex, and Enforced

Federal laws are just the starting line.
Depending on your state — and even your
city — your compliance requirements may
double or triple.

Here's a snapshot:

e Federal laws like the Fair Labor
Standards Act (FLSA), Title VII, ADA,
and FMLA apply to nearly every
employer.”

e States add layers — such as paid sick
leave (e.g., lllinois Paid Leave for All
Workers Act)? predictable scheduling,
and wage transparency laws.

e Cities can go further. Chicago, Austin,
Minneapolis, and San Francisco all have
municipal ordinances governing PTO,
scheduling, and fair workweek
standards.”

Failing to comply isn’t about intent — it's
about exposure. Audits and employee
complaints can trigger back pay, fines, and
public listings on state labor department
websites.

Once that happens, you're not just fixing
policies — you’re managing reputation
damage.

Your move:
e Know your state and city-specific laws.
e Keep documentation clean and digital.
e Review your compliance annually, even
if you haven’'t grown headcount.

—

3) Onboarding and Regular Reviews

Aren’t “Nice to Haves”

Most companies think onboarding is a 30-
minute welcome call, a team lunch, and a
few forms. In reality, it's your first line of
legal and cultural protection. When people
don’t know what'’s expected, confusion
turns into frustration — and frustration
turns into claims.

A strong onboarding system includes:

e Clear job descriptions and wage/hour
classification.

e Training on conduct, harassment
prevention, and company values.

e Signed acknowledgment of your
handbook and confidentiality policy.

e And regular reviews? They're your
insurance policy.

If you ever have to make a tough call on
performance or termination, documented
feedback and check-ins are your best
defense. Without it, it's your word against
theirs.

Your move: Make reviews routine —
quarterly check-ins, annual documentation.
It's cheaper than litigation and builds trust
long before problems surface.
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And that's when turnover spikes — and
word spreads.
e |t costs 2 to 2x an employee’s annual
salary to replace them?>*
e Only 31% of employees in the U.S. are
engaged, a 10-year low.”
e When people don’t feel seen, supported,
or treated fairly, they leave — or worse,
they stay and disengage.6

4) “We're Small” Isn’t a Legal Shield

Many business owners assume compliance
applies “later” — at 50 employees, 100
employees, or when they have an HR
department.

Your move: Build structure that supports
your culture — not stifles it. Create
handbooks, meeting norms, and values-
based recognition that make expectations
clear and consistent. When you combine

Wrong. ) .
structure + trust, you get sustainability.

Here's what you need to know:

e Wage and hour laws (FLSA) apply if you
have even one employee.?

e Most anti-discrimination laws start at 15
employees, but wage transparency,
harassment prevention, and leave laws ' °u think you're saving money by not
can kick in earlier — or immediately at investing in HR early. But here's the real
the local level.”* math:

e Remote work expands risk: you may be
subject to multiple state laws based on
where your employees live, not just U wimiel ) (e

6) The True Cost of Waiting

Risk Average Cost
55.000-520,0004 34

where your business is headquartered.’ Employment claim 575,000 1
(defense)
\Waaelh iolation fi $10,000-530,000 per
Your move: As soon as you hire your first agefhourviewation Ines), - loyee®

employee, you're in the compliance game. Mis'lztl'asfi?[:atiﬂn audit T
Get the basics right now, so you're not N LSllE]
catching up later.

Reputation + downtime  |Priceless

5) Culture Without Structure Turns A handbook costs a few thousand.
An HRIS costs a few hundred a month.

A lawsuit costs your peace of mind.
The ROI of prevention is priceless.

Into Chaos

When companies grow fast without
documented systems, culture erodes

q u Ietly' 1-SHRM (2024). Benchmarking Report: Average Cost-Per-Hire and Turnover., 2-EEOC (2024).
Charge Statistics by Year., 3-Built In (2024). The True Costs of Employee Turnover., 4-Applauz
(2024). Employee Turnover Cost Statistics., 5-Gallup (2024). U.S. Employee Engagement Falls to
8 R 10-Year Low., 6-Achievers Workforce Institute (2025). Employee Engagement Statistics That
SUdden lyl people are frUStrated ! pO“CIeS Matter., 7-Equitable Growth (2020). The Cost of Employee Turnover to U.S. Companies., 8-U.S.
Q Q Q e @ Department of Labor (2025). Wage and Hour Division — Compliance Resources., 9-State of lllinois
feel Inconsi Stent, an d |ead e rSh I p d ecisions (2024). Paid Leave for All Workers Act., 10-City of Chicago (2024). Fair Workweek Ordinance.
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7) Build It Before You Need It: The HR

Foundation Checklist

e A compliant, signed handbook (with
acknowledgment)

e Onboarding and offboarding checklists

e Timekeeping and payroll accuracy tools

e Manager playbook for performance,
documentation, and corrective action

e Complaint/reporting process with anti-
retaliation protection

e Regular reviews and documentation

e Annual HR audit for federal, state, and
local compliance

8) How Cherry Talent Group Can Help

At Cherry Talent Group, we partner with
growing companies that want to protect
their people and their business — without
the overhead of a full-time HR department.

We step in as your fractional HR team to:

» Write your policies and employee
handbook — compliant, clear, and
aligned with your culture.

e Implement your HRIS — streamlining
onboarding, time-tracking, and
performance reviews.

» Kick off the entire program with your
team — ensuring buy-in, clarity, and
adoption.

» Stick around to keep it running
smoothly — updating policies, training
managers, and ensuring compliance as
you grow.

You get all the benefits of an experienced
HR department — at a fraction of the cost
— and without the risk of trying to figure it
out later. It's not just more affordable than
hiring a full-time HR team — it's a lot
cheaper than the cost of doing nothing at
all.

Final Thoughts

The most successful companies don’t just
have great people — they have great
systems that protect those people. If you
wait until an employee issue, audit, or
lawsuit to start building, you've already lost
control of the narrative.

Good HR isn’t paperwork — it's protection.
It's the quiet engine that keeps your
business sustainable, compliant, and
trusted.

Build it now — before it breaks. And if
you're ready to start, Cherry Talent Group
can help you do it right — with heart, clarity,
and connection.

YOUR PEOPLE ARE

EVERYTHING

LET’S HELP THEM
THRIVE

Noah Bean

BD Manager
noah(@cherrytalentgroup.com
936-207-5214

2
N\

Anna Christensen

VP Brand, People, & Growth
anna@cherrytalentgroup.com
646-345-2313
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