Synod of the Sun Sample Policy Against Harassment


Policy Against Harassment


The church prohibits harassment on the basis of race, color, religion, sex (including pregnancy), national origin, age, disability, or any other characteristic or status protected by law. "On the basis of sex" includes sexual harassment.

The church prohibits discriminatory harassment, including sexual harassment.

Prohibited harassment is unwelcome verbal or physical conduct when such conduct is discriminatory (i.e., pertains to, or is motivated by, a characteristic protected by law) and when submission to such conduct is made either explicitly or implicitly a term or condition of a person's employment.


Harassment includes unwelcome discriminatory conduct of a verbal or physical nature when such conduct has the purpose or effect of unreasonably interfering with an individual's work performance or creating an intimidating, hostile, or offensive work environment. For example, harassment could include unwelcome verbal, visual, or physical conduct of a sexual or discriminatory nature, such as unnecessary touching of an individual; graphic or verbal commentaries about an individual's body, skin color, or ethnicity; degrading verbal abuse; a display in the workplace of sexually suggestive or otherwise offensive objects or pictures; offensive jokes; and physical assault. Harassment could also include, among other things, unwelcome propositions, flirtations, and requests—whether expressed or implied—for sexual favors.


Sexual harassment includes unwelcome sexual advances, requests for sexual favors, or other conduct of a verbal or physical nature when submission to or rejection of such conduct by an individual is used as the basis for an employment decision affecting that individual. Employees are prohibited from threatening or insinuating that another employee's or applicant's refusal to submit to sexual advances will adversely affect an aspect of that person's employment. Similarly, employees are prohibited from promising, implying, or granting preferential treatment to another employee or applicant in exchange for engaging in sexual conduct.

Employees who feel they are being harassed have certain rights and responsibilities.


Speak up. Any employee who feels that he or she has been subjected to offensive or unwelcome comments or behavior has the right to inform the individual that such comments or behavior is unwelcome or offensive, and should promptly do so. Making clear to others what is unwelcome or offensive is the first step in preventing unlawful harassment from occurring.


Report harassment. If any employee feels that he or she is a victim of discriminatory harassment, including the conduct listed above, by a co-worker, church member, supplier, or other person, he or she should immediately contact his or her supervisor, the Pastor, or the Clerk of Session. Likewise, employees witnessing harassment of other employees should immediately report such incidents to their supervisor, the Pastor, or the Clerk of Session.


Report harassment by supervisors. Any employee who feels that he or she has been subjected to offensive and inappropriate behavior by a supervisor with immediate (or successively higher) authority over them should immediately report the matter to the Pastor or the Clerk of Session.


Be prompt. Prompt reports are important—they help the church implement this policy. For this reason, the employee should always make a report as soon as possible, usually within 24 hours of the prohibited harassment. Employees should not wait for a situation to become worse or unbearable before making a report. For instance, if a supervisor makes inappropriate sexual comments, the employee should promptly tell the supervisor that his or her conduct is unwelcome and offensive and contact the Pastor or the Clerk of Session.

The church encourages good-faith reports and prohibits retaliation.


The church prohibits retaliation against an employee who in good faith reports alleged incidents of harassment or who cooperates in an investigation of any such report, on account of his or her report or cooperation in such an investigation. Any employee who feels that he or she has been threatened with, or subjected to, such retaliation should immediately report the retaliation to his or her supervisor, the Pastor, or the Clerk of Session.


Complaints found to be conclusive will be addressed in an appropriate manner. Any employee who is determined to have violated this policy will be subject to appropriate disciplinary action up to and including termination of employment.


While the church is committed to its policy prohibiting harassment, it also recognizes that false accusations of harassment or retaliation may harm an innocent party who is falsely accused. Accordingly, any employee who is found to have knowingly made a false accusation of harassment or retaliation will be subject to appropriate disciplinary action up to and including termination of employment.
