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Policy Statement: 
 
UUCR does not tolerate conduct that shows hostility or an aversion toward an individual 
because of his or her race, color, religion, sex, national origin, age, disability, personal 
beliefs, sexual orientation, gender identity or expression, or any other classification 
protected by law, or that:  
         - has the purpose or effect of creating an intimidating, hostile, or offensive work 
     environment; or 
         - has the purpose or effect of unreasonably interfering with an individual's work 
    performance; or 
         - otherwise adversely affects an individual's employment opportunities; or  
         - has the purpose or effect of interfering with a congregant's full participation in the  
    UUCR community or her/his path toward spiritual growth 
  
Some examples of conduct which may constitute harassment, depending on the 
circumstances, include but are not limited to the following:  
          - epithets or slurs; or  
          - threatening or intimidating acts; or  
          - written or graphic material; or  
          - written, verbal or physical acts that purport to be jokes or pranks.  
 
Procedures: 
 
1. The employee should present any incident of harassment to his/her supervisor 

and together discuss the problem, applicable rules and possible solutions. 

2. If discussion with the supervisor does not resolve the matter to the employee's 
satisfaction, the employee should submit the complaint in writing to the Board 
President, who shall gather the evidence necessary to complete an investigation. 
The Board President may interview the employee, involve the Personnel 
Committee, or appoint an ad hoc committee to advise him/her. The Board 
President shall then recommend a resolution of the problem to the supervisor 
and employee. 

3. If the Board President's recommendation does not resolve the matter to the 
employee's satisfaction, the employee may then seek a review by the entire 
governing Board.  The resolution recommended by the Board will be binding on 
the congregation, supervisor and employee. 


