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I. Message from the Sexual Misconduct and Abuse Policy Committee

At the Annual Meeting on May 19th, 2002, members approved a Mission Statement which
called for the development of a policy regarding:

* The recruitment, hiring, and conduct of employees and volunteers.

* The special relationship of adults working with children.

* Procedures for reporting complaints and concerns dealing with sexual
harassment, sexual misconduct and abuse.

* A process of response that respects the safety of all involved.

In response to this mission statement a task force was formed to develop such a policy.
The Policy consists of a philosophy statement, guidelines, procedures, and documents to
be used for hiring and recruiting.

This policy is a living document and the congregation may in future years wish to amend it
to reflect changing needs. Requests for such amendments should be made to the Board of
Trustees and voted upon at scheduled or special meetings of the Congregation.

II. Philosophy Statement

We, the members of Second Unitarian Church, are aware of the prevalence of sexual
abuse and harassment in our culture; that it crosses gender, race and class lines; and that
we as a congregation ought to address these issues. Our commitments, as Unitarian
Universalists, to the inherent worth and dignity of every person and to justice and
compassion, compel us to create a safe environment that protects children and adults from
harm and promotes their spiritual growth.

We believe our church is uniquely poised to respond to this challenge. It is a special place
that highly values the ideals of community and the search for truth. It is a place that
encourages personal growth, allows for personal truths, and supports individuals and
families in their efforts to build better lives and a better society. As a caring,
intergenerational community we can respond to those in need in broader, more flexible
ways than many other institutions.
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III Affirmation of Responsibility and Commitment

We accept the responsibility to educate ourselves and our children about sexual
misconduct, abuse, molestation, harassment, exploitation and violence. We also pledge to
do our best to protect and support those who come to us either at risk or in crisis.

Additionally, we affirm our commitment to maintain an environment free of discrimination
and harassment based on race, color, ethnicity, religion, national origin, age, handicap,
gender, or sexual/affectional orientation. We pledge to conduct ourselves in a manner
which conveys mutual respect and consideration.

We acknowledge our responsibility to support this Policy and to work with the Sexual
Misconduct and Abuse Response Team so that concerns may be addressed and
appropriate response made.

Second Unitarian Church (hereinafter referred to as "the Church"”) is
committed to maintaining an environment that encourages and fosters
appropriate conduct and safety among employees and all other persons
and respect for individuals’ reasonable sensibilities and safety.
Accordingly, the Church intends to enforce this Sexual Misconduct and
Abuse Policy at all levels within the Church in order to create an
appropriate environment free from sexual misconduct (including sexual
harassment) abuse, violence and any other behavior set forth in
paragraph 1V herein.
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IV. Definitions

With respect to children, “Abuse” means: any situation where any person does any of
the following:

a.

inflicts, causes to be inflicted, or allows to be inflicted upon a child
physical injury, by other than accidental means, which causes death,
disfigurement, impairment of physical or emotional health, or loss or
impairment of any bodily function

b. creates a substantial risk of physical injury to a child by other than
accidental means which would be likely to cause death, disfigurement,
impairment of physical or emotional health, or loss or impairment of any
bodily function;

c. commits or allows to be committed any sex offense against a child, as
such sex offenses are defined in the Statutes of the State of Illinois, as
amended, and extending those definitions of sex offenses to include children
under 18 years of age;

d. commits or allows to be committed an act or acts of torture upon a
child;

e. inflicts excessive corporal punishment;

f. commits or allows to be committed the offense of female genital
mutilation, as defined in 720 ILCS §5/12-34, against the child or

g. causes to be sold, transferred, distributed, or given to a child under 18
years of age, a controlled substance as defined in Section 102 of the Illinois
Controlled Substances Act in violation of Article 1V of the Illinois Controlled
Substances Act, except for controlled substances that are prescribed in
accordance with Article 111 of the Illinois Controlled Substances Act and are
dispensed to such child in a manner that substantially complies with the
prescription. *

This definition is not dependent upon location (i.e., abuse can occur while
the child is in an out-of-home or in-home setting).

e Source: Illinois Child Abuse and Neglect Reporting Act 325 ILCS §5/3
(See Document F in the Appendix)
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With respect to adults, “Abuse” means: any situation where any person does any of the
following:
any act of "abuse" as defined by the Illinois Domestic Violence Act of 1986,
as amended (750 ILCS §60/101-60-401). (See Document G in the Appendix)

Sexual Misconduct means any:

A. Sexual abuse or sexual molestation of any person, including but not limited to,
any sexual involvement or sexual contact with a person who is a minor or who
is legally incompetent; or
B. Sexual harassment, according to the Equal Employment Opportunity
Commission, the Illinois Department of Human Rights, and the Cook County
Commission on Human Relations, and for purposes of this policy, consists of
Sexual harassment, defined as follows: unwelcome sexual advances, requests
for sexual favors, or any conduct of a sex-based nature, where
(1) submission to such conduct is made either explicitly or implicitly a term or
condition of any individual's employment or enjoyment of the privileges of
this Church's employment; or

(2) an employment decision affecting an employee (or any other decision is
made concerning an individual's enjoyment of the privileges of this
Church's employment) is based on the individual's acceptance or rejection
of such conduct; or

(3) such conduct interferes with an individual's work performance or
enjoyment of the privileges of this Church's employment or creates an
intimidating, hostile or offensive environment.

Sexual harassment can occur between men and women, or members of the same
gender. This behavior is unacceptable in the work place.

It is also unlawful to retaliate in any way against anyone who has complained
about sexual harassment or discrimination, whether that concern relates to
harassment of or discrimination against the individual raising the concern or
against another individual.

Sexual harassment affects the victim and others as well. Each incident of
harassment contributes to a general atmosphere in which everyone suffers the
consequences. Sexually-oriented acts or sex-based conduct have no legitimate
purpose. Where such conduct is initiated by a member of the Board of Trustees
or a supervisor toward a subordinate, or the minister, said individuals will be
held to a higher standard of accountability because of the degree of control and

influence he or she has over the employment conditions and the welfare of this
Church.
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Prohibited acts of sexual harassment can take a variety of forms ranging from
subtle pressure for sexual activity or contact to physical contact. Examples of
conduct which could be considered sexual harassment include:

(a) persistent or repeated unwelcome flirting, pressure for dates, sexual
comments or touching, inappropriate comments about clothing or
physical appearance; inappropriate questions or comments about sexual
behavior or preference unrelated to employment qualifications.

(b ) unwelcome sexually suggestive humor, jokes, language, gestures or
sounds directed toward another or sexually oriented or degrading comments
about another;

c) preferential treatment of an employee, or a promise of preferential
treatment to an employee, in exchange for dates or sexual conduct; or to the
denial or threat of denial of employment, benefits or advancement for refusal
to consent to sexual advances;

(d) the open display of sexually oriented pictures, posters, or other material
offensive to others;

(e) retaliation against an individual for reporting or complaining
about sexually harassing conduct;

(f) conduct or communication which has the purpose or effect of
creating an intimidating, hostile, or offensive environment.

This policy covers all Church employees, volunteers, and all other persons. The
Church will not tolerate, condone or allow sexual harassment, whether engaged
in by fellow employees, supervisors, members of the Board of Trustees, the
minister, volunteers and any other person, or by outside personnel or other non-
employees who conduct business with the Church. The Church supports and
encourages reporting of all incidents of sexual harassment, regardless of who the
offender may be, and will promptly investigate all reported incidents.

C. Sexual exploitation, including but not limited to, the development of or the
attempt to develop a sexual relationship between ministers, counselors, youth
leaders, church school teachers, etc. and a person with whom they have a
teaching, guidance or caretaking role, whether or not there is apparent
consent from the individual.
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V. Preventing Sexual Misconduct and Abuse

We at Second Unitarian Church acknowledge that preventing future sexual abuse and
harassment in our church, communities and in society is a complex goal. In exploring this
issue we have learned that preventive education, careful hiring procedures, and policies
regarding the circumstances of youth/adult interactions are concrete steps toward creating
a safe environment for all concerned.

A. Education and Training

We see education at all ages and levels of development as critical to the creation of a safe
environment for growth. Information, knowledge, and understanding support the
development of healthier relationships based on self-esteem and respect for others.
Greater understanding of the complexities of “sexuality” and “abuse” will make us better
able to avoid situations that could lead to abuse, and to move more effectively toward
justice and healing for us all

Inasmuch as it is the intention of our religious education program to promote self-esteem
and personal responsibility among our children and our adult membership, we will attempt
to provide the following as part of the educational program:

1. Age appropriate programs about development and sexuality for our children, teens

(youth), and adults that are offered on a regular basis and include greater clarification and

understanding of the complex aspects of sexuality, including a focus on sexual abuse

prevention.

2. General training and support for our religious educators, youth leaders, and parents in

areas of parenting skills, growth and development, sexuality, and related issues.

3. Specific training each Fall for leaders of youth programs. At this meeting, sponsored

by the Religious Education Committee and any other committee responsible for youth

programming, all youth leaders will discuss in detail the Code of Ethics for Working

with Children and Youth (See Document B in the Appendix) and ways to create safe

spaces for both youth and leaders.

4. Information for all parishioners regarding resources within the community that address
the issues of domestic violence and sexual abuse.

5. Training and education of all employees of the Church, members of the Board of
trustees, persons in supervisory roles and the minister on issues related to sexual
harassment and workplace violence.
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B. Procedures for Recruiting Volunteers and Hiring Staff

Churches are particularly at risk for sexual misconduct because they make such valiant
efforts to welcome everyone and automatically assume a level of trust. Since incidents of
sexual abuse take place in the context of an ongoing relationship, it is essential that
recruitment and hiring procedures be established that protect the children in our programs,
protect staff and volunteers from false accusations, protect the church from liability, and
protect church employees, volunteers and others from sexual misconduct and abuse. We
feel a legal and moral responsibility to approach this directly, though we feel a deep
sadness that it is necessary. The following procedures will be used by committees and
individuals responsible for hiring employees and for recruiting volunteers. The documents
specified in bold are all attached to this Policy.

1. Employees of the Church

All persons seeking paid employment at Second Unitarian Church, including (but
not limited to) the Church Secretary, Director of Religious Education, Pianist,
Custodian, Musical Director, and Minister will complete an application for
employment that will include; Documents A, B, C, H and I in the Appendix..
They will be screened by the appropriate hiring committee who will contact
references, record the contact, and conduct a formal interview with the candidate.
The application forms will be considered confidential. They will be kept in a locked
file in the church office to be viewed only by the appropriate hiring committee and
an advisor from the Response Team.

Persons already employed by the church shall complete Document A: The
Sexual Misconduct and Abuse Questionnaire for Employment and sign
Document B: The Code of Ethics for Working with Children and Youth as
well as Documents C, H and I in the Appendix.

2. Volunteers Working with Adolescent Youth (read “Working with Youth”,
Section IX of this manual)

All persons volunteering with youth, including youth group leaders, counselors,
mentors, and any other curriculum for youth will sign Document B: The Code of
Ethics for Working with Children and Youth and complete Document C: The
Sexual Misconduct and Abuse Policy Questionnaire for Those Working with
Adolescent Youth and Documents Hand I. These documents will be considered
confidential, will be kept in a locked file in the church office and will be reviewed
only by the Minister, the Director of Religious Education and the President of the
Board of Trustees. The volunteers will also be required to attend a church
sponsored training.
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3. Religious Education Teachers

Sunday School teachers and other persons volunteering to work or spend time
with children at Second Unitarian Church will be given a copy of the Policy, will
be asked to read Working with Youth (Section IX in the manual) and sign
Document B: The Code of Ethics for Working with Children and Youth and
Document I: Receipt of Sexual Misconduct and Abuse Policy.

C. Supervision

Various supervision methods are listed below. All will help leaders and teachers avoid
setting up situations in which personal boundary issues can become a problem. Some of
these methods will help leaders and teachers decrease the risk of misunderstandings and
false accusations and some offer ongoing support for handling concerns.

1. Regular consultations with the Director of Religious Education
2. On-going training

3. Leader, teacher, and mentor teams

4. Parental permission whenever necessary

5. Open-door policy in classrooms

10
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VI. THE SAFE CONGREGATIONS RESPONSE TEAM

Members of the Safe Congregations Response Team will be well educated in the
Policy and will become knowledgeable about available resources for adults and
children and specific mandated reporting procedures for children. Guided by the
Philosophy Statement and Affirmation and Commitment, their function,
individually and collectively, will be to offer confidential support, advice, and
counsel, with concern for the safety and well-being of all parties involved.

A.

Composition

1. The Response Team will be established and in place at all times,
with the names and phone numbers of team members available to all
members and friends of Second Unitarian Church.

2. The Response Team will be composed of the Minister, two
members of the church, a first alternate member of the church and a second
alternate member. All members and alternates shall be appointed by the
Board of Trustees and serve two-year terms commencing July 1* of the
first year and ending on June 30" of the concluding year. The Board of
Trustees, in appointing members shall assure that the service terms of the
members are staggered, so an experienced member is on the Team at all
times. Regular members and alternates may serve consecutive terms on the
Response Team at the discretion of the Board of Trustees. In cases of a
conflict of interest or other unforeseen circumstances, a team member may
be excused from participation and replaced by a suitable alternate.

3. The Role of the Director of Religious Education: The Director of
Religious Education (DRE) serves as an advisor to the Response Team.
The Response Team consults with the DRE on an as-needed basis. In
addition, the DRE is responsible for managing the administrative and
training aspects of the Safe Congregations Policy. The DRE ensures that
all volunteers working with children and youth have undergone the
requisite background checks and have signed all of the appropriate
paperwork. The DRE also conducts Safe Congregations training for all
volunteers working with children and youth and families at least once a
year.

Purposes: The Response Team serves two purposes.

1. Resource
First, they will serve as a source of general information about the
Safe Congregations policy of Second Unitarian Church, and a link
to available resources. The Response Team will be responsible for
maintaining updated information regarding relevant agencies and
educational resources. The Response Team will make this policy

11
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available upon request by any member. Copies will be provided to
Sunday School volunteers.

The Response Team will be available to consult with members of
the congregation, church employees and any other persons about
questions and concerns. For example, the Response Team would
be available to discuss concerns regarding situations that have felt
uncomfortable, but may not constitute abuse or sexual misconduct
as defined in this Policy. The Team’s function would be to help
individuals clarify the source of their discomfort, to brainstorm
effective means of resolving the problem, and to share information
about appropriate resources.

2. Response
Second, if a member of the congregation, church employee and any
other person feels that there has been a violation of this policy, the
Response Team is the appropriate committee within the Church
community to be contacted and to investigate any incidents
reported.

VII. RESPONDING TO SEXUAL MISCONDUCT AND ABUSE

As members of Second Unitarian Church, it is our goal to educate and prepare ourselves
so that we can respond rationally, compassionately, and with unity of purpose should we
suspect or be confronted with an incident or disclosure of sexual abuse or harassment.

We wish to respond to individuals in crisis in a spirit of support and understanding, and to
further justice and healing, remembering that:

e “Support” is staying engaged with someone in the search for truth and healing.
¢ The sources and solutions of the problem are diverse and involve us all.

e We desire to protect the children in our care, church employees, volunteers and
all other persons to support survivors and foster an environment within which they
can continue to heal, and to support offenders in their treatment and healing.

It is our sincere belief that by honoring these commitments we will make a substantial
contribution to the creation of a spiritual community that reflects our highest ideals and
goals.

One of the first steps in creating a healing community is to create an environment of trust
within which both victims and offenders feel safe enough to break the silence about what
has happened. Given the obstacles that victims and offenders must overcome in order to
break their silences, any disclosure should be viewed as a remarkable event. It is essential
that disclosures be met with an appropriate and supportive reaction on the part of the
receiver and the community. Inappropriate reactions or a lack of reaction can have the

12
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impact of repeating the abuse for victims and may inhibit the victim or offenders from
seeking help in the future.

The Safe Congregations Response Team has been established to meet these goals.

A. THE SITUATION OF ABUSE OF A CHILD

1.

Upon receiving a report or complaint, the Response Team shall
convene within 48 hours to determine the appropriate response.
The Response Team will work together to gather facts, evaluate the
situation, consult with the appropriate professionals available as
resources (including, as necessary, the UUA, the Church’s legal
counsel, or other professionals who are experts in the field). In the
absence of two members of the Response Team (see Section
VI(1)(c) above) (two members constituting a quorum) at least one
member of the Team may meet with elected members of church
leadership to evaluate the situation and take appropriate action,
until a quorum of the Response Team is available.

At its first meeting, the Response Team will determine roles and
points of contact with e.g. the distinct involved parties, the
congregation, outside agencies, legal counsel, and/or the UUA. It
is recommended that a Chair be named to coordinate the Response
Team’s activities in response to the incident.

When the Response Team is called upon to respond to a report of
sexual misconduct or abuse, a Full Narrative written report may be
generated to record the circumstances, facts gathered, statements
provided, and actions taken. In determining whether a report
should be written, the Response Team should balance all relevant
considerations. Among the concerns to be balanced are the need
for an institutional record (for example, in the case of a series of
small incidents over a period of time that begin to show a pattern of
behavior) against the need to protect privacy/confidentiality, and
the need to protect the Church from slander and libel suits. In light
of these concerns, among any others that might arise, if a Full
Narrative written report is created, the Response Team should also
carefully consider the entities to which such a written report should
be disseminated.

Upon its first meeting, the Response Team shall inform a person in
a leadership position on the Board of Trustees that an incident has
been reported and that the procedures outlined in this policy have
been initiated.

13
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Where appropriate, the Response Team may aid in the process of
filing a report to the appropriate agency. (In the case of suspected
abuse or neglect of a child, any allegations would be reported to the
Illinois Department of Children and Family Services (DCFES)).
Unless there is a requirement by law mandating otherwise or to
prevent immediate danger to the victim, calls to DCFS will not be
made except by decision of the Response Team. The Response
Team does not have the legal authority or the expertise to
determine guilt or innocence. It is designed instead to protect
members of the community, both children and adults, both victims
(potential or actual) and the accused.

While the charges are being investigated, the Response Team will
work to protect and support all involved parties, in a way which
allows the community to go about its business in a non-persecutory
but safe atmosphere. If a call is made and a formal report is taken
by DCEFES, such that DCFS initiates an investigation, the Response
Team would expand at this point to include a member of the Board
of Trustees and a member of the Lifespan Religious Education
Council.

Regardless of the action or inaction of DCES or any other relevant
agency, if an accusation of abuse of a child by an adult member of
the community has been reported, the Response Team, in its
discretion, may ask the accused to sign Document D: Interim
Agreement Regarding Restrictions With Children, which would
restrict contact with children while the accusation is being
investigated. This procedure in no way constitutes a presumption
or a confession of guilt. This interim restriction is a routine safety
precaution, activated without prejudice toward particular
individuals. It is designed to protect children from any possible
risk, to protect the accused from further suspicion, and to facilitate
confidentiality while the complaint is being resolved. This document
will be shared with the Director of Religious Education and the
Chair of the Board of Trustees only and will be kept in a
confidential file. If the accused is cleared of the charges or if the
complaint is dropped, the document will be returned to him/her and
the formal interim suspension will be terminated. If the accused
person is found guilty by the relevant authorities, the authorities
find the charges to be credible, the Response Team finds that the
charges are otherwise substantiated, or the accused pleads guilty or
otherwise acknowledges his or her responsibility for the alleged
offense, the Response Team will ask the offender to sign
Document E: Members of the Congregation Needing
Restrictions With Children.

14
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10.

Similarly, should the Response Team become aware that a
participant of the church has, in the past, abused children, the
Response Team will require the offender to sign Document E:
Members of the Congregation Needing Restrictions With
Children. This document will be reviewed only by the Minister,
the Director of Religious Education and the Chair of the Board of
Trustees and will be kept in a confidential file. Such information
will be revealed to others on a need-to-know basis.

Where the suspected abuser is also a minor, care will be taken to
maintain the privacy of the accused while any investigation is
conducted. Every effort will be taken to engage the minor and
his/her parent or guardian in the investigation in a spirit of support
and understanding, so as to further justice and healing. In acting
upon its best judgment, the Response Team may be guided by legal
counsel and/or appropriate professionals to determine the
appropriateness of requiring the accused to sign Documents D or E,
taking into account such factors as the age and mental/emotional
maturity of the accused minor.

The Response Team will maintain a list of individuals against whom
complaints have been made under this Policy. The list will be called
the “Safe Congregations Response Team Complaint List.” All
complaints received will be recorded, regardless of the result of the
complaint. A copy of the list will be maintained by the minister and
another member of the Response Team, who will be known as the
“Safe Congregations Report Custodian.” It is recommended that
the Report Custodian store the list off-premises, preferably in a safe
deposit box. The Minister should keep his/her copy in a
confidential location, and should be treated in the same manner as
other confidential documents, such as personnel files. The Director
of Faith Development will cross-check the list with the minister or
the Report Custodian at least twice a year or when new volunteers
are added (i.e. when security checks are conducted) but not possess
a copy of the list. It is the obligation of the Director of Faith
Development to contact either the Minister or the Report Custodian
to cross-check the list. It is recommended that the list include a
notation of “A” where adults were involved or “C” where children
were involved, and where relevant note on the list when multiple
reports have been made relating to a given individual. The purpose
of maintaining such a list is to preserve, in a brief and confidential
format, an institutional record of individuals about whom
complaints have been made.

15
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11. In addition to the list of individuals described in paragraph 10, the
Response Team will prepare a Summary Report regarding each
complaint or where an individual has been asked to leave the
church. Such a report is required because maintaining a list of
names is not helpful without a description of what happened. The
Team must make a Summary Report if there is a complaint, and
may prepare a full narrative report. All Summary Reports should
be written in a neutral manner.

a. The Summary Report will include the following:

Date

Time

Location

Name of subject of report

Description of incident

Follow-up taken

If possible and appropriate, attach a photo of the alleged
perpetrator

Nk W =

b. The Full Narrative report will be prepared where necessary
based on the considerations listed in the Safe Congregations
policy (see paragraph 3 above). The determination whether
to prepare the Full Narrative report will be decided on a case
by case basis, but it should be prepared if the individual is
asked to leave the church and/or if legal action is taken. The
Full Narrative Report should be written in a narrative though
neutral form.

12. To ensure due process, the Response Team will take responsibility
for:
1.) coordinating support for all parties involved, including the
reporter of the incident;
2.) overseeing a process in which all parties are treated with dignity
and respect;
3.) responding to questions from the public media; and
4.) facilitating a healing process for the church community.

Due to the sensitive nature of such a matter, it is imperative that the Response
Team function as a team. The goal of this provision is to allow for group
reflection and consultation regarding the situation. All efforts should be made to
maintain open communication and an honest exchange of ideas in order to foster
the greatest sense of support and healing. In the situation of exigent circumstances
and/or immediate risk of harm to the victim, nothing in this policy should restrict
church staff and/or church leadership from taking steps necessary, in their good
judgment, to protect the welfare of the victim and/or the church environment.

16
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B. THE SITUATION OF SEXUAL HARASSMENT.

While the Church encourages employees and other individuals who believe they
are being sexually harassed to firmly and promptly notify the offender that his or her
behavior is unwelcome, the Church also recognizes that power and status disparities
between an alleged harasser and a target may make such a confrontation difficult, In the
event that such informal, direct communication between individuals is either ineffective or
problematic, or even when such communication has occurred, the following steps should
be taken to report a sexual harassment complaint.

1.

Complaint Process

Reporting of Incident: All employees and other individuals are urged to report
any suspected sexual harassment or other inappropriate sexual activities by
anyone to the Sexual Misconduct and Abuse Team (hereinafter referred to as
"the Response Team"). The report may be made initially either orally or in
writing, but reports made orally must be reduced to writing before an
investigation can be initiated and a resolution achieved. All complaints and
proposed resolutions shall be reviewed by the Response Team.

Investigation of Complaint: When a complaint has been reduced to writing, the
Response Team will initiate an investigation of the suspected sexual
harassment within five (5) working days of notification. If any member of the
Response Team, including the minister, is the subject of the investigation, then
said member shall be replaced by a person selected by the Board of Trustees.
The investigation will include an interview with the person(s) or employee(s)
who made the initial report (unless pending litigation prevents such interview),
the person(s) towards whom the suspected harassment or inappropriate sexual
activity was directed and the individual(s) accused of the harassment or
activity. Any other person who may have information regarding the alleged
sexual harassment or inappropriate sexual activity may also be interviewed.

Report: The Response Team shall prepare a report within ten (10) working
days of its notification of the suspected harassment unless extenuating
circumstances prevent it from doing so. The report shall include a finding that
sexual harassment or inappropriate sexual activity occurred, sexual harassment
or inappropriate activity did not occur, or there is inconclusive evidence as to
whether sexual harassment or inappropriate sexual activity occurred. The
report will be made to the employee or other individual who made the initial
report, the employee or other individual to whom the suspected harassment or
inappropriate sexual activity was directed, and the individual accused of the
harassment or inappropriate sexual activity.

17
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d. Records; Confidentiality: Every effort shall be made to keep all matters related
to the investigation and various reports confidential. In the event of a lawsuit,
however, the Church advises that records it maintains may be considered
privileged from disclosure. Written records will be maintained for two (2) years
from the date of the resolution unless new circumstances dictate that the file
should be kept for a longer period of time.

e. Timeframe for Reporting Complaint: The Church encourages a prompt
reporting of complaints so that rapid response and appropriate action may be
taken. However, due to the sensitivity of these problems and because of the
emotional toll such misconduct may have on the individual, no limited time
frame will be instituted for reporting sexual harassment or inappropriate sexual
activity complaints. Delayed reporting of complaints will not in and of itself
preclude the Church from taking remedial action.

f. Protection Against Retaliation: The Church will not in any way retaliate against
an individual who makes a report of sexual harassment or inappropriate sexual
activity nor permit any individual or employee to do so. Retaliation is a serious
violation of this sexual harassment policy and should be reported immediately.
Any person found to have retaliated against another individual for reporting
sexual harassment or inappropriate sexual activity will be subject to the same
disciplinary action provided for sexual harassment or inappropriate sexual
activity offenders.

2. Discipline/Sanctions

Disciplinary action will be taken against any employee or other individual found to
have engaged in sexual harassment of any other employee or other