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Dear Doug: 

Thank you for retaining our office to review and update the Christian Church in Oregon & SW 

Idaho’s Personnel Handbook. Enclosed please find a redlined copy outlining my proposed 

changes. A summary outlining the more significant or notable changes is also included below.  

I understand the church currently employs six individuals, most in Oregon but one or two in 

Idaho. In general, Oregon has more employee protections than Idaho. For consistency, I 

recommend the Oregon specific policies also apply to Idaho employees. 

 

Oregon Workplace Fairness Act:  The anti-harassment policy was significantly revised to 

comply with Oregon’s Workplace Fairness Act.  This includes providing specific definitions and 

employee rights.  Let me know if you would like to discuss any of the contents of the policy in 

more detail.  

 

Meal and rest breaks: The current policy complies with state and federal law and is more 

generous than what is required.  The meal period can be unpaid, and the rest periods are only 

required to be ten minutes.  I left the more generous policy in place.  

 

Oregon Equal Pay Act:  I revised the “Wage” section to comply with the Oregon Equal Pay 

Act which protects, and limits pay disparities to express bona fide factors.  This remains in the 

same spirit as the previous policy, but limits abilities to increase pay to employees performing 

work of comparable character based on intangibles.  However, merit is an approved factor, and a 

documented performance review that evidences one employee’s performance exceeding another 

employee’s is sufficient to justify a pay disparity.  The other approved factors include seniority, 

quantity or quality of work, workplace location, necessity of travel, education, training, 

experience, or any combination of those factors.  Oregon law also protects employees who 

inquire into or discuss wages with others.  
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Attendance Policies:  These policies are generally okay and enforceable, but I wanted to note 

that if an employee violates these policies, but the tardiness or absences are related to a disability 

(i.e. medical appointments, sickness during pregnancy, disability flare-up), I would recommend 

against implementing discipline and instead begin engaging in the interactive process to 

determine what, if any, accommodations may be needed.  Accommodations may include 

flexibility in work schedules.  

 

Vacation & Sick Leave:  Vacation leave is discretionary.  You also are not required to pay 

unused vacation at termination.  Because it is currently provided for in the handbook, I have left 

the more generous policy in place.  However, Oregon does require sick leave.  Because you have 

under 10 employees, it is unpaid.  The existing paid sick leave policy will cover the required sick 

time for regular full and part time employees, but I have added a section for “Accrual of Unpaid 

Sick Leave” and revised the approved uses of sick leave to comply with Oregon law.  Please 

review and let me know if you have any questions.  

 

Other Employee Benefits:  I have left this section largely unchanged.  However, if your plan 

documents have changed, or are expected to, you can remove the more detailed language and 

instead refer to general types of insurance coverage, directing employees to the plan documents 

for more information.  

 

Military Leave:  I updated this section to refer to Uniformed Services Employment and 

Reemployment Rights Act (“USERRA”).  USERRA and state laws provide job protection and 

reinstatement rights for employees serving in the military.  The policy provides for rights under 

USERRA but does not specify reinstatement rights.  For your knowledge, the reinstatement 

rights are up to five years of service.  Timelines for returning to work differ based on the length 

of service.  For a period of service 1-30 days, a returning employee must report back on the next 

scheduled workday after travel and 8 hours of rest.  For service of 31-180 days, a returning 

employee must report back within 14 days after completion of service.  For a period of service 

greater than 181 days, a returning employee must report back within 90 days after completion of 

service.  

 

Also, if the employee is receiving benefits, Oregon law requires continuation of health care 

coverage for up to 24 months of service.  The amount of employer paid contributions you can 

require depends on the length of service.  

 

If you have questions about an employee leaving for, or returning from service, do not hesitate to 

contact me to ensure you are abiding by the applicable laws.  

 

Veteran’s Day Time Off:  This is a new section.  Under Oregon law, businesses must provide 

paid or unpaid time off for Veterans Day if the employee would otherwise be required to work 

on that day and the employee provides at least three weeks' notice that he or she intends to take 

time off for Veterans Day and served on active duty in the Armed Forces for at least six months 

and received a discharge under honorable conditions.  
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Formal Administrative Review Policies (Grievance Policy):  I did not significantly revise this 

section, but I did add a disclaimer that the policy is not meant to preclude or alter workers’ 

compensation claims that fall within the exclusive jurisdiction of the state.  While the remaining 

employment issues will hopefully be resolved through the grievance policy, it is possible a 

disgruntled employee may file a civil claim.  If that occurs, depending on the employee’s role 

within the organization, the claim may be dismissed through what is called the “ministerial 

exception.”  Courts have held that they are bound to stay out of employment disputes involving 

those holding certain important positions with churches and other religious institutions because 

they are “matters of church government.”  It is good to hear there have not been any employment 

issues in the recent past, and that is likely a testament to your leadership and effective use of the 

grievance procedure.  

Effective Date:  I currently have the effective date as December 1, 2021.  This can be changed 

based on the timing of your planned distribution to employees.  

If you have questions about any of these proposed changes, please let me know and we can 

schedule a phone call or Zoom to discuss further.  If you approve of these changes, please let us 

know and we can accept changes, format, and send you a finalized copy for distribution to 

employees.  

Sincerely, 

Breanna L. Thompson  

bthompson@ghrlawyers.com 

BLT 

Enclosure Christian Church in Oregon & SW Idaho’s Personnel Handbook - Redlined 


