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Preface 
The personnel policies contained herein have been prepared to inform Eastbridge Presbyterian Church (PCA) employees of their employment relationship with the Church. These policies supersede prior statements of policy whether written or oral and are not meant to be an employment contract nor should be construed as such. However, none of the provisions shall expand the duties and/or responsibilities of the church, nor extend any contractual rights to an employee, such that they may be deemed anything but employees “at will.”

1. General
1.1. Authority

1.1.1. Adoption of these personnel policies by the Eastbridge Presbyterian Church (PCA) Session is under the general authority granted to it in The Book of Church Order of the Presbyterian Church in America. 

1.2.  Scope and Organizational Structure

1.2.1. These personnel policies are applicable to all persons who are employed by Eastbridge Presbyterian Church (PCA). Exceptions to these policies or unique employment circumstances which are not in conformity with these policies may be considered by the Personnel Committee for recommendation to the Session.

1.3. Amendments

1.3.1. Amendments to these personnel policies may be made by the Eastbridge Presbyterian Church (PCA) Personnel Committee with approval of the Session.

1.4. Rights of Employee

1.4.1. No rights or privileges shall accrue to any employee by reason of these personnel policies which in any way limits or restricts the authority of the Eastbridge Presbyterian Church (PCA) Session to make amendments, corrections, additions, or deletions to these personnel policies and the effective application thereof to all employees.

1.5.  Employee Statutes

1.5.1. These policies shall be governed by and construed and interpreted in accordance with the internal law of the State of South Carolina.

2. Definition of Terms
2.1.  At Will Employment

2.1.1. As defined by South Carolina law, an “at will” employee can be terminated at any time for any legal reason or no reason at all.

2.2. Category

2.2.1.1. Category is used in connection with the general classifications of employees at Eastbridge Presbyterian Church (PCA): Clergy, Program Staff, and Support Staff.
2.2.1.2. Clergy: ordained members of the staff
2.2.1.3. Program: lay staff who lead ministry areas of the congregation, including but not limited to, youth interns, music directors, Children’s Ministry Coordinator.
2.2.1.4. Support: lay staff who provide support to clergy and program staff, including but not limited to, custodians, music accompanists, secretaries, administrative assistants, nursery workers, etc.
2.3. Church

2.3.1. The Church refers to Eastbridge Presbyterian Church (PCA), a non-profit corporation, located at 1250 Lexington Drive, Mt. Pleasant, South Carolina.

2.4. Session

2.4.1. As provided in The Book of Church Order of the Presbyterian Church in America, the Session consists of ruling and teaching elders.  The Session governs and exercises the spiritual oversight of the Church. 

2.5. Employee

2.5.1. The term “employee” shall apply to any person engaged, elected, or called to perform executive, administrative, advisory, editorial, secretarial, clerical or custodial functions for pay.

2.6. Personnel Committee

2.6.1. The Personnel Committee oversees personnel matters of the Church on behalf of the Session.

2.7. Sick Leave

2.7.1. Sick Leave refers to absence from work due to the employee's accident or illness, but shall not be applicable to absence for any other cause, except as allowed under 8.2.1.

3. Employee Classifications
3.1. Full-Time Employees--Clergy, Program, and Support Staff

3.1.1. All employees who are paid by the Church on a full-time basis through the year and whose work requires an average of no less than 40 paid hours per week.  Full time employees must be at least 18 years old. 

3.2. Part-Time Employees--Clergy, Program, and Support

3.2.1. Part-time employees of the Church are those who work less than 40 hours per week or who are regularly paid by the Church on a temporary, casual, or "on call" basis, including seasonal workers and employees receiving benefits under the Social Security Act.  Part-time employees must be at least 16 years old. 

3.3. Volunteers

3.3.1. Volunteers are not considered employees of the Church, but will receive special consideration for remuneration of expenses for mileage and other "out of pocket" expenditures in the service of the Church if approval has been given before the volunteer is engaged in the service of the Church.

4. Recruitment and Employment
4.1. Non-discrimination in Employment

4.1.1. The Church is committed to the standards of state and Federal code in both the spirit and the legal requirement of all applicable laws, and beyond that is keenly aware of our Christian obligation toward all people. The continuing policy of the Church is to afford equal employment opportunity to qualified persons in all aspects of employment relationship including hiring, compensation, promotion, transfer, selection for training opportunities, layoffs and discharges, and retirement.  However, a background in the Church and/or Presbyterian and reformed theological training may be required for a specific position.
4.1.2. A uniform application form will be used in interviewing applicants for program and support staff positions.

4.2. Personnel Records

4.2.1. The Personnel Committee shall keep a personnel file for all employees. These files shall contain the employment application, resume, letter of call, fringe benefit information, staff performance evaluations, and related items.

4.2.2. All personnel files are confidential and accessible only to the Personnel Committee, employee, and the employee's direct supervisor. When employment with the Church ends, all personnel records of the employee are to be retained for seven years and then destroyed.

4.3. Call or Employment Procedure

4.3.1. Clergy: The practice of the Church with respect to the clergy employed by letter of call is fixed in The Book of Church Order of the Presbyterian Church in America.

4.3.2.  Program and Support Staff: Support staff shall be employed by the Session subject to the terms and conditions of these personnel policies.

4.4. Confirmation of Employment

4.4.1. When an employee is hired by the Church, the Personnel Committee will write a letter of employment defining the terms and conditions of employment, including a statement that all employees at the Church are at will. The employee and the Personnel Committee Chairperson shall both sign the letter of agreement.  A copy of the agreement will be retained in the employee's personnel file.

5. Compensation
5.1. Salary Recommendations

5.1.1. Salary recommendations for all staff of the Church shall be made by the Personnel Committee for action by the Session. 

5.2. Salary Review

5.2.1. Employee salaries shall be reviewed annually unless otherwise determined by the Session or Personnel Committee on an individual basis.

5.3. Salary Confidentiality

5.3.1. Salaries and related aspects of employment are deemed to be confidential and such information shall be shared only with the Session, employee's direct supervisor, Personnel Committee, and Bookkeeper as necessary. Each member stated previously is to maintain the confidentiality of the employee.

5.4. Travel Allowance or Mileage Reimbursement

5.4.1. For those employees whose major responsibilities involve the use of a car, a car allowance may be paid. All other employees may be reimbursed under current IRS guidelines for mileage for church business as determined by the Personnel Committee. 

Fees for Service and Outside Employment

5.4.2.  Fees for Services and Outside Employment of Full-time Clergy and Program Staff and additional income from activities outside the normal responsibilities of a position shall not be accepted without prior approval of the Personnel Committee. Employees are required to inform the Personnel Committee of all career related activities in which they are involved, and seek approval of those activities which are revenue producing.

6. Reimbursable Expenses
6.1. Authorized Travel

6.1.1. Employees of the Church who are authorized to travel in connection with the performance of their work will be reimbursed for reasonable expenses incurred for transportation, food and lodging with prior approval of the employee’s supervisor.

7. Working Hours and Holidays
7.1. Normal Hours

7.1.1. Clergy and program staff employees shall have the flexibility to organize their time schedules to maximize effective performance of their duties and responsibilities.  Clergy shall not schedule concurrent days off except for Saturday without prior approval of the Session. 

7.1.2. Full-time support staff -- Flexible scheduling is acknowledged as being necessary. However, fulfillment of a work week of a minimum of 40 hours is expected.

7.1.3. Part-time staff schedules shall be individually established by the Personnel Committee.

7.2. Lunch

7.2.1. Lunch for employees should be arranged on schedules which will provide for effective operation of the Church. A one hour lunch period is provided without pay.

7.3. Holidays

7.3.1.  Offices of the Church will be closed on the following holidays which are to be considered days for which full pay is earned for all employees: New Year's Day, Easter Monday, Memorial Day, Independence Day, Labor Day, Thanksgiving Day, the day after Thanksgiving, Christmas Eve, and Christmas Day.

7.3.2. In the event that a holiday occurs on a Saturday or Sunday, the following Monday will be considered the holiday period.  If the holiday falls on an employee's normal day off, another day may be taken as that "holiday." This day shall be taken in the current or following pay period. Compensation for part-time employees is pro-rated to the average daily hours worked.

8. Time Off From Work
8.1. Vacation

8.1.1. The Church shall seek, whenever possible, to accommodate its full-time employees in granting vacation at the time of their first choice.  However, the employee’s direct supervisor shall be obligated to consider work requirements as well as the scheduling of vacations for other employees before approving the request.  In instances where two employees request the same period of vacation time, but the honoring of such requests is not possible for both at the same time, the factor of seniority shall be the governing factor. Requests for specific weeks should be submitted to the employee’s direct supervisor as far in advance as possible with a minimum of 30 days advanced notice. Vacations for clergy shall be scheduled such that designated pastoral care is always available to the Congregation.  Clergy shall not schedule concurrent vacations. 

8.1.2.  Clergy Vacation

8.1.2.1. Clergy shall be entitled to four weeks vacation with pay and may be taken after six months of employment at Eastbridge.

8.1.3.  Program and Support Staff Vacation

8.1.3.1. Full-time program and support staff shall be entitled to the following periods of vacation with pay after an initial six months of employment: 0 - 4 years of employment – 80 hours, 5 - 14 years of employment – 120 hours, 15 + years of employment – 160 hours.  Sundays are to be included in vacation for those who have constant weekend duty. 

8.1.3.2. Part-time program and support staff working an average of 25 or more hours per week shall be entitled to the same periods of vacation with pay as full-time staff except that their vacation shall be pro rated on the basis of scheduled hours worked per week compared to 40.  For example, a part time staff member scheduled to work 30 hours per week would be entitled to 75 percent of the vacation of full time staff.

8.1.4. Vacation Request

8.1.4.1. To initiate vacation requests, employees shall submit the request to their direct supervisor at least 30 days in advance.  The vacation requests will be granted with the needs of the Congregation as a primary criterion for decision. The Bookkeeper shall be responsible for maintaining a vacation log which records vacations for all employees.

8.1.5. Standard holidays as specified in 7.3 shall not be counted as vacation days.

8.1.6. It is highly recommended that vacation time be taken within the calendar year earned.  However, up to 40 hours of vacation may be carried over to the succeeding year with approval of the Personnel Committee.

8.1.7. The Church will not make payments of additional salary to an employee in lieu of unused vacation except upon termination of employment.

8.1.8. At the time of separation, any vacation time accrued and not taken during the year, will be prorated and paid.

8.2. Sick Leave

8.2.1. Sick leave may be taken for the purpose of personal or family illness.

8.2.1.1. Sick leave with full pay shall be allowed full-time clergy, program and support staff employees at the rate of eight hours for each month worked since the date of employment, subject, however to restrictions of accumulation given in 8.2.1.2.  Part-time program and support staff working an average of 25 or more hours per week shall be entitled to the same periods of sick leave with pay as full-time staff except that their sick leave shall be pro rated on the basis of scheduled hours worked per week compared to 40.  For example, a part time staff member scheduled to work 30 hours per week would be entitled to 75 percent of the sick leave of full time staff with equivalent years of service.

8.2.1.2. Accumulation of Unused Sick Leave

8.2.1.2.1. Unused sick leave shall be cumulative, provided that such accumulation shall not exceed 120 hours.  An employee shall not have the privilege of using accumulated sick leave for any purpose other than illness. At the time of termination of service, an employee shall have no claim for pay in lieu of unused sick leave.

8.2.1.3.  Sick leave benefits will begin January 1 of each year.

8.3. Disability Benefits

8.3.1. The Church participates in the Workers Compensation insurance system as required by law.

8.4. Funerals

8.4.1. At the time of death of an employee's immediate family, a maximum of 40 hours leave with full pay will be granted.  Immediate family includes spouse, father, mother, son, daughter, brother, sister, step-parent, and step-sibling.  

8.4.2. At the time of death of an employee's relative, a maximum of 24 hours leave will be granted with pay. Relatives include grandmother, grandfather, grandmother-in-law, grandfather-in-law, mother-in-law, father-in-law, son-in-law, daughter-in-law, sister-in-law, brother-in-law. All other funeral leave requests shall be vacation days, personal business days, or time off without pay.

8.5. Maternity/Paternity/Adoptive Leave

8.5.1. Sick leave and vacation may be used for maternity, paternity or adoptive leave. Any additional leave will fall under the Family and Medical Leave Act (FMLA). The total amount of paid and unpaid leave should not exceed 12 weeks in a 12 month period.

8.6. Jury Duty

8.6.1.  When Church staff members are called for jury duty, the regular salary and allowances will be paid during the period of such duty.

8.6.2. Church staff called for jury duty shall perform regular duties during any normal working hours when not required to report for jury duty. Certain necessary regular duties shall be performed after jury duty hours if requested and practical.

8.7.  Accounting

8.7.1. The Bookkeeper shall keep track of the number of unused "Vacation"  "Sick Leave," and “Personal Business” days for employees.

8.8.  Absences

8.8.1. Any absence, planned or emergency, shall be coordinated with the employee’s direct supervisor.  Employees shall also notify the church office of their schedules.  Any requests for time off for personal reasons shall also be coordinated with the employee’s direct supervisor.  All employees working at least 40 hours per week are allowed up to 16 hours per year of time off for personal business, subject to approval of the employee’s direct supervisor.  These hours are not to be accumulated and carried over to the next calendar year.  Unused personal business time is not compensable.

8.9. Military Leave

8.9.1. Employees required attending mandatory training in the National Guard or Reserves may take approved leave without pay. Employees may use any accrued vacation time. The employee should inform the direct supervisor when the orders are received.

8.10. Continuing Education

8.10.1. Pastors and program staff will be granted time off and expenses according to letters of call and letters of agreement at the time of hiring.

8.10.2. Support staff will be granted time and expenses for conferences approved by the Session.

9. Evaluation and Performance Review
9.1. Each employee will receive an annual performance evaluation. The evaluation will be completed jointly by the supervisor and employee. The employee will receive a copy of the evaluation and a copy will be retained in the employee's personnel file. It is the responsibility of the Session to evaluate the Senior Pastor and Assistant Pastor. All personnel records shall be confidential.

10. Resignation and Separation 
10.1. Resignation

10.1.1. Resignation on the part of the employee shall require a minimum of 14 calendar days written notice. Resignation shall be given in writing and delivered to the appropriate supervisor. A pastor shall give written notice of intent to resign at least 30 days in advance of final day of employment to the Session.

10.1.2. Separation by Mutual Agreement

10.1.3. Employees and their supervisor(s) may reach a mutual agreement, following   discussion of a work-related issue, whereby the interests of both would best be served by separation of the employee from employment. Under such circumstances, the separation would be without prejudice, and no further action would be taken.

10.2. Involuntary Separation

10.2.1. Situations may arise where involuntary separation/termination is appropriate.  These situations include, but are not limited to, the following:  unauthorized or inappropriate use of church property or funds, willful misconduct, or any other conduct unbecoming an employee of Eastbridge Presbyterian Church (PCA). 
11. Conduct in the Work Place

11.1. Discrimination in the Work Place 

11.1.1. Eastbridge Presbyterian Church (PCA) values its staff and the gifts which each brings to the Church. It is the policy of the Church to maintain a work environment free from all forms of discriminatory behavior toward any individual. The use of disparaging terms, derogatory remarks, and displays of insensitive treatment of another in the work place will not be tolerated. 

11.2. Sexual Harassment 

11.2.1. Sexual harassment is a form of employee misconduct which undermines the integrity of the employment relationship. All employees must be allowed to work in an environment free from unsolicited and unwelcome overtures. Sexual harassment does not refer to occasional compliments. It refers to behavior which is not welcome, which is personally offensive, which debilitates morale, and which, therefore, interferes with the work effectiveness of its victims and their coworkers. Sexual harassment is a prohibited personal practice. A violation of this policy would occur if: 

11.2.1.1. Submission to such conduct is made either explicitly or implicitly a term or condition of an individual's employment; 

11.2.1.2. Submission to or rejection of such conduct by an individual becomes the basis of employment decisions affecting that individual; or 

11.2.1.3. Such conduct has the purpose or effect of substantially interfering with an employee's work performance or creating an intimidating or offensive work environment. 

11.3. Discriminatory Behavior
11.3.1. It is the policy of the Church to maintain a work environment free of all forms of discriminatory behavior. Therefore, any form of discriminatory behavior directed toward any individual is not acceptable and is subject to disciplinary action up to and including discharge. The Church is committed to a healthy work environment which fosters mutual respect and the dignity of all. 

11.4. Reporting and Investigation of Inappropriate Work Place Behavior 

11.4.1. If employees have witnessed or feel they have been subjected to any harassment of this nature, they should report such an incident to the Session and/or the Chairperson of the Personnel Committee. 

11.4.2. A reported violation will be investigated by the Personnel Committee promptly, objectively, and with discretion and confidentiality as the situation reasonably permits. 

12. Grievances 

12.1. Employee grievances shall be discussed initially with the immediate supervisor. If the grievance remains unresolved, it should be discussed with a member of the Personnel Committee. Every effort should be made to settle the matter through such discussion. If it cannot be resolved in this manner, the employee with the grievance, the immediate supervisor, or the Senior Pastor may refer the grievance in writing to the Session. 

13. Core Commitments

13.1 All employees must sign and date a copy of  “Core Commitments of Eastbridge Presbyterian Church” (see Addendum B).

Addendum A

Whereas the Supreme Court of the United States on June 26, 2015 in Obergefell v. Hodges in a 5-4 decision struck down state bans on same-sex marriage; 

And whereas the Scriptures of the Old and New Testaments clearly reveal that homosexuality is a sin (Genesis 19:1-13; Leviticus 18:22; 20:13; Romans 1:24-27; 1 Corinthians 6:9);

And whereas it has been the standing policy of the session of Eastbridge Presbyterian Church, in concurrence with the belief and practice of churches throughout the Presbyterian Church in America (our denomination), to require its Teaching Elders (ministers) not to marry some who are biblically disqualified from marriage such as couples who are continuing in un-repented sexual sin or whose marriage would violate the Law of God concerning gender, consanguinity and affinity, the un-repented sinful termination of a previous marriage or marrying a Christian to a non-Christian; 

And whereas marriage in the history of the Christian faith in general (other than recent radical departures from Orthodoxy among some), and the Reformed and Presbyterian Faith in particular, has been uniformly seen to be an institution created, sanctioned and regulated by God, and therefore is to be inaugurated by action of a duly authorized official of the Visible Church of Jesus Christ;

And whereas civil authority over marriage is therefore secondary and subsidiary to this ecclesiastical authority;

And whereas this action of the Supreme Court involves a flagrant and heinous breach of the Law of God and a radical departure from at least two thousand years of societal morality and decency;

And whereas, in all matters of doctrine and conscience divine authority, as directed by the Scriptures of the Old and New Testaments, contravenes all human authorities, individual preferences, cultural trends and touted advances of humanity and justice;

And whereas it behooves the Church of the Lord Jesus Christ at times to take prophetic stands that are abhorrent to public policy, popular acclaim or even established law or custom in order to remain faithful to God and his truth;

Be it therefore resolved that the officers and ministers of Eastbridge Presbyterian Church hereby proclaim that they will never comply with this action of the Supreme Court of the United States. This will include continuing the already established practice of not allowing its ministers to officiate same sex marriages nor allowing the facilities or property of Eastbridge Presbyterian Church to be used to conduct same sex marriages. Every opportunity will be seized to respectfully but firmly oppose this action of the Supreme Court and work for its reversal and to oppose and seek the reversal of any subsequent decisions of the court that strengthen or advance the implications and applications of this wicked decision.

Core Commitments of

Eastbridge Presbyterian Church

Addendum B

1.  Final Authority for Matters of Belief and Conduct

The Bible, consisting of the 66 books of the Old and New Testaments, is the final authority in all matters of belief and conduct at Eastbridge Presbyterian Church. An excellent summary of the system of doctrine and practice taught in the Scriptures is found in the Westminster Confession of Faith and the Larger and Shorter Catechisms of the Presbyterian Church in America. These documents, along with the Book of Church Order, form the constitution of the PCA and of its member congregations. 

2. Core Evangelical Commitments

While the Westminster Confession of Faith and Catechisms constitute the full statement of faith and practice of Eastbridge Presbyterian Church, the following brief statement is a helpful summary of her core evangelical commitments:

· We believe that the Bible is the written Word of God, inspired by the Holy Spirit and without error in the original manuscripts. The Bible is our infallible and divine authority in all matters of faith and life.

· We believe that all men are sinners and are totally unable to save themselves or even to cooperate with God in efforts to earn their salvation.

· We believe that salvation is by God’s grace alone, and he saves the people whom he draws to Jesus by his Holy Spirit. He convinces them of their sin and enlightens them so that they repent of their sins and trust in Jesus Christ as He is offered freely in the Gospel. Because God alone knows who are his, we call on people everywhere to repent and to trust in Jesus Christ.

· We believe that Jesus Christ is the eternal Son of God, who became man and lived and died and rose again to atone for the sins of those who trust Him alone for their salvation. Jesus Christ is the only mediator between God and man.

· We believe that God’s Holy Spirit gives Christians the daily strength and wisdom they need to walk according to his will and to grow in holiness;

· We believe that Jesus Christ shall return to judge all mankind and to receive his people unto Himself.

3. Membership and Discipline

All criteria for formal membership and church discipline at Eastbridge Presbyterian Church are set forth in the Book of Church Order. In every case, admission, dismissal and discipline are the responsibility of the Session of the church, subject to the regular review of the higher courts of the church.

4. The Sanctity of Human Life

All human life is sacred and created by God in His image (Genesis 1:26). Human life is of inestimable worth in all its dimensions, including pre-born babies, the aged, the physically or mentally challenged, and every other stage or condition from conception through natural death. We are therefore called to defend, protect, and value all human life (Psalm 139).

5. Marriage, Gender and Sexuality

We believe that God wonderfully and immutably creates each person as male or female. These two distinct, complementary genders reflect the image and the nature of God (Gen. 1:26-27). Each of these two genders is defined by a unique genetic genotype and sex-linked traits that will always be expressed by the native genome of each gender (see Appendix on Gender for further explanation of this point). Rejection of one’s created gender is a rejection of the image of God within that person.

We believe that the term “marriage” has only one meaning: the uniting of one man and one woman in a single, exclusive union, as delineated in Scripture (Gen. 2:18-25). We believe that God intends sexual intimacy to occur only between a man and a woman who are married to each other (I Cor. 6:18; 7:2-5; Heb. 13:4). We believe that God has commanded that no intimate sexual activity be engaged in outside of a marriage between a man and a woman.

We believe that any form of sexual immorality (including, but not limited to, adultery, fornication, polygamy, homosexual behavior, bisexual conduct, bestiality, incest, prostitution, and use of pornography) is sinful and offensive to God (Matt. 15:18-20; 1 Cor. 6:9-10). We do not recognize diagnoses of gender dysphoria, defined as the “discomfort or distress that is caused by a discrepancy between a person’s gender identity and that person’s sex assigned at birth,” and believe that all attempts at ‘gender reassignment’ reflect a sinful rejection of God’s authority as Creator.  

We believe that to preserve the function and integrity of Eastbridge Presbyterian Church as the local Body of Christ, and to provide a biblical role model to the members of Eastbridge and the community, it is imperative that all persons employed by Eastbridge in any capacity abide by this Statement on Marriage, Gender, and Sexuality (Matt. 5:16; Phil. 2:14-16; 1 Thess. 5:22).

We believe that God offers redemption and restoration to all who confess and forsake their sin, seeking His mercy and forgiveness through Jesus Christ (Acts 3:19-21; Rom. 10:9-10; 1 Cor. 6:9-11).

We believe that every person must be afforded compassion, love, kindness, respect and dignity (Mark 12:28-31; Luke 6:31). Hateful and harassing behavior or attitudes directed toward any individual is to be repudiated and is not in accord with Scripture nor the doctrines and practice of Eastbridge Presbyterian Church.

Non-member Staff

It is preferable that all church staff be communing members of Eastbridge Presbyterian Church and under the ecclesiastical authority of the Session. When this is not possible for some reason, non-member staff may be employed by the church provided they are members in good standing of an evangelical church. All staff must affirm their agreement with these Core Commitments in their entirety, and agree to abide by the standards of biblical conduct as taught in the Scriptures and expounded in the Westminster Confession of Faith and Catechisms. Should any staff member change his/her views on any of these Core Commitments, he/she must immediately make those changes known to his/her supervisor, and such changes may be grounds for termination of employment. The Session is the final authority in determining doctrinal and moral suitability for employment of any staff member in any of its ministry entities.

Employee:

“By affixing my name below, I acknowledge that I embrace, and will support, these core values.”

Print Name: ____________________________________________________


Signature: _______________________________________________________

Date: ___________________________

Appendix On Gender

Today there are many experts that try to claim that there is no sure way to define ‘male’ or ‘female’ because, they allege, no matter how you wish to define ‘man’ and ‘woman,’ there will always be exceptions to those definitions, and exceptions negate the rule. When God created mankind, he created them male and female, and both in his own image (Genesis 1:27), and so God is very sure that there is a difference between the sexes. Furthermore God issues many warnings in the Bible against sexual immorality, which only leaves sexual union between one man and one woman (God’s clear definitions of ‘man’ and ‘woman’) who are married (i.e. between a husband and a wife) as acceptable sexual behavior. 

Until relatively modern times, mankind has not had a problem defining a man and a woman, but today the church in particular, is faced with new challenges of remaining faithful to God’s command that marriage shall be between one man and one woman. Apart from dealing with the increased number of same-sex couples wishing to marry (a union prohibited by God), there are an increased number of men and women undergoing various degrees of gender reassignment procedures and presenting as the opposite gender to how God created them. And so it is necessary for the church to formulate definitions for ‘man’ and ‘woman’ that on the one hand seek to be faithful to God’s creative design of each individual in his image, and on the other hand utilize sound scientific understanding of human physiology. 

From today’s knowledge of the human genome, human beings normally have 23 pairs of chromosomes, one member of each pair inherited from the father and the other from the mother. For chromosome pairs 1-22 there is no difference between each member of the pair between males and females. Chromosome pair 23, however, is very different between males and females; females have two X chromosomes in the pair (normal genotype 46XX), whereas males have one X chromosome and one Y chromosome constituting the pair (normal genotype 46XY). The X and Y chromosomes are called sex chromosomes because they help determine whether a person will develop male or female sex characteristics. The Y chromosome carries the SRY (sex-determining region Y) gene, which produces the sex-determining region Y protein, which is involved in male sexual development, including testes formation, testosterone production and sperm production. The sex-determining region Y protein also prevents the development of female reproductive structures including the uterus and the fallopian tubes, which form in the absence of a Y chromosome and under the influence of estrogen.

This genetic classification is dismissed by those who do not want legal definitions for ‘man’ and ‘woman’ because of exceptions in the genomes of individuals with genetic abnormalities, failures of normal tissue growth during fetal development, or as the unintended result of physical trauma or other medical conditions acquired after birth. For example, while the genotype of most women is 46XX and that of most men is 46XY, a few births per thousand result in individuals born with either a single sex chromosome (45X or 45Y), or with three or more sex chromosomes (e.g. 47XXX, 47XYY, or 47XXY, etc.). In addition, some males are born 46XX (which is the normal female genotype) due to the translocation of a tiny section of the sex-determining region of the Y chromosome (a genetic anomaly). Similarly, some females are also born 46XY (which is the normal male genotype) due to mutations in the Y chromosome (genetic anomalies). 

As a church that is committed to living under biblical authority, Eastbridge understands genetic aberrations such as these to be one of the many results of the fall of mankind into sin as recorded in Genesis chapter 3 (as are all diseases or health abnormalities). Not only did the Fall affect our spiritual condition as a human race and bring us under the judgment of God, it also had a dramatic effect on the natural world in which we live as it fell under God’s curse on sin as well (Genesis 3:14-19). As a result of ‘the creation having been subjected to futility’ (Romans 8:20), the natural world that God declared ‘good’ at creation is now marred and flawed. Such things as physical illness, genetic abnormalities, and even death itself are among the many manifestations of this state of affairs in human experience.  

The Bible teaches that this state will not continue forever, but will be gloriously transformed at the return of Christ, when ‘the creation itself will be set free from its bondage to corruption and obtain the freedom of the glory of the children of God’ (Romans 8:21). Until that time, it is both right and merciful to use the gift of modern medical science to alleviate the temporal effects of our fallen condition. As a church we encourage people to take full advantage of every medical resource available, as long as they do so in a biblically and morally acceptable way.

In light of all these things, we may draw two conclusions:

1. In the vast majority of cases people who are born with a 46XY genotype are always to be considered as males (men) throughout their lifetime. Similarly, people who are born with a 46XX genotype are always to be considered as females (women) throughout their lifetime. This fundamental biblical principle will be used in determining all questions related to gender that might arise in every ministry of the church.
2. In a rare minority of cases, where genetic abnormalities related to gender occur, all decisions about how best to respond to the unique circumstances of each individual so affected will ultimately rest with the Session of the church. While the Session recognizes that medical intervention may be necessary to address physical abnormalities, such measures should be used only to restore the natural functioning of someone’s chromosomal gender.  

Psychological categories such as ‘gender dysphoria’ may never be used to justify such actions as cross-dressing, adopting the behaviors of the opposite gender, or pursuing pharmaceutical and/or surgical treatments in an attempt to reassign gender. As we view these things through the lens of Scripture, we must conclude that such counsel is sinful, unwise and unloving, and all such actions are sinful. Since determining what repentance and ‘a new obedience’ might look like in such cases will require much wisdom, prayer and searching of the Scriptures, they will be considered by the Session on a case-by-case basis. 
� Employees are required to be in compliance with Eastbridge's personnel policies at all times. The personnel committee and/or the session may determine an employee's fitness for continued employment, or a candidate's fitness for hire, based on the employee's/candidate's adherence to these policies and on moral and spiritual grounds explained in God's most Holy Word (Scripture), the Westminster Confession of Faith (WCF), or the Book of Church Order (BCO). An example of one moral issue is the session’s resolution in the attached, Addendum A. Therefore, the non-discriminatory provisions of this policy manual, described in section 11, should not be construed as excluding this sort of evaluation or discrimination of employees.





� Adopted by the Session of Eastbridge Presbyterian Church on October 14, 2015.
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