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Statement of Faith and Religious 
Identity Documentation Guide

A practical framework for Christian employers, churches, ministries and faith-based 
educational institutions

RELIGIOUS IDENTITY MUST BE MORE THAN A PARAGRAPH ON A WEBSITE

It should be clearly defined, properly adopted, connected to actual decisions and consistently 
reflected across the organization.

Purpose. This guide helps Christian employers evaluate how their beliefs are expressed across governing 
documents, employment practices, benefits, policies and public communications. It does not provide a 
model Statement of Faith or promise a particular legal result.

Who should use it. Boards, presidents, owners, pastors, executive leaders, human resources teams, 
benefits leaders and qualified legal counsel should work together. Religious doctrine belongs to the 
organization; legal and operational review helps ensure that the documents accurately carry that 
doctrine into practice.

Defending Your Right to Do Business God’s Way
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Why Religious Identity Documentation Matters
A Statement of Faith is foundational, but it does not operate alone. When a Christian employer makes a 
mission-sensitive decision, the relevant question is often not simply whether the organization has 
religious beliefs. Decision-makers may need to understand what the organization believes, who adopted 
those beliefs, how they relate to the organization’s mission and role, and whether the organization acts 
consistently with them.

No document automatically creates an exemption, resolves an employment dispute or guarantees 
protection. Strong documentation does, however, help leaders govern consistently, give employees and 
applicants clearer notice, guide benefits and operational decisions, and provide counsel with a coherent 
record to evaluate.

A Strong Documentation System Should
 State the organization’s beliefs in its own authentic voice.
 Identify the governing authority responsible for adopting and interpreting those beliefs.
 Connect religious convictions to the organization’s mission and activities.
 Explain how the mission affects leadership, employment, conduct, benefits and community life.
 Use consistent language across governing, employment and public-facing documents.
 Create repeatable processes for decisions involving doctrine or mission.
 Preserve approval records, prior versions and evidence of consistent implementation.

What This Guide Does Not Do
 It does not supply universal doctrinal language.
 It does not determine whether a particular employee is a minister.
 It does not establish eligibility for every statutory or constitutional protection.
 It does not replace state-specific, benefits, tax, education or employment counsel.
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The Religious Identity Documentation Architecture
The strongest approach is a connected system. Each document has a distinct job, and each should point in 
the same direction.

Document Primary purpose

Statement of Faith
Defines the organization’s sincerely held religious 
beliefs and doctrinal commitments.

Mission and purpose
Explains why the organization exists and how its work 
advances its religious mission.

Articles bylaws or governing documents
Establishes religious character, authority, governance 
and amendment procedures.

Board or owner resolutions
Records formal adoption, interpretation and approval 
of material policies.

Code of conduct or community standards
Explains how beliefs shape expected conduct and 
participation.

Employment documents
Connects mission to hiring, job duties, performance, 
discipline and acknowledgment.

Job descriptions
Shows how particular roles contribute to the religious 
mission and identifies actual religious functions.

Employee and faculty handbooks
Translates beliefs into consistent workplace policies 
and procedures.

Benefits and plan documents
Addresses plan design and administration where 
coverage may implicate religious convictions.

Student or participant materials
For educational and ministry organizations, explains 
community expectations and institutional identity.

Website and public statements
Accurately communicates identity without 
contradicting controlling documents.

A website statement can support public notice, but it should not be the only place the organization 
expresses its religious identity. Public language should accurately summarize—not replace—the 
documents approved by the governing authority.
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Seven Qualities of Effective Documentation
Authentic
Use beliefs actually held by the organization. Avoid borrowing language merely because it appears 
legally useful.

Specific
State beliefs with enough clarity to guide real decisions. Vague references to “Christian values” may not 
resolve disputed questions.

Mission connected
Explain how the beliefs relate to the work, community and roles of the organization.

Properly adopted
Follow the authority and process established in the governing documents. Preserve resolutions and 
effective dates.

Consistent
Align the Statement of Faith with bylaws, handbooks, contracts, job descriptions, benefits materials and 
public statements.

Implemented
Train leaders and apply standards through established procedures rather than ad hoc decisions.

Reviewed
Revisit documents after material legal, doctrinal, organizational or operational changes.
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What the Statement of Faith Should Accomplish
The content belongs to the organization and its religious authority. Counsel should not invent doctrine. 
Counsel can help leaders identify ambiguity, inconsistency, notice problems and operational 
consequences before adoption.

Questions for Leadership
 What beliefs are essential to the organization’s identity and mission?
 Which beliefs directly affect employment, service, education, healthcare, benefits or community 

standards?
 Who has authority to interpret the Statement of Faith when a question arises?
 Who may amend it, and what approval process is required?
 Which leaders, employees, faculty, students or participants must affirm it?
 What does affirmation mean: agreement, acknowledgment, support, conduct or some combination?
 How will the organization address a conflict, change in belief or alleged violation?
 Do current practices accurately reflect what the document says?

Avoid These Common Problems
 Combining theological beliefs and detailed HR procedures in one document.
 Using undefined terms that different leaders interpret differently.
 Adding language after a dispute has arisen and treating it as longstanding doctrine.
 Requiring affirmation without explaining who is covered or what is expected.
 Making absolute promises the organization cannot or does not consistently follow.
 Assuming a Statement of Faith eliminates the need for individualized legal analysis.
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Connect Beliefs to Employment Decisions
Religious identity is most credible and useful when employment documents show how the mission 
relates to the position and when actual decisions follow the stated process. The organization should 
distinguish among belief, conduct, job qualification, job function and procedural requirements rather 
than treating them as interchangeable.

Review These Employment Touchpoints

Touchpoint Documentation objective

Job posting
Accurately identify the religious nature of the employer 
and any role-specific mission expectations.

Application Ask only approved, lawful and role-relevant questions.

Interview
Use consistent questions and document legitimate 
selection criteria.

Offer or contract
State applicable faith, conduct and acknowledgment 
obligations.

Job description
Describe actual mission-related and religious functions, 
not generic labels.

Onboarding
Provide governing policies and obtain clear 
acknowledgments.

Performance review
Evaluate stated expectations consistently and document 
concerns.

Discipline and separation
Follow approved procedures and involve HR and 
counsel in sensitive decisions.

Ministerial Roles Require Separate Analysis
The ministerial exception is a constitutional doctrine, and its application is fact specific. Titles and 
ordination are relevant in some situations but do not control every case. The Supreme Court has 
emphasized what the employee does and the role entrusted to the employee in carrying out the religious 
mission. Organizations should evaluate potentially ministerial roles individually and keep job 
descriptions aligned with actual duties.
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Apply the Framework by Employer Type
Churches and Ministries
 Connect bylaws, denominational relationships, membership standards and employment documents.
 Clarify the authority of pastors, elders, boards or other governing bodies.
 Distinguish membership, volunteer, clergy and employee expectations.
 Review ministerial roles individually and document actual religious functions.

Christian Colleges and Universities
 Align charters, bylaws, board policies, faculty handbooks, employment contracts, student standards 

and public materials.
 Define how faculty, staff and academic leadership advance the religious mission.
 Coordinate religious-identity positions with Title IX, federal-funding, accreditation, athletics, housing 

and student-employment reviews.
 Preserve governing-body approvals and the factual basis for any religious-exemption position.

Christian Businesses and Nonprofits
 Explain how faith shapes the organization’s purpose, leadership and workplace rather than relying 

only on owner beliefs.
 Align mission statements, employee handbooks, hiring documents, conduct expectations and benefits 

decisions.
 Distinguish positions that carry significant mission responsibilities from positions with different 

functions.
 Review which federal, state and local rules apply to the entity, workforce and locations.
The same words may have different legal and operational effects in different organizations. Entity type, 
ownership, governance, funding, activities, workforce, location and actual practice all matter.
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Adopt and Implement the Documents
Step Leadership action

1  Inventory
Collect every governing, employment, benefits, 
participant and public-facing document that expresses 
religious identity or conduct expectations.

2  Identify authority
Confirm who may adopt, interpret and amend each 
document.

3  Resolve inconsistencies
Compare definitions, standards, scope, procedures and 
approval history.

4  Obtain legal review
Ask qualified counsel to evaluate applicable 
employment, education, benefits, tax and state-law 
considerations.

5  Approve formally
Use the process required by the governing documents 
and preserve resolutions, minutes and effective dates.

6  Communicate
Give affected people appropriate notice, explanation 
and time to ask questions.

7  Train
Prepare leaders, managers, interviewers and HR staff to 
apply the documents consistently.

8  Maintain
Control versions, retain acknowledgments and schedule 
annual review.

Do Not Treat Signature Collection as Implementation
An acknowledgment can show that a person received or affirmed a document, but a signature alone does 
not prove that expectations were clear, lawfully applied or consistently enforced. Implementation 
includes training, accurate job documents, reliable decision pathways, controlled records and leadership 
oversight.
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Run a Religious Identity Consistency Review
For each statement below, mark Yes, Needs Review or No. Any answer other than Yes should receive an 
owner and deadline.

Review item Yes Needs review No

Our governing documents 
clearly identify the 
organization’s religious 
character and purpose.

☐ ☐ ☐

The Statement of Faith has 
been formally adopted by the 
proper authority.

☐ ☐ ☐

We can identify who may 
interpret and amend our 
religious standards.

☐ ☐ ☐

Mission, belief and conduct 
language is consistent across 
controlling documents.

☐ ☐ ☐

Job descriptions accurately 
describe role-specific mission 
and religious functions.

☐ ☐ ☐

Hiring, onboarding, 
performance and discipline 
practices reflect written 
expectations.

☐ ☐ ☐

Consistency Review Continued

Review item Yes Needs review No

Handbooks, contracts and 
benefits documents have been 
checked for conflicts.

☐ ☐ ☐

Public website language 
accurately summarizes 
approved documents.

☐ ☐ ☐

Leaders and managers know 
when to involve HR, governing 
authorities and counsel.

☐ ☐ ☐

We retain resolutions, prior 
versions, acknowledgments 
and training records.

☐ ☐ ☐

We review religious-identity 
documentation at least 
annually and after material 
changes.

☐ ☐ ☐

Our practices match what our 
documents say.

☐ ☐ ☐
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Annual Governance and Readiness Review
Board or Governing Authority
 Confirm that the Statement of Faith and mission remain accurate.
 Review material policy changes and mission-sensitive risks.
 Verify authority, approval records and document version control.
 Receive a report on significant implementation issues, disputes and training.

Executive Leadership
 Confirm that actual operations remain aligned with governing documents.
 Identify new programs, locations, funding, vendors or workforce changes.
 Assign responsibility for corrective actions.
 Escalate doctrinal and high-risk decisions through the approved process.

Human Resources and Benefits
 Audit job descriptions, hiring forms, handbooks, acknowledgments and training.
 Review accommodation, complaint, discipline and separation processes.
 Verify health-plan documents, vendor administration and mission-sensitive coverage decisions.
 Check state-specific requirements for every employment location.

Qualified Counsel
 Review material changes before adoption.
 Evaluate religious-organization, ministerial, Title IX, benefits and state-law questions as applicable.
 Confirm that public claims do not overstate the organization’s protections.
 Advise promptly when a complaint, audit, demand or disputed decision arises.
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Public Guide and Member Implementation Tools
This public guide explains the framework and helps leaders recognize gaps. CEA members should receive 
the more detailed tools needed to perform and document the work.

Recommended Members Only Toolkit
 Religious Identity Document Inventory
 Statement of Faith Leadership Review Worksheet
 Governing Authority and Approval Map
 Board Resolution and Adoption Record Template
 Document Consistency Crosswalk
 Role to Mission Connection Worksheet
 Employee and Faculty Acknowledgment Review
 Annual Religious Identity Audit Checklist
 Policy Change and Version Control Log
 Leadership and Manager Training Record

When to Seek Counsel Immediately
 A document is being revised during or after a dispute.
 An applicant, employee, faculty member, student or participant challenges a religious standard.
 A decision may depend on religious-organization status, ministerial status or a claimed exemption.
 Federal funding, Title IX, accreditation, benefits or state law may conflict with a proposed policy.
 The organization plans to discipline, terminate, exclude or deny a request on mission-related 

grounds.
 An agency, attorney or regulator contacts the organization.
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Important Notice and Federal Reference Points
This guide is educational and does not provide legal advice or create an attorney-client relationship. It 
does not determine whether an organization or individual qualifies for a statutory, regulatory or 
constitutional protection. Laws and their application vary by jurisdiction and facts and may change. 
Christian employers should work with qualified legal counsel to review their governing documents, 
employment practices, benefits, funding, activities and applicable federal, state and local requirements.

Reference Points
U.S. Equal Employment Opportunity Commission: Section 12 Religious Discrimination
https://www.eeoc.gov/laws/guidance/section-12-religious-discrimination

Supreme Court of the United States: Hosanna Tabor Evangelical Lutheran Church and School v EEOC
https://www.supremecourt.gov/opinions/11pdf/10-553.pdf

Supreme Court of the United States: Our Lady of Guadalupe School v Morrissey Berru
https://www.supremecourt.gov/opinions/19pdf/19-267_1an2.pdf

U.S. Department of Education: Title IX Exemptions
https://www.ed.gov/laws-and-policy/civil-rights-laws/title-ix-and-sex-discrimination/title-ix-key-issues/title-ix-exemptions

Recommended Next Step
Begin with a complete document inventory. Do not revise the Statement of Faith in isolation. Review the 
governing documents, employment materials, benefit documents, public statements and actual practices 
together, then determine which changes require doctrinal leadership, governing approval and legal 
review.
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