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DEAR FRIEND OF
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Thank you for your desire to learn more about your rights
and the rights of other for-profit business leaders of
faith. | hope you find this Religious Liberty Protection
Kit a simple but high-quality tool for helping you guard the
most precious freedom you or anyone in our society has:
religious liberty, our first liberty in the Bill of Rights.

Please let us know any further way we
can help you.

o

lly Shackelford, Esq.
President, CEQ & Chief Counsel
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INTRODUCTION

How can | run my for-profit business in accordance with my
faith-based values? What are my options if the government
requires me to run my business in a way that violates my
religious beliefs? What are my personal rights at work as a

person of faith?

First Liberty Institute regularly advises business leaders asking
these questions so that they understand their rights and
obligations under the law. First Liberty Institute is a nationwide,
nonprofit law firm dedicated to protecting religious freedom
for all Americans, at no cost to our clients. Our President
and CEO, Kelly Shackelford, has over 30 years of experience
defending the constitutional rights of leaders like you.

This Religious Liberty Protection Kit for For-Profit Business
Leaders of Faith summarizes our guidance to help you infuse
your business practices with your faith and ensure compliance

with the law in light of current religious liberty protections.

Thank you for the important work you do for your community

and for your interest in religious liberty in the workplace. [1]

[1] First Liberty Institute’s Protection Kit for For-Profit Business Leaders
of Faith provides general guidance to assist business leaders in response
to current legal threats to religious freedom. This document does not
create an attorney-client relationship, and it is not to be used as a
substitute for legal advice from a licensed attorney. Because the law is
constantly changing and each organization’s policies and documents are
unique, First Liberty Institute and its attorneys do not warrant, either
expressly or impliedly, that the law, cases, statutes, and rules discussed
or cited in this guide have not been changed, amended, reversed, or
revised. If you have a legal question or need legal advice, please contact
an attorney. First Liberty Institute’s attorneys may be contacted by
requesting legal assistance at FirstLiberty.org.

Overview of Religious Liberty Rights at
For-Profit Organizations

Employment Discrimination Law Primer

Faith-Inspired Culture and Mission

Voluntary Bible Studies and Chaplains

Religious Conflicts with Local, State, or
Federal Mandates

Religious Conflicts with Public
Accommodation Laws

Actions You Can Take to Better Protect
Your Business

For our other protection kits visit:
FirstLiberty.org/kits




Overview of Religious Liberty Rights at For-Profit Organizations

Overview of Religious Liberty Rights at For-Profit
Organizations

Business leaders of faith at for-profit companies

and organizations face unique challenges. They can
acknowledge faith in corporate culture, but they must
ensure that all employees are treated equally. While
sometimes complicated, the law protects religious
freedom for both employers and employees. We highly
recommend reaching out to an attorney if you have any
questions about your specific situation. That said, we can
offer a few points of guidance and caution regarding the
current state of the law.

Generally, religious non-profit organizations have

stronger religious liberty legal protections than for-profit
organizations. Churches and non-profit faith-based
organizations generally have the right to work together in
a community of people who share the same religion. This
means that churches can legally consider religion when
hiring staff and making other employment decisions. By
contrast, unless certain narrow exceptions apply, for-profit
businesses must be careful not to discriminate on the
basis of religion or other characteristics covered by state or
federal law. [2] We go into more detail about when these
laws apply in the next section.

Still, owners of for-profit businesses do have religious
liberty rights. As a general matter, business leaders of faith
may implement a business culture inspired by religious
values. Religious faith can inspire the name of a company
and infuse its logo, its values, its mission statement, and its
philanthropic goals.

Business leaders of faith may offer Bible studies, [3]

OVERVI EW OF RELIGIOUS as Iolng as attetndtancte ii voégbr;tari/. Zor itn;?ancer; if ar|1 f
employer wants to start a Bible study at his or her place o

LIBERTY RIGHTS AT FOR' work, it cannot be mandatory. [4] It is a best practice for

PROFIT ORGANIZATIONS i;te(;tkz.ake place outside of working hours, such as on lunch

Business leaders of faith can also hire chaplains to care

for the needs of their employees. Employers can allow
Employee Resource Groups or affinity groups, including
Christian and religious ones, as long as they do so on equal
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terms. Employers must be careful not to give preferential
treatment to members of one affinity group over another.

In adopting these faith-friendly policies and practices,
leaders must also remember that employers, managers,
and supervisors may not discriminate against employees
or members of the public on the basis of religion.
Discrimination or penalizing employees or members of the
public on the basis of their religion violates the law.

Employment Discrimination Law Primer

Business leaders of faith in a supervisory role should be
aware of federal and state employment laws, particularly
employment discrimination law, so that they understand
how to balance the infusion of faith into the workplace with
legal obligations to avoid actual religious discrimination.
Businesses should foster a culture that is respectful of
employees of different faiths and of no faith in order to
avoid allegations of religious discrimination. Businesses
also should make every effort to work with employees to
grant religious accommodations to employees.

Does Federal Employment Discrimination Law Apply to My
Business?

Federal employment discrimination law, set out in Title
VIl of the Civil Rights Action of 1964, applies to businesses
that have 15 or more employees. [5]

Title VII, as amended, prohibits employment discrimination
on the basis of sex, race, color, national origin, and religion.
[6] By a congressional amendment, the prohibition on sex
discrimination also forbids pregnancy discrimination. [7]
In addition, in 2020, the United States Supreme Court held
that the prohibition on sex discrimination also includes a
prohibition on sexual orientation and transgender status
discrimination. [8] While many argue that the statutory
and constitutional religious liberty rights of religious
business owners override attempts to apply this new
holding to religious employers, there is no decision at the
Supreme Court yet to determine the matter. [9]

Title VIl provides protections for employees, rather than
independent contractors. [10] Religious, non-profit
organizations such as churches, synagogues, religious

Employment Discrimination Law Prime

Employment Discrimination
Law Primer




08

schools, and faith-based charities are entitled to a number
of exceptions to Title VII. [11]

Most states have employment discrimination laws that
parallel federal law, and some states have more restrictive
laws. For instance, in a few states, employers with as

few as one employee are regulated under the state's
employment discrimination law. [12] Some states protect
a more expansive list of protected classes. [13] Title VII
should be understood as the “floor,” with some states
choosing to impose more regulations.

Religious Discrimination

If Title VIl applies to a business, it must not engage in
religious discrimination (or discrimination based on other
protected characteristics). [14] This means that the
business cannot consider religion or any aspect of religious
belief, practice, or observance when making employment
decisions. Religion cannot be a motivating factor when it
comes to hiring, firing, promotion, demotions, transfers,
and the like. Businesses should also be careful not to
create a hostile work environment on the basis of religion.
Title VIl prohibits religious harassment that is severe

or pervasive. Businesses should be careful to avoid

even the appearance of discriminatory preferences or
differential treatment based upon religion. That can often
be avoided by simply stating publicly that the company
does not provide preferences on the basis of religion. For
instance, if a company was offering a voluntary Bible
study before work, it could make clear that no one will get
discriminatory preferences for coming or be discriminated
against for not coming.

Employers also have an affirmative obligation to grant
reasonable religious accommodations to their employees
unless doing so would pose an undue hardship on the
business. [15] Before First Liberty's Supreme Court 2023
victory in Groff v. DeJoy, courts typically allowed employers
to avoid granting religious accommodations if they could
point to any minimal or “de minimis” cost to

the business. This interpretation was based on a
poorly-written 1977 Supreme Court decision called

TWA v. Hardison. [16]

Sex, Sexual Orientation, and Transgender Status Discrimination

However, in Groff v. DeJoy, the Supreme Court clarified

the law in a way that gives more protections for religious
employees. The Court unanimously concluded that
federal law requires workplaces to accommodate religious
employees unless the employer can “show that the
burden of granting an accommodation would result in
substantial increased costs in relation to the conduct

of its particular business.” [17] This standard takes into
account “all relevant factors ..., including the particular
accommodations at issue and their practical impact in light
of the nature, size, and operating cost of [an] employer.”
[181]

The Supreme Court explained that, in general, temporary
costs, voluntary shift swapping, occasional shift swapping,
or administrative costs will not impose an “undue hardship.”
[19] Additionally, a co-worker's dislike of a religious
practice, religious expression, or the accommodation
itself should not factor into the calculus of the undue
burden; only coworker impacts that affect the conduct of
the business should be taken into account. [20] Finally,

an employer cannot simply assess the reasonableness

of a particular possible accommodation; instead, it

must consider other options. [21] It is a best practice to
proactively engage in dialogue with any employee seeking
a religious accommodation to come up with a mutually
beneficial solution that resolves the conflict between the
employee's faith and the work requirement. [22]

We provide a sample religious accommodation form at
the end of this toolkit to assist business leaders of faith at
for-profit organizations so they can navigate the best way
to honor the mission of the company while protecting the
religious liberty of employees.

Sex, Sexual Orientation, and Transgender Status
Discrimination

Many business leaders of faith have questions about

the changing legal rules related to sex discrimination,
sexual orientation discrimination, and transgender status
discrimination in the workplace.

In 2020, in Bostock v. Clayton County, the Supreme Court
held that the prohibition on sex discrimination also implies
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a prohibition on sexual orientation discrimination and
“transgender status” discrimination. [23] That decision
concluded that employers generally cannot make an
adverse employment decision against employees because
they identify as gay or transgender. The decision left many
questions unanswered. For instance, the opinion does

not come to any conclusions about pronoun usage, dress
codes, or bathroom policies. These issues remain unclear,
and many cases raising these issues are working their way
through the courts.

The EEOC (the federal agency that enforces the
nondiscrimination provisions of Title VII of the Civil

Rights Act) currently aggressively interprets the Bostock
decision. In a 2021 guidance document, it took the position
that “intentionally and repeatedly using the wrong name
and pronouns to refer to a transgender employee could
contribute to an unlawful hostile work environment,”

that “[pIrohibiting a transgender person from dressing or
presenting consistent with that person’s gender identity
would constitute sex discrimination,” and that “employers
may not deny an employee equal access to a bathroom,
locker room, or shower that corresponds to the employee's
gender identity.” [24] As of this writing, at least one court
has limited the applicability of this guidance documents in
some states. [25]

Similarly, in 2024, the EEOC issued “"Enforcement
Guidance on Harassment in the Workplace” stating,
"Harassing conduct based on sexual orientation or gender
identity includes ... repeated and intentional use of a name
or pronoun inconsistent with the individual’s known gender
identity (misgendering)....” [26] Although this statement
is only guidance, [27] and its legality is being challenged

in court, many employers and courts may follow it in
interpreting Title VII. The EEOC does not detail how this
guidance interacts with potential religious liberty defenses.

This is an emerging area of law, and these issues are
currently being litigated. Many of these issues could be
applied differently depending upon where in the country
your business is located. Reach out to an attorney for any
specific questions.

Possible Defenses

Many employers will face difficult legal questions related
to transgender employees, such as dress codes, pronoun
policies, name usage, and insurance policies related to
gender dysphoria. These issues will be made more difficult
when they come into conflict with the sincerely-held
religious beliefs of other employees or of the employers
themselves. If a company asks an employee to violate their
sincerely-held religious beliefs on moral issues, they may
be able to request a religious accommodation. [28]

Businesses with only a few owners, like
sole-proprietorships or closely-held businesses, where
the owners are people of faith may be able to assert a
RFRA defense if the law requires them to operate their
business in a way that violates their religious beliefs. [29]
RFRA prohibits the federal government from imposing

a substantial burden on religious exercise unless it can
demonstrate a compelling reason for its action that is
narrowly tailored to be the least restrictive means of
achieving its goals. [30] The availability of this defense,
particularly against non-government defendants, is an open
question and will be litigated in the courts. [31]

The Supreme Court has been very attuned to protecting the
rights of religious people with respect to their beliefs on
issues of gender and sexuality. For example, in Obergefell

v. Hodges, the Court recognized that many traditional
beliefs about issues of marriage and sexuality are based on

"decent and honorable religious or philosophical premises[.]"”
[32] In Masterpiece Cakeshop, Ltd. v. Colorado Civil Rights
Commission, the Court went a step further and held that it
was unconstitutional discrimination for the state agency to
disparage such religious beliefs or fail to display respectful
consideration for people who hold traditional religious
beliefs on such matters. [33] However, this is a developing
area of the law.

Faith-Inspired Culture and Mission

Many small businesses and for-profit companies maintain
a faith-inspired culture. This can manifest in mission
statements, values statements, logos, company names, and
philanthropic giving.

Possible Defenses



Faith-Inspired Culture and Mission Statement

Many for-profit companies maintain faith-inspired mission
or values statements. For example:

* Hobby Lobby: “We are committed to: Honoring
the Lord in all we do by operating the company
in a manner consistent with Biblical principles. . ..
Providing a return on the family's investment, sharing
the Lord's blessings with our employees, and investing
in our community. Providing a return on the family's
investment, sharing the Lord's blessings with our
employees, and investing in our community.” [34]

*  Chick-fil-A: “To glorify God by being a faithful steward
of all that is entrusted to us and to have a positive
influence on all who come into contact with
Chick-fil-A" [35]

* Interstate Batteries: “To glorify God and enrich lives
as we deliver the most trustworthy source of power
to the world. We fulfill our purpose by doing business
based on biblical principles - such as honesty,
humility, service and care - in a way that is welcoming
and loving to all. As a company contributor, you are
free to interact with the purpose in whatever way is
most meaningful to you. Our values, however, are
unchanging, and we ask that our team members
try their best to live them as they serve our key
stakeholders: team members, customers, distributors
and franchisees, suppliers and vendors, communities
and shareholders. By creating a welcoming and caring
environment, we hope to create a positive experience
for our team members and everyone else whom
Interstate touches, no matter their background or
belief system.” [36]

Other companies have printed Bible verses on their
products, such as In-N-Out Burger's cups. [37] Tyson
Foods employs over 100 chaplains and calls its culture
“faith-friendly.” [38] Marriott includes the Bible and Book
of Mormon in its hotel rooms. [39] Others have corporate
philosophies that are inspired by the founders’ spiritual

Falth-lnsplred Culture E):gifs, such as Whole Foods' environmentalist philosophy.
and Mission Statement

The Supreme Court has, at least once, cited for-profit
companies’ use of faith-inspired mission statements
favorably. In Hobby Lobby, the Court recited the faith-based
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mission statements of the two for-profit companies at issue
as evidence that the closely-held companies held sincere
religious beliefs for the purpose of the Religious Freedom
Restoration Act. [41] For instance, the Court quoted Hobby
Lobby's statement of purpose that “commits the Greens
[the owners] to '[hlonoring the Lord in all [they] do by
operating the company in a manner consistent with Biblical
principles.” [42] For the other company, Conestoga Wood
Specialties, its mission was to “operate in a professional
environment founded upon the highest ethical, moral, and
Christian principles.” [43] These statements provided key
evidence of the sincerity of the owners' religious beliefs and
were helpful to these companies in the case.

Faith-based mission statements and company values do
not violate Title VII. To constitute a Title VI violation, a
company's actions would need to rise to the level of
religious discrimination or a hostile work environment.
Religious discrimination means taking an adverse action
against an employee (such as firing, demoting, refusing to
promote) motivated at least in part by religion. For a hostile
work environment claim, religious harassment would need
to be either severe or pervasive to constitute a claim. A
continuous pattern of small instances of harassment could
constitute a claim. But a faith-based mission or values
statement in and of itself is unlikely to violate either of
these standards.

It is possible that faith-inspired company actions could
conflict with employee religious beliefs. Any request for a
religious accommodation should be addressed individually.

In conclusion, it would not violate Title VII to maintain a
faith-inspired mission statement, provided the company
does not discriminate against employees of other religions
or no religions.

Voluntary Bible Studies and Chaplains

Employers may offer Bible studies and chaplains for

their employees, as long as participation is voluntary. For
instance, a federal appellate court concluded that a closely-
held manufacturing business could not require employees
to attend mandatory religious devotional services at work
that included prayer, singing, and scripture. [44]

Religious Conflicts with Local, State, or Federal Mandates

To avoid being seen as mandatory, it is recommended

that any such meetings such as Bible studies to take

place outside of working hours, such as on lunch break.
Participation or lack of participation should not be used

as a factor in any employment decision such as project
assignments, promotions, or evaluations. Employees of
other faiths should be free to start their own similar groups
on the same terms.

Religious Conflicts with Local, State, or Federal
Mandates

As government continues to expand its reach, the
likelihood of conflicts with religious beliefs in the
workplace increases. There are many areas of law in
which we could see government regulations infringing on
religious beliefs in the workplace, including with respect to
insurance and other employee benefits.

In 2021, for example, the federal government sought to
use an administrative agency, the Occupational Safety
and Health Administration (“OSHA"), to force employers
with over 100 employees to implement a COVID-19
vaccine-or-testing mandate. [45] Many organizations
and businesses brought legal challenges to the mandate
as unlawful government overreach. First Liberty Institute
also challenged OSHA’s mandate as unlawful under RFRA
because it imposed a substantial burden on the religious
beliefs and practices of some religious organizations. The
Supreme Court struck down the mandate. [46]

Every law should be evaluated individually based on its
impact on the faith-based practices of business leaders.
Attorneys can assess whether any particular law was
properly created using the proper processes. It is possible
some government mandates could be challenged as
federal government overreach or improperly put in place.
In some cases, it may be possible to bring a lawsuit before
the law takes effect or is enforced against a particular
business.

For challenges to federal laws that substantially burden the
religious beliefs of a closely-held business's owners, RFRA
also may provide a possible defense. [47] For example,

in Burwell v. Hobby Lobby Stores, [48] the U.S. Supreme
Court held that the federal Religious Freedom Restoration



Act [49] protected a closely-held corporation from being
forced to violate its owners’ religious beliefs. If your
business is facing a government mandate that violates the
religious beliefs of those owners, you should be able to use
the federal RFRA law, as well as the Constitution and other
state laws to assert your rights. [50]

Religious Conflicts with Public Accommodation
Laws

Public accommodation laws have an honorable purpose
and history. The federal public accommodation statute
was enacted primarily to ensure equal access to hotels and
restaurants regardless of race. [51]

Some states have chosen to wield their state public
accommodations laws to impose their preferred beliefs, in
conflict with religious beliefs, on businesses open to the
public. We have primarily seen this threat in the context
of wedding-related businesses. States such as Colorado
and Oregon have targeted bakeries who refuse to create
custom cakes for same-sex weddings. [52]

Recently, in 303 Creative v. Elenis, the Supreme Court
addressed whether applying a public-accommodation
law to compel a custom website designer create
wedding websites for same-sex couples in violation

of her religious beliefs violated the free speech clause

of the First Amendment. [53] The Court observed

the public accommodations laws play a “vital role” in
protecting the civil rights of all Americans, yet “no public
accommodations law is immune from the demands of
the Constitution.” [54] Because the websites were “pure
speech,” the Court concluded that the Colorado law
violated the First Amendment, which protects Americans
from being forced to speak messages that violate their
beliefs.

We have also seen state agencies, such as Massachusetts,
issue guidance arguing that businesses, and even churches,
open to the public would have to use speech, pronouns,
and bathroom policies preferred by the state on issues
related to gender identity. [55]

Voluntary Bible Studies
and Chaplains
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Actions You Can Take to Better Protect Your Business

COVID-19 Vaccination Record (

Please keep you record card, which includes medical informati
about the vaccines you have received

Last Name First Name

Date of birth Patient numbe

) Product Name/Manufacturer
Vaccine Date
Lot Number |

1** Dose __//_tjé’_d_fj_/[(g ______ s /7.
COVID-19 }//é b é/ ,_/3.}7 mm  dd
2** Dose _/f/l O(/f N 4’7_&/_/2/,_‘
COVID-19 / — % — /;ﬁ g | mm

Other —

Other

Actions You Can Take to
Better Protect Your

Business

State public accommodation laws vary widely in how
they are written and how they are interpreted. Laws
that infringe on a business owner's freedom of religion
or freedom of speech may be susceptible to legal
challenge. If you have an issues or questions in this
area, reach out to First Liberty or your attorney.

Actions You Can Take to Better Protect Your
Business

1. Put your religious values in your mission and values
statements.

* Businesses seeking to implement a faith-based
culture should clearly articulate their religious
perspective in these documents.

* This is especially important for small or closely-
held businesses.

* |f a business owner's religious beliefs come into
conflict with a government mandate, this can be
helpful evidence that a business is run from a
religious perspective.

* For instance, in Hobby Lobby, the Supreme
Court held that the company’s Christian values
statement provided evidence that the company
was entitled to assert a religious liberty defense
under the Religious Freedom Restoration Act.

2. Consistently run your business in accordance with
your religious beliefs.

= Consistency is key to a strong religious liberty
defense.

3. Adopt a non-discrimination employment policy that
respects religious liberty for all employees.

= This policy should include a Religious
Accommodation policy.

*  We include a sample Religious Accommodation
policy below.

4. Call First Liberty Institute if you have any questions
or concerns.
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Conclusion

Faith based employers have religious freedom and
protection under the law. We hope this guide will be a
helpful resource for you as a business leader of faith. If
you have any questions about this guide or other religious
liberty issues, please seek legal assistance. First Liberty
attorneys are standing by at FirstLiberty.org to help
protect your religious freedom.

Conclusion

Conclusion
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Sample Religious Accommodation Request Form
[Adapted from the EEOC's Template Form]

Employee's Name:

Date of Request:

Email Address:

Telephone Number:

Employee's Position/Title:
Work Location:

We respect religious diversity. Although we may not be
able to accommodate every request, our goal is to provide
religious accommodations to ensure that people of all
faiths thrive at our company. Please provide this form to
your direct supervisor who will schedule a time to discuss
your request and possible accommodation options.

1. To help us understand your request, please identify the
workplace requirement, policy, or practice (hereinafter
“workplace policy”) that conflicts with your sincerely
held religious observance, practice, or belief (hereinafter
“"religious beliefs").

2. Please describe the nature of your religious beliefs that
conflict with the workplace policy identified above.

3. What accommodation do you request?

4. Please list any alternative accommodations that also
would eliminate the conflict between the workplace policy
and your religious beliefs.

Employee Signature:
Date:

Sample Religious
Accommodation Request
Form

s
o \}3\\‘\\}\
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Accommodation Decision

Accommodation:

[] approved as requested

[] approved but different from the original request
[J denied

Identify the accommodation provided:

If the approved accommodation is different from the one
originally requested, explain the basis for denying the
original request.

If an alternative accommodation was offered, indicate
whether it was:
[] accepted [ rejected

If it was rejected, state the basis for rejection.

If the accommodation is denied and no alternative
accommodation was proposed, explain the basis
for denying the request without an alternative
accommodation.

Supervisor's Name:

Supervisor's Signature:

Date:

An individual who disagrees with the resolution of the
request may ask the COO/Director of Human Resources
to reconsider that decision within 30 business days of
receiving this completed form with the Supervisor's
decision. Note: an employee may pursue legal remedies
from the EEOC or a court of proper jurisdiction if the
employer improperly denies the requested religious
accommodation.

Accommodation Decision
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Additional FREE Resources

ECLARATION
INDEPENDEI

Back to the Constitution:
Learn it, Love it, Live it.

Today, there are many who like to blame the Constitution for our nation’s
problems. But the truth is, our Constitution is not the problem—it's the
solution. Make America's Founders proud and take the source of your

first freedom with you wherever you go!

Visit:
FirstLiberty.org/Constitution

Freedom Starts Here

Perfect for those new to First Liberty, this resource will help you dis-
cover all the “must-know" essentials about us. Get an inside look at our
mission, president and leadership team, clients, the key cases we've
won at the U.S. Supreme Court, our unique national volunteer attorney
network, and the many ways you can become a force multiplier for
religious freedom.

Visit:

FirstLiberty.org/Freedom-Starts-Here




For-Profit Business Leaders of Faith

First Liberty Clients

Lacey Smith - Alaska Airlines
Alaska Airlines fired dedicated flight attendant Lacey Smith for
expressing her religious beliefs. The firing was in direct violation of
federal civil rights law which prohibits workplace religious
discrimination. Woke madness is now governing our nation's
companies from the boardroom to the break room, and it's forcing
Lacey to choose between her job and her faith.

Gerald Groff - US Postal Service

Gerald Groff was forced to quit his job as a postal carrier because
of his religious beliefs. He believes in the Sunday Sabbath, but
the USPS refused his religious accommodation request not to

work on Sundays after initially granting his request. First Liberty
won for Gerald Groff at the U.S. Supreme Court 9-0 where the

Court made it clear that federal law requires reasonable religious

accommodations.

Valerie Kloosterman - Physician Assistant
Valerie Kloosterman, a physician assistant, was fired by
University of Michigan Health system because of her religious
beliefs. She was terminated for seeking a religious
accommodation from affirming statements about gender that
violated her faith, and from referring patients for
gender-transition drugs and surgeries. To fight this injustice,
we filed a lawsuit against Michigan Health for violating federal
law prohibiting workplace religious discrimination.

Sweet Cakes by Melissa
Melissa Klein, award winning baker and former owner of
SweetCakes by Melissa, was forced to close her business and
endure violent death threats simply for running her family
business according to her religious beliefs. The state of Oregon
imposed a $135,000 penalty and told her she needed
“rehabilitation”. Now, she is still searching for justice.

Fire Chief Ron Hittle

After 24 years of service, Fire Chief Ron Hittle was fired by the
city of Stockton, California, because he attended a leadership
conference that took place at a church. The city fired him, listing
his attendance at the “religious event” and his decision to allow
others to attend as the primary reasons for his termination.
First Liberty is fighting for him.
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Dr. Eric Walsh

Dr. Eric Walsh, a medical expert with decades of experience and
multiple advanced degrees, was fired from his job as a public
health administrator because of the sermons he gave as a lay

minister in his church. No one should be fired from their job
because of something they said in a sermon. First Liberty
successfully protected the rights of Dr. Walsh in court.




Resources Available

How to Connect with Us

Learn More on First Liberty's Website
Visit our website, where you'll find information on
our cases, clients and breaking updates on religious
liberty in America. Whether you want to learn more
about our attorneys, leadership and staff, or if you need
to request legal assistance, our website is a one-stop
shop for everything you need to know
about religious freedom.

FirstLiberty.org

Become an FLI Insider
Subscribe to our weekly e-newsletter that's sent straight to
your inbox, complete with news, analysis, and encouraging
stories of the everyday American heroes we defend.

BecomeAnlnsider.com

m\NFIRST

I LIBERTY

Subscribe to First Liberty Live!

Join our exclusive live streaming channel that features
expert commentary from the leaders you know and trust.
Subscribe to be a part of the action today, and get email
notifications every time we go live!

FirstLibertyLive.com

Follow us on Social Media
Like and follow First Liberty on our social
media platforms to get the latest updates
on our cases and other exclusive content.

n @FirstLibertylnstitute @]1stLiberty
I@l @FirstLibertylnstitute m @FirstLibertylnstitute

Listen to Our Podcast
Our podcast takes a deeper look into our cases and
religious freedom in the law. Available on major
streaming platforms, including Spotify, Apple and
Google Podcasts.

FirstLibertyLive.com/the-Case-for-Liberty




MAKE US YOUR FIRST CALL!
GET FREE LEGAL HELP NOW!

If you believe your religious liberty has been threatened
or violated, please contact us at:

@ FirstLiberty.org/Help
©) (972) 941-4444

Stephanie Taub
p Senior Counse/
‘ First Liberty's For-Profit Leaders of Faith Expert

First Liberty is our nation's largest legal organization solely dedicated
to protecting religious liberty for all Americans. We have won cases
at all court levels, including the United States Supreme Court, federal
and state courts, and administrative courts and agencies. Victories are
won through a nucleus of top-ranked staff attorneys who coordinate
a national network of top litigators from firms that include 24 of the
largest 50 in the world.

Kits are available for:
Students & Teachers in Public K-12 Schools
Houses of Worship
Vaccines
Religious Nonprofits
Healthcare Professionals
Religious Employees
The U.S. Military
Religious Schools
The Marketplace
For-Profit Business Leaders of Faith
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