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f OREWORD • 
This document is basically a document of <'..are. It arises out of the reality that 
there ere ti.mes when those who care for othel'S fail to act wlth respect toward the 
other person and cause harm to others. There are cases where this failure to cs.re 
is unacceptable and needs to be dealt wlth. This document offers a means of 
dealing with tht> unacceptable behaviours of sexual har11SSmP.nt. 

It is meant to <..aover all who &re lleensed by the Bishop for ministry in the Diocese 
or Newcastle, both clergy and laity. The term 11mlnister" will be used tn this 
document to include both lay and or<lained people licensed 1n the Diocese. The term 
"minister" used in this way does not deny that ministry is exercised by au Godts 
people, and many of tbe guidelines contained in the document can be applied to the 
behaviour of all Christian people. 

TERMINOLOGY 

Within this document the eurrently accepted legal terminology is used. A 
complainant is 11 person who raises an allegation of sexual harassment. and a 
respondent ls the person agatnst whom such an a.negation is made. 

The important features of se:xuaJ hara..c;sment gener&.lly are: 
1. It ls of a VERBAL or PHYSICAL (including visual) nature. 
2. It is of a S~XtJAL nature. 
3. It is 0.NWELCOME. 
4. It is OFFENSIVE and might reasonably be con<Udered so. 
5. tt is SERIOUS or PERSISTENT. 

Sexual harassment can take various forms extendillg from unwelcome actions such as 
gestures, display of orrenstve picturt!s, comments or a sexual nature, questions and 
comments about one's private life, implicit or expUcit demands or suggestions for 
s(OO.lal activity through to physical contact such as patting or pinching and even to 
rape. 

Harassment may be perpetrated by an individual towards a person ot the same or 
diffE>rent sex or by an adult towards a child or group. 



• e 
SOME CHR\STIA~ RESP.QNS~ 

The Church ls o. community of faith that is grounded in an understanding oC 
relationships based on respact for the dignity of each lndlvtdual.. As Christians we 
are called to reject sexU&.l harassment in any context but pantcularly when found 
within the ChUl"clt. 

All human beings are ma.de in thP. image of God n nd a.re eapable of deep 
interpersonal re la ttonshi~ 
Anyone who professes t<> love God Is obliged to: 

• Respect the dif(Tlity of every human being regardless of gender. race or age. 
• To discern the image or Ood ln others. 
• To protect a.nd provide for tho6e who are vulnerl\hle to harm. 

The Church requires that ministry in every form will be offered free or sexual 
dlserlmlnatlon, harassment. abuse, manipulation or Innuendo. The community at large 
expects the same and M.s a rtght to Pxpeet lt from those who ot'fer thf>m ministry. 

The essencf' o! s~xual harassment in the reality of today's world is the exer<.>ise of 
power by one person (or group) over another in personal or work-related situations. 
Power ts the essential element which d1sttngu1shes sexual harassment from 
inapproprtate social behaviour. 

W1thln tl'ui Church thP.re a.re relationships whleh offer spe<?ial risks for the 
development of such dominance Into various forms of sexual harassment. There is 
unequal power inherent in thP. relationship of, e.g. Re~tor and curate; clergy and 
pe.rtshioners; teachers and pupils; chaplain and student (especially when there is an 
age. or maturity currert>nce): ~xamlntng cha.plaiM and ordination <>andldates; 
counsellors and clients. Thfs is not meant lif> a complete list nor to imply th.lit 
there is anything inherently wrong In m01it rPl&tionshtps. However, there ts an urgent 
need within the Church t.o acknowledge tho.t clergy and lay leaders can deeeive 
themselves and take personal advantagt! of the imbalanee of power which c~n Pxist 
in such rP.latlonships. 

The expression of seXUAl relationships within the pastoral context ls nev~r acceptable 
and always constltutes unethical behaviour. The term "sexual relationship" is not 
restrictPd to sexual interC'ourse. The guideline is any behaviour which has as Its 
purpose. some form of sexun.l grattf1catton or which may be reasons.bl.y C<'lnstrued by 
another pel'$0n as having that purpose. 

Expresi;lons of affection between people must be mutually acceptA.ble and 
acceptability must not be taken for granted. society accepts that lt may M quite 
nat\lral for one pel'S()n to touch anothe?' in Ritut1tions such as grief, trouble or joy. 
Tbfl'ie Pncounters are usu.l\lly tnsttncftvely negotiated and rarely causa ortence, but 
may do so and sliould not be taken for granted. 

Sexual Harassment is lllegsl. The foJlowing procedures ofter assistance and advice to 
thosP. who allege harassment by ministers. They also offer 1:1n 8.lten1ative form of 
mediation to those offered by the Anti-dlscrimlnation Bo1l.rd and ThP. Human Rights 
11nd F.qwd Opportunity C:ommlsslon. These procedures do not prevent any crtmlnE\l 
actions being ta.ken hy the complainant. 



1. Every <'..ase of sexual harassmAnt whether simply innuendo or full scale rape 
m&.jor concern. All cases should be dealt wlth promptly and with the utmost 
seriousness, as every complainant needs <'..ar~ and healing. No case should be 
co"Mldered trivial as quite often the deeper harm occurs in the apparently less 
serious cases. 

2. SP.xual harassment procedures need to be: 
• a vallablP. lo ca.Uy for ~asy access 

• 
is of 

• non-threatening. The complainant needs to know that they will be he8.J'd, 
trusted, respected and cared for. Advisers need to be lay or clerical people 
who are carers and respected by lay people and clergy. 

• P.onlidential. involving a~ rew people as necessary. 
• able to be controlled by the complainant at ell times. 

3. sexual harassment procedures must be effectively communicated widely within the 
Diocese amongst clergy and laity, bot.h lit the time of introdu~tion of the 
procedures and on an on-going basis. 

4. Sen1or clergy need to Ile encoul'8.glng and supportlve of sexual harassment 
procedures, but need not be central to the proP.esses or mediatlon and reconclllatton. 
It would be inappropriate if the first ~rson a eomplalnar1t met was a person With 
supervisory or pastoral responsiblllty for thf! rP.Spondent. This mea.ns that the Bishop 
or Archdeacons shooJd not be lnvolved at early stages of dP.allng wJth complaints: of 
course they wUI need to be involved where there a1e conr;Pqu1meP..s Qff~cting on
going employment or responsibilities. 

5. The number or people who deal with a partl~ular ~omplalnt should be as few as 
possible. The Bishop will appoint a number of St:1xue.l HtU'M.~ment Conciliators who 
are to advise on the Sexual Harassment Procedures llnd act as mediators. 

6. Consistent with the prtnclple of localised &ccess to the sexual harassment 
procedure&, conciliators will be organised on a deanPry level :ind be integrated with 
a. Oio<'esan organising and monitoring committee. 

1. Any acmJsatton of sexual harassment has the potentis.l to be defamatory. This 
mea.ns that confidentiality needs to be maintained, and again this stl'esses the need 
for any CA.Se t.o bP. himciled by as few people as possible. ~xual Harru;sment 
Concmators working within al·cepted guidelines fire regarded a.'i ha.ving ''Qualified 
privilege". 

8. The Diocese acknowledges ft& obligation to otter f):'Storal support to all who seek 
or neoo tt; thts includes eomplainants. l'espondents, their families and porlshe5. It 
also re<.'OgnisP..s ttm.t 1.here will be times whP.n J>Pople need to be referred to 
specil\lised a~encies. 

9. Under the Clergy Discipline Ordinance 196fi [in partif~lilA.r urlder definitions tn 
s~·<!tior1 3.<11 a-hJ or by the withdrawal or lic~nce for lay mlnistel'S, the BMlOp wm 
deal appropriately with any person who f) has sex11ally harassed anothc:-r (>P,l'!'i<>n or iii 
threatens or carries out any act of recl'imination or retributio11 against a 
complainant. 

10. Christ calls us to forgiveness. Forgiveness does not mean Ignoring the need of a 
pe.rsrm t-0 alter une.ccepte.ble and injurious behaviour. Christlsn forgivflnf'ss Is both 
the otf~ring nf the forgiveness and love of Christ to someone who has morally or 
ethically offended. Forgiveness also implies eneouragtng llJ'ld enabling a person to 
repent, to change and t-0 redeem de$tructive and unacceptable behaviour. Forgiveness 
Is a redeeming and crP.ative process ot renewal in the whole being of Mch person 
calling for repfmtsn'!e and c>hange in thetr life. No pel'SOn who has offended hss the 
right to demand to b~ fo'l'given unconditionally by e. <'<>mpla.tnant. In a«ttion, 
circumstrulcPS will arise whP.re l'JS a result of 11n incident of sexual harassment, 
action wm b<> taken sueh AS relocation, "hange of duties or withdrawal of ll<'ence. 



• 11. The principles of natural justice shall be respected. 
• For Instance, the principle of "innocence before proven guilty" lies behind the 

development of the formal complaint procedures. 
• Another principle is that respondents have the right to know exactly what they 

are being aceuse<I of and by whom. thus no <'omplail\t win be proce~ded with 
urues.~ the compIBimmt/s are w1lling to have their name. t1.nd the details of 
thei.r complaint rP.ferred to the respond.f>nt. 

• Alli(>d to thi~ is the prlnc1ple that the cornplainimt should retain the right to 
hs.ve control over thf> way that their complaint is handled within the 
established guidelines Oe: at ea~h stage of the process thP complainant 
advises whether they wish their complaint to continue being dealt W'tth). 

To ensure each of these principles ts re.c;ponsibly and properly maintained 
Concllietol.'S who receive Information under qualified privilege must he 
adE'qUa.tely trained. This is eS{>('claUy important In assisting the Concllla.tor to 
detect and carefully deal with nuisance complaints. 

12. The n1a.jor aim of thesP proeedurPs I~ to prevent a recurrence of sexual 
h&rassment when It has already occured. It is the experience of most institutions 
that formal ('Omplaints bec'lme a rarity when proper systems to support selt-help 
are In pla.<'P and wherf> proper education of ministers about expected behaviour takes 
place. 



PROCED_URF.S • 
Diocesan Sexual Harassmel'!!. Education and Moni!oring__£.Q_mm~1t~ 

This Committee wfll bP appointed by the Bishop and will htt.ve the following task.s: 
• Implement the gutdeUr1es of this report. 

• Regularly review the f\1nct1oning of the giddelines of this report. 

• Develop and implement a program o! Informing all mpmbers of the Diocese 
about the procedures !or dealing wjth sexual harassment. 

• Develop aud lmplement an o~oJng program to ensurf.' that church members 
can ea..<iily gain information nbout the procedures. 

• Advise the Bishop on appropriate standards of initial education in sexual 
harassment procooures for begfnning ministers, e&pe~iall.V ~lergy n.nd licensf>d 
lay workers. 

• Provide ongoing ed1.mation for ministers about sexual harassment and guidelines 
ror a.<-ceptaOJe mtntstry behavtours that maintain respect for those being 
mintsterPd to. 

• Provide support and ongoing training for Djocesan Concutators. 

• Co-<>rdinate press statements and the now or jnformation to the wider 
<>ommunity about the handling of Incidents 1f thts ls require.cl. 

• Submit ttn annual report to the B\shop. 

Conciliators wtll be appointed by the Bishop. They wtll operate on the Deanel'y 
level. Preferably there would bf> at least one mfllP. and onE> female conciliator in 
ea<'h DP.anery. Due to possible legal demands Conciliators 1:1.t thts time wQuld nP.ed 
to be clergy. Th~ most. tmporta11t quAllfl<-atlon for Conctua.tors i~ that they should 
be respected. compassionate and trusted members of the church community. 
Ccmc-Hia1Ms must t>f> trained for thetr tasks, and be willing to continue ollf(oir~ 
trs.inlng In an environment of supportive coo~ratlon. 

A summa.r)I of the Conciliation procestS is givf>Tl in th~ how chart on the follow1l1g 
page: 
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Conellia.tors will, as required: 

• Recetve complaints. 

• Assist in elartfy1ng wbether sexual harassment has taken pl.ace. 

• The first and foremost aim or the Coneillator ts the task of 
reconciliation which wlll not Involve li judgement of guilt, but focus 
upon the prevention or re-occurrence. 

• Tnform complainants ot tooir legal rig-hts, whleh are not removed by 
using the- ~hurch's Sexual Harassment Procedures. 

• Inform respondents of their legal rights and about how the 
prooedureR wlll atrect. them. 

• Where appropriate and with the complains.nt's consent, act to bring 
about reeoneilis.tlon and/or future non- occutTeJlce of certa\n 
beha. viours. 

• No action wm be taken upon anon,ymous complaints, and no action 
will be taken unles..<i the complainant l& prepned to have his or her 
name revealed to the rl'spondent. 

• When a successful resolution cannot be aehfeved by the complainant 
or the ccmeWator and the complaint is ot a. serlous nature, the 
con<-Jli11.tor will Iooge, tn writing, a fOl'mal complaint with the 
Bishop, so that appropriate investigation e.nd action may be takPn by 
the Bishop. This will be done on behalf Of and with the permtss~on 
of the oomplEllnant. The written statement will eiq:>Ia1n tbe nature of 
the eomplalnt, including the ncunes of the complainant and the 
respondent. The Bishop shall deal with the focma.l complaint Jn a 
manne.r the BJl'\hop feels is appropriate and may Invoke the Clergy 
Disctpline Ordinance 1966 or suspend the Ucenee or a lay minister. 

• It is anticipated that a formal Mmplaint will only be made after 
attempts have been made to reach ~ resolution whi~h ls satjsfa.ctory 
to the cQmplainallt, although lt ls recognised that sueh attempt-a are 
not alwliys a.ppropriate. 

• F.nsure that both the complainant and respondent, whether further 
action is taken or not, receive adequate counselling 1tnd care to 
bring ahout personal Maung. 

After tlae procedures have been operating for three yedrs, tbl• Bishop Rhll.11 
mmmisston a re'V1ew of thPil' operation. 

• 



• Melbourne Group on Sexual Harassment, ( 1993) pratt Document__ - Prjncipl~ 
and Procedures for Deall_ng_with SeX!Htl Harassment. 

New South Wales Women1s Advisory Council. (1988) ~~xual __ IJ.!~~J!len.t .. ~t 
~ork . : . !t'LJ!9t a -~<;>_!]P.llmenj. 

New South Wales Anti-Discrimination Board, (19R9l 9~~~liQ.~_J .. <>.! 
~mP._loyers. 

Roberts, J. and Nixon, s. (1992) De~!M_With §exual Harassmen~. 
Melbourne, priv~tely published. 

Ronalda, c. (1991) Affirmative Action and sex Oiscrimlnatiom A Handbook 
~rL .Legal Rights for ~omen, Sydney. Pluto Pres.c;. ---- - ----·-- -

Provincial ~rd tor Ministry New Zealand, 1~91, Sexual Harassment -
~-"1~--ll~!Jr~~_s ~:nd . 9.t~dE>liJ!~. r~i:. . A.:,ngllcans. 


