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1. PURPOSE
The Evangelistic Trust (C3 Church Christchurch) is committed to providing a safe environment for all its administrators, staff, members and volunteers free from harassment. Harassment, bullying, discrimination, racial harassment, sexual harassment, or any other inappropriate behaviour will not be tolerated.

2. SCOPE
This policy covers (“Our People”):
· Everyone involved with C3 Church Christchurch including Pastors, church leadership, attendees, staff, and volunteers.
· All visitors including guests, consultants, and contractors.
Behaviour occurring:
· At any C3 Church Christchurch building.
· At any gathering of C3 Church Christchurch members (such as off-site training).
· Outside of our workplace (when it’s related to church members).

This policy is aligned with the Church Discipline policy and Leadership Complaints policy. 

3. Defining Sexual and Verbal Harassment 
3.1 Sexual Harassment 
The Human Rights Act 1993 defines sexual harassment as any unwelcome or offensive sexual behaviour that is repeated or is of such a significant nature to have a harmful effect, or which contains an implied or overt promise of preferential treatment or an implied or overt threat of detrimental treatment. Conduct which makes a person feel offended, coerced, or humiliated constitutes sexual harassment, whether it be physical, verbal or non-verbal in nature. Discrimination is not required to be intentional. Discrimination can be a single significant event or repeated act. It does not need to be directed at a particular individual. It can include:

	Physical Conduct
	Verbal and Written Conduct
	Non-verbal Conduct

	· Unwelcome physical contact including patting, pinching, stroking, kissing, hugging, fondling, or other inappropriate touching

· Physical violence, including sexual assault

	· Remarks on an individual’s appearance, age, private life, etc.

· Sexual comments, stories and/or jokes

· Sexual advances

· Repeated and/or unwanted invitations for dates, social interaction or physical intimacy

· Insults based on the sex of the individual

· Condescending or paternalistic/maternalistic remarks

· Sending sexually explicit messages verbally, in writing, or by electronic means

· Grooming: Communication through digital platforms (texts, social media, email, etc.) with an intent to meet a young person for a sexual purpose, (even if no physical act occurs)

	· Display of sexually explicit or suggestive material

· Sexually suggestive gestures

· Whistling

· Leering, glaring or staring




3.2 Physical or Verbal Harassment and discrimination
Physical or verbal abuse refers to any behaviour, action, statement or demeanour that a reasonable person would perceive as a threat, whether expressed or implied, to harm or in any way endanger the safety of another individual or his/her family. This includes words or actions that demean another person’s race or gender.

	Physical Conduct
	Verbal and Written Conduct

	· Physically touching, threatening to touch, or intimidating a person in a malicious manner

· Throwing objects regardless of whether a person is the target of a thrown object

·  Destroying property

· Stalking

· Unwanted horseplay

	· Threats or intimidation including unwelcome name-calling, obscene language or other abusive language, to include directing such language to another in writing

· Yelling or shouting at a person

· Public belittling, intimidation or humiliation

· Demeaning people due to their marital status; religious belief; ethical belief; colour; ethnic or national origins; disability; age; political opinion; employment status; family status; or sexual orientation

· Racial discrimination includes: jokes, remarks, insults, songs, innuendos or direct comments about cultural differences, ethnic origin or race; name-calling or deliberately mispronouncing names; making fun of the way people dress, speak or look relating to their ethnic origin; offensive material; and threatening behaviour based on cultural differences, ethnic origin or race

· Demeaning a person because of their gender

· Social media / online comments




3.3 Bullying 
Bullying is persistent, unreasonable behaviour directed towards an employee or group of employees that results in harm to that employee or group of employees. Bullying may be intended to harm, threaten, intimidate, or demean an individual or group of individuals but such intention is not required.  

4. Resolving Bullying, Harassment, and Discrimination
A victim of harassment should seek advice from a trusted person or public sector agencies, counsellors, helplines, or lawyers. If they wish, they can come to C3 with their complaint.

The complaint procedure follows the C3 Complaints Procedure. Yet some wisdom needs to be used depending on the seriousness of the complaint. 

From what Jesus revealed in Matthew 5:23-24 & 18:15-17, we see that reconciling relationships between each other is important. This may include challenging someone’s moral behaviour or resolving a difference of opinion.
The Apostle Paul emphasises that Christians ought to reflect the nature of Christ and appreciate that they are empowered by the Holy Spirit to work out their differences (1 Corinthians 6:1-11). Therefore, church members are encouraged to bring up complaints directly with each other. When this occurs, it is reasonable to expect that both the complainant and the subject of the complaint would handle the situation in a Christlike way. (Galatians 6:1-3) 

Due to the serious nature of bullying, harassment and discrimination, the reconciliation process may be entered into at any step.
Seek to resolve the issue with the person





Report to Ministry Leader, Senior Pastor or Key Team




Make a formal complaint for The Board to investigate




Report the complaint to outside agency

Option One: Seek to Resolve the Issue with the Person
Complainants are encouraged to talk with a trusted person. If the complainant feels able they may go to the person they have the complaint with and talk to them directly. They are able to take their trusted person with them. As much as reasonably possible, keep the matter confidential between you and the person you have the complaint with. 

But complainants don’t need to do this – they should only do it if they feel safe and comfortable to do so.

Option Two: Report to Ministry Leader or Senior Pastor
If a resolution is not achieved, the complainant ought to inform the ministry leader or their Senior Pastor. If the complainant feels the need to bring a support person with them, this is encouraged. If the complaint is with the Senior Pastor, the complainant ought to approach a member of the Key Team. 

The Senior Pastor or Key Team member will make the complainant aware of this policy and their options for resolution, including dealing with the matter informally or making a formal complaint to the Board. 

Option Three: Make a Formal Complaint for The Board to Investigate
In making a complaint to the Board of C3 Church Christchurch, the usual procedure would be to put it in writing and submit it to the Chairperson of the Board. If the matter was urgent, a phone call directly to the Chairperson of the Board would be appropriate. This may be done by the Senior Pastor or Key Team member on behalf of the complainant.

The Chairperson would then disclose the situation to the Board. The Board would follow the formal complaints procedure outlined below.

Option Four: Report the Complaint to Outside Agency
Complainants could instead decide to seek help from an outside organization (eg the Police). This step can happen at any time and may be the result of the investigation.
Employees could also decide to raise a personal grievance under the Employment Relations Act 2000 with the company first and then the Employment Relations Authority or submit a complaint under the Human Rights Act 1993 with the Human Rights Commission.

5. Outcomes from a Formal Complaint
The complainant can let the Pastor / Key Team / Board know of their preferred approach and have a support person or representative involved at any stage of any of the options below.

	Option
	Direct approach (feedback)
	Facilitated discussion or mediation
	Restorative approach
	Formal investigation of complaint

	Formal or informal approach
	Informal
	Informal – voluntary but structured
	Informal – voluntary but structured
	Formal

	Summary of approach
	Where someone else (on your behalf) speaks to the person about your concerns, hears their response and between you/they agree a way forward.

	If everyone involved feels safe and agrees to do so, have a discussion facilitated by a third party to explore issues and agree a way forward.

	Similar to a facilitated discussion but where it is agreed to appoint a restorative facilitator and to focus on restorative principles (identifying and addressing harm).
	The Board either convenes a sub-committee to investigate or, if appropriate, appoints an external investigator to investigate the complaint and make factual findings. The investigator reports to the Board to decide next steps.  

	How outcomes are decided
	Outcomes by agreement
	Outcomes by agreement
	Outcomes by agreement
	Outcomes determined by the Board (excluding any investigating sub-committee)

	Anonymity
	Will depend on circumstances as to whether person raising concerns will need to be identified
	Person raising concerns will be identified due to direct involvement
	Person raising concerns will be identified due to direct involvement
	Person raising concerns will be identified and full details of complaint provided in accordance with natural justice



[bookmark: _Hlk149290725]Complaint Response
Once any of Our People have reported their concerns, either the Pastor, Key Team member, or Board representative will discuss with them/and their support person: 
a) the options in the table above; 
b) any other options identified by the person raising concerns or anyone else involved; 
c) support available; 
d) interim measures needed (i.e. to manage health and safety while a process is underway); 
e) the next steps C3 Church Christchurch will take; 
f) who will be involved and what their role will be in the process (e.g. appointing a third party such as an investigator or mediator if applicable); and
g) how the person raising concerns will be kept informed of progress.

These discussions may take place over several discussions to allow time, space, and support to decide the next steps.

C3 Church Christchurch will ultimately decide the process that will be followed, but will take into account the person raising concerns preferences and the management of health and safety risks.  

If the person raising concerns is reporting something that they witnessed or which happened to someone else, C3 Church Christchurch may, depending on the circumstances, need to obtain the consent of that person (the other person) before following certain processes.  


Sub-Committee Process
When required The Board will form a sub-committee to consider the information provided. The Board, in its discretion, may deal with the matter internally, or refer the matter to an external investigator. They will talk to everyone involved including both parties and any witnesses. It is their aim to get a clear description of the behaviour / incident, taking detailed notes. Throughout this process C3 Church Christchurch will ensure there are people to pastorally care for both the complainant and the alleged perpetrator.

Investigation Made
The Complaint Committee will complete a full report for The Board. This will include:
· A summary of the incident / behaviour
· Any tangible evidence bearing on the investigation, such as emails, text messages, voicemail messages, photos, etc.
· The steps that have been taken in the investigations
· Findings from meetings with both parties (and any third-parties)
· Recommendations for action

Action
If the complaint is found to be credible and that the bullying, harassment, or discrimination took place, decide what the appropriate remedy for the complainant, in consultation with the complainant. 

Actions may include: an apology; church discipline (see related policy); a change to working arrangements; training for the offender; suspension from ministry leadership; dismissal from employment; legal action; police report.

C3 will follow up to ensure that the recommendations are implemented, that the behaviour has stopped and that the victim is satisfied with the outcome.

Some behaviour may not meet the threshold of bullying, harassment, or discrimination but still be inappropriate or harmful. C3 Church Christchurch may address such behaviour to maintain a safe and respectful environment.
6. Extra Notes
Responsibilities
All supervisors and church leaders who receive a complaint or information about suspected harassment, observe what may be sexually harassing behaviour or for any reason suspect that harassment is occurring, are mandated to report such suspected harassment to their Senior Pastor. All staff and leaders have legal obligations under the Health and Safety at Work Act to eliminate or minimise risks to health and safety, including psychological harm. 

Power Imbalance
Leaders must also be aware that their position of authority may influence how behaviour is perceived and must take extra care to avoid coercive or intimidating behaviour.

Confidentiality
All complaints shall be treated with respect and in confidence. Alleged perpetrators will also be allowed reasonable confidentiality, though the investigation committee may determine it is necessary to pass on information to other agencies if they determine there is a risk to others. Due consideration must be given to the Privacy Act 2020 before disclosing any information. C3 will communicate outcomes to complainants to the extent permitted by the Privacy Act, noting that some employment-related outcomes cannot be fully disclosed.

Note Taking
When the Senior Pastor receives a complaint under this Policy, whether one of sexual harassment or misconduct, exploitation, physical or verbal abuse, they will:
· Immediately record the date(s), time(s) and facts of the incident(s)
· Ascertain the views of the complainant as to what outcome he/she wants
· Record the steps taken and on what dates

These records will be held even if the complaint is resolved / withdrawn. 

Conflict of Interest
Where there is a conflict of interest with Senior Pastor, Key Team member or Board member they will be excluded from all investigations, reporting, and decisions. 

Support
Evangelistic Church Trust will provide support, and/or access to support, to all involved (including the person who has complained, the person complained about, and any witnesses). 

Retaliation
Where a complaint is made there is a risk of retaliation. Retaliation can be action that could discourage someone from coming forward to make or support a sexual harassment claim. Retaliation is prohibited.  

Mutuality
Sexual harassment is not behaviour which is based on mutual attraction, friendship and respect. If the behaviour is consensual and reciprocated, it is not sexual harassment. However, there are things which may undermine or preclude consent, such as intoxication or power imbalance, and this should be recognised by all staff members and borne in mind.  Consensual sexual activity or intimate relationships may be inappropriate where there is an imbalance of power between the people involved.

Complaints with Conditions
A person raising a complaint should be aware that, if they do not want their identity or full details of the complaint disclosed to the person they have complained about, this may affect what steps C3 Church Christchurch can take in respect to the concern(s) raised.  Likewise, if an anonymous complaint is received or if those affected do not consent to further steps being taken by us.  Even if the complaint cannot be formally investigated, C3 may still take steps such as training, monitoring, or safety measures.


Frivolous Allegations
C3 Christchurch also acknowledges that allegations of discrimination, bullying and/or harassment are serious matters and can potentially damage an individual's reputation. Intentionally false accusations that are found, after investigation, to be of a frivolous or vexatious nature will be viewed seriously and may result in us taking appropriate action against the complainant, including, in the case of an employee, disciplinary action.
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Bullying, Harassment and Discrimination – One Page
Our Commitment
C3 Church Christchurch is committed to a safe, respectful, and healthy environment. We do not tolerate bullying, harassment (including sexual, physical or racial), discrimination, intimidation, or any inappropriate behaviour.

Unacceptable Behaviour
· Bullying: persistent behaviour that humiliates, intimidates, or demeans
· Harassment: offensive verbal, physical, or non‑verbal behaviour
· Sexual Harassment: unwelcome sexual advance, comments, or contact
· Racial Harassment: offensive behaviour related to race or ethnicity
· Discrimination: unfair treatment based on protected characteristics

If You Have a Concern
You can take any approach you feel safe with:
· Seek support: speak with a trusted person, Pastor or external agency
· Speak directly to the person: optional – only if safe
· Raise the concern with Ministry Leader or Senior Pastor
· Escalate to the Key Team/Board for a formal complaint
· Report externally: e.g., Police, Human Rights Commission

How C3 Church Christchurch Responds
· The correct approach will be determined from informal discussions to formal external investigations with enforceable outcomes
· All parties are treated fairly and respectfully
· Support is provided to complainants, respondents, and witnesses
· Outcomes from mediation, to police involvement will be considered
· C3 communicates outcomes within Privacy Act limits.

Your Protections
· Retaliation is prohibited
· False or malicious complaints may result in disciplinary action
· Confidentiality is maintained except where safety or law requires disclosure
For full policy visit: www.c3chch.org/policies 
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