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A note about resources:

Much of the information for this presentation is taken from:

Clergy Misconduct: Sexual Abuse in the Ministerial Relationship

Published by: 

The Center for the Prevention of Sexual and Domestic Violence

2400 North 45th Street, Suite 10

Seattle, WA 98103

Before proceeding, some Scripture:

Genesis 1:26-28: Then God said, "Let us make man in our image, in our likeness, and let them rule over the fish of the sea and the birds of the air, over the livestock, over all the earth, and over all the creatures that move along the ground."  27 So God created man in his own image, in the image of God he created him; male and female he created them.  28 God blessed them and said to them, "Be fruitful and increase in number; fill the earth and subdue it. Rule over the fish of the sea and the birds of the air and over every living creature that moves on the ground." 

Genesis 2:20-25: So the man gave names to all the livestock, the birds of the air and all the beasts of the field. But for Adam no suitable helper was found.  21 So the LORD God caused the man to fall into a deep sleep; and while he was sleeping, he took one of the man's ribs and closed up the place with flesh.  22 Then the LORD God made a woman from the rib he had taken out of the man, and he brought her to the man.  23 The man said, "This is now bone of my bones and flesh of my flesh; she shall be called 'woman, 'for she was taken out of man."  24 For this reason a man will leave his father and mother and be united to his wife, and they will become one flesh.  25 The man and his wife were both naked, and they felt no shame. 

Genesis 3:16-24: To the woman he said, "I will greatly increase your pains in childbearing; with pain you will give birth to children. Your desire will be for your husband, and he will rule over you."  17 To Adam he said, "Because you listened to your wife and ate from the tree about which I commanded you, 'You must not eat of it,' "Cursed is the ground because of you; through painful toil you will eat of it all the days of your life.  18 It will produce thorns and thistles for you, and you will eat the plants of the field.  19 By the sweat of your brow you will eat your food until you return to the ground, since from it you were taken; for dust you are and to dust you will return."  


Exodus 3:11   11 But Moses said to God, "Who am I, that I should go to Pharaoh and bring the Israelites out of Egypt?" 

2 Samuel 12:5-7: David burned with anger against the man and said to Nathan, "As surely as the LORD lives, the man who did this deserves to die!  6 He must pay for that lamb four times over, because he did such a thing and had no pity."  7 Then Nathan said to David, "You are the man! 

Isaiah 6:5: "Woe to me!" I cried. "I am ruined! For I am a man of unclean lips, and I live among a people of unclean lips, and my eyes have seen the King, the LORD Almighty." 

Jeremiah 1:4-6: The word of the LORD came to me, saying,  5 "Before I formed you in the womb I knew you, before you were born I set you apart; I appointed you as a prophet to the nations."  6 "Ah, Sovereign LORD," I said, "I do not know how to speak; I am only a child." 

Luke 5:5-8: Simon answered, "Master, we've worked hard all night and haven't caught anything. But because you say so, I will let down the nets."  6 When they had done so, they caught such a large number of fish that their nets began to break.  7 So they signaled their partners in the other boat to come and help them, and they came and filled both boats so full that they began to sink.  8 When Simon Peter saw this, he fell at Jesus' knees and said, "Go away from me, Lord; I am a sinful man!" 

Basic Assumption #1
OUR COMMON EXPERIENCE AS MINISTERS

Five statements about common experiences:

1. We basically know right from wrong

2. We have friendships with members of our congregation, our staff, and clients

3. We may have experienced sexual attractions to people in our congregations, staff, etc.

4. We may have experienced sexual come-ons from those in congregations, staff, etc.

5. We may have, at some point, stepped over the boundaries of our ministerial role with a person in our congregation, staff, client, etc.

Three conclusions to be drawn:

1. The work of ministry places us in an intimate relationship with members of our congregation, staff, clients, etc.

2. Because of that intimacy, we are at risk of engaging in inappropriate, unethical behavior

3. Therefore – the challenge for us is how maintain the INTEGRITY of the ministerial relationships in the work which we have been called

Basic Assumption #2

GOD’S GIFT OF SEXUALITY
It is a gift, and God affirms it

· Genesis

· Song of Solomon

· Jesus’ presence at Cana

It is a gift, and it is to be honored and protected 

Basic Assumption #3

Ministry as a Profession

· It is a calling

· It requires specialized knowledge and understanding 

· There are standards for performance which members are expected to meet

· We are accountable to those whom we serve

· There is POWER AND AUTHORITY inherent in the roles to be used in the interest of those served 

Ephesians 4:11-12: It was he who gave some to be apostles, some to be prophets, some to be evangelists, and some to be pastors and teachers,  12 to prepare God's people for works of service, so that the body of Christ may be built up

Models of Ministry
“Power Over” 

· To control others

· To preserve clergy privilege

· Power originates in hierarchy

· Accountable only to the hierarchy / structure 



“Power” 

· Power is taken
· Power means control
· People resist power
“Power With” 

· To provide leadership

· To protect the vulnerable 

· Power originates in the community

· Accountable to the community 



“Authority” 

· Authority is given 
· Authority means freedom 

· People submit to authority
Types of Power (this list refers to negotiations, but applicable to any organization / system):
1. Position. Some measure of power is conferred on the basis of one’s formal position in an organization. For example, a marketing manager can influence the decisions that affect the marketing department. However, the marketing manager has little power to influence the decisions that affect the finance department.
2. Knowledge or expertise. People who have knowledge or expertise can wield tremendous power. Of course, knowledge in itself is not powerful. It is the use of knowledge and expertise that confers power. Thus, you could be an incredibly bright person and still be powerless.
3. Character or ethics. The more trustworthy individuals are, the more power they have in negotiations. The big issue here is whether they do what they say they are going to do—even when they no longer feel like doing it.
4. Rewards. People who are able to bestow rewards or perceived rewards hold power. Supervisors, with their ability to give raises, hold power over employees. Money can have power. But money, like anything else, holds very little power if it is not distributed. 
5. Punishment. Those who have the ability to create a negative outcome for a counterpart have the power of punishment. Managers who have the authority to reprimand and fire employees hold this type of power. State troopers and highway patrol officers who have the ability to give out speeding tickets also have this power.
6. Gender. Dealing with someone of the opposite sex can confer power. We have videotaped many negotiation case studies in which the turning point came when a woman casually touched a man’s hand or arm to make her point.
7. Charisma or personal power. When we ask participants in our seminars for examples of leaders who have had charisma or personal power, invariably the names of Mother Teresa, John F. Kennedy, and Ronald Reagan come up. When we ask, “What do all three of these leaders have in common?” participants usually respond, “Passion and confidence in what they believe in.” 
One more type of power: What about Pastoral Power?
· Have you ever experienced this?

According to Title VII of the Civil Rights Act of 1964:

SEXUAL HARASSMENT includes unwelcome sexual advances, requests for sexual favors and other verbal or physical contact of a sexual nature when:

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

b. Submission or rejection of such conduct by an individual is used as the basis for employment decisions affecting that individual; or

c. Such conduct has the purpose or effect of unreasonably interfering with an individual’s work performance by creating an intimidating, hostile, or offensive work environment.  Further, 

d. Harassment may also include, but is not limited to risqué jokes, innuendo, unacceptable visual contact, unwelcome casual touch, insults, unwelcome and inappropriate hugs and kisses, and suggestive pictures 

From the Equal Employment Opportunity Commission (www.EEOC.gov / Employers / Sexual Harassment):
Sexual Harassment

It is unlawful to harass a person (an applicant or employee) because of that person’s sex. Harassment can include “sexual harassment” or unwelcome sexual advances, requests for sexual favors, and other verbal or physical harassment of a sexual nature.

Harassment does not have to be of a sexual nature, however, and can include offensive remarks about a person’s sex. For example, it is illegal to harass a woman by making offensive comments about women in general.

Both victim and the harasser can be either a woman or a man, and the victim and harasser can be the same sex.

Although the law doesn’t prohibit simple teasing, offhand comments, or isolated incidents that are not very serious, harassment is illegal when it is so frequent or severe that it creates a hostile or offensive work environment or when it results in an adverse employment decision (such as the victim being fired or demoted).

The harasser can be the victim's supervisor, a supervisor in another area, a co-worker, or someone who is not an employee of the employer, such as a client or customer.
Extent of the problem:  Sexual Contact in the Ministerial Relationship
Survey of Ministers
, 1984, Fuller Seminary (four denominations)

· Sexual contact with a church member 
 …………………………….……………. 38.6%
· Sexual intercourse with church member
 ……………………………..…………..12.7%

· Know of a minister who had sexual intercourse with a church member ………….76.5%
(1992 Survey of Physicians,
 Sexual contact with one or more patients……………….….12%)

Survey of ministers:
 1988, Leadership (Research, Christianity Today) 

· Intercourse outside marriage…………………………………………………….12.0%

· With a counselee…………………………………………………………….…17.0%
· With a ministerial staff member ………………………………………………..5.0%

· With other staff member …………………………………………….………….8.0%

· With church leader ………………………………………………………………9.0%

· With someone else in the congregation …………………………………..……30.0%

Survey of Southern Baptist Pastors:
 1993 (Journal of Pastoral Care)

· Sexual behavior inappropriate to a minister ………………………………………...14.1%

· Sexual contact with someone in their church …………………………………….…..5.8%

· Sexual contact with someone formerly in their church ………………………..…….4.3%

· Knowledge of other ministers who had sexual contact with                                    someone in their church ………………………………………………….………….70.4%
· Counseled a woman who had sexual intercourse with a minister …………………..24.2%

· Lack of written guidelines or policies …………………………………….…..…… 80.1%

.
Extent of the problem:  Sexual Contact in the Congregation
Survey of female Clergy
: 1986, U.C.C.

Experienced sexual harassment by male clergy                                                         in the church workplace ……………………………………………….……..48%

Survey of Church Workers:
 1990, United Methodists
Experienced sexual harassment in church:

· Clergywomen……………………………………………….…..…….....77%

· Laity ………………………………………………………….………….20%

· Students ……………..……………………………………..………...….48%

· Employees……………………………..……………..…….……..……..37%

Survey of Unitarian Universalist Women:
 1991

Experienced sexual harassment by clergy or lay leader …………...……..…….21%

Survey of Female Rabbis:
 1993

Experienced sexual harassment at least once                                                            in the course of their work …………………………...…….………… …….…73%

· By lay person……………………….……….………….………………..68%

· By another rabbi …………………………………………………………29%

Experienced sexual harassment at work                                                               once a month or more ……………….…………..…………………….………..24%

THE “CONTIUUM” OF SEXUAL HARASSMENT

WANDERERS<---------------------------------------------------------------------------------->PREDATORS


WHO ARE THE ABUSERS WITHIN THE MINISTRY?
Sexual abusers within the ministry exhibit a wide range of behavioral and personality traits.  They cannot be characterized by a single list of traits.  Rather, these abusers fall along a continuum.  At one extreme is the type called the “wanderer”; at the other extreme is the sexual predator.  (NOTE: Anyone who is sexual with a child is a predator.) 

It is important to note that the effect on the victim is not determined by the type of abuser. Abuse by a “wanderer” can be just as damaging as abuse by a sexual predator.  
WHAT TRAITS DIFFERENTIATE

THEM?

WHAT IS THE PROGNOSIS FOR TREATMENT?

Wanderers

*“wanders” across boundaries

*Fair to good, if highly                   motivated to change

Sexual Predators 

*predatory

*sociopathic (lacking conscience) 

*poor to fair, even if highly motivated to change 
continued… 

WHAT TRAITS ARE TYPICAL OF ALL SEXUAL ABUSERS IN THE MINISTRY?

· controlling, dominating

· limited self-awareness

· limited or no awareness of boundary issues

· no sense of damage caused by own behavior 

· poor judgment

· limited impulse control

· limited understanding of consequences of actions

· often charismatic, sensitive, talented, inspirational and effective in ministry 

· limited or no awareness of power

· lack of recognition of own sexual feelings

· confusion of sex and affection

WHAT BEHAVIOR IS TYPICAL OF ALL SEXUAL ABUSERS IN THE MINISTRY?
All sexual abusers – from wanders to sexual predators – have certain behaviors in common:

· may seek out vulnerable people 

· attract vulnerable people 

· are secretive

· are manipulative

· will minimize, deny, rationalize, and blame 

SEXUAL ABUSER’S TRAITS

+

WORKAHOLISM

STRESS

ALCHOHOLISM

DRUG ABUSE

+

NOT MEETING PERSONAL NEEDS

LACK OF SIGNIFICANT ONE-TO-ONE RELATIONSHIPS

+

NO SUPERVISION

ISOLATION

SECRECY

LACK OF CONSEQUENCES

OPPORTUNITY AND ACCESS TO VULNERABLE PEOPLE

==
HIGH RISK TO VIOLATE BOUNDARIES AND ABUSE
Who are the victims of sexual abuse within ministerial relationships?

Who are they? 

· Can be ANYONE of any age or circumstance



What makes people susceptible to victimization?

· VULNERABILITY makes people susceptible to victimization.  It also makes them susceptible to coercion and manipulation
Children or teens – vulnerability due to:

· Age, size, lack of understanding, lack of experience
· Dependence on adults, due to:
· Need for approval
· Instinctive trust of adults
· Reliance on adults’ interpretations of feelings, thoughts, and experiences

· Special relationship with adult involved 

Adults – vulnerability due to:

· Lesser power, gender, lack of resources, emotional need, etc.

· Expectations and feelings about the minister

· May trust in clergy and other ministers as respectful authority figures

· May assume clergy and other ministers are safe people to confide in because of their position (or celibacy for Roman Catholic priests)

· May be attracted to minister’s sensitivity, caring style, or power 

· Behavior towards minister

· May attempt to sexualize the relationship 



Who is responsible?
· The responsibility for protecting the integrity of the relationship lies with the minister 
SEXUAL CONTACT WITHIN A MINISTERIAL RELATIONSHIP IS NOT:
· “Just an affair”

· “Something that got out of hand”

· “A momentary lapse of judgment”

· “Giving into temptation”

· “Sexual Misconduct” by clergy

· “Succumbing to a woman’s wiles”

· “A midlife crisis”

· “A reaction to stress”

· “Sexual addiction”

· “An indiscretion” 

· “Falling in love”

· “The result of a spouse’s or partner’s inadequacies or lack of attention”

· “Betrayal of celibacy”

· “Adultery”

· “Time out” from one’s ministerial relationship with congregant / client

· “Taking care of one’s own sexual needs”

· “Therapy” for the congregant / client
….although it may involve any or all of these circumstances
SEXUAL CONTACT WITHIN A MINISTERIAL RELATIONSHIP IS:
CLERGY MISCONDUCT

Goal
To maintain the integrity of ministerial relationships and to protect vulnerable persons such as congregants, clients, employees, students, staff, and others 

Definition
It is clergy misconduct when any person in a ministerial role of leadership or pastoral counseling (clergy, religious, or lay) engages in sexual contact or sexualized behavior with a congregant, client, employee, student, staff member, etc. (adult, teenager, or child) in a professional relationship.  Such misconduct is a violation of the ministerial relationship in which a person in a position of religious leadership takes advantage of a vulnerable person, instead of protecting her/him.

Examples of Ministerial Relationships:

· A congregant seeking guidance from a minister

· An altar server serving a priest

· A church employee in relation to his/her supervisor

· A parent volunteer in relation to the Youth Minister

· A child in relation to his/her Sunday School teacher 

· A student intern supervised by a Senior Minister

· A secretary in relation to the pastor

· A volunteer coordinator in relation to his/her minister

· A child in relation to a volunteer in the church 
· ___________________________________
SOME MYTHS CONCERNING SEXUAL ABUSE IN THE MINISTERIAL RELATIONSHIP

Abusers

· Myth: 
A respected, inspirational minister could never be a sexual offender

· Reality: “Bob as we know him” vs. “Bob as his victim(s) know him
Victims: 

· Myth: 
They are children

They lie about the abuse

· Reality: Children, teens, adults: victims rarely lie because there is no benefit in doing so 

Consequences:

· Myth: Sexual abuse by a minister is relatively harmless compared to incest

· Reality: Parallels with incest 

“GOOD, BAD, CONFUSING TOUCH”

Touches can be good, bad, or confusing

GOOD TOUCHES
Good touches are touches that make the receiver feel affirmed – good about himself or herself.  Good touches are experienced by the receiver as warm, caring, nurturing, supportive

BAD TOUCHES
Bad touches are touches that hurt the receiver – touches that make the receiver feel bad about herself or himself, touches that inflict pain or that seem to disregard the receiver’s feelings.  Bad touches are experienced by the receiver as manipulative, coercive, abusive, or frightening
CONFUSING TOUCHES
Confusing touches are touches that make the receiver feel uncomfortable, uneasy, confused, unsure.  The receiver experiences confusion and conflicting feeling about the touch and/or about the person who does the touching 

WHAT DETERMINES
Whenever a touch is “good,” “bad,” or “confusing,” is

THE NATURE
determined by how the receiver experiences it – NOT by the

OF A TOUCH?
intentions of the person doing the touching.  The “toucher” may intend the touch to convey a certain kind of message (support, affection, etc.); but the message is entirely dependent on how the receiver perceives the touch, and the toucher has no control over this.  The toucher’s intentions are irrelevant 

THE ELEMENT 
Foremost in how the receiver experiences a touch is the element

OF CHOICE
of choice: 
· Does the receiver have a choice in the matter of whether or not to be touched?  
· Is the touch offered, or forced upon the receiver, perhaps on the assumption that the receiver wants to be touched?  
· Is the receiver free to accept or decline the offer? 
· Touch that is not freely chosen by the receiver is likely to be experienced as “bad” or “confusing” touch 


NOTE: This page is based on the Touch Continuum as presented by Cordelia Anderson in The Child Sexual Abuse Prevention Guidebook, Sexual Assault Services, Hennepin County Attorney’s Office, Minneapolis, MN, 1979. 

SOME COMMENTS ON ETHICS:

WHY is it wrong for a minister to be sexual with someone whom he/she serves or supervises?  
It is wrong because sexual activity in this context is exploitative and abusive.  The sexual nature of this boundary violation is significant only in that the sexual context is one of great vulnerability for most people.  The essential harm is that of crossing boundaries within the ministerial relationship and thereby betraying a trust.  
1. It is a violation of a role and a fiduciary responsibility

The ministerial relationship presupposes certain role expectations: the minister is expected to make available certain resources, talents, knowledge, and expertise which will serve the best interest of the congregant, client, employee, student, staff member, etc.  Sexual contact or sexualized behavior is not part of the ministerial role.  Such behavior is characteristic of a sexually intimate relationship, not a professional relationship.  

2. It is a misuse of authority and power

The role of minister carries with it authority and power, and the attendant responsibility to use this power to benefit the people who call upon the minister for service.  This power can easily be misused when a minister uses (intentionally or unintentionally) his/her authority to initiate or pursue sexual contact with a congregant/staff member.  Even if it is the congregant/staff member who sexualizes the relationship (or attempts to do so), it is still the minister’s responsibility to maintain the boundaries of the ministerial relationship and not pursue a sexual relationship – for with power comes the responsibility to use that power ethically.
3. It is taking advantage of vulnerability
To be vulnerable to another person is the result of having less power or fewer resources than that person.  Congregants/staff are by definition vulnerable to their ministers – that is, in multiple ways, they usually have fewer resources and less power than their ministers.  When the minister takes advantage of this vulnerability by gaining sexual access to congregants/staff person, the minister violates the mandate to protect the vulnerable from harm, a mandate which derives from the Jewish and Christian traditions of a hospitality code.  

4. It is an absence of meaningful consent

Meaningful consent to sexual activity requires a context not merely of choice, but of equality; hence, meaningful consent requires the absence of any constraint or even the most subtle coercion.  When there is an imbalance of power between two persons arising out of role differences, there is no real equality.  There is always an imbalance of power and thus the inequality between a minister and those whom he/she serves or supervises.  Even in the relationship between two persons who see themselves as “consenting adults,” the difference in role precludes the possibility of meaningful consent.  
SELF-ASSESSMENT CHECKLIST

Note: These questions are for reflection, and are not meant to diagnose or predict any bad behavior.  Contact a professional with any concerns.  

Personal History:

· Does my personal or family history include sexual abuse, alcohol or drug abuse, or other family dysfunction?
· Am I coming to terms with the issues and feelings involved in my personal history?  Am I able to identify areas in my history where I need healing?
· Am I taking steps to address the areas where I need healing?
Psychosexual Integration:

· Have I discussed my sexual history with a professional or a friend?
· Am I comfortable with my sexual orientation?
· Do I monitor my sexual fantasies for inappropriate persons such as children, clients, congregants, employees, etc?
· Are my personal friendships and intimate relationships appropriate – namely, age-appropriate and not involving anyone with whom I have a ministerial relationship?
· Am I able to identify my emotional/sexual needs and meet them appropriately?
Personal/Professional Self:

· Am I meeting my personal needs outside of my work setting?
· Do I acknowledge the power inherent in my professional role?
· Am I aware of the effects of that power on those with whom I interact – for example, the attraction that power holds for some people?
· Do I remain alert to my potential for violating boundaries due to that power?
· Am I aware of the consequences to me of my violating the boundaries of my ministerial relationships?
· Do I have a consultation or supervision setting in which I can discuss these questions?
PRESERVING BOUNDARIES IN THE MINISTERIAL RELATIONSHIP:

INDIVIDUAL PERSONAL AND PROFESSIONAL HEALTH

ELEVEN GUIDELINES FOR MAINTAINING MINISTERIAL BOUNDARIES

1. To counsel, or not to counsel?

a. DO NOT ATTEMPT counseling unless you are trained as a counselor

b. DO NOT ATTEMPT to counsel victims, survivors, or abusers for their abuse without special training in this area.  REFER, REFER, REFER

2. If you do decide to counsel, SET LIMITS 

a. AVOID “counseling” in any setting that might suggest dating or other social interaction

b. LIMIT the length and number of the sessions – in advance
3. Sexual feelings:

a. BE AWARE of any sexual feelings, vis-à-vis congregants, clients, employees, students, staff, etc.  (EXPECT to have these feelings)

b. ACKNOWLEDGE these feelings to yourself, to a supervisor, and/or in consultation session – NOT TO THE INDIVIDUAL WHO IS THE OBJECT OF THESE FEELINGS, NOT TO ANY OTHER CONGREGANT/STAFF MEMBER

c. DO NOT ATTEMPT to sexualize the relationship 

4. Sexualized behavior:

a. DO NOT ATTEMPT to sexualize any ministerial relationship

b. If a congregant/staff member engages in sexualized behavior toward you, DO NOT RESPOND in kind:

i. MAINTAIN your ministerial role

ii. REAFFIRM the ministerial relationship, and 

iii. CONSULT with a colleague, consultant, or supervisor

5. Stress management and self-care:

a. PROVIDE FOR your own physical, psychological, and spiritual self-care, recreational time, time off to care for self or family, retreats, educational leave, etc.  

b. As a check to see whether you are doing this, LIST the activities you engage in outside your congregation

c. Institutions have an obligation to support individuals’ self-care, through financial support and generous leave policies

continued…
6. Dual relationships:

a. DO NOT ENTER a dual relationship in which you are both minister and lover/partner to a congregant, client, employee, student, staff member, etc.

i. If you both decide to pursue an intimate relationship, end the ministerial relationship

b. AVOID dual relationships with congregants, employees, students, staff, etc., in which you serve an individual in two ministerial capacities

c. If a dual relationship is unavoidable (e.g., you work in a small community, if you supervise employees and serve as their minister, if you are a pastor in a seminary where you also teach) discuss the inherent problems and possible consequences with the individual(s) involved, establish whatever boundaries you can to limit the duality, mutually decide upon strategies for protecting the ministerial relationship and be open about the duality 

7. Personal relationships and intimacy needs:

a. ATTEND TO your personal and familial relationships.  Maintain and nurture them

b. As a check, LIST the relationships you have with people who are not members of your congregation

i. Again, institutions have an obligation to support this – e.g., through policies supporting maternity/paternity leave, elder and child care, bereavement leave; by keeping ministers’ workloads reasonable

8. Avoid workaholism and burnout:

a. BE CLEAR about your job description and the accompanying expectations

i. Obviously, institutions must take the first step by providing job descriptions and specifying expectations 

b. When you encounter situations beyond your expertise, CONSULT and REFER

c. If your workload seems unreasonable or unmanageable, discuss this with a supervisor or consultant to see what can be done

9. Supervision and evaluation:

a. ASK A SUPERVISOR to periodically review your position and your work with you, if your supervisor does not do this on his/her own initiative

10. In order to avoid isolation: 

a. MAINTAIN contacts with colleagues

b. CONSULT regularly

11. Spiritual Practice: 

a. PRAYER and MEDITATION
Selected passages from the 2009 – 2011 Book of Order: 

G-4.0403, Full Participation: The Presbyterian Church (U.S.A.) shall give full expression to the rich diversity within its membership and shall provide means which will assure a greater inclusiveness leading to wholeness in its emerging life. Persons of all racial ethnic groups, different ages, both sexes, various disabilities, diverse geographical areas, different theological positions consistent with the Reformed tradition, as well as different marital conditions (married, single, widowed, or divorced) shall be guaranteed full participation and access to representation in the decision making of the church. (G-9.0104ff)

G-6.0204a, Information Held in Confidence: In the exercise of pastoral care, ministers of the Word and Sacrament shall maintain a relationship of trust and confidentiality, and shall hold in confidence all information revealed to them in the course of providing such care and all information relating to the exercise of such care. When the person whose confidences are at issue gives express consent to reveal confidential information, then a minister of the Word and Sacrament may, but cannot be compelled to, reveal confidential information. A minister of the Word and Sacrament may reveal confidential information when she or he reasonably believes that there is risk of imminent bodily harm to any person.

G-6.0204b, Duty to Report: A minister of the Word and Sacrament shall report to ecclesiastical and civil legal authorities knowledge of harm, or the risk of harm, related to the physical abuse, neglect, and/or sexual molestation or abuse of a minor or an adult who lacks mental capacity when (1) such information is gained outside of a confidential communication as defined in G-6.0204a; or (2) she or he reasonably believes that there is risk of future physical harm or abuse.

G-6.0304b, Duty to Report: An elder shall report to ecclesiastical and civil legal authorities knowledge, gained in the course of service to the church, of harm, or the risk of harm, related to the physical abuse, neglect, and/or sexual molestation or abuse of a minor or an adult who lacks

mental capacity when (1) such information is gained outside of privileged communication; or (2) she or he reasonably believes that there is risk of future physical harm or abuse.

G-6.0404b, Duty to Report: A deacon shall report to ecclesiastical and civil legal authorities knowledge, gained in the course of service to the church, of harm, or the risk of harm, related to the physical abuse, neglect, and/or sexual molestation or abuse of a minor or an adult who lacks mental capacity when (1) such information is gained outside of privileged communication; or (2) she or he reasonably believes that there is risk of future physical harm or abuse.

G-14.0732, Duty to Report: Certified Christian educators shall report to ecclesiastical and civil legal authorities knowledge gained in the course of service to the church, of harm, or risk of harm, related to the physical abuse, neglect, and/or sexual molestation or abuse of a minor or an adult who lacks mental capacity when (1) such information is gained outside of privileged communication; or (2) he or she reasonably believes that there is risk of future physical harm or abuse.

Refer also to G-10.0106, Administrative Leave, and G-10.0400ff for Disciplinary procedures 
From the PC(USA) website, http://gamc.pcusa.org/ministries/sexualmisconduct/create-policies/

Affirmative Reasons for a Session to Adopt a Sexual Misconduct Policy

From presentations by James S. Evinger and Mel Olver: “Planning and Implementing a Church Policy on Sexual Misconduct: Prevention and Intervention,” a workshop sponsored by Committee on Ministry, Presbytery of Genesee Valley in Rochester, N.Y., on October 1, 2005.

Evinger is a member of the presbytery; Olver is the presbytery’s attorney.

Adopting a sexual misconduct policy sets a moral example and functions as a witness of faith.

People expect the church of Jesus Christ to be qualitatively different from society. It is God who inspires and guides us to live as disciples in faith. When a session adopts a sexual misconduct policy, it encourages individuals and groups to aspire to a higher calling.

It sends a message to parents of children and youth: “We care that our church is a safe place.”

Given heightened awareness and sensitivity in our communities about the sexual abuse of children, a church that adopts and implements a misconduct policy is one to which parents will be more inclined to entrust their children for Sunday school, youth groups, children’s choirs, daycare or mission trips.

A policy is wise stewardship — it protects the church concerning legal and insurance liabilities.

Adopting and implementing a misconduct policy demonstrates that a church is taking concrete steps to practice risk management and reduce liability. Constructive measures like background checks and mandatory training help protect a church’s exposure. It is always more cost-effective to practice prevention.

It creates a tool to be used by one who has been victimized.

An effective sexual misconduct policy serves the needs of one who has been harmed. A reporting procedure, both symbolically and practically, helps a victim/survivor. It supports telling the truth, holding the perpetrator accountable and seeking redress. Our faith and the scriptures lead us to act out of compassion and pursue justice, especially for those who are vulnerable. A policy also protects the rights of one falsely accused.

A policy helps a church when previously unknown incidents unexpectedly surface.

If reports or allegations of past misconduct should emerge, a standing policy becomes a helpful reference point and guide for helping a session to respond.

It communicates the character of the church and works to attract or retain a quality pastor.

Having a policy in place communicates that the session values clergy who are competent, mature, responsible and accountable. Such clergy support policies that serve everyone’s spiritual and practical interests and value churches that are intentional about the quality of the life of the congregation and ministry.

continued…

A misconduct policy is an opportunity to affirm the faith, values and convictions of the church.

Not to act in the face of a stark but unpleasant reality is to act — it is to acquiesce. And not to decide is to decide — it perpetuates the way things are. A policy is an affirmative statement of what the church is called to do and be. It is an expression of identity. It declares who we are and what we believe and why we believe it. A policy is a way to take a stand and to affirm how the Spirit is leading us.

It lessens the likelihood of sexual misconduct occurring.

A policy helps decrease the possibility of future sexual misconduct. The fact of a policy’s existence helps, but what is more significant is the education that derives from writing and implementing it that builds awareness. And awareness is one effective means of prevention. The act of adopting a policy, if treated as a teachable moment, is an opportunity to change the culture of a congregation for the better.

A policy can engage and educate a congregation about difficult issues we prefer to avoid.

The act of formulating and adopting a sexual misconduct policy is a wonderful opportunity for a church to explore the complex interaction of power, trust, vulnerability, sexuality, gender, relationships, boundaries and the types of harm resulting from sexual misconduct. It is a chance to think through questions of accountability and standards. A policy makes it safe to talk about important and sensitive topics.

A policy acknowledges a sad reality that has occurred in the past and continues in the present.

The church has long ignored, minimized or rationalized acts of sexual misconduct against members, children and staff. A session policy overtly recognizes a problem that affects people’s lives and faith. A policy signals that leadership is prepared to face the reality and its consequences for God’s people.

A policy is a very useful tool to the leadership if a sexual boundary violation is discovered.

It cannot be overstated how difficult and painful it is for the leadership of a church to cope with the stresses of discovering that a sexual boundary violation has occurred within the mission and ministry of the congregation. A policy that is current, comprehensive and being followed is a reference point for making decisions in the midst of conflicting needs and demands. A policy will guide and support the leadership to act in ways that are consistent with our faith. Conversely, having to act and decide without a policy, or one that is outdated, only intensifies the stressors of the moment.

Excerpts from Beaver-Butler Presbytery Ethical Standards

Adopted August 15, 2005

Presbytery staff or legal counsel when encountering any situation involving child abuse or neglect [see Appendix C for resources]. Action must be taken when there is abuse or neglect of any person who is presumed to have limited ability to care for themselves. Clergy must also breach confidentiality when persons who are receiving pastoral care pose a life-threatening danger to themselves or others. 

C. Sexual Behavior. Sexuality is a gift of God and integral to human personhood. However, sexuality can become the basis for oppression when trust relationships are breached and persons are abused. Sexual behavior can be defined as “any physical contact or bodily movement intended to express or arouse erotic interest” (Rutter, 1986, p. 16). Misuse and inappropriate expressions of God’s gift of sexuality are sinful and are not condoned. Some of these are: 

1 Sexually Offensive Behavior. Ministers must take care to avoid either sexually overt or sexually-oriented language or behavior. Possession of sexually-oriented materials might provide a hostile environment for others. Inappropriate sexual references and behavior can intimidate and sexually harass others. “For the pastor, accountability and self-awareness which are required to prevent misconduct, entails a keen sense of vocation derived from a divine call to the ministry” (Grenz & Bell, p. 133). 

2 Sexual Misconduct. Sexual misconduct involves an abuse of authority and power and the misuse of a trust relationship. It confuses the pastoral and personal relationship between the pastor and any other person. Even when another initiates sexual contact, the pastor’s compliance involves an abuse of power in which the professional relationship is abandoned. “Parishioners look to a pastor to meet their needs for guidance, counsel, support, and care. In seeking help from someone who is a designated authority, who offers to provide these services, and who holds power, parishioners are vulnerable and thus able to be harmed or taken advantage of.” (M. Fortune, 1992). Because the pastoral relationship is one of trust, the minister is required to be conscious of his/her professional responsibility to maintain appropriate relationships and interpersonal boundaries. 

3 Sexual Harassment. Sexual harassment consists of “unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature.” (United States Equal Employment Opportunity Commission). It is important to note that a single sexual advance may constitute harassment and is not limited to the workplace or employment environment. Hostile environment sexual harassment involves the creation of an intimidating environment which might include repeated requests for sexual favors, demeaning sexual inquiries and vulgarities, offensive language, verbal or physical conduct of a sexual or degrading nature, as well as sexually offensive or sexist signs, cartoons, jokes, calendars, literature, photography, or graffiti.
continued…

D. Child Abuse: According to Pennsylvania Child Abuse Law, child sexual abuse includes “an act or failure to act by a perpetrator which causes non-accidental serious mental injury to, or sexual abuse or sexual exploitation of, a child under 18 years of age” as well as “any recent act, failure to act or series of such acts or failures to act by a perpetrator which creates an imminent risk of serious physical injury to, or sexual abuse or sexual exploitation of, a child under 18 years of age.” According to Pennsylvania Law, members of the clergy are designated as mandated reporters, and are required to report child abuse “when, in the course of their employment, occupation or practice of their profession, they come into contact with children who they have reasonable cause to suspect, on the basis of their medical, professional or other training and experience, that a child coming before them in their professional or official capacity is an abused child.” It is advisable for all clergy and persons working with children to obtain and submit Pennsylvania Child Abuse History Clearance Form (CY-113) and Pennsylvania State Police Request for Criminal Record Check Form (SP 4-184). (See Appendix C.) 

1 Child Pornography: According to US Code Title 18 Part I Chapter 110 Section 2256 child pornography is “any visual depiction, including any photograph, film, video, picture, or computer or computer-generated image or picture, whether made or produced by electronic, mechanical, or other means, of sexually explicit conduct, where (A) the production of such visual depiction involves the use of a minor engaging in sexually explicit conduct; (B) such visual depiction is, or appears to be, of a minor engaging in sexually explicit conduct; (C) such visual depiction has been created, adapted, or modified to appear that an identifiable minor is engaging in sexually explicit conduct; or (D) such visual depiction is advertised, promoted, presented, described, or distributed in such a manner that conveys the impression that the material is or contains a visual depiction of a minor engaging in sexually explicit conduct.” 

E. Violence. Verbal, physical, and emotional violence by pastors or church leaders or other clergy is clearly unacceptable. Violence is the “exertion of physical force so as to injure or abuse.” (Miriam-Webster) Verbal violence is “injury by or as if by distortion, infringement, or profanation.” (ibid.) Emotional violence (sometimes called bullying) is “intimidation through threats, insults, or aggressive behavior.” (ibid.) Pastors and church leaders should seek ways to prevent violence from occurring within the Presbytery or the congregation. 

F. Domestic Violence. According to Pennsylvania state statute, domestic violence involves “attempting to cause or intentionally, knowingly, or recklessly causing bodily injury, placing another in fear of imminent bodily injury, false imprisonment. and physically or sexually abusing children” by a family or household member. Family and household members include “a spouse or former spouse, persons living as spouses, parents and children, other related persons, current or former sexual or intimate partners, and persons who share biological parenthood.” 

G. Substance Abuse. Any abuse of alcohol or prescription drugs is unacceptable. The possession (apart from a doctor’s prescription) and distribution of “controlled substances” is illegal. 

continued…

H. Financial Responsibility. Ministers are expected to be responsible in personal and professional financial matters. When a minister borrows money, he/she is expected to repay the debt as agreed when undertaken. Ministers should not use church or members’ funds, accounts, and/or resources for personal or private advantage. Ministers should not serve in the capacity of signing checks on church accounts, except in the case of specifically designated funds, e.g. pastoral discretionary or petty cash accounts. 

I. Collegiality. All Ministers of the Word and Sacrament vow “to be governed by our church’s polity” to “abide by its discipline” and “be a friend among…colleagues in ministry, working with them, subject to the ordering of God’s Word and Spirit.” They promise to “further the peace, unity and purity of the church” and they further promise to “work for the reconciliation of the world.” Such covenantal relationships incarnate the Body of Christ to the world and promote wholeness and healing in the body of the presbytery. 



Standards for Relationships with Congregations 

A. Services for Members of Another Church. Pastors are often called upon to perform pastoral services for a person or a family who are not members of his/her congregation. Such services may include but are not limited to the following: officiate at weddings or funerals, counseling regarding baptism or provide personal, marital, or family counseling. When this request is made the minister should ascertain whether they are members of a particular church. If the person or family are members of another congregation, they should be urged to procure the services of their own pastor. Before the pastor makes a decision to perform such pastoral services, he/she should contact and discuss it with the other pastor. (See Appendix A.) 

B. Calling on Members of Neighboring Churches. The pastor’s first responsibility is to the members of the congregation which he/she serves and should concentrate his/her calling on members of that congregation in their homes, hospital, nursing home or other facility. The pastor should seriously consider the implication of making a pastoral call on a person who is a member of another congregation even if asked to do so by a family member or a member of his/her congregation. If such a call is made, the pastor should contact the non-member’s pastor and inform her/him about the nature of the visit. 

C. Multiple Staff Relationships. In ministerial staff relationships, as in all intra-church relationships, each staff member is responsible to contribute to the welfare of the whole church. Staff members are expected to speak directly about their differences and problems to the individual(s) with whom they differ and, if necessary, to the session's personnel committee, assigned committee, individual supervisor or advocate. Innuendo and gossip are unacceptable. If a minister is working on a staff and concludes he/she is unable to manage relationships with other staff members in an effective manner, then he/she should consult with the COM for assistance to help resolve the conflict. 

E. Ministers Who Leave A Particular Church 
It is recognized that potentially difficult situations can arise involving the relationship of a minister to his/her former congregation(s). By making it clear to a congregation that he/she will no longer be available to provide pastoral services, a former pastor helps a congregation in its transition to new pastoral leadership. 

continued…
1. When the relationship between the pastor and the congregation is dissolved, the pastor shall announce clearly to the congregation that he/she will no longer be the pastor and, therefore, will not be available for any pastoral duties. It is expected that the pastor’s family will be sensitive to issues related to closure. It is also expected that the pastor will speak and act in ways that support the ministry of his/her successor. 

2. A retired Pastor will consult with the Committee On Ministry regarding any involvement in ministry he/she conducts within the bounds of the presbytery. The retired Pastor is expected to seek membership with the presbytery within whose bounds he/she resides. 

3. A former pastor is expected to abide by the mandates stipulated in the Book of Order (G.14.0606): “Former pastors and associate pastors may officiate at services for members of a particular church, or at services within its properties, only upon invitation from the moderator of the session or, in case of the inability to contact the moderator, from the clerk of session.” This same passage should be read to the congregation at the time of the dissolution of the pastoral relationship. (See Appendix A) 

D. Special Gifts and Honoraria. If there is a specific financial arrangement for a pastor’s services, it shall be determined in advance in consultation with the Session. A pastor often receives additional honoraria beyond her/his terms of call. Examples may include stipends for funerals, weddings, special lectures or presentations. Honoraria for the administering of the Sacrament of Baptism and the Sacrament of the Lord’s Supper are not to be accepted. Further, many churches demonstrate their support for their pastor(s) and other staff by various bonuses. Pastors need to take care that such gifts do not take on an obligatory nature and remember that all income is taxable according to state and federal tax laws. 

E. Standards for Ministers in Interim Positions. The interim ministry has some unique issues. The interim pastor shall work in cooperation with the Committee On Ministry in preparing a congregation for a new pastor and in preparing for his/her departure from the congregation. Persons who serve in an interim capacity are governed by the ethical standards that apply to called pastors. 

F. Standards for Specialized Ministers of the Presbytery. All ministers who fall into the category of General Assembly's listing of "other ministers" should respect the position of the installed pastors regarding all functions within the community. Weddings, funerals, and administration of the sacraments of church members are not to be performed by specialized ministers unless an invitation has been offered by the pastor, the session, or by permission of the presbytery. 



continued…

Appendix A 
Guidelines for the Relation of Ministers 

To their Former Congregations 
The Presbytery of Beaver-Butler recognizes that potentially difficult situations arise involving the relationship of a minister to his/her former congregations. (When we speak of ministers, we refer not only to pastors, associate pastors, and assistant pastors, we also include interims, stated supplies, and session moderators.) The Book of Order provides guidance about the matter (G-14.0606): 
“Former pastors, associate pastors, and assistant pastors may officiate at services for members of a particular church, or at services within its properties, only upon invitation from the moderator of the Session or in case of the inability to contact the moderator, from the Clerk of Session.” 

By making it clear to a congregation that he/she will no longer be available to provide pastoral services, a former pastor helps a congregation in its transition to new pastoral leadership. While it is advisable to keep contacts with a former congregation to a minimum, especially in the first year, under no circumstances should a former pastor participate in any way with the function of the Pastor Nominating Committee. 

I. When the pastor moves to another community 

a. During the first year, it is advisable for the former pastor to refrain from all pastoral contact. However, in the event of an emergency or unusual circumstance, it is permissible for the former pastor to accept an invitation to perform a pastoral function after seeking counsel of the Executive Presbyter and the Committee on Ministry when such a request is made. If an associate or interim is present, leadership should be shared. 

b. Services planned prior to the announcement of departure (such as a wedding, homecoming, church anniversary) may proceed as planned but with caution. The Session must still issue an invitation and plans should be shared with the congregation making clear the exceptional nature of this participation. 

c. After the installation of the new pastor, the former pastor shall refrain from all pastoral contact. However, if an invitation to participate in any pastoral function is extended by the Moderator of the Session with the concurrence of the Session, it is advisable that the former pastor seek counsel of the Executive Presbyter and the Committee on Ministry before accepting the invitation. 

d. At all times, the former pastor shall remain sensitive to the possible tensions that can arise from his/her presence in the former parish. The former pastor should make every effort to be supportive of his/her successor. The former pastor shall encourage persons who contact him/her with concerns about his/her successor to address them to their new pastor or the Session or the Committee on Ministry. 

Source: National Clearinghouse on Child Abuse and Neglect Information 

Clergy as Mandatory Reporters of Child Abuse and Neglect: Summary of State Laws

	

	

	


Every State, the District of Columbia, American Samoa, Guam, the Northern Mariana Islands, Puerto Rico, and the U.S. Virgin Islands have statutes that identify persons who are required to report child maltreatment under specific circumstances.1 Approximately 26 States currently include members of the clergy among those professionals specifically mandated by law to report known or suspected instances of child abuse or neglect.2 In approximately 18 States and Puerto Rico, any person who suspects child abuse or neglect is required to report.3 This inclusive language appears to include clergy but may be interpreted otherwise.

Privileged Communications

As a doctrine of some faiths, clergy must maintain the confidentiality of pastoral communications. Mandatory reporting statutes in some States specify the circumstances under which a communication is "privileged" or allowed to remain confidential. Privileged communications may be exempt from the requirement to report suspected abuse or neglect. The privilege of maintaining this confidentiality under State law must be provided by statute. Most States do provide the privilege, typically in rules of evidence or civil procedure.4 If the issue of privilege is not addressed in the reporting laws, it does not mean that privilege is not granted; it may be granted in other parts of State statutes.

This privilege, however, is not absolute. While clergy-penitent privilege is frequently recognized within the reporting laws, it is typically interpreted narrowly in the context of child abuse or neglect. The circumstances under which it is allowed vary from State to State, and in some States it is denied altogether. For example, among the States that list clergy as mandated reporters, New Hampshire and West Virginia deny the clergy-penitent privilege in cases of child abuse or neglect. Four of the States that enumerate "any person" as a mandated reporter (North Carolina, Oklahoma, Rhode Island, and Texas) also deny clergy-penitent privilege in child abuse cases.

In States where neither clergy members nor "any person" are enumerated as mandated reporters, it is less clear whether clergy are included as mandated reporters within other broad categories of professionals who work with children. For example, in Virginia and Washington, clergy are not enumerated as mandated reporters, but the clergy-penitent privilege is affirmed within the reporting laws. 

Many States and territories include Christian Science practitioners or religious healers among professionals who are mandated to report suspected child maltreatment. In most instances, they appear to be regarded as a type of health-care provider. Only nine States (Arizona, Arkansas, Louisiana, Massachusetts, Missouri, Montana, Nevada, South Carolina, and Vermont) explicitly include Christian Science practitioners among classes of clergy required to report. In those States the clergy-penitent privilege is also extended to those practitioners by statute.

The chart below summarizes how States have or have not addressed the issue of clergy as mandated reporters (either specifically or as part of a broad category) and/or clergy-penitent privilege (either limiting or denying the privilege) within their reporting laws.

The chart below summarizes how States have or have not addressed the issue of clergy as mandated reporters (either specifically or as part of a broad category) and/or clergy-penitent privilege (either limiting or denying the privilege) within their reporting laws.

	
	Privilege granted but limited to pastoral communications
	Privilege denied in cases of suspected child abuse or neglect
	Privilege not addressed in the reporting laws

	Clergy enumerated as mandated reporters
	Alabama, Arizona, Arkansas, California, Colorado, Illinois, Louisiana, Maine, Massachusetts, Michigan, Minnesota, Missouri, Montana, Nevada, New Mexico, North Dakota, Ohio, Oregon, Pennsylvania, South Carolina, Vermont, Wisconsin
	New Hampshire, West Virginia
	Connecticut, Mississippi

	Clergy not enumerated as mandated reporters but may be included with "any person" designation
	Delaware, Florida, Idaho, Kentucky, Maryland, Utah, Wyoming
	North Carolina, Oklahoma, Rhode Island, Texas
	Indiana, Nebraska, New Jersey, Tennessee, Puerto Rico

	Neither clergy nor "any person" enumerated as mandated reporters
	Virginia, Washington5
	Not applicable
	Alaska, American Samoa, District of Columbia, Georgia, Guam, Hawaii, Iowa, Kansas, New York, Northern Mariana Islands, South Dakota, Virgin Islands


Penn State explains Paterno, Spanier firings

Pittsburgh Post-Gazette 

March 12, 2012
By Ed Blazina / Pittsburgh Post-Gazette 

Penn State University issued a news release today reiterating why trustees fired former President Graham Spanier and football coach Joe Paterno in the wake of an investigation into sexual misconduct by former assistant football coach Jerry Sandusky.

The news release, issued on behalf of the trustees, said both men made "lasting contributions" to the university but circumstances involving the investigation led to their removal.

"We determined on Nov. 9 that Dr. Spanier should be removed because he failed to meet his leadership responsibilities to the Board and took insufficient action after learning of a 2002 incident involving former assistant coach Jerry Sandusky and a young boy in a Penn State facility," the release said.

"This failure of leadership included insufficiently informing the Board about his knowledge of the 2002 incident. He also made or was involved in press announcements between Nov. 5-9 that were without authorization of the Board or contrary to its instructions."

The release said Mr. Spanier asked the board for a vote of confidence on Nov. 9, but as a result of his actions during the investigation the board instead unanimously voted to remove him as president.

In the case of Mr. Paterno, who has since died, the board said it wasn't happy that he didn't do more than his legal duty by reporting alleged sexual activity by Mr. Sandusky and a young boy to his immediate superior.

"We determined that his decision to do his minimum legal duty and not to do more to follow up constituted a failure of leadership by Coach Paterno," the board said in the release.

The board also said it was "unfortunate" that Mr. Paterno was informed of his removal by telephone but "we saw no better alternatives" because the Paterno home was surrounded members of the news media.

The statement mirrors what individual trustees have said in interviews since January.

Mr. Sandusky is facing criminal charges for assaulting a series of children in incidents on and off campus.

Tuesday, December 13, 2005 

Anglican priest guilty of sexual assaulting teen
By Steve Levin, Pittsburgh Post-Gazette

The Rev. David Valencia pleaded guilty yesterday in Common Pleas Court to sexual assault stemming from a series of incidents in 2001 involving a high school junior he was counseling at church.

Judge Donna Jo McDaniel sentenced him to 2 to 4 years in prison and 5 years' probation. He also must register as a sex offender.

"We think that this is justice served," said the victim's father. The Pittsburgh Post-Gazette does not identify victims of sexual assaults.

Formerly assistant pastor at Christ Church at Grove Farm in Ohio Township, Mr. Valencia pleaded guilty to four felony charges, including one count of involuntary deviate sexual intercourse, and three counts of unlawful contact with a minor. He also pleaded guilty to indecent assault, endangering welfare of children and corruption of minors.

Mr. Valencia, 49, was ordained in 1998 as an Anglican priest by a Ugandan diocese. Bishop Robert Duncan of the Episcopal Diocese in Pittsburgh had refused to ordain him, saying he was no longer a practicing Episcopalian.

The Ugandan bishop who ordained him has since retired. His successor, Bishop Nathan Kyamanywa, has said he would defrock the priest if he were found guilty of the charges.

According to court records, Mr. Valencia worked from 1998 until May 2002 at Christ Church at Grove Farm. He was accused of assaulting the girl during a series of counseling sessions in May and June 2001.

The church's rector, the Rev. John Guest, was told in June 2001 that Mr. Valencia was viewing sexually explicit Internet sites on his church computer. Mr. Guest, who could not be reached for comment yesterday, said he disciplined the assistant priest at the time and told him to seek counseling.

The victim's father said the church leader did not do enough, especially after Mr. Valencia continued counseling teens for several months after Mr. Guest disciplined him.

"I looked [John Guest] right in the eye and I said, 'John, he's counseling my daughter. Is she safe?'" the victim's father said. "He said, 'Yes, she's safe.' She was not safe."

A spokesman for the district attorney's office said a court hearing will be scheduled later on whether Mr. Valencia should be classified as a sexually violent predator.

Pittsburgh Post-Gazette, April 15, 2012

Coaches face more abuse scrutiny
By Jesse McKinley / The New York Times
The case of Jerry Sandusky, a former defensive coordinator for Penn State University's football team accused of child sexual abuse, is now working its way through the courts. But it is already having an impact on thousands of other coaches, both volunteer and paid, who find themselves facing new scrutiny from parents, sports organizations and even state legislators.

Since the Penn State scandal came to light in November, lawmakers in more than a dozen states, including New York, California and Pennsylvania, have introduced bills adding coaches, athletic directors or university officials to the list of "mandated reporters" of suspected child abuse or neglect. In the past month, such bills have been signed in Virginia, Washington and West Virginia, with several other states expected to follow suit.

While the bills vary, some would impose significant punishments, including fines, felony charges and potential prison time for coaches or officials who violate the new laws that require the authorities to be notified.

Taken as a whole, the bills are meant to guard against what critics of Penn State said was a lax response by officials there -- including the late coach Joe Paterno -- that may have allowed Mr. Sandusky to continue his contact with children for years after suspicions of abuse arose.

"What we saw in Penn State was a conspiracy of silence, and that's what my bill is directly aimed at," said state Rep. Kevin Boyle, D-Philadelphia, who introduced a bill in Pennsylvania in mid-November. "I want to stop institutions that keep sex abuse under wraps."

According to the National Conference of State Legislatures, which tracks such laws, most states spell out exactly which professions must report child abuse, including everyone from teachers to social workers to health care providers. Legislators say the proposed new laws are not meant to cast doubt on innocent coaches, but to close loopholes in states where they are not explicitly named in abuse-reporting laws.

"Hopefully, this is a positive step rather than a punitive step," said Assemblyman Roger Dickinson, the California Democrat who sponsored one of the state's several pending reporting bills.

Background checks of potential coaches are also on the rise, as are efforts to close gaps in such inquiries. This month, the National Council of Youth Sports is expected to announce expanded and tightened criteria, specifically adding any conviction or pending charges involving indecent exposure, prostitution or a crime involving harm to a minor to a list of "red lights" meant to warn sports leagues away from questionable volunteers.

The new guidelines, expected to be used by leagues in a range of sports to determine who can coach, are meant to strengthen a set of "zero tolerance" guidelines that already list crimes like cruelty to animals and drug possession as potentially disqualifying offenses, no matter when the violation occurred.

"If somebody wants to volunteer, and thinks they shouldn't because they are worried about whatever happened to them in the past, then don't," said Sally S. Johnson, executive director of the council. "I'm sure [there are] other people out there who want to coach."

For all the concrete changes affecting coaches, the new oversight has also led to more subtle shifts in attitudes and approaches. "I know my players' parents would never suspect me of misconduct," said Raven Scott, a college volleyball player at Millsaps College in Jackson, Miss., who also coaches 14-year-old girls. "Yet at the same time, I know that they are now even more inclined to be present at practices to monitor with that 'just to be safe' mentality."

Coaches, many of whom are parents themselves, said they were more conscious of how they communicate with players. Some said they had taken to sending more emails and texts to teams to provide a record of interactions in case accusations ever arise, while others said they had also shifted how they congratulate winners or console losers.

"I have become even more careful about being the initiator of hugs," said Dug Barker, a computer system administrator and father of four in Louisville, Ky., who has been a coach in a variety of sports since the late 1970s. "And I am very careful with words and phrases that can have double meanings."

The Sandusky scandal has also served as a reminder of the importance of long-practiced codes of conduct: avoiding working alone with players, for instance, or giving rides home without another adult or player in the car. Physical contact -- a hand on the arm to adjust a swing, for instance -- should be announced in advance.

All of which is meant to protect not only children, but also the reputations of coaches. Karen Ronney, a professional tennis instructor and the mother of three tennis-playing daughters in San Diego, said she remained "extremely cautious when dealing with kids" -- continually monitoring everything from the way she speaks to the way she dresses -- despite years of experience on the sidelines. "One potentially negative situation can destroy a career or a life," Ms. Ronney said. "Possibly my own."

Organizations that represent youth sports have also taken action in response to the Sandusky case. In late November, Little League Baseball reiterated its guidelines for reporting abuse -- and for identifying potential child sex offenders -- after hearing from parents and volunteers. In February, the Positive Coaching Alliance, a nonprofit group in Mountain View, Calif., hosted two online seminars devoted to stopping abuse.

"Part of our message to coaches is: 'Don't be defensive, don't take it personally,' " said Jim Thompson, the group's founder. "Don't be like, 'I'm a good guy, why would there be any suspicions of me?' Recognize that this is a community trying to protect kids and embrace your role as a protector of kids."

The online seminars included sections on the "six steps to take if a child mentions something about being abused" as well as "six ways to avoid being falsely accused of abuse."

"If a child says you have been abusive, don't try to suppress or deny it," read one tip in the presentation. "Instead, use this as a teaching moment. You can say, 'Thank you for telling me this. I am sorry that this upset you. Problems should not be secrets, and we are going to talk this over with your parents.' "
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