
7.2.9 Sexual Harassment Policy for Missionary Personnel 
 
MTW is committed to creating a work environment which is free from sexual 
harassment and where every person is treated with dignity, courtesy and 
respect. MTW will handle all complaints in a timely, sensitive, fair and 
confidential manner and will not tolerate harassment of its missionaries, 
volunteers, family members, nationals, or other staff, by supervisors, co-
workers, nationals, or others. To this end, MTW encourages its missionaries and 
teams to review this policy together, to ensure new members are informed of 
the policy, and to foster an environment where the topic of sexual harassment 
can be discussed openly.  Moreover, working in different cultural contexts 
creates a need for discussion of this topic in each particular situation.  Training 
on how to give and receive feedback is also helpful. 
 
While dignity, courtesy and respect is due to both a complainant and the person 
accused, a weighted priority will be given to the complainant’s protection in 
order to ensure that MTW maintains a safe environment for raising issues of 
sexual harassment.  A substantiated complaint will result in disciplinary action, 
which may include temporary suspension from duties, removal/recall from the 
field, or termination. In order to maintain a good testimony and peaceful 
relationships while living before those we are trying to reach with the Gospel, all 
personnel are expected to endeavor to avoid any action or conduct that 
constitutes or reasonably could be viewed as constituting harassment, and to 
report any observed behavior of that nature.  
 
If the person who committed the harassment against a missionary or missionary 
family member is not an employee of MTW, MTW will nevertheless intervene to 
ensure that the harassment is dealt with properly and that the affected party 
receives appropriate assistance. Any questions about what constitutes sexual 
harassment can be directed to either a one-up, the Director of Human Resources 
(Dir. HR), a field member care missionary, or Director of Member Care (Dir. MC) 
in the home office.  In the event that an instance of harassment has been 
reported to one of the above and the complainant does not feel that it has been 
adequately addressed, notification of more than one individual in these 
positions is encouraged. 
 
Definitions 
Sexual harassment, (whether same sex or opposite sex), includes any form of 
unwelcome or non-consensual sexual advance, or request for sexual favors 
when any of the following may be true:   
 

• Submission to such conduct is made explicitly or implicitly a condition of 
employment. 

• Submission to or rejection of such conduct is used as the basis for termination, 
negative performance review, or for advancement or positive reviews. 



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

• Since the missionary field working environment makes it difficult to distinguish 
between private and work-related situations, MTW expects that the sexual 
harassment policy will be observed in all situations, work and otherwise.  In 
other words, the above, or even an unwelcomed and reported pursuit of a 
non-professional relationship beyond normal work relationships, may be 
investigated as potential harassment in violation of MTW’s Policy. 

 
Sexual Harassment, both verbal and physical, may include, but is not limited to: 

• Jokes, comments, verbal “kidding” or abuse that pertains to an individual’s sex 
or gender.  

• Suggestive, inappropriate or graphic comments about a person’s body, 
appearance, or actions. 

• Sexually suggestive gestures or actions, including physical actions such as 
patting, pinching, constant brushing against, or exposing oneself. 

• The promise of reward or threat of punishment regardless of the gender of the 
individuals involved. 

• Offensive pictures, drawings or photographs or other communications, 
including e-mails. 

• Threatening reprisals for an employee’s refusal to respond to requests for 
sexual favors or for reporting a violation of this policy. 

• Restricting freedom of movement of another person. 

• Sexual assault, sexual battery, and/or rape. 

• Unwanted pursuit of a non-professional, sexual relationship. 

• Condoning or not reporting any of the above. 
 
Note: sexual harassment is not limited to conduct between persons of the 
opposite sex. 
 
7.2.9.1 Procedures for Complaints of Harassment 
 
Anyone who believes they have been subject to sexual harassment should 
immediately contact someone (at any level) in field leadership.  Further 
clarification of the reporting process is as follows:  
 

• While a verbal report is permissible, it may be useful for the complainant to 
provide a written statement giving details about the behavior or incident(s). 

• In the event that the accused party is a leader at any position in the 
complainant’s line of authority, the complainant is strongly encouraged to 
contact MTW Member Care or MTW Human Resources Department even for 
the initial raising of the allegations.  MTW’s first action will be to instruct the 
leader to have no further contact with the complainant until an investigative 
process is in place and under way.  The procedure for investigation will be 



modified appropriately in order to account for the potential conflict of 
interest. 

• If reported to field leadership, their first action will be to instruct the accused 
individual to suspend any and all contact with the complainant until instructed 
otherwise.  Failure of the accused to do so will result in immediate suspension 
of duties and physical recall from the field of service. 

• The MTW leader to whom the incident is reported, substantiated or not, is a 
mandatory reporter and must report the incident to the Dir. HR as soon as 
possible.  Failure to do so will result in discipline, up to and including 
termination.   

• HR will act as a third party monitoring the integrity of the process. 

• The field leader conducting the investigation is required to keep the circle of 
informed individuals as small as possible (on a need-to-know basis only).  This 
is to respect the privacy of all parties, avoid any conflict of interest and 
prevent interference with the investigative process. 

• Field leadership will make known, to both the complainant and the accused, 
the names of those who have been informed of the complaint and its 
outcome.  If this does not happen, the parties are encouraged to contact the 
Dir HR.   

• A trusted person who provides spiritual care for the complainant can be 
sought out to assist as needed in communicating with leadership initially (i.e., 
a field member care worker, MTW Member Care Department or pastor.) 

• Field leadership will be the on-site representative responsible for investigating 
and reporting information (provided field leadership is not the accused), and 
will as quickly as possible communicate the findings to the ID and MTW’s Dir 
HR.  

• A committee consisting of the appropriate field leader (provided the field 
leader is not the accused), the Dir. HR, either the Coordinator or his appointee, 
and a representative of the Member Care Department, will meet to decide 
how to proceed should the allegations be substantiated. The committee will 
always include at least one woman.  Furthermore, should the complainant be a 
woman, she will be given the opportunity to name a woman of her choosing to 
be on the committee. 

 
The leader(s) receiving the report must deal expeditiously and fairly with the 
allegations and instructions of the above committee, no matter how minor or 
who is involved.  In consultation with MTW HR, and in accordance with the 
above process, the leader(s) will take prompt, appropriate, and corrective action 
to prevent retaliation and prohibit harassing conduct from recurring.  All findings 
and corrective actions will be reported to MTW HR and kept in the employee 
record of both the complainant and accused.   
 
At any point, if the one who feels that they are being harassed feels that their 
complaint is not being handled appropriately, they should seek assistance from 



the next higher level of field leadership, the HR Department and/or to the 
Member Care Department in the home office. 
 
The importance of safety:  It is paramount that priority be given to the 
establishment of safety and needs of the individual who reports the allegation. 
This means that outside the immediate suspension of contact between the 
complainant and the accused, any process undertaken should not be 
hurried.  Both the complainant and the accused will need to be informed of 
his/her rights, to have a general understanding of the anticipated process, to 
know what possible implications and ramifications might come into play through 
the investigation, and to know who will be included in the investigation, 
communication and decision process. 
 
Whenever possible, the Member Care Department ATL or a Field Member Care 
representative will assist the alleging party and accused through a process of 
rebuilding trust and restoring relationships.  If this is not possible, a separation 
process will be initiated, guided by the results of the investigation.  Because the 
presence of a neutral third party may help diffuse any element of intimidation, 
or assist in clarifying issues and achieving reconciliation, such a person 
can/should be included in the first or any subsequent conferences between the 
parties. When there is an accusation of harassment, whether substantiated or 
not, MTW will provide all appropriate assistance such as:  attending to 
emotional challenges resulting from the incident; conflict resolution coaching/ 
mediation/ arbitration/ or discipline; follow-up at a later date to provide 
accountability; exploring alternative placements if necessary; or follow-through 
on a recall/termination process if necessary. 
 
No Retaliation 
MTW strictly prohibits retaliation against any employee because of the 
employee's opposition to a practice that the employee reasonably believes to be 
unlawful sexual harassment or because of the employee's participation in a 
government investigation, proceeding or hearing. Any adverse action because of 
such opposition or participation is unlawful and will not be tolerated.  
 
MTW’s complaint procedure provides for an immediate, thorough and objective 
investigation of any claim of unlawful retaliation. If any employee believes he or 
she has been retaliated against because he or she engaged in activity protected 
under the law or by MTW’s policy, that individual should follow the complaint 
procedure outlined above.  An employee who believes he or she has been 
retaliated against does not have to report the allegation to any supervisor he or 
she believes has actually engaged in retaliatory conduct. 
 
7.2.9.2. Confidentiality 

Out of respect for the privacy of both the alleging individual and the accused, all 
inquiries, complaints and investigations are treated confidentially.  Information 
is revealed strictly on a need-to-know basis.  Any broader communication about 



the incident should be done in consensus with the complainant, the accused, 
leadership and/or another third party such as HR or Member Care.  Should 
consensus not be possible, MTW reserves the right to communicate as deemed 
necessary and appropriate. 
 
Once the investigation is complete, MTW reserves the right to inform others in 
the organization of the outcome as deemed appropriate and necessary in order 
to limit risk to others, broaden the investigation in the case that it abuse might 
be more widespread or have a longer timeline, or necessarily to report the 
conduct to authorities, including the individual’s PCA court of jurisdiction.  
 
7.2.9.3 Criminal Conduct 
MTW will report any criminal conduct to the police, or other law enforcement 
officials or appropriate authorities.  The method of reporting may depend on the 
application of local laws.   

 
 


