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1.0  Purpose

The purpose of this policy is to outline the commitment and mechanisms that the
SAKGF will provide for a safe and productive work environment in which Board
Directors, employees, volunteers, participants and partners are treated with dignity,
courtesy and respect.

Bullying, harassment and discrimination can be direct or indirect and carried out
verbally, physically or visually (in writing or images). This may occur via email, internet,
social media websites, chat rooms, instant messaging and mobile phone technologies
such as text messaging.

This policy is designed to define and describe behaviours that might constitute
bullying, harassment and discrimination under this policy and relevant legislation.

2.0 Scope

This policy and related procedures apply to all Board Directors, employees, volunteers
and contractors of the SAKGF.
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3.0 Definitions

Term Definition

Bullying Persistent and repeated unreasonable behaviour directed
toward an employee, or group of employees and/or volunteers,
that creates arisk to health and safety.

Discrimination Adverse action against an employee, volunteer or participant or
a prospective employee, volunteer or participant for
discriminatory reasons, including their sex, gender, race, religion
or belief.

Harassment When a person is treated less favourably based on certain
personal characteristics, such as race, religion or belief, sex,
pregnancy, marital status, breastfeeding, age, disability, sexual
orientation, gender identity or intersex status.

Protected Qualities, traits or characteristics that, by law, cannot be
attributes discriminated against.

Racial and Behaviour that incites hatred, serious contempt, revulsion or
religious severe ridicule for a person or group of people, because of their
vilification race, religion or belief.

Sexual An unwelcome sexual advance; an unwelcome request for
harassment sexual favours; and/or other unwelcome conduct of a sexual

nature in relation to another person, where it is reasonable to
expect that there is a possibility that the person being harassed
would be offended, humiliated or intimidated by the behaviour.

Victimisation Subjecting or threatening to subject a person to any detriment
because that person, or a person associated with that person
has, or intends to, exercise their right to make a complaint under
anti-discrimination laws or give evidence or information, or
produce a document, in connection with a complaint process.

4.0 Policy

SAKGEF is committed to providing a workplace which is free from workplace
harassment, bullying, sexual harassment and unlawful discrimination towards our
employees, contractors, volunteers, suppliers or clients.

All forms of discrimination, harassment and bullying by or toward employees,
contractors, volunteers, or participants is considered unacceptable and will not be
tolerated under any circumstances. An employee found to have harassed, bullied,
unlawfully discriminated or sexually harassed another employee, volunteer or
participant will be subject to disciplinary action that may lead to the termination of
employment.
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SAKGF encourages the reporting of behaviour which breaches this policy. SAKGF will
take all reasonable steps to prevent such behaviour, and provide effective procedures
for resolving complaints, based on the principles of procedural fairness, ensuring
complaints are treated in a sensitive, fair, timely and confidential manner.

SAKGF is committed to:

promoting an environment free from bullying, harassment and discrimination
for all employees and volunteers.

creating a culture that encourages respect and welcomes individual differences.

accepting and acting on complaints of bullying, harassment or discrimination
and taking all reasonable steps to protect employees and volunteers who
responsibly exercise their rights under this policy against victimisation.

providing an effective procedure for resolving complaints, based on the
principles of procedural fairness, that ensures complaints are treated in a
sensitive, fair, timely and confidential manner.

implementing training and awareness raising strategies to ensure that all
employees and volunteers are aware of their rights and responsibilities in
relation to bullying, harassment and discrimination.

implementing training and awareness raising strategies to ensure employees
are promoting an environment free from bullying, harassment and
discrimination and implementing the policy and associated procedures to deal
with inappropriate behaviour in the workplace including bullying, harassment
and discrimination; and

complying with all relevant legislation and industry standards.

4.1 Bullying

Bullying can be overt or covert. Examples of behaviour that may be considered
to the workplace bullying if they are repeated, unreasonable and create arisk to
health and safety include:

. physical or verbal abuse.

. yelling, screaming or offensive language.

. unjustified criticism or complaints.

. intimidation.

. psychological harassment.

. deliberately excluding or isolating employees from workplace activities.

. withholding information that is vital for effective work performance; and/or

. denying access to information, supervision, consultation or resources such
that it has a detriment to the worker.

The following actions are not deemed to be bullying if they are performed in a
reasonable way:
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. Setting reasonable performance goals, standards and deadlines.

. Rostering and allocating working hours where the requirements are
reasonable.

. Transferring an employee for operational reasons.

. Deciding not to select an employee for promotion where a reasonable
process is followed.

. Informing a worker about unsatisfactory work performance when
undertaken in a reasonable manner and/or in accordance with relevant
policy & procedures.

. Single incidents.

. Implementing organisational change or restructuring.
« Constructive feedback.

. Downsizing or redundancy.

. Termination of employment.

4.2 Harassment
Harassment is a form of discrimination if it occurs based on certain personal
attributes which are protected under federation and state legislation.

Under Commonwealth and state legislation, unlawful harassment occurs when
someone is made to feel intimidated, insulted or humiliated because of a
person’s protected attribute, which may include their race, religion or belief,
colour, national or ethnic origin, sex, disability, sexual preference and/or some
other characteristic specified under anti-discrimination legislation. Harassment
can also occur if someone is working in a hostile or intimidating work
environment.

Behaviour or conduct can be found to be unlawful harassment whether
harassment was intended or unintended.

4.3 Sexual Harassment
A person sexually harasses another person if he or she:

. engages in conduct of a sexual nature that is unwelcome; and

. the conduct caused the person to feel offended, humiliated or intimidated in
circumstances in which a reasonable person (having regard to all the
circumstances) would have anticipated that the other person would be
offended, humiliated or intimidated.

The following actions may be considered sexual harassment:

. subjecting a person to an act of physical intimacy; or
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. making any remark or statement with sexual connotations to a person or
about a person in his or her presence, whether orally or in writing. This may
include remarks or statements which are transmitted by phone, fax, video
conference, social media or email; or

. making any gesture, action or comment of a sexual nature in a person’s
presence; or

. subjecting a person to sexually explicit material such as pornography,
posters and sexually explicit jokes.

4.4 Discrimination
Discrimination can be direct or indirect.

Discrimination occurs when a person is treated less favourably than another
person because of certain attributes. Under Commonwealth and state
legislation, it is against the law to discriminate against people or to harass them
because of their:

. colour.

. sex, sexual orientation, gender identity or intersex status.
. pregnancy.

. age.

. marital status.

. physical or intellectual disability.

. family or carer’s responsibility.

. race,religion or belief.

. political opinion.

. national extraction; social origin; and/or

. any other ground protected by anti-discrimination legislation.

Direct discrimination is where someone is treated less favourably because of
any of the grounds covered by anti-discrimination legislation.

Indirect discrimination occurs when an unreasonable requirement, condition or
practice which may appear to be neutral, in fact has a disproportionately
negative impact on people with protected attributes.

4.5 Victimisation
Victimisation may occur when a person is threatened or treated in a
detrimental way if they:

. consider making/make a claim.
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. actasawitness orin good faith bring to the attention of a personin
authority an issue of concern or make an allegation of unlawful
discrimination, sexual harassment as per legislation; or

. support aclaimant.

4.6 Racial and Religious Vilification

Vilification is generally any act that happens publicly, that could incite others to
hate, have serious contempt for, or severely ridicule an individual or group of
people because of their religion, belief or race. The motive or intention of a
person alleged to have committed an act of vilification against another is
irrelevant.

Unlawful conduct may include displaying posters, notices or other materials,
damage to property, abusive or offensive comments or using social media or
email to publish or transmit statements or other materials.

5.0 Roles and Responsibilities

51 Board
SAKGF Board Directors individually and collectively will always:

. maintain, model and foster the highest standards of conduct in
compliance with this policy.

. direct the CEO as required to ensure organisational compliance with
this policy; and

. support staff in understanding and complying with this policy and
related procedures.

5.2 CEO and Management
The CEO and all managers are accountable for implementing this policy across
the organisation. They must therefore:

. demonstrate acommitment to the prevention of all forms of bullying,
harassment and discrimination.

. meet any required key performance indicators relating to the
prevention of bullying, harassment and discrimination.

. create and foster a culture that encourages open discussion and
reporting of behaviours which are not compliant with this policy; and

. receive and respond to complaints in relation to any breaches of this
policy in accordance with the Bullying, Harassment and
Discrimination Procedure.

5.3 All staff

All employees and volunteers will ensure that their behaviour is appropriate,
and in accordance with this policy and related procedures. Any person
experiencing behaviour which they consider unwelcome has every right to
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6.0

7.0

8.0

request the behaviour to stop. All employees and volunteers are encouraged to
report concerns about any behaviours which is in breach of this policy.

Legislative and Regulatory Requirements

Age Discrimination Act 2004 (Cth)

Australian Human Rights Commission Act 1986 (Cth)
Disability Discrimination Act 1992 (Cth)

Equal Opportunity Act 2010 (Vic)

Fair Work Act 2009 (Cth)

Occupational Health and Safety Act 2004 (Vic)

Racial Discrimination Act 1975 (Cth)

Sex Discrimination Act 1984 (Cth)

Related policies and procedures

Aboriginal and Torres Strait Islander cultural safety framework
Artificial Intelligence (Al)

Bullying, Harassment and Discrimination procedure
Child Safety

Code of Conduct

Complaints Management

Cyber Security

Diversity, Equity and Inclusion

End User

Fraud and Corruption Prevention

Grievance and Dispute Resolution

Incident Management

Mental Health and Wellbeing

Occupational, Health and Safety

Privacy

Records Management

Recruitment and Screening

Responding to and Reporting Child Sexual Abuse
Social Media

Whistleblower

Approval and Review

This policy will be reviewed every two years.
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