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ANTI-DISCRIMINATION POLICY

1. PURPOSE

This document sets out Everybody NOW'’s policy against such discrimination, and
the governance structures, responsibilities and processes that have been established to give
effect to that policy.

2, INTRODUCTION

Everybody NOW! is committed to equality and diversity, through our program of activities
and as an employer. Our practices and procedures set out a process to address the varied
needs, expectations and culture of all members of our community, which extends to staff,
volunteers, contractors and participants.

We make every effort to ensure that no member of the community receives less favourable
treatment in our recruitment or when accessing our services, on the grounds of gender,
gender identity, socio-economic background, disability, race, religion or belief, age or sexual
orientation.

All those working with or participating with the company are to treat everyone with dignity,
courtesy and respect.

3. POLICY

Everybody NOW! does not advocate, support or practice discrimination on the grounds of
gender, gender identity, socio-economic background, disability, race, religion or belief, age
or sexual orientation, or any other personal attribute protected by law.

4. SCOPE
This policy applies to:

o All aspects of employment, recruitment and selection; conditions and benefits;
training and promotion; task allocation; working hours; leave arrangements;
workload; working environment.

¢ All conduct and day-to-day operations of staff, including: Artistic Directors,
Executive Director; Managers and Supervisors; full-time, part-time or casual,
temporary or permanent staff; job candidates; student placements, apprentices,
contractors, sub-contractors and volunteers.

e Board of Directors as part of the Board Charter and responsibilities.
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¢ How Everybody NOW! provides services to communities and stakeholders and
how it interacts with other members of the public.

e All working locations, (geographical and digital) including after-hours work, social
functions or where-ever and whenever the delegated persons when conducting

their duties.

5. RESPONSIBILITIES
The Board will:

e Regularly review the leadership and commitment given to eliminating
discrimination through active engagement with the organisation’s Anti-
Discrimination Policy.

e Monitor performance by way of periodic management reports and assurances.

The Executive Director will:

e Ensure the organisation’s practices and processes incorporate precautions
against discrimination in such areas as hiring, client selection, and program
delivery;

¢ Make all reasonable accommodations to allow diverse groups to access benefits
provided by the organisation;

¢ Give weight to the culture and experiences of individuals from disadvantaged
groups.

e Ensure the Policy is available to all listed in the Policy Scope, and inclusion of
policy in any training and induction opportunities.

o Where appropriate, delegate responsibility for compliance to Staff members and/
or contractors with responsibility for particular sections.

o Oversee the performance of Staff members and/ or contractors in these matters.

¢ Review and report to the Board, as appropriate, on the effectiveness of the
management systems established to remove discrimination.

¢ Analyse material breaches and identified compliance system weaknesses for
systematic trends and ensure that any adverse trends are addressed.

¢ Promote a culture of effective policy compliance across the organisation.

All Staff and Volunteers at all levels will:

o Ensure that they are aware of the organisation’s policy against discrimination;

¢ Not act in a manner that would be considered to be discriminatory pursuant to
this policy or any applicable legislation;

o Where appropriate, suggest ways in which practices, systems and procedures
could be improved so as to reduce the likelihood of discrimination occurring.
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6. PROCESSES

1. REVIEW

e The Executive Director will annually review the organisation’s procedures in all
areas to ensure that these are in accordance with the principles expressed in

this policy and will report to the Board on this matter.
2. COMPLIANCE
e Staff and volunteers will follow these procedures

3. REPORTING

¢ Reporting and Communications Policy enables enquiries or complaints to be

received in a respectful and compliant manner.

e Any complaints and issues are resolved in a timely manner, with minimal disruption to

work schedules and environment.
7. RELATED DOCUMENTS

Reporting Procedure

Sexual Harassment and Bullying Policy
Privacy Policy (in development)

Working with Children (in development)
Workplace Health and Safety (in development)
Code of Conduct

8. LEGAL FRAMEWORK

This Policy relates to specific laws concerning discrimination, harassment, sexual
harassment and bullying.

Fair Work Act 2009 (Cth)

Sex Discrimination Act 1984 (Cth)

Racial Discrimination Act 1975 (Cth)

Disability Discrimination Act 1992 (Cth)

Age Discrimination Act 2004 (Cth)

Australian Human Rights Commission Act 1986 (Cth)
Work Health and Safety Act 2011 (QLD)
Anti-Discrimination Act 1991 (QLD)
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9. DEFINITIONS

DISCRIMINATION is treating, or proposing to treat, someone unfavourably because of
a personal characteristic protected by law, such as sex, age, race or disability.

Personal characteristics protected under federal discrimination law include, but are not
limited to:

A disability, disease or injury, including work-related injury;
Parental status or status as a carer;

Race, colour, descent, national origin or ethnic background;

Age;

Gender, gender identity;

Sexual orientation;

Industrial activity;

Religion;

Pregnancy and breastfeeding;

Marital status;

Political opinion;

Social origin;

Medical record; and

Associating with someone who has, or is assumed to have, one of these
characteristics, such as being the parent of a child with a disability.

It is also against the law to treat someone unfavourably because you assume they have a
protected personal characteristic or may have it at some time in the future.

Discrimination can be either direct or indirect:

o Direct discrimination is usually easy to identify and occurs when a person or
group of people with a particular protected characteristic (actual or assumed) are
treated less favourably because of that characteristic.

¢ Indirect discrimination is less obvious and occurs when a policy or practice
appears neutral, yet has the effect of discriminating against those with a
particular protected characteristic.

CREDITS

This policy has been developed with reference to documents from, or the work of, the
following organisations;

Media Entertainment and Arts Alliance
Live Performance Australia

La Boite Theatre

Our Community Policy Bank

Disclaimer
This policy does not represent legal advice. If you have any queries about your obligations,
you should seek your own independent legal advice.
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