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HARASSMENT, SEXUAL HARASSMENT AND BULLYING POLICY  
 

 
 
1. PURPOSE 
 
The purpose of this document is to communicate that Everybody NOW! does not tolerate 
any form of harassment, sexual harassment or bullying, and set’s out the processes which 
are to be followed should any grievances arise.  
 
 
2. INTRODUCTION 

 
Everybody NOW! believes that all people should work in a safe and respectful environment 
free from bullying or harassment of any kind.   
 
Everybody NOW! is committed to maintaining a culture of openness, support, and 
accountability where the safety, health and wellbeing of its staff, volunteers and communities 
are of the highest priority. 
 
3. POLICY  

 
Everybody NOW! has a zero-tolerance approach to any form of harassment, sexual 
harassment or bullying; and will take an active approach to prevent, address and eliminate 
such behaviours.  
 
All complaints will be handled in a confidential and procedurally fair manner in accordance 
with the Reporting Policy. All parties will be treated with respect.  
 
4. SCOPE  
 
This policy applies to:  

• 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; student placements, apprentices, contractors, and 

volunteers. 

• Board of Directors as part of the Board Charter and Conduct. 

• Project participants when actively engaged within an Everybody NOW! project 

• All working locations, (geographical and digital) including after-hours work, social 

functions or where-ever and whenever the delegated persons all times when 

representing the company and conducting their duties.  
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5. RESPONSIBILITIES 
 
It is the obligation and responsibility of every person involved in the Company to ensure that 
the workplace is free from any form of harassment, sexual harassment or bullying.  
 
Specific delegations include:  
 
The Board will: 
 

• Regularly review the organisation’s Harassment, Sexual harassment or Bullying 
Policy, ensuring reporting compliance and leadership, that nurtures a safe and 
respectful organisational structure.  

 
The Executive Director will: 
 

• Ensure the organisation’s practices and processes incorporate precautions 
against any form of harassment, sexual harassment or bullying. 

• Ensure the Policy is available to all those listed in the Policy Scope and include 
the policy in any training and induction opportunities.  

• Be actively concerned with the wellbeing of all Staff and Volunteers, as far as 
practicable, identifying any possible incidents, whether complaints are received 
or not, relying on such indices as: 
o sudden increases in absenteeism 
o unexplained requests for transfers 
o behavioural changes such as depression 
o sudden deterioration in work performance 

• Promote a culture of wellbeing and respect across the organisation. 
• Ensue all complaints are treated seriously and confidentially in accordance with 

the Reporting Policy. 
 
All Staff and Volunteers at all levels will: 
 

• Ensure they are aware of the organisation’s zero-tolerance policy against any 
form of harassment, sexual harassment or bullying. 

• Ensure they are aware of the definitions of harassment, sexual harassment or 
bullying. 

• Take responsibilities of their actions, and treat others with respect, courtesy and 
dignity.  
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6. PROCEDURES  
 

1. REVIEW  
 
• 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  
 
• Staff and volunteers will follow these procedures 

 
3. REPORTING  

 
• The Reporting Policy enables enquiries or complaints to be received and 

enacted on in a respectful, timely and compliant manner.  
• Any complaints and issues aim to be resolved in a timely manner, with minimal 

disruption to work schedules and environment. 
• Any staff or peoples enacting the Reporting Policy are to follow the procedures 

at all times ensuring they are familiar with the steps involved including reporting 
guidelines for criminal conduct.  

 
 
7. RELATED DOCUMENTS 
 

• Reporting Procedure  
• Anti- discrimination Policy  
• Privacy Policy (in development)  
• Working with Children (in development) 
• Workplace Health and Safety (in development) 
• Code of Conduct (in development) 

 
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  
 
HARASSMENT is unwelcome and unsolicited behaviour that a reasonable person 
would consider to be offensive, intimidating, humiliating or threatening.  

Harassment is prohibited by anti-discrimination legislation where the behaviour targets an 
individual or group because of a protected characteristic (such as age, sex or race, as 
outlined above). Harassment that is not related to a protected characteristic is still 
inappropriate in the workplace and should be dealt with accordingly.  

Harassment can be physical, spoken or written. It can include, but is not limited to:  
• Intimidation, verbal abuse, or repeated threats or ridicule;  
• Sending offensive messages by text, email or other means;  
• Derogatory comments;  
• Display of offensive materials, pictures, comments or objects;  
• Ridiculing someone because of their accent or English-speaking ability;  
• Telling offensive jokes or making practical jokes based on a protected 

characteristic;  
• Belittling or teasing someone based on a protected characteristic; and  
• Isolating, segregating or humiliating someone because of a protected 

characteristic  
 
SEXUAL HARASSMENT  
Whilst the definition varies slightly according to the jurisdiction, generally sexual harassment 
occurs where a person engages in unwelcome conduct of a sexual nature in 
circumstances where a reasonable person would be offended, humiliated or 
intimidated.  

Sexual harassment can be physical, spoken or written. It can include, but is not limited to:  

• Staring or leering at a person or parts of their body;  

• Excessive or unwelcome familiarity or physical contact, such as touching, 
hugging, kissing, pinching, massaging and brushing up against someone;  

• Suggestive comments, jokes, conversations or innuendo;  

• Insults or taunts of a sexual nature or obscene gestures;  

• Intrusive questions or comments about someone’s private life;  

• Displaying or disseminating material such as posters, magazines or screen 
savers of a sexual nature;  

• Making or sending sexually explicit phone calls, emails or text messages;  
• Inappropriate advances on social networking sites;  

• Accessing sexually explicit internet sites in the presence of others;  
• Unwelcome flirting, requests for sex or repeated unwanted requests to go out 

on dates;  
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• Inappropriate or unwanted gifts; and  
• Behaviour that may also be considered to be an offence under criminal law, 

such as physical or sexual assault, indecent exposure, stalking or obscene 
communications.  

 
• If someone does not object to inappropriate behaviour in the workplace at the time, it 

does not mean that they are consenting to the behaviour.  

• Behaviour can constitute sexual harassment even if:  

• it is a one-off incident;  
• the person engaging in the behaviour does not intend for the other person to 

be offended, humiliated or intimidated;  
• some people in the workplace are not offended by the behaviour; or  

• the behaviour was previously an accepted practice in the workplace.  
Sexual harassment is not behaviour based on mutual attraction, flirtation or friendship, which 
is invited, respectful, mutual, consensual and reciprocated. 
 
WORKPLACE BULLYING is where an individual or group of individuals repeatedly behave 
unreasonably to another person or group of persons at a workplace, which creates a risk 
to health and safety.  
Bullying can take many forms. It can be physical, spoken, written, overt or covert. 
Behaviours that may constitute bullying include, but are not limited to:  

• Physical intimidation or abuse;  
• Aggressive or intimidating conduct or threatening gestures;  
• Manipulation, intimidation or coercion;  
• Threats, abuse, offensive language, shouting or belittling;  
• Innuendo, sarcasm and other forms of demeaning language;  
• Ganging up;  
• Public humiliation or belittling;  
• Initiation activities;  
• Practical jokes, teasing, or ridicule;  
• Isolation, exclusion or ignoring people;  
• Inappropriate blaming;  
• Inappropriate emails/pictures/text messages;  
• Unreasonable accusations or undue unconstructive criticism;  
• Allocating unpleasant, meaningless or impossible tasks;  
• Placing unreasonably high work demands on selected workers;  
• Deliberately withholding information, resources, support, supervision or 

consultation that a person needs to do their job or access their entitlements;  
• Unreasonable refusal of requests for leave, training or other workplace 

benefits;  
• Withholding access to opportunities;  
• Deliberately changing hours of work for a person or group to inconvenience 

them; and  
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• Unreasonable timelines or constantly changing deadlines targeted at a 
specific person or group.  

 
Bullying may also constitute unlawful harassment or discrimination, if it is connected to a 
protected characteristic, such as age or race. 
What is not bullying?  
Bullying is not:  

• Single incidents of inappropriate behaviour (although it may still constitute 
harassment or worker misconduct);  

• Reasonable management action undertaken in a reasonable manner, such 
as:  

- Employer directions (e.g. providing instructions on the way work is to 
be carried out);  

- Performance management processes (e.g. providing feedback on a 
worker’s performance);  

- Disciplinary action; or  
- Maintaining reasonable workplace standards; or  

• Differences of opinion or disagreements (e.g. differences of opinion on the 
artistic interpretation or direction of a production). People can have 
differences or disagreements in the workplace without engaging in repeated, 
unreasonable behaviour that creates a risk to health and safety.  

VILIFICATION is any public act that incites hatred, serious contempt, or severe 
ridicule against another person or group of people due to their race (including ethno-
religious origin), homosexuality, transgender status or HIV/AIDS status.  
Vilification is unlawful in all states and territories other than the Northern Territory.  
VICTIMISATION is subjecting or threatening to subject someone to a detriment 
because they have asserted their rights under equal opportunity law, made a complaint, 
helped someone else make a complaint, or refused to do something because it would be 
discrimination, harassment, sexual harassment or bullying.  
It is also victimisation to threaten someone (such as a witness) who may be involved in an 
investigation of a complaint.  
Victimisation is unlawful in all states and territories.  
Any form of retaliation taken against a worker who has made a complaint should be reported 
and investigated immediately, with appropriate disciplinary action taken where the conduct is 
proven. 
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10. 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  
Carclew Arts 
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. 


