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Anti-Harassment & Sexual Harassment Policy 

and Procedures 

Approval Date:   10/7/2021 

Review Date: - 

Version No: 1 

President: Kristie Stamford 

Vice-President: Josephine Winter 

 
PURPOSE 
To ensure that all Committee Members, event attendees, volunteers and contractors associated 
with AWC Inc enjoy an environment free from harassment of any kind including sexual harassment. 
 
POLICY 
Harassment of any kind is not acceptable at AWC Inc and complaints related to behaviour of this 
nature (see definition) will be treated as serious and will be dealt with promptly, confidentially and 
impartially by the Committee or chosen independent party. No person who lodges a complaint with 
respect to harassment will be disadvantaged because they have made the complaint.   
 
AWC Inc PROCEDURES 

AWC Inc should refer to the Rules set out in the AWC Inc Constitution when 
developing Grievance Resolution Procedures or disciplinary actions. This 
information does not substitute legal advice. 

 
• Complaints relating to harassment should be dealt with sensitively and as most serious and 

may require the involvement of an independent mediator, or the police in the case of a 
criminal offence 

• In the case of sexual assault or rape the matter should be reported immediately to the police.  
Claimants may also be referred to CASA (Centres Against Sexual Assault), a 24 hour 
service providing immediate crisis and on-going counselling and support. 

• In the case of physical assault  

• Internally, formal complaints should be received by the President (unless the complaint 
directly concerns the President) 
 

• On receiving a complaint, the President will decide whether  
 

- they are the most appropriate person to receive and handle the complaint.  

- the nature and seriousness of the complaint warrants a formal resolution procedure.   

- to appoint a person to investigate (gather more information on) the complaint.  

- to refer the matter to the police or other appropriate authority; and/or 

- to implement any interim arrangements that will apply until the complaint process set out in 
these Procedures is completed. 
 

• In relation to AWC Inc Members 

- All matters will be handled in accordance with the AWC Inc Constitution. 
 

• Regardless of the process adopted, it will be based on the principles of justice where: 

- Both the complainant and the respondent must know the full details of what is being said 
against them and have the opportunity to respond 

- Decision maker(s) must be unbiased, fair and just 

- Penalties imposed must be fair and in line with the AWC Inc Constitution 

- If the incident occurs at an AWC Inc event involving people/s who are not members of 
AWC Inc and the incident is considered of a serious nature with risks of harm etc in the 
future, the committee can vote to ban the individual/s from future AWC Inc events. 
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DEFINITIONS 
 
Sexual Harassment 
Sexual harassment is an unwelcome sexual advance, unwelcome 
request for sexual favours or other unwelcome conduct of a sexual nature 
which makes a person feel offended, humiliated and/or intimidated, where 
a reasonable person would anticipate that reaction in the circumstances. 
 
The Sex Discrimination Act 1984 (Cth) defines the nature 
and circumstances in which sexual harassment is unlawful. It is also 
unlawful for a person to be victimised for making, or proposing to make, 
a complaint of sexual harassment to the Human Rights and Equal Opportunity 
Commission. 
 
Examples of sexually harassing behaviour include: 
 

- unwelcome touching; 

- staring or leering; 

- suggestive comments or jokes; 

- sexually explicit pictures or posters; 

- unwanted invitations to go out on dates; 

- requests for sex; 

- intrusive questions about a person's private life or body; 

- unnecessary familiarity, such as deliberately brushing up against a person; 

- insults or taunts based on gender and/or sex; 

- sexually explicit physical contact; and 

- sexually explicit emails or SMS text messages. 

- A working environment or workplace culture that is 

- sexually permeated or hostile will also amount to unlawful sexual harassment. 

- Some of the factors emerging from the case law which may indicate a 

- potentially hostile environment include the display of obscene or pornographic 

- materials, general sexual banter, crude conversation or innuendo and 

- offensive jokes. See 1.2.4 of Sexual Harassment in the Workplace: A Code of 
Practice for Employers for further information. 

 
The Sex Discrimination Act makes sexual harassment unlawful 
in many areas of public life, including in employment situations, educational 
institutions, the provision of goods, services and accommodation and 
the administration of Commonwealth laws or programs. 
 
A person who sexually harasses is primarily responsible 
for the sexual harassment under the Sex Discrimination Act. However, 
in many cases, employers and others can be held responsible under the 
Sex Discrimination Act for acts of sexual harassment done by their employers 
or agents. 
 
Unlawful Harassment 
 
Under Federal and State legislation, unlawful harassment occurs when someone is made to 
feel intimidated, insulted or humiliated because of their race, colour, national or ethnic origin; 
sex; disability; sexual preference; or some other characteristic specified under anti-
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discrimination or human rights legislation. It can also happen if someone is working in a 
‘hostile’ – or intimidating – environment. 
 
Harassment can include behaviour such as: 
 

- telling insulting jokes about particular racial groups; 

- sending explicit or sexually suggestive emails; 

- displaying offensive or pornographic posters or screen savers; 

- making derogatory comments or taunts about someone’s race or religion; and 

- asking intrusive questions about someone’s personal life, including their sex life. 
 


