
 

 

1 Bullying, Victimisation and Harassment Policy 

1.1 Purpose 

The Palmerston Cazalys Club has a zero tolerance for bullying, victimisation or harassment of 
any kind.  The Club has an equal employment opportunity standard that must be abided by the 
Board of Directors and by all employees regardless of position. 

1.2 Legislation 

There are range of Australian Acts including the Work Health and Safety (Nation Uniform 
Legislation) Act and Regulations that cover discrimination and harassment which all Directors 
and employees must obey.  The NT Anti-Discrimination Act October 2015 also must be 
obeyed and are covered by a separate and complementary policy. 

All the Acts define and prohibit discrimination, harassment, victimisation, discriminatory 
advertising, seeking unnecessary information and failure to accommodate special needs. 

Further information is available from worksafe.nt.gov.au. 

1.3 Policy Principles 

The Work Health and Safety (National Uniform Legislation) Act and Regulations define 
bullying as repeated and unreasonable behaviours directed towards a worker or a group of 
workers that creates a risk to health and safety.  Such behaviour violates the various 
legislative requirements of the Club’s Code of Ethics. 

1.4 Policy Statement 

The Club is committed to providing a workplace that is free from bullying, victimisation or 
harassment. 

All staff have a right to work in an environment free from bullying, victimisation, and 
harassment and to be treated with dignity and respect. 

All managers and supervisors are responsible for actively intervening to prevent and stop any 
bullying, victimisation or harassment type behaviours that is occurring in their workplaces, 
whether or not a complaint is received. 

The Club provides these procedures by which all staff can have any complaint of workplace 
bullying addressed. 

All staff have a right to use the procedures in this policy if they believe they have experienced 
bullying, victimisation or harassment that can be dealt with under these procedures. 

1.5 Procedures and Classification 

1.5.1 Definition of Bullying  

Whether it is intentional or not, workplace bullying if repeated or unreasonable can create a 
risk to work health and safety.  Some examples of this behaviour include: 

 abusive, insulting or offensive language or comments; 



 

 

 unjustified criticism or complaints; 

 withholding information that is vital for effective work performance; 

 setting unreasonable timelines or constantly changing deadlines; 

 setting tasks that are unreasonably below or beyond a person’s skill level; and 

 denying access to information, supervision, consultation or resources to the detriment of 
the worker. 

1.5.2 Reasonable Management Action Taken in a Reasonable Way 

It is reasonable for managers and supervisors to allocate work and to give fair and reasonable 
feedback on a worker’s performance.  These actions are not considered to be workplace 
bullying if they are carried out lawfully and in a reasonable manner, taking the particular 
circumstances into account. 

Reasonable management action can include but are not limited to:  

 setting reasonable performance goals, standards and deadlines; 

 rostering and allocating working hours where the requirements are reasonable; 

 transferring a worker for operational reasons; 

 deciding not to select a worker for promotion where a reasonable process is followed. 

 informing a worker of their unsatisfactory work performance in an honest, fair and 
constructive way; 

 informing a worker of their unreasonable or inappropriate behaviour in an objective and 
confidential way; 

 implementing organisational changes or restructuring; and 

 taking disciplinary action including suspension or termination of employment. 

1.5.3 Definition of Harassment 

Whether it is intentional or not, any form of unwanted behavior that may intimidate, humiliate 
or definition.  Types of harassment include: 

 Race  Sexual 
 Age  Marital Status 
 Religious Belief  Political Opinion 
 Sexuality  Parenthood 
 Impairment  Cultural 
 Color  

1.5.4 What is Classed as Sexual Harassment? 

There are a wide range of behaviours that can constitute sexual harassment and all depend on 
the circumstances.  These actions may be intentional or unintentional, but if a person feels 
offended, humiliated or uncomfortable as a result, then sexual harassment has occurred.  
Some of the behaviours are listed below. 

 Staring or leering in a sexual manner. 



 

 

 Unwanted physical contact or gestures. 

 Making jokes or insinuations of a sexual nature. 

 Inappropriate or repeated sexual invitations, especially if they have been refused. 

 Displaying offensive or pornographic material. 

 Unwelcome comments or wolf-whistling. 

 Intrusive questions about sexual activity. 

 Subjecting a person to sex-based insults or taunts. 

 Explicitly or implicitly demanding to engage in sexual activity. 

 Sending an offensive communication of sexual nature by note, letter, telephone, computer 
or email or by other means. 

 Jokes based on gender, race, marital status, sexuality, disability or age. 

 Assault. 

1.5.5 Important Things to Remember 

 Sexual harassment is a crime. 

 Any person making a claim of sexual harassment should be protected at all times. 

 It might not be deliberate, as it can occur unintentionally. 

 It is possible to be harassed by a person with whom the person once had a relationship or 
was sexually or personally intimate. 

 Some types of seemingly mild behaviours can still be offensive and constitute 
harassment. 

 Can occur in situations where the people involved have equal status, or where the person 
who is harassed has authority over the alleged perpetrator. 

1.5.6 Unacceptable Activities 

The following examples of activities are classified as those covering bullying, victimisation 
and harassment.  This behaviour whether by a Board member or an employee will result in 
formal warnings. 

 Material that is racist, sexist, sexually explicit, homophobic, and which is circulated or 
displayed in the workplace. 

 Verbal abuse in any form or comments that denigrate or stereotype a person because of 
their age, disability, marital status, pregnancy, race or sex. 

 Gestures that are sexually or racially offensive. 

 Ignoring, isolating or segregating a person or group because of their sex, race, age, etc. 

 Jokes based on gender, race, marital status, sexuality, disability or age. 

 Sexual harassment. 



 

 

1.5.7 Minimizing Bullying, Victimisation and Harassment 

 Encourage everyone at the workplace to act towards others in a respectful and 
professional manner. 

 Educate everyone that bullying is a serious matter. 

 Try to work out solutions before the situation gets serious or “out of control”. 

 Educate everyone about what is considered bullying, and who they can go to for help. 

 Treat all complaints seriously, and deal with complaints promptly and confidentially. 

 Train supervisors and managers in how to deal with complaints and potential situations.  
Encourage them to address situations promptly whether or not a formal complaint has 
been filed. 

 Have an impartial third party help with the resolution, if necessary. 

 Do not ignore any potential problems. 

 Do not delay resolution.  Act as soon as possible. 

1.5.8 Discrimination or Sexual Harassment 

 Discrimination and sexual harassment in employment is unlawful under  
anti-discrimination, equal employment opportunity, workplace relations and human rights 
laws. 

 Discrimination generally occurs when someone is treated less favourably than others 
because they have a particular characteristic or belong to a particular group of people. 

 Sexual harassment is associated with unwelcome sexual advances, requests for sexual 
favours or other unwelcome conduct of a sexual nature. 

 It is possible for a person to be bullied, sexually harassed and discriminated against at the 
same time. 

1.5.9 Workplace Conflict 

 Differences of opinion and disagreements are generally not considered to be workplace 
bullying.  People can have differences and disagreements in the workplace without 
engaging in repeated, unreasonable behaviour that creates a risk to health and safety.  
However, in some cases, conflict that is not managed may escalate to the point where it 
meets the definition of workplace bullying. 

 If workplace conflict is affecting you, you should raise your concerns with your manager, 
supervisor, human resources officer or grievance officer. 

1.6 Addressing Issues 

1.6.1 Overview 

To be able to take the most appropriate action it is important to first find out whether the 
behaviour experienced or witnessed is workplace bullying, harassment or victimisation.  It 
can be difficult in times of stress to be objective about what is happening. 

Therefore, ask the people involved to consider the following questions; it may be helpful to 
seek the perspective of another person who is not involved to help determine whether the 
behaviour meets the definition of workplace bullying. 



 

 

Discuss the situation with a human resources officer, health and safety representative (HSR) 
or union representative or seek outside assistance form a professional councillor. 

 Is the behaviour being repeated? 
o Repeated behaviour refers to the persistent nature of the behaviour and can involve a 

range of behaviours over time. 

 Is the behaviour unreasonable? 
o Unreasonable behaviour means behaviour that a reasonable person, having considered 

the circumstances, would see as unreasonable including behaviour that is victimising, 
humiliating, intimidating or threatening. 

 Is the behaviour creating a risk to your health and safety? 
o Workplace bullying can be harmful to the person experiencing it and to those who 

witness it, although the effects will vary depending on individual characteristics as well 
as the situation and may include one or more of the following: 
 distress, anxiety, panic attacks or sleep disturbance. 
 physical illness, for example muscular tension, headaches and digestive problems. 
 deteriorating relationships with colleagues, family and friends. 
 Depression. 
 thoughts of suicide. 

o If workplace bullying behaviour involves violence, for example physical assault or the 
threat of physical assault, it should be reported to the police. 

1.7 Management Responsibility 

Management has the primary duty under the Work Health and Safety Act to ensure, so far as is 
reasonably practicable, that workers and other persons are not exposed to health and safety 
risks arising from the business or undertaking.  This includes having systems in place to 
prevent and respond to workplace bullying. 

If an employee is experiencing workplace bullying the response should follow the following 
procedure: 

 respond to the bullying report quickly and reasonably in accordance with the policies and 
procedures at your workplace. 

 treat all reports seriously. 

 inform you of the process of how the matter will be dealt with. 

 maintain confidentiality. 

 allow the parties to explain their version of events. 

 remain neutral and impartial towards everyone involved. 

 advise you of support options available to you, such as counselling. 

 allow you to have a support person present at interviews and meetings, for example a 
friend, health and safety representative or union representative. 

 keep relevant records, for example of conversations, meetings and interviews. 

 attempt to resolve the matter. 



 

 

If the matter is resolved, the workplace should follow-up with the employee at a later date to 
review whether the actions taken have been effective.  Management may also provide 
ongoing support or advise external support services, such as an Employee Assistance 
Program. 

Management may decide to investigate workplace bullying allegations of a serious or 
complex nature.  The investigator should be a suitably skilled, neutral person from within the 
workplace or an external investigator. 

Management may evolve strategies to assist in solving issues.  If necessary, conflict 
resolution, mediation or counselling services may assist in resolving the issue. 

Management should continue to monitor the situation over time. 

Refer below for more details. 

For more information: Work Health and Safety - 1800 019 115 or ntworksafe@nt.gov.au. 


