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Anti-Sexual Harassment Policy 
 

1.  Purpose 
 

It is the right of every Inala Community House worker to perform their work without 

being subjected to sexual harassment. It is the obligation and responsibility of every 

worker to behave in a manner that ensures that the workplace is free from sexual 

harassment. Every worker must treat everyone with respect and aim always to 

demonstrate good behaviour in the workplace (working in accordance with the Code 

of Conduct). Everyone working at Inala Community House is responsible for the care 

and protection of the people and for reporting information about suspected sexual 

harassment. 

Breaches of this policy will result in disciplinary action. 

This policy operates in conjunction with the Discrimination Policy and the Grievance 
Policy. 
 

2. Scope 
 

This policy applies to Board members, management and all employees, including 
volunteers, students, trainees and contractors. For the purposes of this policy, these 
persons shall be referred to as workers. 
 

3.  Definition 
 

Sexual harassment: means any unwelcome and inappropriate sexual remarks or 

advance, unwelcome request for sexual favours, or other unwelcome conduct of a 

sexual nature, which, in the circumstances, a reasonable person would anticipate the 

possibility that the recipient would feel offended, humiliated or intimidated. Examples 

of sexual harassment include, but are not limited to, 

• unnecessary familiarity, such as deliberately brushing up against you or 

unwelcome touching or asking intrusive questions or statements about your private 

life, 

• displaying posters, magazines or screen savers of a sexual nature, 

• sexually explicit or suggestive emails or text messages or other digital platforms 

used by the organisation, jokes, comments, insults or taunts,  

• inappropriate advances or repeated requests for dates (including on social media), 

• behaviour that may also be considered to be an offence under criminal law, such 

as physical assault, indecent exposure, sexual assault, stalking or obscene 

communications. 

 

A single incident can constitute sexual harassment however, behaviour that is based 

on mutual attraction, friendship and respect is not sexual harassment. 
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4.  Policy 
 

4.1  Commitment and Responsibility 
 

Inala Community House will not tolerate sexual harassment under any circumstances. 

Responsibility lies with every Manager, Supervisor and worker to ensure that sexual 

harassment does not occur. All persons should be treated with dignity, courtesy and 

respect at all times in accordance with the Code of Conduct.  

Inala Community House recognises that comments and behaviour that do not offend 

one person may offend another. This policy requires all workers to respect other 

people’s feelings. 

This policy applies to conduct that takes place in any work-related context, including 

conferences, work functions, or other professional settings, as well as social events 

and business trips. 

ICH has strategies in place to prevent sexual harassment occurring in the workplace. 
 

4.2  Legislation and Liability 
 

Sexual harassment is a form of sexual discrimination. Both federal and state Equal 

Employment Opportunity legislation provide that sexual harassment is unlawful and 

establish minimum standards of behaviour for all employees. Legal action can be 

taken against both individual workers and the organisation for sexual harassment in 

the workplace. 

A breach of this policy will result in disciplinary action, up to and including termination 
of employment.   
 

4.3 Reporting 
 

Inala Community House strongly encourages any worker who feels they have been 

sexually harassed to take immediate action. If a worker feels comfortable in doing so, 

they can raise the issue with the person directly with a view to resolving the issue by 

discussion. The worker should identify the harassing behaviour, explain that the 

behaviour is unwelcome and offensive and ask that the behaviour stops. However, 

given the seriousness of sexual harassment, it is recommended that this discussion 

happens in consultation with the Manager. Alternatively, or in addition, they may 

report the behaviour in accordance with the Grievance procedure.  

No worker will be treated unfairly as a result of rejecting unwanted advances. 

Disciplinary action may be taken against anyone who victimises or retaliates against a 

person who has complained of sexual harassment, or against any worker who has 

been alleged to be a harasser. 

Managers or Supervisors who fail to take appropriate corrective action when aware of 

harassment of a person will be subject to disciplinary action. 
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5.  Review 
 
This policy should be reviewed every 2 years.  

This policy remains in effect unless otherwise determined by resolution of the Board of 
Directors. 
 

6. Related Documents 
 
Policies 
 
ICH Code of Conduct Policy 
ICH Bullying Policy 
ICH Discrimination Policy 
ICH Grievance Policy 
ICH Confidentiality Policy 
ICH Psychological Health Policy 
ICH Workplace Health and Safety Policy 
 
Procedures 
 
ICH Sexual Harassment Procedure 
 
References 
 
Work Health and Safety Act 2011 
Sex Discrimination Act 1984 (Cth) 
Anti-Discrimination Act 1991 (Qld) 
 
 
 


