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1.0
PURPOSE


To ensure that the College community can appropriately respond to sexual harassment at School.

2.0
SCOPE


Definition of Sexual Harassment


Counselling and Conciliation


Confidentiality and Ideal Liability


What to do if you are sexually harassed


Documentation

3.0
DEFINITION 


Sexual harassment is against the law under the Queensland Anti-Discrimination Act and the Federal Sex Discrimination Act.

What is Sexual Harassment?

Sexual harassment has nothing to do with mutual attractions such as friendships, which are a private matter. 

Sexual harassment is unwanted attention that may include remarks, materials or other actions of a nature that a person would find these remarks, materials or actions offensive.

Sexual harassment can be a single incident or repeated a number of times – it depends on the circumstances. 

Some actions, materials or remarks are so offensive that they constitute sexual harassment in themselves, even if they are not repeated. Other single incidents, such as an unwanted invitation out or compliment may not constitute harassment even if they are not repeated. 

Importantly, the onus is on the person being harassed to say he/she finds the conduct objectionable. 

Many people find it difficult to speak out. However, do not ignore sexual harassment or hope it will go away. Silence may give the impression that sexual harassment is acceptable.

All members of the College community are responsible for their own behaviour.

If you think the behaviour may offend, then don’t do it!

4. 
PROCEDURE 

4.1
Counselling and Conciliation

The Principal or others may be called on to advise, counsel or conciliate. 

The adviser’s initial task would be to counsel the persons who consult them. Counselling in this context includes –

1. Helping the person clarify whether the behaviour perceived as offensive did constitute sexual      harassment;

2. Exploring possible strategies by which the person might resolve the difficulty with/without    recourse to intervention by an external party; and

3. Advising the complainant of his/her rights under the Sex Discrimination Act to refer the matter to the Sex Discrimination Commissioner.

After counselling, if the complainant wishes to proceed with the complaint and requests the adviser to intervene, the following procedures are followed –

1. Inform in confidence, the person or persons named by the complainant, that a complaint has been lodged; and

2. Inform the person or persons named of the nature of the complaint and offer conciliation.

Some respondents are genuinely unaware that their actions have given offence and are prepared to modify their behaviour when the matter has been explained by a neutral party.

The object of conciliation is – 

1. To ensure that there is no recurrence of the behaviour that gave rise to the complaint;

2. To ensure that there are no reprisals against the complainant for making the complaint; and

3. To ascertain whether the complainant has suffered any disadvantage as a consequence of resisting the harassment such as lack of promotion or service delivery.

4.2
Confidentiality and Ideal Liability

An accusation of sexual harassment can be potentially defamatory. This can involve risks to those concerned in the matter, especially if confidentiality is not observed and a person’s reputation is damaged.

Protection in any internal proceeding, either for a complainant or others involved in attempting to settle the matter, will depend on the privilege which applied to the communication of the complainant under laws relating to defamation.

The risk of defamation proceedings can be kept to a minimum if the complaint is handled by as few people as possible and confidentiality is strictly observed.

4.3
What to do if you are Sexually Harassed
Do not ignore sexual harassment or hope it will go away. Silence may give the impression that sexual harassment is acceptable.

1. Contact your Principal 

2. Contact one of the following people who have been nominated to give advice and/or investigate complaints of sexual harassment.

	Name:

Position:

Location:

Telephone:
	Peter Callaghan

Board Chairperson

Rockhampton

(07) 4922 6122
	Name:

Position:

Location:

Telephone:
	Tony Ponicke

School Chaplain

Rockhampton

(07) 4926 2966


3.
Make a complaint under the Anti-Discrimination Legislation to the Queensland Anti-Discrimination Commission and Human Rights and Equal Opportunity Commission.

Address is:

P O Box 1390

Rockhampton  Qld  4700

Telephone: (07) 4922 6877 or Free Call 1800 804288

4.
Contact your union for advice.

4.4 
Consequences of Sexual Harassment 

Any reports of sexual harassment will be treated seriously and investigated promptly, confidentially and impartially. 

A written complaint is not required.

Disciplinary action will be taken against anyone who sexually harasses a co-worker or client. Discipline may involve a warning, counselling, demotion or dismissal dependent upon the circumstances.

Sexual harassment may cause loss of trained and talented employees and damage staff morale and productivity.

The organisation is committed to providing an environment that is safe for all. You will not be disadvantaged in any way as a result of lodging a complaint.
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