
Disrupting the System
Preventing and responding to sexual 
harassment in the workplace



Unless we all  
take action  
to intervene  
against sexual    
harassment,

we remain part  
of the culture  
that enables it.

– Elizabeth Broderick
Founder, Male Champions of Change 
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 By openly acknowledging 

the prevalence of  
sexual harassment and 
taking action to address  
its systemic drivers, 
leaders have the unique 
power to ensure their 
workplaces are safe, 
respectful and inclusive.
Their employees and the 
community expect no less 
from them.
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Over the past 18 months, members of Male Champions  
of Change (MCC) have looked deeply at the issue of sexual 
harassment in the workplace.
 
This work forms part of our broad and long-term MCC 
mission to achieve gender equality, advance more women 
into leadership and build safe, respectful and inclusive 
environments for all. 

INTRODUCTION

CONTENT NOTE:  
SEXUAL HARASSMENT IN THE WORKPLACE

If reading this report causes you to feel distressed or you wish to report sexual 
harassment you have experienced or observed, here are some options to seek support 
or counselling:

• Nominated support people within your organisation

• Your organisation’s Employee Assistance Program

• The Equal Opportunity Commission in your state or territory

• The Australian Human Rights Commission at 1300 656 419

• 1800RESPECT (1800 737 732), the National Sexual Assault, Domestic Family 
Violence Counselling Service

More information including contact details can be found in the Referrals section of this 
report.
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Dear colleague

Sexual harassment in the workplace is rightfully getting much attention. That is as it should be given the 
psychological, emotional and physical toll, the distress and pain experienced by countless women and 
some men over many decades.  

This report has been developed to provide insights, practical actions and resources that aim to disrupt  
the system on how sexual harassment is managed in the workplace. It’s a bold and ambitious approach  
DQG�ZRUN�LQ�SURJUHVV�WKDW�ZH�ZLOO�FRQWLQXH�WR�UHƮQH��EXW�LW
V�FOHDU�WKH�FXUUHQW�V\VWHP�LV�QRW�ZRUNLQJ�DQG�QHZ�
DQG�GLƬHUHQW�WKLQNLQJ�LV�UHTXLUHG��

We have listened to women in our organisations. We have researched why and how sexual harassment 
occurs. We have engaged with the people who deal with sexual harassment in our workplace, including  
the perspective of CEOs, Boards, our human resources function, legal advisors and communications teams. 
We have paid particular attention to the landmark report, Respect@Work, arising from the National Inquiry 
into Sexual Harassment in Australian Workplaces (National Inquiry) led by the Australian Sex Discrimination 
Commissioner Kate Jenkins. 

What we know from this work is that leaders can use the organisational systems they steer to eradicate 
VH[XDO�KDUDVVPHQW��EXW�LW�GRHV�UHTXLUH�VLJQLƮFDQW�VKLIWV��Leaders must take responsibility for developing 
workplace cultures that prioritise safety, respect and inclusion for all. This report makes our stance 
clear. We must focus on preventing sexual harassment before it happens.

We must provide physically and psychologically safe workplaces as a Board and Executive priority through 
a focus on prevention and early intervention, incident and consequence management and transparency 
in reporting to boards and external stakeholders. This is not a giant leap. Existing gender equality and 
workplace health and safety practices provide an excellent model to adapt, integrate and amplify. 

2ƬHQGHUV�PXVW�NQRZ�WKH\�ZLOO�QRW�EH�SURWHFWHG�E\�RUJDQLVDWLRQV�LQ�WKH�LQWHUHVWV�RI�SHUIRUPDQFH��SRVLWLRQ�RU�
reputation. Action will be taken. 

Everyone must understand sexual harassment in all its forms and be supported and expected to speak up 
about issues they observe or know of. 

We must provide respect and support for people who experience sexual harassment. This means ensuring 
their wishes are listened to and prioritised and that they retain the right to share their stories if and how they 
want to, rather than be silenced in the interests of legal and reputation risk management. 

The real risk to organisations is the human cost of not preventing sexual harassment or not addressing  
it in the right way. The actions you take as a leader say everything about what you and your organisation 
values – especially if you prioritise power and past achievements over the well-being of employees.

3ULYDF\��FRQƮGHQWLDOLW\��GXH�SURFHVV�DQG�QDWXUDO�MXVWLFH�UHPDLQ�HVVHQWLDO�IRU�HPSOR\HHV�LUUHVSHFWLYH�RI�WKHLU�
position in an organisation.  But once an outcome is determined, transparency is critical.  Organisations 
need to learn from it. Stakeholders are entitled to know about it – particularly when it involves the most 
senior people. 

These are not system shifts that ‘take time’ – we know organisations are capable of rapid, radical 
change when required. Sexual harassment requires such focus.

We acknowledge the many people who have raised their own experiences of sexual harassment and 
brought this issue to light, often at great personal and professional cost.

We stand by our long-term, public commitment to advancing gender equality and creating respectful, 
inclusive and safe environments for all. 

Male Champions of Change Coalition

:H�NQRZ�ZH�QHHG�WR�UHưHFW�RQ�RXU�SDVW
,Q�DQ\�FRQYHUVDWLRQ�DERXW�ZRUNSODFH�EHKDYLRXU��LW�LV�QDWXUDO�WR�UHưHFW�RQ�RXU�RZQ�
careers: our workplace relationships; how we have treated others; and whether we  
have done enough to make positive changes.

We have come to a junction where we have choices. We can bury our heads in the sand 
DQG�KRSH�WKDW�RWKHUV�ZLOO�OHDG��2U��ZH�FDQ�UHưHFW�RQ�RXU�RZQ�SDVW��:H�FDQ�DFNQRZOHGJH��
apologise and make amends for unacceptable behaviour; share what we have learned 
through experience; and commit to leading the cultural change that will be essential 
in advancing gender equality. The same goes for how we respond to new issues that 
may surface about our teams, colleagues and employees. We must demonstrate and 
require accountability, empathy and compassionate leadership.

We are sharing this resource not because  
we are perfect or consider our teams are 
immune to sexual harassment. But as a 
coalition, we intend to be visible leaders 
in setting new standards, building new 
and better systems, and accelerating the 
pace of change. 
This is a guide for future approaches, 
recognising that the starting point for 
HDFK�RUJDQLVDWLRQ�ZLOO�EH�GLƬHUHQW��
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Reviewing all major cultural reviews, industry-wide surveys and insight reports from 2012 
to 2019 from across the MCC coalition, covering the views and experiences of our employees and 
stakeholders. This was a rich resource that included inputs from over 50,000 people across 15 
GLƬHUHQW�UHSRUWV� 

Holding forums with 41 CEOs and heads of our Legal, Communications and People and Culture 
teams to understand lessons learned from dealing with sexual harassment in our organisations. 

Hosting Australian Sex Discrimination Commissioner Kate Jenkins at MCC group meetings 
to discuss the issue, the work of the National Inquiry and the role of leaders in addressing sexual 
harassment. 

Reviewing submissions to the National Inquiry and recommendations IURP�WKH�ƮQDO�UHSRUW��
Respect@Work: Sexual Harassment National Inquiry Report (2020). 

(QJDJLQJ�ZLWK�H[SHUWV�LQ�WKH�ƮHOG�DQG�ZRPHQ�OHDGHUV�including the Convenors, Special Advisors 
and Implementation Leaders involved in the MCC strategy. 

Examining initiatives currently in place to improve prevention and responses that could be 
adopted, adapted or scaled up across member organisations to accelerate change. 

Engaging in multiple detailed discussions on everyday sexism and sexual harassment as part  
of regular MCC and Implementation Leader meetings.

We acknowledge the extensive research on this topic by experts globally. With reference to this, we have 
sought to bring a CEO lens and the everyday experiences of employees across our coalition to hopefully 
provide another layer of insight and compelling roadmap for action.

Context
7KLV�UHVRXUFH�ZDV�GHYHORSHG�DJDLQVW�WKH�EDFNGURS�RI�VLJQLƮFDQW�VKLIWV�WR�SUHYDLOLQJ�FRPPXQLW\�VWDQGDUGV�
on sexual harassment. 

This included #MeToo – a catalysing movement which seeks to highlight the breadth and impact of sexual 
harassment and sexual assault worldwide, support those who have experienced it and hold sexual 
KDUDVVPHQW�RƬHQGHUV�DFFRXQWDEOH�IRU�WKHLU�EHKDYLRXUV��,W�KDV�HPSRZHUHG�SHRSOH�WR�VKDUH�WKHLU�VWRULHV�s�
thousands of people have bravely recounted their experiences so that everyone might listen, learn and act. 

At the same time, the National Inquiry into Sexual Harassment in Australian Workplaces, led by the Australian 
*RYHUQPHQWoV�6H[�'LVFULPLQDWLRQ�&RPPLVVLRQHU��.DWH�-HQNLQV��ZDV�FRPSOHWHG�s�WKH�ƮUVW�RI�LWV�NLQG�LQ�WKH�
ZRUOG��7KH�ƮQGLQJV��ZKLFK�KDYH�LQIRUPHG�WKLV�UHSRUW��LGHQWLƮHG�FKDQJHV�WKDW�EXVLQHVVHV��JRYHUQPHQWV�DQG�
the community can implement to address this issue.

Now, as we release this report, we are in the midst of response to the COVID-19 global health  
and economic crisis.  Far from relegating sexual harassment to a less important issue, now more than  
ever in our history, leaders must be squarely focused on the critical importance of providing physically  
and psychologically safe work environments for their employees – anytime, anywhere.

Our role
We have analysed this issue from the viewpoint of a CEO, identifying the changes we can lead to eradicate 
sexual harassment from our organisations. 

7KH�H[SHFWDWLRQ��ULJKWO\��LV�WKDW�ZH�ZLOO�VWHS�XS�EHVLGH�ZRPHQ�LQ�FUHDWLQJ�PRUH�HƬHFWLYH�DSSURDFKHV�WR�
preventing and responding to sexual harassment in the workplace. 

This involves taking a clear stance, demonstrating compassionate leadership, shared language, practical 
knowledge, disruptive actions, and providing tools and resources that empower our people to support  
this goal. 

Incremental change is not enough.

On the following pages, we share what we have learned and propose disruptive actions to end sexual 
harassment in the workplace. 

Our thanks to everyone who has so generously contributed their experiences, insights and innovative 
thinking to help disrupt the systems that enable sexual harassment to occur.

Our approach 
The Male Champions of Change strategy involves male leaders stepping up beside women leaders to 
achieve gender equality and advance more women into leadership. The heart of the strategy involves 
listening, learning and leading with practical, constructive and disruptive action to accelerate change.  

2XU�FRDOLWLRQ�EHQHƮWV�IURP�D�UDQJH�RI�SHUVSHFWLYHV�LQ�VKDSLQJ�LWV�DFWLRQV�s�HVSHFLDOO\�RQ�DQ�LVVXH�VXFK�DV�
this where women’s insights, experience and ownership of their own stories is so central to progress. As 
part of this work, we wanted to better understand the issue of sexual harassment and the experiences of 
people in our organisations. This involved:

2XU�JRDO�ZDV�WR�LGHQWLI\�WKH�VSHFLƮF�
actions CEOs could lead to disrupt 
workplace cultures and systems that 
enable sexual harassment to occur.
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Our position

Sexual harassment, in all its forms, is an abuse of power. 

It represents behaviours that are beneath the standards 
we expect from every one of us and across our organisations.  
It is unethical and against the law. It is inextricably linked to  
gender inequality. 

We have seen the psychological, emotional and physical  
toll it takes, and the detrimental consequences it can have  
RQ�WKH�FDUHHUV�DQG�SHUVRQDO�OLYHV�RI�WKRVH�DƬHFWHG��DV�ZHOO� 
as their families and those close to them. 

We acknowledge that past approaches to address this  
EHKDYLRXU�KDYH�EHHQ�LQVXƱFLHQW��

We agree that new approaches are required, recognising  
that this is a human and societal issue.

We will act to prevent it DQG�HQVXUH�HƬHFWLYH�UHVSRQVHV�IRU� 
those impacted within, and connected to, our organisations. 

We will enable people to recognise sexual harassment in  
all its forms, and empower them to speak about it, change 
behaviour if required and respond appropriately in the moment  
to prevent repetition and escalation. 

We will strive for ethical responses over expedient solutions.

We will support respectful transparency so that we can  
learn from incidents, continuously improve our approach,  
DQG�LPSURYH�RXU�DFFRXQWDELOLW\�WR�RXU�VWDƬ��RXU�VWDNHKROGHUV� 
and the broader community. 

We will lead a new conversation and take new actions to ensure 
that sexual harassment in our workplaces is eradicated.

&21),'(17,$/�'5$)7�ǫ�)25�',6&866,21

We have a ‘zero tolerance’ approach  
to sexual harassment in the workplace
This report reinforces our ‘zero tolerance’ approach to sexual harassment in the workplace. By this we mean 
we will be proactive in eradicating the behaviour – in all its forms. Zero tolerance also means there will be 
DFWLRQ�DQG�FRQVHTXHQFHV�WKDW�DUH�DSSURSULDWH�DQG�SURSRUWLRQDWH�FRQVLGHULQJ�WKH�RƬHQGHUoV�EHKDYLRXU�DQG�
the impact of their actions, and taking into account the wishes of the person subjected to the harassment.

It is important to note that zero tolerance does not mean we respond in the same way to every incident,  
for example through automatic dismissal. This is a misconception we need to clear up, particularly because 
we know it stops people coming forward. 

2IWHQ�SHRSOH�ZKR�UHSRUW�VH[XDO�KDUDVVPHQW�GR�QRW�ZLVK�WKH�RƬHQGHUoV�HPSOR\PHQW�WR�EH�WHUPLQDWHG�� 
but want the behaviour to stop, an apology and for it not to happen to anyone else. Just as responses  
that are too weak can permit sexual harassment to continue, responses that are seen as disproportionately 
severe can work against all the cultural and system changes we aspire to: physically and psychologically 
safe environments, open communication, greater bystander intervention, early resolution of issues and 
behaviour change. 

The commitment we make is to  
provide safe, respectful and inclusive 
environments – free of sexual 
harassment –  for all our employees 
wherever we operate.

'HƮQLWLRQ�  Sexual harassment
The Sex Discrimination Act 1984��&WK��GHƮQHV�VH[XDO�KDUDVVPHQW�DV�
DQ�XQZHOFRPH�VH[XDO�
advance, unwelcome request for sexual favours or other unwelcome conduct of a sexual nature 
ZKLFK�PDNHV�D�SHUVRQ�IHHO�RƬHQGHG��KXPLOLDWHG�DQG�RU�LQWLPLGDWHG��ZKHUH�D�UHDVRQDEOH�SHUVRQ�
would anticipate that reaction in the circumstances.

A working environment or workplace culture that is sexually permeated or hostile will also 
DPRXQW�WR�XQODZIXO�VH[XDO�KDUDVVPHQW�


Source: Australian Human Rights Commission. n.d. Sexual Harassment in the Workplace – The Legal 
'HƮQLWLRQ�RI�6H[XDO�+DUDVVPHQW� https://humanrights.gov.au/our-work/sexual-harassment-workplace-
OHJDO�GHƮQLWLRQ�VH[XDO�KDUDVVPHQW (accessed August 2020).
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There are clear international standards supporting the 
right to live and work free from violence and harassment. 
Sexual harassment is against the law in many countries 
ZKHUH�ZH�RSHUDWH���7KLV�JLYHV�ULVH�WR�VSHFLƮF�REOLJDWLRQV�
DERXW�KRZ�ZH�GHƮQH�ZRUNSODFH�VH[XDO�KDUDVVPHQW�DQG�
JXLGHV�KRZ�ZH�LQYHVWLJDWH�FRPSODLQWV��PDNH�ƮQGLQJV� 
on whether a claim is substantiated, and take disciplinary 
action.

We have focused on understanding how sexual 
harassment is experienced in our organisations to identify 
disruptive action against the conditions that enable it.

LISTENING, 
LEARNING
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The heart of our work:  
listening to the voices and experiences of our people
These are just a few of the many experiences of sexual harassment that can be found in the References on page 120.

The impact of sexual harassment 
in the workplace extends far 
beyond the workplace itself.

It’s everywhere and it’s insidious. 
,WoV�YHU\�GLƱFXOW�WR�FDOO�RXW�
because sometimes it’s so 
nuanced and accepted. There is 
a view that things are really good 
for women now … that makes it 
virtually impossible to call out 
systemic and insidious gendered 
issues.

After the incident, I felt hollow 
and empty inside. I hated 
myself, believed the incident 
was my fault, and was severely 
depressed.

It all starts with the leadership 
– what happens above. So, if 
they allow that to happen, well, 
then it’ll probably happen.  If 
they’ve created a culture and 
environment  where we perhaps 
WDFNOH�LW�LQ�D�GLƬHUHQW�PDQQHU�s�
encourage[ment] and support 
– well, then that’ll probably 
happen.

A male ran his open palm 
completely across my exposed 
stomach as I was in gym gear. I 
immediately told him to get his 
KDQGV�RƬ�PH�DQG�QHYHU�WRXFK�
me again. Another witnessed 
it and ran out of the room. 
Afterwards, he approached to 
tell me that he knew what he saw 
was wrong but he didn’t want to 
get involved so he left.

I didn’t want a convoluted 
process.  I just wanted it to stop. There is an unspoken rule that 

you shouldn’t speak out … It 
was basically up to me to handle 
the situation and, if I could not 
manage it, that it was my fault.

I would go on work trips and the 
boys would bash on my door at 
�DP�JRLQJ��
/HW�XV�LQ��:H�MXVW�
ZDQW�D�KXJ�
�,W�ZDV�SUHWW\�VFDU\�
really.

When I did complain to my boss, 
KH�VDLG�,�VKRXOG�IHHO�ưDWWHUHG�
and not make a fuss.

What we heard was consistent with the 
research: Sexual harassment is pervasive.  
It is inextricably linked to gender inequality. 
It can be overt or insidious. A sense  
RI�SRZHU�RYHU�RWKHUV�DQG�RU�WKH�DEXVH�RI�
power, alongside disrespect, sits at the 
heart of most cases of sexual harassment.
Sexual harassment is also preventable.
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The research is clear
7KH�ƮQGLQJV�RI�DQ\�UHYLHZ�RQ�VH[XDO�KDUDVVPHQW��s�JOREDO��ORFDO��VHFWRU�EDVHG�RU�RUJDQLVDWLRQ�VSHFLƮF�s� 
are clear and consistent:

• Sexual harassment is prevalent, largely experienced by women but also by men and other genders.

• Men are most commonly the perpetrators of sexual harassment against women, men and people who 
identify as non-binary.

• However, sexual harassment is a systemic cultural issue, not only an act of individual conduct.

• Young age, gender identity, sexual orientation, Indigeneity, other cultural and linguistic diversity, disability, 
low income and job insecurity are factors that increase the likelihood a person may experience sexual 
harassment and compound the barriers to speaking up – often in ways that intersect with each other.

• /RFDWLRQ��UHPRWH�RU�LVRODWHG�VLWHV��LQWHUQDWLRQDO�RƱFHV���HQYLURQPHQWV��KLJK�SUHVVXUH�VLWXDWLRQV��
extended working hours, roles facing customers and patients) and demographics (male-dominated  
or culturally homogenous workforces) can increase the incidences and severity of the behaviour.

• Very few people choose to report sexual harassment. This is for a range of reasons including fear  
of ostracism and a negative impact on their income, career and/or reputation.

• Given sexual harassment is so under-reported, the extent of the problem is not fully understood.

• There is no evidence to suggest that generational change in workforces will stop this behaviour.

• 6H[XDO�KDUDVVPHQW�VLWV�RQ�D�FRQWLQXXP�RI�EHKDYLRXUV�DQG�QRUPV�WKDW�UHưHFW�XQHTXDO�JHQGHU�SRZHU�
dynamics in the workplace. These behaviours can vary in how they manifest and can occur in isolation  
or concurrently. Workplace cultures that normalise, tolerate and excuse disrespectful behaviour at one 
end of the continuum may lead to more serious issues at the other.

 Sexual harassment is pervasive
Most employees can describe sexual harassment in the workplace through experience or observation. 
For many people, dealing with sexual harassment is an accepted part of navigating workplace dynamics. 
Numerous studies and organisational inquiries have sought to expose the extent of the issue, but under-
reporting remains rife. This tells us that people do not feel safe in raising sexual harassment, lack 
FRQƮGHQFH�LQ�H[LVWLQJ�V\VWHPV�WR�GHDO�ZLWK�LW��RU�ERWK��

Sexual harassment can happen to anyone, but it is not experienced in the same ways. For example,  
people of diverse sexual orientation or gender identity commonly report sexual harassment as intrusive 
TXHVWLRQV�DERXW�WKHLU�LQWLPDWH�UHODWLRQVKLSV��ZRPHQ�RI�FXOWXUDOO\�DQG�OLQJXLVWLFDOO\�GLYHUVH�EDFNJURXQGV�
experience sexual harassment in ways that are often bound up in assumptions and stereotypes based  
on race and gender. For all those impacted, it is a deeply personal and individual experience.

In particular, while sexual harassment is experienced throughout our organisations, it takes on an especially 
malignant character when perpetrated by leaders. When complaints are made, the established approach 
LV�WR�
VKXW�DQ�LVVXH�GRZQ
��XVXDOO\�LQ�WKH�QDPH�RI�SURƮOH��SHUIRUPDQFH�DQG�UHSXWDWLRQ��ZKLFK�YLVLEO\�DQG�
perversely serves to protect perpetrators who are powerful.

Permissive cultures enable sexual harassment
Sexual harassment is one of a number of behaviours that occur in and outside the workplace that contribute  
to a wider culture of disrespect of women. 

Examples of disrespectful behaviour we have dealt with in our organisations include:

• Inappropriate after-hours or outside-of-work behaviour of employees. 

• Inappropriate social media activity of employees.

• Trolling of women by people within and outside our organisations.

• 7KH�REMHFWLƮFDWLRQ�RI�ZRPHQ�LQ�PDLQVWUHDP�PHGLD�DGYHUWLVLQJ�

• ,QWLPDWH�UHODWLRQVKLSV�IRUPHG�WKURXJK�ZRUN�WKDW�DUH�LQDSSURSULDWH�EHFDXVH�WKH\�LQYROYH�FRQưLFWV�RI�LQWHUHVW�
DQG�VLJQLƮFDQW�SRZHU�LPEDODQFHV�

• Gendered bullying and victimisation.

These behaviours or incidents may not meet the legal test for sexual harassment, but they are inextricably 
linked as they are also rooted in gender inequality. Our previous report on Everyday Sexism, highlighted how 
these kinds of behaviours can repeat, escalate and/or cumulatively cause harm.  Critically, if overlooked or 
condoned it creates a permissive culture for more serious incidents, like sexual harassment.

&XUUHQW�DSSURDFKHV�DUH�QRW�HƬHFWLYH
Our organisations have policies, processes and training in place to prevent and address sexual harassment 
WKDW�DUH�YDULHG�LQ�FRPSUHKHQVLYHQHVV�DQG�HƬHFWLYHQHVV��:H�FDQoW��KRZHYHU��LJQRUH�WKH�IDFWV�DQG�WKH�VWRULHV�RI�
people in our workplaces which tell us clearly that current approaches are not working. 

Some strategies employed in response to complaints may serve to tacitly condone behaviour, silence people, 
entrench enabling systems and even exacerbate trauma. For example, the practice of quietly removing people 
from an organisation found to have sexually harassed others means that personal and organisational stances 
FDQ�EH�VHHQ�DV�LQYLVLEOH�DQG�DVVHVVHG�E\�VWDƬ�DQG�VWDNHKROGHUV�DV�FRPSOLFLW�RU�SDVVLYH��

6HULDO�RƬHQGHUV�VKRXOG�QRW�EH�PRYHG�IURP�RQH�UROH�WR�DQRWKHU��SHUSHWXDWLQJ�KDUP��6XFK�DQ�DSSURDFK�
SUHYHQWV�WKH�ZKROH�RUJDQLVDWLRQ�OHDUQLQJ�IURP�WKH�H[SHULHQFH��7KH�FRUURVLYH�UHDOLW\�WKDW�SHRSOH�
JHW�DZD\
� 
ZLWK�VH[XDO�KDUDVVPHQW�FRQWULEXWHV�WR�WKH�ODFN�RI�UHSRUWLQJ�DQG�FRQƮGHQFH�LQ�WKH�V\VWHP�

Greater and more visible leadership is required to drive disruptive change rather than incremental improvements.

Ethical and consistent leadership is 
necessary in how we respond to all  
of types of behaviour, and especially  
those linked to how people relate to each  
other in and around our workplaces.
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We know through experience that the law is not enough  
to stop sexual harassment in our workplaces.

*RRG�LQWHQW�WRZDUGV�
VDIH��UHVSHFWIXO�DQG�LQFOXVLYH�
HQYLURQPHQWV
�DQG�
]HUR�WROHUDQFH
�QHHGV�WR�EH�EDFNHG�XS�
by changing the systems that can work against these goals.

Prevention and early intervention are the priority, and this 
report emphasises what we can do as senior leaders to 
VLJQLƮFDQWO\�UHGXFH�WKH�QXPEHU�RI�SHRSOH�LPSDFWHG��ZKLOH�
at the same time ensuring respect and support for people 
who are harmed by sexual harassment. 

INSIGHTS  & 
ACTIONS
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We are collectively committed to action

Our approach is 
outlined on the 
following pages 
and summarised 
here. We will:

Elevate the 
prevention 
of sexual 
harassment 
and early 
intervention  
as a leadership 
priority

01
Address 
sexual 
harassment  
as a workplace 
health and 
safety issue

02
Introduce new 
principles on 
FRQƮGHQWLDOLW\� 
and transparency 
IRU�KLJK�SURƮOH 
sexual 
harassment 
cases 

03
Listen to, 
respect, 
empower 
and support 
people 
impacted

05
Inform, empower 
and expect 
everyone to 
speak up and 
take action 
on sexual 
harassment in 
the workplace

04

Sexual harassment is much more than a 
legal issue – it is a social problem, one that is 
driven by gender inequality in the workplace 
and exacerbated for certain groups.

Greater action at the leadership,         
organisational and team level will be critical 
in reducing the incidence and impact of 
sexual harassment at an individual level.
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Shifting our mindest, management systems 
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The focus is on compliance, minimising  
reputational damage and legal liability

Impacted 
People

Teams/
Colleagues

Leadership/
Organisation

Board/
Executives

Impacted people feel 
disrespected, alone, afraid, 
vulnerable and silenced

Focus is on protecting reputation 
and managing legal liability

Compliance is prioritised and 
cases are quietly managed

People are uncertain about 
what is right and wrong and the 
behaviour expected of them

The goals are prevention, early intervention and to 
VLJQLƮFDQWO\�UHGXFH�WKH�QXPEHU�RI�LPSDFWHG�SHRSOH

FUTURE STATE

Impacted 
People

Teams/
Colleagues

Leadership/
Organisation

Board/
Executives

Elevate prevention of sexual 
harassment and early intervention 

as a leadership and safety issue

Introduce new principles  
RQ�FRQƮGHQWLDOLW\�DQG�WUDQVSDUHQF\�
IRU�KLJK�SURƮOH�VH[XDO�KDUDVVPHQW�

cases to accelerate cultural change

Inform, empower and 
expect everyone speak 

up and take action on 
sexual harassment

Listen to, respect, empower,  
and support impacted people

Here we summarise the major shifts required to disrupt the system of how sexual harassment is typically  
managed within organisations. It starts with leadership from the top.

 PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE  I  2524  I  PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE



Address sexual 
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and safety issue

Inform, empower and 
expect everyone to 
speak up and take action 
on sexual harassment  
in the workplace

Listen to, respect, 
empower and support 
people impacted

Elevate the 
prevention of sexual  
harassment and 
early intervention as  
a leadership priority

01

01
02

03

04

05

Elevate the prevention  
of sexual harassment  
and early intervention 
as a leadership priority

DISRUPTING 
THE  SYSTEM

Disrupting our  
mindsets, 
management  
systems and  
processes

Introduce new principles 
RQ�FRQƮGHQWLDOLW\� 
and transparency for 
KLJK�SURƮOH�VH[XDO�
harassment cases
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Better address the connection between power, 
gender inequality and sexual harassment
Research and experience tell us that sexual harassment stems from gender inequality and the abuse  
of unequal power relations. 

Although called ‘sexual harassment’ and referring to behaviour that manifests as conduct that is sexual  
LQ�QDWXUH��WKLV�EHKDYLRXU�LV�QRW�DERXW�FRQVHQVXDO�VH[�DQG�VH[XDO�DWWUDFWLRQ��UDWKHU��LW�LV�DERXW�H[HUWLQJ�SRZHU 
and position over others who are perceived to be, or are in fact, more vulnerable. 

,W�PDQLIHVWV�DV�RƬHQVLYH��GHPHDQLQJ��KXPLOLDWLQJ�DQG�RU�LQWLPLGDWLQJ�EHKDYLRXU�WKDW�FDQ�FDXVH�SK\VLFDO� 
and psychological harm. Sexual harassment is particularly prevalent where gender inequality exists –  
where organisation demographics, values and structures prioritise men and workplace cultures reinforce  
rigid gendered norms and sexist attitudes. The dynamics that exist within and around organisations implicitly  
or explicitly reinforce this power disparity.

6RPH�FDQ�HUURQHRXVO\�GUDZ�D�VHQVH�RI�SRZHU�WKURXJK�WKHLU�SRVLWLRQ�LQ�WKH�KLHUDUFK\��PDQDJHULDO� 
RU�VXSHUYLVRU\�UROHV��ƮQDQFLDO�VWDWXV��FRQQHFWLRQV�RU�
PDWHV
�LQ�WKH�EXVLQHVV��WKHLU�FRQWURO�RYHU�WKH�SD\� 
DQG�FRQGLWLRQV�RI�HPSOR\HHV�ZLWK�OHVV�SRZHU��RU�WKHLU�RZQ�SHUVRQDO�VHQVH�RI�HQWLWOHPHQW�RYHU�RWKHUV�

$�VLJQLƮFDQW�EXW�VXEWOH�SRZHU�VKLIW�DOVR�KDSSHQV�DW�WKH�SRLQW�RI�WUDQVLWLRQ�WR�OHDGHUVKLS��7KH�UXOHV�RI�
engagement with the former team changes. Socialising, banter and relationships are all seen through  
D�GLƬHUHQW�OHQV�ZKHUH�QHZ�SRZHU�LPEDODQFHV�H[LVW��

/HDGHUV�FDQ�FRQVFLRXVO\�RU�XQFRQVFLRXVO\�HPEROGHQ�DQG�SURWHFW�RƬHQGHUV�E\�JLYLQJ�SHRSOH�XQFKHFNHG�
DXWKRULW\��SRVLWLRQLQJ�VRPH�DV�
rain makers
��
high value employees
��
subject matter experts
�RU�DERYH�
UHSURDFK��DQG�EUXVKLQJ�RƬ�LQDSSURSULDWH�RU�LOOHJDO�EHKDYLRXU�DV�D�TXLUN�LQVWHDG�RI�DQ�RƬHQFH�

Individuals or teams can sexually harass to undermine their female leaders, for example with sexualised  
or appearance-based comments.

:KLOH�SRZHU�G\QDPLFV�SOD\�D�VLJQLƮFDQW�UROH�LQ�VH[XDO�KDUDVVPHQW��LW�FDQ�DOVR�RFFXU�LQ�VLWXDWLRQV�ZKHUH�WKHUH�
are no hierarchies, for example between co-workers.

3RZHU�GLVSDULWLHV�FDQ�EH�DPSOLƮHG�E\�WKH�QDWXUH�RI�DQ�HPSOR\HH
V�HQJDJHPHQW��&DVXDO�HPSOR\HHV��PLJUDQW�
workers, temporary visa holders and international students can be faced with an impossible choice between 
WROHUDWLQJ�RƬHQVLYH�EHKDYLRXU�RU�WKH�GHYDVWDWLQJ�LPSDFWV�IRU�WKHLU�IDPLO\�LI�WKH\�ORVH�WKHLU�MRE�IRU�VSHDNLQJ�XS�
about sexual harassment.

Other factors such as age, gender identity, sexual orientation,  Indigeneity, other cultural and linguistic diversity, 
and disability have also shown to increase the likelihood a person may experience sexual harassment.

In sectors where supervisors, sponsors and patrons are critical for progress, such as the law, academia, 
science and research, raising issues can impact opportunities for promotion, rewards and career progression.

Customers, clients, contractors, investors, patients, passengers and supporters are all people of value  
to our organisations, but the issue of preventing sexual harassment must extend into all of these relationships.

/D\HUV�RI�LJQRUDQFH��WROHUDQFH�RU�DYRLGDQFH�RI�WKH�LVVXH�FDQ�LQDGYHUWHQWO\�UHLQIRUFH�WKH�SRZHU�RI�RƬHQGHUV� 
and at worst, help to entrench sexual harassment as a cultural norm. In many cases, employees know who 
VHULDO�RƬHQGHUV�DUH��$�ODFN�RI�DFWLRQ�DW�WKH�PRVW�VHQLRU�OHYHOV�RI�RXU�RUJDQLVDWLRQV�LV�VHHQ�E\�HPSOR\HHV�DV�
H[FXVLQJ�RU�FRQGRQLQJ�LQDSSURSULDWH�EHKDYLRXU��7KLV�FDQ�IDWDOO\�ZHDNHQ�RWKHU�HƬRUWV�DW�SHUVRQDO��FXOWXUDO� 
and organisational leadership.

We need to better understand and address these power dynamics as part of our leadership response.

At its core, sexual harassment is a misuse of power. It is therefore an issue of leadership and values at  
the heart of the organisation.

Gender equality strategies help to reduce 
the incidence of sexual harassment
(ƬRUWV�WR�LQFUHDVH�WKH�UHSUHVHQWDWLRQ�RI�ZRPHQ�DW�DOO�OHYHOV�RI�RXU�RUJDQLVDWLRQV�KDYH�KHOSHG�WR�UDLVH�
VWDQGDUGV�RI�EHKDYLRXU��SUHYHQW�VH[XDO�KDUDVVPHQW�DQG�HQVXUH�PRUH�HƬHFWLYH�UHVSRQVHV��+RZHYHU��HYHQ� 
in female-dominated and gender-balanced sectors and organisations, harassment still occurs, 
underpinned by power dynamics that serve to target and subjugate others.

A continued focus on advancing more and diverse women into leadership and other disruptive actions  
to reduce gender inequality will help to shift cultures that enable sexual harassment to occur.

Sexual harassment is an issue of 
gender inequality. It manifests when 
structural and social power disparities 
are abused. It can cause physical and 
psychological harm.

Sponsorship of women must continue to be a leadership priority

We know from our own experience that at some point in everyone’s career, decisions about 
advancement aren’t just up to an individual manager.  For very senior positions, or leadership  
of important projects, endorsement from other leaders becomes critical.

Having well-connected, senior leaders commit to, and advocate for women disrupts the typical 
career patterns and barriers that too often prevent women advancing at the same rate as men.  
This is essential for advancing gender equality.

One regrettable response to the heightened spotlight on sexual harassment has been for 
some men to step back from sponsorship relationships with women or to avoid  business trips 
or social settings with women because of inaccurate assumptions that women make false 
allegations or concern for speculation about the nature of their relationships.

On the contrary, this is the time men should step up to sponsor and include women. But senior 
men can’t act as if there is no power imbalance between them.

7KLV�SRZHU�G\QDPLF�DOZD\V�H[LVWV�ZKHQ�D�VHQLRU�SHUVRQ�RƬHUV�NQRZOHGJH��QHWZRUNV�DQG�
experiences and a more junior person is open and honest about their aspirations and receiving 
VXSSRUW�IRU�WKHLU�JRDOV��3RZHU�GLƬHUHQFH�LV�H[DFHUEDWHG�ZKHQ�WKH�VHQLRU�PHQWRU�LV�D�PDQ�DQG�
the mentee is a woman. 

A senior leader must be aware of this power imbalance, work to normalise interactions and 
make sure they don’t abuse it. This isn’t hard, but it takes humility, showing respect and 
professionalism at all times.
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SUMMARY
Practical actions

Actions for leaders
 9 Develop and publicise a gender equality strategy and action plan and strive for gender balance in  

the workforce.

 9 Set expectations and support leaders to address gender inequality, gender-based discrimination, 
everyday sexism, sexual harassment and violence against women.

 9 Understand how sexual harassment manifests in your own organisation and industry, the risks and impacts 
(Refer to Resources, pages 101–103).

 9 Role model standards of behaviour, addressing disrespectful and/or unlawful behaviour in the moment 
and empowering others to do so (Refer to Resources, pages 76 –77).

 9 Clearly articulate that eradicating sexual harassment is a leadership priority (Refer to Resources, page 72).

 9 Ensure all employees – especially those with a high status – know your stance that sexual harassment, 
everyday sexism and unacceptable behaviour will not be tolerated in any circumstance. 

 9 Share leadership stories DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV�WR�VXSSRUW�LQGLYLGXDO�DQG�RUJDQLVDWLRQDO�OHDUQLQJ�
and behaviour change.

 9 Require oversight of incidents and regular reporting (Refer to Resources, page 98).

Elevate the prevention of sexual harassment  
and early intervention as a leadership priority

Fundamentals for organisations

 9 Develop and share�D�UREXVW�DQG�HƬHFWLYH�VWDQGDORQH�VH[XDO�KDUDVVPHQW�SROLF\�WKDW�UHVSRQGV� 
to current issues and expectations of all employees or relaunch one with a strengthened commitment 
(Refer to Resources, page 84).

 9 Develop and communicate a clear position on personal relationships at work (Refer to Resources, page 96).

 9 Reference sexual harassment and its consequences explicitly in employment contracts, codes of conduct 
and/or performance management frameworks. Make clear to all, and in particular senior men, and with 
contractors, consultants and sub-contractors, that unlawful and inappropriate behaviour will have real 
consequences.

 9 Explicitly state expectations of behaviour in contractor, subcontractor and consulting agreements.

 9 Measure and monitor information and data that provides insight into culture, as well as reports of sexual 
harassment, the number and characteristics of formal allegations of sexual harassment, and also informal 
reports that are managed within teams.

 9 Report sexual harassment cases regularly and transparently to senior leaders, board and external 
stakeholders (Refer to Resources, page 98).

 9 Incorporate�UHSRUWLQJ�RQ�WKHVH�LVVXHV��DQG�WKH�ƮQDQFLDO�LPSDFW�RI�VHWWOHPHQWV��DV�SDUW�RI�RXU�DQQXDO�UHSRUWV�
(Refer to Resources, page 100).

01  Leading from the top: 10 principles for Executive Teams and Boards

1 Lead through your own behaviour and hold others accountable for creating safe, 
respectful and inclusive environments and preventing sexual harassment.

2 Ensure your organisation has a gender equality strategy that includes a sexual 
harassment prevention strategy aligned to existing workplace health and safety 
systems.  

3 Include sexual harassment on risk registers and do scenario planning on potential 
risks and responses.

4 Require regular reporting of complaints data (e.g. incidents, themes, resolution  
time frames, and outcomes including settlements), as well as cultural indicators  
(e.g. culture surveys) and other prevalence data (e.g. industry surveys).

5 Interrogate the numbers to account for under-reporting: low or no reporting  
does not mean there are no incidents. 

6 Insist on external transparency regarding incidents involving senior leaders  
and where there is legitimate public or stakeholder interest. 

7 Ensure�SURSRUWLRQDWH�DQG�DSSURSULDWH�FRQVHTXHQFHV�IRU�RƬHQGHUV�

8 Recognise that respect and support for people who experience sexual harassment 
LV�QRZ�HVVHQWLDO�WR�HƬHFWLYH�DQG�UHVSRQVLEOH�DSSURDFKHV��'R�QRW�UHVWULFW�YLFWLPVo�
ability to manage their own circumstances and tell their own story.

9 Ensure thorough due diligence in recruitment of senior leadership roles, including  
by insisting on disclosure of misconduct and where employment has ceased during  
a misconduct investigation.  

10 Ensure who you promote and reward reinforces your organisational values and  
your commitment to gender equality and the prevention of sexual harassment.
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This is an issue of workplace health and safety 
We know that sexual harassment in the workplace can have long-term emotional, psychological, physical 
DQG�ƮQDQFLDO�LPSDFWV�RQ�WKRVH�DƬHFWHG��<HW�UDUHO\�LV�VH[XDO�KDUDVVPHQW�WUHDWHG�ZLWK�WKH�VDPH�ULJRXU�ZH�
apply to other types of workplace harm. We continue to treat sexual harassment as an individual grievance 
rather than a systemic organisational issue, which is inconsistent with the way we view other workplace 
hazards.

Our historical idea of occupation health and safety hasn’t typically connected the harm that many women 
and some men experience at work from sexual harassment. Yet, a person who is away from work because 
they have been experiencing or witnessing sexual harassment is reasonably a lost-time injury. A person  
who seeks medical or psychological treatment because they are being sexually harassed at work is arguably 
D�UHSRUWDEOH�LQFLGHQW��$�NQRZQ�RƬHQGHU�LV�D�ZRUNSODFH�KD]DUG�

Existing workplace health and safety obligations place due diligence obligations on senior leaders to 
understand the hazards and risks associated with the business operations and ensure there are resources 
and processes to eliminate them, including the creation of psychologically safe environments. There are  
also reciprocal duties on workers to protect each other from harm to their health and safety. 

7KH�PDVVLYH�VWULGHV�IRUZDUG�RYHU�SDVW�GHFDGHV�LQ�FUHDWLQJ�VDIH�HQYLURQPHQWV�DQG�VDIHW\�FXOWXUHV�RƬHU�
lessons for how to do the same in relation to sexual harassment. We recommend that the prevention of 
sexual harassment in the workplace be reframed as a critical leadership accountability to ensure safe  
and respectful environments for all, where the physical and psychological safety of employees is prioritised.

Sexual harassment causes harm
6H[XDO�KDUDVVPHQW�FDXVHV�KDUP��,W�LV�VLJQLƮFDQW�DQG�FDQ�EH�IHOW�LPPHGLDWHO\��HPHUJH�RYHU�WLPH�DQG�RU� 
result in long-term trauma.

7KH�LPSDFWV�DUH�SHUVRQDO��YDULHG�DQG�GHHSO\�DƬHFWLQJ��7KH�HYLGHQFH�RI�KDUPV�VXFK�DV�DQ[LHW\��GHSUHVVLRQ��
VWUHVV��UHODWLRQVKLS�EUHDNGRZQV��SK\VLFDO�DLOPHQWV��FDUHHU�FRQVHTXHQFHV�DQG�ƮQDQFLDO�ORVV�FDXVHG�E\�VH[XDO�
harassment are all well-documented.

The harm also extends to families, people who witness incidents and people within and outside of 
organisations who have to support those impacted, respond to or manage the behaviour.

It creates risk beyond individual harm
Research and evidence show additional risks to our core purpose and operations if we do not address  
sexual harassment. Some examples: 

• In medical settings, there is a risk to patient care.

• In policing, military and emergency services, there is a risk to public safety. 

• ,Q�VSRUW��WKHUH�DUH�ULVNV�WR�WHDPV��RƱFLDOV�DQG�WKH�FRPPXQLWLHV�ZKR�IROORZ�WKHP��

In all settings, there are risks of losing talented people from the organisation. We risk reducing diversity  
and inclusion, when we know that more diverse and inclusive organisations perform better. In addition, 
vicarious trauma may be experienced by those who witness the impact and distress of sexual harassment 
on colleagues.

 

We can and must identify the risks 
In the prevention of accidents and operational safety incidents, the full attention of management and 
all our systems are geared to prevent injury. This occurs at every level, from Board oversight to frontline 
operations. Even the most rudimentary risk assessment provides us with a more proactive approach  
to preventing sexual harassment than many organisations currently employ:

• Identify hazards – What are the occupational 
groups, locations, situations that we know or 
could conceive of as being a high risk for sexual 
harassment? 

• Assess risks – :KDW�DUH�WKH�LQưXHQFLQJ�IDFWRUV 
(e.g. high-pressure environments, gender  
imbalance, social events, alcohol, remote or 
isolated locations), what is the likelihood of harm, 
DQG�KRZ�HƬHFWLYH�KDYH�ZH�EHHQ�DW�SUHYHQWLQJ�VH[XDO�
harassment to date (noting that a lack of reporting  
is not necessarily an indicator of low prevalence)?

• Control risk – What interventions will give 
employees the best protection and reliability,  
with consideration to both system (e.g. alcohol-
free events, reminders of expectations) and 
behaviour change (co-worker intervention)?

• Review control measures –  Has sexual 
harassment been prevented?

Example

A large health network uses data collected from anonymous online reporting of behaviour 
WR�LGHQWLI\�KLJK�ULVN�WKHPHV��SDWWHUQV�RI�EHKDYLRXU��H�J��DEXVH�RYHU�WKH�WHOHSKRQH���E\�
RFFXSDWLRQDO�JURXS��H�J��PDOH�KHDOWK�SUDFWLWLRQHUV�IURP�D�SDUWLFXODU�SURIHVVLRQ���DQG�JHRJUDSKLF�
location (e.g. a regional hospital). Information is used to target prevention and early intervention 
activity such as individual conversations, team forums and awareness-raising about safe and 
respectful conduct.

Example

A professional services employer with a large intake of graduates each year recognised  
WKH�ULVN�IDFWRUV�DVVRFLDWHG�ZLWK�WKLV�JURXS��DJH��SRZHU�GLVSDULW\�EHWZHHQ�WKHPVHOYHV� 
DQG�VHQLRU�OHDGHUV��FOLHQW�LQWHUDFWLRQV��VRFLDOLVLQJ�DQG�DOFRKRO��DQG�ZRUNSODFH�UHODWLRQVKLSV��
Open conversations about appropriate behaviour and support to navigate these workplace 
dynamics now feature in this organisation’s graduate program.  
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SUMMARY
Practical actions

Early intervention is critical 
Human resources and legal teams are not always resourced or equipped with the right capabilities to 
respond to every incident that occurs across organisations. Individual people managers often say that  
WKH\�IHHO�XQVXUH�RI�KRZ�WR�UHVSRQG�WR�D�GLVFORVXUH�E\�RQH�RI�WKHLU�VWDƬ��2EVHUYHUV�DUH�RIWHQ�XQFOHDU�
DERXW�ZKDW�WKH\�FDQ�RU�VKRXOG�GR�LI�WKH\�VHH�RU�KHDU�RI�DQ�LQFLGHQW��<HW�ZH�NQRZ�WKDW�D�TXLFN�DQG�HƬHFWLYH�
UHVSRQVH�ZKHQ�DQ�LQFLGHQW�ƮUVW�RFFXUV�FDQ�DFKLHYH�WKH�EHVW�RXWFRPH�IRU�WKRVH�LPSDFWHG�DQG�SUHYHQW� 
the escalation of the behaviour.

Addressing sexual harassment through early intervention can help avoid the escalation of issues which  
FDQ�OHDG�WR�OHQJWK\�LQYHVWLJDWLRQV�DQG�DGYHUVDULDO�OHJDO�SURFHVVHV�WKDW�DUH�GLƱFXOW�IRU�DOO�LQYROYHG�

*LYHQ�WKDW�VH[XDO�KDUDVVPHQW�LV�VLJQLƮFDQWO\�XQGHU�UHSRUWHG��UHO\LQJ�RQ�IRUPDO�SDWKZD\V�DORQH�ZLOO�DOVR�
mean that most incidents go unaddressed. 

%\�WKH�WLPH�LVVXHV�UHDFK�D�VHQLRU�H[HFXWLYH��NH\�IXQFWLRQDO�WHDPV��WKH�&(2oV�RƱFH�RU�WKH�%RDUG��WKH�
damage to individuals, personal relationships, workplace dynamics and reputations is often done and  
is likely to be irreparable. Irreversible personal, workplace and career harm to the person impacted has  
often already happened.

5HVSRQGLQJ�RQFH�DQ�LQFLGHQW�KDV�UHDFKHG�D�FULWLFDO�FULVLV�SRLQW�GLYHUWV�HƬRUW�DQG�UHVRXUFHV�IURP�D�IRFXV� 
on prevention and early intervention.

We need better tools and approaches to prevent and address inappropriate and unlawful behaviours  
in the moment, to prevent repetition, escalation and harm.

Actions for leaders

 9 Clearly articulate that the prevention of sexual harassment is a leadership and workplace health and 
safety issue to ensure the physical and psychological well-being of all employees (Refer to Resources, 
page 72).

 9 Ensure a risk assessment has been undertaken in your organisation (Refer to Resources, page 74).

 9 Be clear�DERXW�FRQVHTXHQFHV�DQG�GLVFLSOLQDU\�DFWLRQ�IRU�GLƬHUHQW�W\SHV�RI�EHKDYLRXU�DQG�IROORZ�WKURXJK�
where necessary.

 9 Make the consequences visible for those who have breached sexual harassment policy, by sharing 
DJJUHJDWHG�DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV��

Fundamentals for organisations

 9 Ensure alignment and collaboration between leaders and the core functions responsible for preventing 
and responding to sexual harassment – workplace health and safety, human resources, legal and 
communications.

 9 Adapt workplace health and safety strategies to address sexual harassment in all its forms.

 9 Include questions about sexual harassment in employee engagement surveys or conduct standalone 
surveys to create a more robust and reliable measure of prevalence and high-risk work groups beyond 
actual complaints made (Refer to Resources, page 101 –103).

 9 Include sexual harassment on risk registers to be managed in the same manner as other workplace 
safety risks.

 9 Develop Standard Operating Procedures for ‘critical incidents’ of sexual harassment. 

Address sexual harassment as a workplace  
health and safety issue02

With physical safety, we absolutely 
believe that near misses and small 
incidents are indicators of an unsafe 
culture that could lead to a fatality.

In the same way, acceptance of 
everyday sexism creates an enabling 
culture for sexual harassment to occur.
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The current system silences people 
While the current legal system has been important in giving rights and avenues for redress to victims,  
ZH�NQRZ�WKLV�DSSURDFK�KDVQoW�EHHQ�HƬHFWLYH�LQ�HUDGLFDWLQJ�VH[XDO�KDUDVVPHQW��7KH�XVH�RI�QRQ�GLVFORVXUH�
agreements in particular has silenced people impacted, allowed the behaviour to continue and at times, 
appeared to condone it.

In the past, many organisations have prioritised legal responses and ’shutting down the issue’, driven  
by reputation management. This can have the perverse outcome of protecting and/or emboldening  
higher-status employees at the expense of complainants, their co-workers and the broader interests  
of the organisation and the community in naming and tackling sexual harassment.

Commercial settlements and non-disclosure agreements often reinforce this view and ensure issues  
are kept out of the public domain and opportunities to learn from cases are diminished.

6ROXWLRQV�WKDW�LQYROYH�UHPRYLQJ�WKH�SHUVRQ�LPSDFWHG�RU�WUDQVIHUULQJ�WKH�RƬHQGHU�KDYH�VHUYHG�WR�VLOHQFH�
others, and often have not stopped the behaviour.

When picked up by and tracked through the media, the problems of incidences of sexual harassment  
FDQ�FRPSRXQG�DQG�UDSLGO\�WXUQ�LQWR�VLJQLƮFDQW�SHUVRQDO�DQG�RUJDQLVDWLRQDO�FULVHV�IRU�WKRVH�LQYROYHG� 
,Q�WKH�IDFH�RI�LQWHQVH�PHGLD�VFUXWLQ\��LW�LV�RIWHQ�GLƱFXOW�WR�SURWHFW�WKH�LQWHUHVWV�RI�WKRVH�LPSDFWHG�

It is very common to hear stories of victims – employees, colleagues, family and friends – who have  
never spoken up because they see that the system deters it at every level.

The landscape has changed 
Sexual harassment has never been acceptable but frustration with its persistence and systems that fail  
WR�KROG�RƬHQGHUV�DFFRXQWDEOH�KDYH�SXVKHG�WKH�LVVXH�LQWR�WKH�SXEOLF�GRPDLQ�

Traditional and social media have created a new kind of permanent transparency and the lines between 
what should be public and private are less clear.

7KHVH�IDFWRUV�FKDOOHQJH�WKH�WHQVLRQ�EHWZHHQ�WUDGLWLRQDO�QRWLRQV�RI�FRQƮGHQWLDOLW\��H�J��NHHS�HYHU\WKLQJ� 
in-house, protect those involved) and new expectations of accountability and transparency.

Our organisations are responding to a new environment and spending more time thinking about the  
context of our stakeholders, shareholders and communities. Boards and senior management teams  
are constantly considering legal, social and environmental licence to operate.

While the experience of people impacted by sexual harassment has not changed, there has rightly 
EHHQ�D�VKLIW�LQ�WKH�UHSXWDWLRQDO�DQG�PDUNHW�FRVWV�RI�SHUFHLYHG�FRYHU�XSV��ZKLFK�DUH�QRZ�VLJQLƮFDQW�DQG�
DUH�EHJLQQLQJ�WR�DSSURSULDWHO\�UHưHFW�WKH�KDUP�RI�VH[XDO�KDUDVVPHQW�WR�LQGLYLGXDOV��RUJDQLVDWLRQV�DQG�
our community. Proactive disclosure is highly valued by key stakeholders. The balance in reputational 
PDQDJHPHQW�EHWZHHQ�WUDQVSDUHQF\�DQG�VHFUHF\�KDV�WLOWHG�VLJQLƮFDQWO\�WRZDUGV�WUDQVSDUHQF\�

In the most extreme cases of serious harm and systemic disregard for the issue, we now see redress 
schemes that threaten the long-term viability of organisations.

7KH�KDUP�WR�RXU�RUJDQLVDWLRQV�IURP�DYRLGLQJ�SXEOLF�VFUXWLQ\�LV�QRZ�PRUH�VLJQLƮFDQW�WKDQ�WKH�KDUP�RI�EHLQJ�
upfront about misconduct.

Unless we change our view and approach to secrecy, we will continue to see high rates of sexual 
harassment and poor organisational responses.

&RQƮGHQWLDOLW\�UHPDLQV�D�FRUQHUVWRQH� 
of natural justice
Irrespective of whether a reported issue is resolved through informal pathways or formal investigation,  
due process and natural justice are essential. 

7KLV�LQFOXGHV�JLYLQJ�VRPHRQH�WKH�RSSRUWXQLW\�WR�XQGHUVWDQG�WKH�DOOHJDWLRQV�DQG�WR�UHVSRQG��UHVSHFWLQJ 
DQG�VXSSRUWLQJ�LQGLYLGXDOV�LQYROYHG��IDFLOLWDWLQJ�D�WLPHO\�DQG�REMHFWLYH�SURFHVV��VXEVWDQWLDWLQJ�GHFLVLRQV� 
DQG�HQVXULQJ�RXWFRPHV�DUH�IDLU�DQG�SURSRUWLRQDWH��$QG�FULWLFDOO\��FRQƮGHQWLDOLW\�LV�PDLQWDLQHG�

This is particularly important when the way the organisation responds (e.g. initiating a formal investigation) 
impacts the rights of the alleged harasser. These principles are critical to preserve the integrity of the 
process and well-being of all the parties involved and to guard against pressure for expediency, false 
accusations, stereotyping those involved and victim-blaming. Due process and natural justice is also 
essential for organisations to meet their parallel legal obligations to ensure dismissal of an employee 
(should that be the outcome) is fair, just and reasonable.

We must prioritise and protect the identity and well-being of the person impacted, and anyone else that the 
investigation reveals has been subjected to or witnessed the harassment.  Investigations also work better, 
at a very practical level, when they are not conducted in the full glare of employee and/or media scrutiny.

.HHSLQJ�WKH�GHWDLOV�RI�FRPSODLQWV�FRQƮGHQWLDO�ZKLOH�LQYHVWLJDWLRQV�DUH�XQGHUZD\�PXVW�EH�SULRULWLVHG�

A case-by-case approach is required

2UJDQLVDWLRQV�DUH�DOO�GLƬHUHQW��DQG�WKHUHIRUH�WKH�ULJKW�JHQHUDO�DSSURDFK�LQ�HDFK�RUJDQLVDWLRQ�
ZLOO�DOVR�EH�GLƬHUHQW��&RQWH[W�PDWWHUV��DQG�WKHUH�DUH�GLƬHUHQW�LPSOLFDWLRQV�IRU�VPDOO�SURIHVVLRQDO�
VHUYLFHV�ƮUPV�DQG�ODUJH��QDWLRQDO�HPSOR\HUV��IRU�JRYHUQPHQW�RUJDQLVDWLRQV�DQG�PXOWLQDWLRQDO�
FRPSDQLHV��DQG�IRU�RUJDQLVDWLRQV�ZLWK�FRQVWDQW�PHGLD�DWWHQWLRQ�DQG�OLVWHG�FRPSDQLHV�

(DFK�VSHFLƮF�LVVXH��DOOHJDWLRQ�RU�FLUFXPVWDQFH�LV�DOVR�GLƬHUHQW��:KLOH�DOO�VH[XDO�KDUDVVPHQW�
is unlawful, some allegations raise the prospect of police involvement and serious criminal 
FKDUJHV��VRPH�LQYROYH�RQH�FRPSODLQDQW�DQG�VRPH�LQYROYH�PDQ\��VRPH�LQYROYH�SHRSOH�ZKRVH�
PHQWDO�ZHOO�EHLQJ�KDV�DOUHDG\�VXƬHUHG�FRQVLGHUDEO\��RU�ZKR�KDYH�SUHYLRXV�FKDOOHQJHV�LQ�WKHLU�
lives that resurface in the light of a current incident.

)RU�WKHVH�UHDVRQV��LW�LV�YHU\�GLƱFXOW�WR�GUDZ�GHƮQLWLYH�FRQFOXVLRQV�DERXW�DFWLRQV�WKDW�VKRXOG�
always be taken, or that every organisation must pursue – we will respond better to sexual 
harassment when each organisation, and leaders, considers context, the needs and wishes of 
the person involved and works towards a tailored response.
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7UDQVSDUHQF\�RƬHUV�D�QHZ�VWUDWHJ\�WR�EHWWHU�
SURWHFW�YLFWLPV�DQG�GHWHU�RƬHQGHUV�
Transparency in the context of sexual harassment means we will be open about the existence of sexual 
harassment in our workplaces, visible in the action we are taking to address it and honest with stakeholders, 
including our people, about the circumstances and outcomes in certain cases.  

Transparency about the prevalence of sexual harassment in a workplace and strategies in place to eliminate 
LW�ƮUVW�DQG�IRUHPRVW�VHQGV�D�FOHDU�VLJQDO�DERXW�WKH�VWDQGDUGV�RI�EHKDYLRXU�WKDW�ZLOO�EH�DFFHSWHG��,W�DOVR�
VKLQHV�D�OLJKW�RQ�VH[XDO�KDUDVVPHQW�DQG�VXSSRUWV�FORVH�H[DPLQDWLRQ�RI�OHVVRQV�IURP�VSHFLƮF�FDVHV�DQG� 
the culture and standards which are either driving or enabling the behaviour.

:KHQ�WKHUH�LV�D�OHJLWLPDWH�SXEOLF�RU�VWDNHKROGHU�LQWHUHVW��IRU�H[DPSOH�ZKHUH�DQ�RƬHQGHU�LV�D�VHQLRU�OHDGHU�
of an organisation, there is now a greater imperative and an expectation from employees and stakeholders 
that organisations will have a degree of transparency about such cases.  We have experienced that without 
transparency, speculation can be rife and extremely damaging to the parties involved. 

A commitment to transparency also sends a strong signal to men with power in our organisations that 
will help prevent future sexual harassment. It tells them that the consequence of proven cases of sexual 
harassment will not be a quiet departure with a healthy payout, but rather that their behaviour may become 
public knowledge and disclosed to future employers.

The role of non-disclosure agreements
The use of non-disclosure agreements (NDAs) has been a widely discussed issue given the competing 
interests that they serve.

On one hand, NDAs come under much criticism for their contribution to silencing people who report sexual 
KDUDVVPHQW��ZKLOH�SURWHFWLQJ�RƬHQGHUV�

On the other hand, for many people who experience sexual harassment, a non-disclosure agreement is 
an important tool for protecting their privacy, avoiding further trauma through public scrutiny and gaining 
closure. For others, raising the possibility of public disclosure of the behaviour may be the only option 
available to compel action or redress, with NDAs used to facilitate this.

7KH�NH\�LVVXH�KHUH�LV�FKRLFH��:KHQ�DQ�RUJDQLVDWLRQ�RƬHUV�QRQ�GLVFORVXUH�DV�D�FKRLFH�IRU�SHRSOH�ZKR�
experience sexual harassment, rather than a requirement, they cannot ‘cover up‘ or ‘shut down’ issues 
without a person’s experiences ever being acknowledged or investigated. Further, by retaining a person’s 
right to speak, we support recovery and empower them to tell their own stories in the way that they want to, 
if they want to. 

7KLV�DSSURDFK�UHTXLUHV�D�VLJQLƮFDQW�VKLIW�LQ�PLQGVHWV�DURXQG�WKH�XVH�RI�1'$V��PDNLQJ�WKHP�RSWLRQDO�IRU�WKH�
person who experiences sexual harassment rather than a blanket condition of settlement. This shifts the 
use of non-disclosure agreements from restriction to protection of the person impacted.

Based on the wishes of the person subjected to the harassment, organisations can be open about the fact 
of an individual settlement (not the value) and the circumstances that led to it. By aggregating and reporting 
on the themes, cost and frequency of use of NDAs, Boards and other stakeholders can also get a clearer 
picture of what gives rise to them and any remedial action required.

,QWHUQDO�WUDQVSDUHQF\�DQG�FRQƮGHQWLDOLW\�
need to be rebalanced 

The desire and need for greater transparency are not only limited to individuals of seniority or public 
interest. For our employees, there is equally as much concern about incidents involving people they  
work with every day which are also the vast majority of matters dealt with in organisations. 

:H�UHEXLOG�FRQƮGHQFH�LQ�RXU�DELOLW\�WR�UHVROYH�LVVXHV�ZKHQ�DOO�HPSOR\HHV�NQRZ�WKDW�LVVXHV�DUH�WDNHQ�
seriously, people involved are respected and supported, and that outcomes are fair. This does not mean 
full disclosure of all the details, but rather considered sharing of relevant information in order to encourage 
organisational learning and prevent similar cases from happening in the future.

We cannot anticipate the circumstances or degree of internal transparency appropriate for every issue,  
but we can be consistent with our aspiration for greater internal and external transparency that prioritises 
the best interests of the person impacted and organisational health and learning through organisational 
transparency and fairness to respondents.

Example

$�UHVHDUFK�RUJDQLVDWLRQ�SURYLGHV�LQWHULP�XSGDWHV�WR�DOO�VWDƬ�WKDW�UHLQIRUFHV�H[SHFWDWLRQV�
RI�EHKDYLRXU�DQG�DOVR�RƬHUV�GH�LGHQWLƮHG�LQIRUPDWLRQ�DERXW�UHFHQW�FDVHV��WKH�QXPEHU�RI�
LVVXHV�UDLVHG��WKHPHV��OHQJWK�RI�UHVROXWLRQ��VXSSRUW�DQG�RXWFRPHV�IRU�WKH�SDUWLHV�LQYROYHG��
and the decision-making framework that guided the organisation’s response.

Our approach to transparency means  
we are honest about the fact that sexual 
harassment exists, can learn and improve 
RXU�SUHYHQWLRQ�HƬRUWV��let people talk 
about it for their own healing and well-
being if they wish, and ensure external 
and internal stakeholders know that  
we treat sexual harassment as a serious 
workplace issue.
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1HZ�SULQFLSOHV�RQ�FRQƮGHQWLDOLW\� 
DQG�WUDQVSDUHQF\�IRU�KLJK�SURƮOH�VH[XDO� 
harassment cases

7KH�IROORZLQJ�SULQFLSOHV�VHW�RXW�DQ�DSSURDFK�WR�FRPPXQLFDWLQJ�DERXW�KLJK�SURƮOH�VH[XDO�KDUDVVPHQW� 
cases in our organisations, in particular ZKHUH�WKH�DOOHJDWLRQ�GHPDQGV�LQYHVWLJDWLRQ��ZKHUH�WKH�RƬHQGHU�
RU�DOOHJHG�RƬHQGHU�LV�RQH�RI�RXU�RUJDQLVDWLRQoV�VHQLRU�OHDGHUV�DQG�ZKHUH�WKHUH�LV�OHJLWLPDWH�SXEOLF� 
or stakeholder interest. The principles will be relevant to CEOs, human resources and legal functions  
DQG�FRPPXQLFDWLRQ�WHDPV�DQG�ZLOO�LQ�PDQ\�FDVHV�EH�JLYHQ�HƬHFW�WKURXJK�OHJDO�GRFXPHQWV�VXFK�DV�D�'HHG�
of Settlement. 

7KHVH�SULQFLSOHV�UHSUHVHQW�D�VLJQLƮFDQW�VKLIW�LQ�RUJDQLVDWLRQDO�SUDFWLFH��7KH\�VHUYH�DV�ERWK�D�SUHYHQWLRQ�
mechanism and practical guide.  

Our organisations will be transparent with internal and external stakeholders  
about the fact that sexual harassment claims exist. 

Potential external language

:H�KDYH�KDG����FRPSODLQWV�
of sexual harassment over 
WKH�SDVW�ƮQDQFLDO�\HDU��DQG�
right now 2 reports are being 
investigated. The average 
time taken for reports to  
be fully resolved has been  
���GD\V�WKLV�\HDU�


Explanation
• 6WDNHKROGHUV��LQFOXGLQJ�JRYHUQPHQW��VKDUHKROGHUV��VWDƬ�DQG�FXVWRPHUV��

expect major organisations to show leadership in addressing these issues.

• This transparency will assist in addressing the under-reporting of 
harassment.

• We need to be honest with the community about this issue and 
communicate regularly about it. 

• We will work to identify how best to report these matters through annual 
reports and other relevant documents.

The identity of those involved will be protected by our organisations at all times 
during the investigation process.

Potential external language

7KHUH�LV�DQ�LQYHVWLJDWLRQ�
underway, but in order to 
protect the well-being of  
those involved, we will not 
reveal names, their work  
units, or other details that 
FRXOG�LGHQWLI\�WKHP�


Explanation
• It is not reasonable or fair to either party for our organisations to release 

WKH�QDPH�RI�WKH�SHUVRQ�LQYROYHG�RU�DOOHJHG�RƬHQGHU�GXULQJ�WKH�
investigation process.

• People may not come forward if they fear problems for their career or 
personal life, or that they will lose control of their experience.

• ,W�LV�QRW�IDLU�WR�WKH�DOOHJHG�RƬHQGHU�WR�LGHQWLI\�WKHP�XQWLO�DQ�LQYHVWLJDWLRQ�
has run its course.

• ,Q�VRPH�FLUFXPVWDQFHV��ZKHUH�WKHUH�LV�VLJQLƮFDQW�SXEOLF�LQWHUHVW��ZKHUH 
media are planning to publish names, or where there is ongoing public 
VSHFXODWLRQ�RYHU�WKH�LGHQWLW\�RI�DQ�DOOHJHG�RƬHQGHU��WKLV�ZLOO�EH�FKDOOHQJLQJ�� 
It may in some circumstances be practically impossible not to acknowledge 
WKH�LGHQWLW\�RI�DQ�DOOHJHG�RƬHQGHU��HYHQ�WKRXJK�LW�ZRXOG�EH�SUHIHUDEOH�IRU�
WKLV�LQIRUPDWLRQ�WR�UHPDLQ�FRQƮGHQWLDO�

We will ask everyone involved to keep any workplace investigation process 
FRQƮGHQWLDO�ZKLOH�WKDW�SURFHVV�LV�XQGHUZD\�ZLWK�DQ�H[FHSWLRQ�IRU�UHFHLYLQJ�
expert counselling or support.

Potential external language

7R�SURWHFW�WKH�LQWHJULW\ 
of the investigation process, 
we have asked everyone 
involved to refrain from public 
comment until that process 
KDV�UHDFKHG�D�FRQFOXVLRQ�


Explanation
• While people impacted will sometimes feel frustrated by a workplace 

investigation process, it is impossible to fairly investigate an allegation  
LI�WKH�LVVXHV�LQYROYHG�DUH�EHLQJ�RSHQO\�GLVFXVVHG�DPRQJVW�VWDƬ�DQG�RU� 
the media at the same time.

• 7KLV�ZLOO�UHTXLUH�WKH�SHUVRQ�LPSDFWHG�WR�DJUHH�WR�FRQƮGHQWLDOLW\�GXULQJ 
an investigation, before that investigation is commenced.

• ,W�ZLOO�DOVR�UHTXLUH�WKH�DOOHJHG�RƬHQGHU�WR�DJUHH�WR�FRQƮGHQWLDOLW\�EHIRUH�
any allegations are put to them.

• 7KLV�FRQƮGHQWLDOLW\�DUUDQJHPHQW�VKRXOG�EH�QDUURZO\�IUDPHG�WR�UHIHU� 
WR�WKH�VSHFLƮF�DOOHJDWLRQV�WKDW�UHODWH�WR�DQ�LQGLYLGXDO�UHSRUW�

• This would not include where someone is receiving support from a formal 
peer support or expert provider e.g. employee assistance program, 
community legal centre.

02

03

01

Principle Our organisations will be transparent with internal and external 
stakeholders about the fact that sexual harassment claims exist.

Principle The identity of those involved will be protected by our organisations 
at all times during the investigation process.

Principle
We will ask everyone involved to keep any workplace investigation 
SURFHVV�FRQƮGHQWLDO�ZKLOH�WKDW�SURFHVV�LV�XQGHUZD\�ZLWK�DQ�
exception for receiving expert counselling or support. 

Principle Once any investigation is complete, our organisations will not  
restrict the complainant’s right to speak. 

Principle
Where there is a legitimate public or stakeholder interest and an 
investigation has found that allegations are substantiated, our 
RUJDQLVDWLRQV�PD\�LGHQWLI\�WKH�RƬHQGHU�

Principle
Where an investigation has substantiated the allegations, we will 
EH�WUDQVSDUHQW�DERXW�WKH�RXWFRPHV�DQG�ZKHUH�DQ�DOOHJHG�RƬHQGHU�
leaves our organisation, we will be transparent about the fact of  
DQ\�ƮQDQFLDO�VHWWOHPHQW�DV�SDUW�RI�WKDW�GHSDUWXUH�

Principle
,I�D�ƮQDQFLDO�VHWWOHPHQW�LV�UHDFKHG�ZLWK�WKH�FRPSODLQDQW��WKH�IDFW�
of the settlement will be disclosed by our organisations to relevant 
stakeholders, together with the restrictions it imposes but not  
the amount. 

01
02
03
04
05
06
07

 PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE  I  4544  I  PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE



Once any investigation is complete, our organisations will not restrict the 
complainant’s right to speak.

Potential external language

7KH�LQYHVWLJDWLRQ�LQWR�WKLV�
matter has [substantiated 
the concerns raised/has not 
substantiated the concerns 
raised]. The person impacted 
is free to tell their side of the 
story if they wish. The risks and 
EHQHƮWV�WR�WKHP�WKDW�FRXOG�DULVH�
from speaking publicly about the 
circumstances are something 
WKDW�RQO\�WKH\�FDQ�MXGJH�


Explanation
• It is not reasonable for our organisations to restrict complainants 

from talking about these matters using their own channels  
(not the organisation’s) and in a personal capacity (rather than  
as a representative of the organisation).   

• We know this can be critically important for their healing, mental 
health and well-being.

• Speaking publicly about the issue involves risks for everyone 
involved – including reputational risks and legal risks such as 
defamation. Those risks are a matter for the individuals involved 
to judge.  

• Organisations should also be well-prepared to address these 
issues should the individual impacted exercise their right to speak. 
This should include being able to clearly articulate prevention, 
early intervention and response strategies in place and the 
procedural fairness adhered to as relevant to a particular case.

• Even in circumstances where a person impacted chooses to 
enter a non-disclosure agreement with the organisation, they  
will always retain the ability to talk about their circumstances 
with any formally constituted government or process that they 
choose, for example a Royal Commission or National Inquiry.

Where there is a legitimate public or stakeholder interest and an investigation 
has found that allegations are substantiated, our organisations may identify 
WKH�RƬHQGHU�

Potential external language

$Q�LQYHVWLJDWLRQ�LQWR�DOOHJDWLRQV�
of sexual harassment made 
against our CEO, John Smith, 
has found some of those 
allegations to be substantiated. 
Mr Smith denies the allegations. 
The [Board/CEO] is now 
considering what appropriate 
steps to take following the 
LQYHVWLJDWLRQoV�FRQFOXVLRQ�


Explanation
• Substantiated sexual harassment is unlawful and against the 

values of our organisations. As organisations, we need to be 
transparent about these matters. This is particularly so for senior 
people, who have substantial power in workplaces, given that 
VH[XDO�KDUDVVPHQW�LV�D�VLJQLƮFDQW�DEXVH�RI�SRZHU�

• 
$�OHJLWLPDWH�SXEOLF�RU�VWDNHKROGHU�LQWHUHVW
�ZLOO�QRW�DULVH�LQ�UHVSHFW�
of every individual within our organisations who is found to have 
engaged in sexual harassment. Generally, the Board and senior 
leadership team will trigger this interest for listed companies or 
public sector organisations as their conduct will usually involve  
the most egregious misuse of power. Each situation should be 
judged in its own context. 

• Public comment by our organisations will need to carefully balance 
a range of risks, including the risk of defamation. We will, however, 
pursue transparency wherever possible.

• Relevant leaders will be made aware of this policy position upon 
their appointment.

Where an investigation has substantiated the allegations, we will be 
WUDQVSDUHQW�DERXW�WKH�RXWFRPHV�DQG�ZKHUH�DQ�DOOHJHG�RƬHQGHU�OHDYHV� 
RXU�RUJDQLVDWLRQ��ZH�ZLOO�EH�WUDQVSDUHQW�DERXW�WKH�IDFW�RI�DQ\�ƮQDQFLDO�
settlement as part of that departure.

Potential external language

$Q�LQYHVWLJDWLRQ�LQWR�DOOHJDWLRQV�
of sexual harassment made 
against our CEO, John Smith, has 
found some of those allegations 
to be substantiated. Remedial 
and restorative measures are 
in place’

OR


$V�\RX�NQRZ��WKH�IRUPHU�&(2�
John Smith left the organisation 
at the end of July. He was 
SDLG�D�ƮQDQFLDO�VHWWOHPHQW�
consistent with his contractual 
arrangements in circumstances 
in which we wish the employment 
UHODWLRQVKLS�WR�FHDVH�


Explanation
• Stakeholders of our organisations have legitimate expectations  

of transparency.   

• 7UDQVSDUHQF\�DERXW�EURDG�RXWFRPHV�IRU�RƬHQGHUV�DVVXUHV�
external and internal stakeholders that we treat sexual harassment 
as a serious workplace issue and hold people to account for their 
behaviour at work.

• :KLOH�ZH�ZLOO�HQVXUH�WKDW�DOOHJHG�RƬHQGHUV�GR�QRW�EHQHƮW�IURP�
the situation, it will often be pragmatically necessary to enter 
GHSDUWXUH�QHJRWLDWLRQV�WKDW�LQYROYH�VRPH�HOHPHQW�RI�ƮQDQFLDO�
settlement – for example, in line with the arrangements that would 
apply if the Board wished to terminate the contract for other 
reasons. 

• Our organisations will be transparent about the underlying 
FRQWUDFWXDO�EDVLV�RI�DQ\�ƮQDQFLDO�DUUDQJHPHQW�DJUHHG�XSRQ��

• 7KH�LGHQWLW\�RI�WKH�FRPSODLQDQW�ZLOO�UHPDLQ�FRQƮGHQWLDO��LI�WKDW�LV�
what they wish.

,I�D�ƮQDQFLDO�VHWWOHPHQW�LV�UHDFKHG�ZLWK�D�FRPSODLQDQW��WKH�IDFW�RI�WKH�
settlement will be disclosed by our organisations to relevant stakeholders, 
together with the restrictions it imposes but not the amount.

Potential external language

)ROORZLQJ�WKH�FRQclusion  
of the investigation, we have 
reached a settlement with  
the complainant that seeks  
WR�ƮQDQFLDOO\�FRPSHQVDWH�WKHP�
IRU�WKH�KDUP�WKH\�KDYH�VXƬHUHG��
Our organisation will not disclose 
the settlement amount – this is 
up to the individual, if they wish. 
The settlement does not require 
FRQƮGHQWLDOLW\�RQ�WKH�LQGLYLGXDOoV�
behalf. The individual has agreed 
that this settlement, rather than 
legal proceedings, is the most 
appropriate way to resolve  
WKH�LVVXH�


Explanation
• It is particularly important that our organisations are transparent 

with our stakeholders, including the public where relevant, about 
DQ\�ƮQDQFLDO�VHWWOHPHQW�WKDW�PD\�EH�DJUHHG�

• 2XU�RUJDQLVDWLRQV�ZLOO�QRW�SD\�
KXVK�PRQH\
�DQG�ZLOO�EH�H[SOLFLW�
DERXW�WKH�IDFW�WKDW�D�ƮQDQFLDO�VHWWOHPHQW�GRHV�QRW�UHTXLUH�VLOHQFH�

• It is not fair to the person impacted for our organisation to reveal 
the exact amount unless they are comfortable for us to do so.

• It is appropriate to request that a person impacted agree not 
to sue the organisation as part of a settlement. Settlement is a 
choice, by both sides. It is a faster, more pragmatic and more open 
way to resolve the matter through an agreed payment rather than 
a lengthy and costly court process.

• 3HRSOH�ZKR�UHFHLYH�D�ƮQDQFLDO�VHWWOHPHQW�ZLOO�QHHG�WR�EH�LQIRUPHG�
of their organisation’s stance on transparency.

• 7KH�LGHQWLW\�RI�WKH�FRPSODLQDQW�ZLOO�UHPDLQ�FRQƮGHQWLDO��LI�WKDW�LV�
what they wish.
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SUMMARY
Practical actions

Actions for leaders

 9 Develop and endorse�QHZ�SULQFLSOHV�DURXQG�WUDQVSDUHQF\�DQG�FRQƮGHQWLDOLW\�DV�SDUW�RI�RXU�SURFHVVHV�
covering communication with parties involved, the media and the organisation. 

 9 Change standard approaches to non-disclosure agreements to avoid silencing complainants and allow 
some transparency and disclosure to employees, stakeholders and the community. 

 9 Communicate WKH�JXLGHOLQHV�ZLGHO\�VR�WKDW�RXU�SRVLWLRQ�LV�FOHDU��VXSSRUWV�SUHYHQWLRQ�HƬRUWV�DQG�DFWV�
DV�D�GHWHUUHQW�WR�RƬHQGHUV�

 9 Share internal updates on sexual harassment with the organisation. 

Fundamentals for organisations

 9 Work with key internal teams and relevant suppliers covering HR, Legal, Compliance and Corporate 
$ƬDLUV�WR�LQWURGXFH�DQG�DSSO\�WKH�SULQFLSOHV��/HDG�D�FKDQJH�LQ�DSSURDFK�DQG�FRPPXQLFDWH�LW�ZLGHO\�

 9 Build LQWHUQDO�XSGDWHV�RQ�HƬRUWV�WR�DGGUHVV�VH[XDO�KDUDVVPHQW�LQWR�WKH�VFKHGXOH�RI�VWDƬ�
communications.

   Example:

A senior male leader is accused of sexual harassment, dating back several years involving several 
women. The allegations revealed a longstanding pattern of behaviour of propositioning and caressing 
\RXQJHU�ZRPHQ��ZKRVH�FDUHHU�SURJUHVVLRQ�UHOLHG�RQ�WKH�DGYRFDF\�RI�WKLV�LQưXHQWLDO�OHDGHU���

7KH�PHGLD�DUH�PDGH�DZDUH�RI�WKH�DOOHJDWLRQV��ZKLFK�LV�FRQƮUPHG�E\�WKH�RUJDQLVDWLRQ�ZKHQ�DVNHG�
(Principle 1) without revealing any of the parties involved (Principle 2).

Consistent with the organisation’s policy, those involved and investigating the complaint are asked  
WR�VLJQ�D�FRQƮGHQWLDOLW\�DJUHHPHQW�WR�SURWHFW�WKH�ZHOO�EHLQJ�RI�WKRVH�LQYROYHG�XQWLO�WKH�LQYHVWLJDWLRQ� 
is complete (Principle 3).

Given the nature of the allegations, the senior male leader is asked to take leave while the investigation 
LV�XQGHUZD\��$OO�LQYROYHG�DUH�RƬHUHG�FRXQVHOOLQJ�DQG�VXSSRUW�GXULQJ�WKH�SURFHVV��

An external expert is engaged to investigate the issue. Throughout the investigation, the media 
continue to speculate about the identity of the people involved and seek further comment on the 
circumstances, given the public and stakeholder interest in the alleged harasser. (Principle 2).

$W�WKH�HQG�RI�WKH�LQYHVWLJDWLRQ��WKH�%RDUG�PDNHV�D�VWDWHPHQW�WR�WKH�PHGLD��FRQƮUPLQJ�WKH�LQYHVWLJDWLRQ�
has concluded, that their investigation has substantiated sexual harassment has occurred and 
LGHQWLI\LQJ�WKH�RƬHQGHU��Principle 5). 

7KH�RUJDQLVDWLRQ
V�VWDWHPHQW�FRQƮUPV�WR�UHOHYDQW�LQWHUQDO�DQG�H[WHUQDO�VWDNHKROGHUV�WKDW�WKH�RƬHQGHU�
KDV�OHIW�WKH�RUJDQLVDWLRQ�DQG�LV�WUDQVSDUHQW�DERXW�WKH�FRQWUDFWXDO�EDVLV�RI�DQ\�ƮQDQFLDO�DUUDQJHPHQW�
agreed upon, without disclosing amounts. (Principle 6).

7KH�RUJDQLVDWLRQ�DOVR�FRQƮUPV�WKDW�WKH�RUJDQLVDWLRQ�KDV�ƮQDQFLDOO\�FRPSHQVDWHG�WKH�ZRPHQ�LPSDFWHG�
IRU�WKH�KDUP�WKH\�KDYH�VXƬHUHG��ZLWKRXW�GLVFORVLQJ�DPRXQWV��DV�WKH�ZRPHQ�EHOLHYH�WKDW�WKLV�VHWWOHPHQW��
rather than legal proceedings, is the most appropriate way to enable them to move on (Principle 7).

The women at the centre of the matter are not asked to sign a non-disclosure agreement, thereby 
retaining the right to share their story if and how they wish to including participating in any formal inquiry 
at some point in the future should they choose to (Principle 4).
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7KHUH�DUH�VLJQLƮFDQW�EDUULHUV�WR�DGGUHVVLQJ�
sexual harassment when it happens
Our organisations, systems and cultures work strongly against resolving issues when they happen  
and at the source, underpinned by competing interests and approaches to action:

• Impacted people: XQVDIH�UHSRUWLQJ�FXOWXUHV��SHUVRQDO�DQG�FDUHHU�FRQVHTXHQFHV�RI�nFRPSODLQLQJo�� 
VRFLDO�SUHVVXUH�WR�ƮW�LQ�

• 2ƬHQGHUV��ODFN�RI�DZDUHQHVV�RI�RƬHQFH��EHKDYLRXU�LV�FRQGRQHG�DQG�RU�HQFRXUDJHG��FRQVHTXHQFHV� 
are disregarded. 

• Observers:�QRW�NQRZLQJ�ZKDW�LV�RN�DQG�QRW�RN��QRW�IHHOLQJ�D�UHVSRQVLELOLW\�WR�LQWHUYHQH��SHUVRQDO�
LPSOLFDWLRQV�RI�VSHDNLQJ�XS��QRW�NQRZLQJ�ZKDW�WR�GR�RU�VD\�

• Organisation: GHVLUH�IRU�H[SHGLHQF\�WR�PDQDJH�nGLƱFXOW�GHSDUWXUHVo�ZLWK�PLQLPDO�GLVUXSWLRQ�RU�
organisational risk, or conversely to manage the legal and reputational risk by triggering overt and  
formal processes rather than a thoughtful, direct approach.

6RPH�RUJDQLVDWLRQ�DUH�ODUJH�HQRXJK�WR�KDYH�GHGLFDWHG�ƮUVW�UHVSRQVH�WHDPV��RU�RQOLQH�WRROV�WR�ƮOWHU�DQG�
triage reports. For most, sexual harassment plays out away from the systems that are geared up to deal 
with issues, such as the human resources or legal functions.  

Situations can escalate from ‘zero to one thousand’ in a matter of days, when an acknowledgement of the 
EHKDYLRXU��D�JHQXLQH�DSRORJ\�DQG�FRPPLWPHQW�QRW�WR�UHRƬHQG�PD\�KDYH�UHVROYHG�WKH�LVVXH�LQ�WKH�PRPHQW�

Behaviour can escalate unchecked (particularly in social situations involving alcohol) where thoughtful early 
LQWHUYHQWLRQ�FRXOG�KDYH�SUHYHQWHG�D�VLJQLƮFDQW�LQFLGHQW��

+RZHYHU��PRVW�RUJDQLVDWLRQV
�FXOWXUHV�DUH�QRW�\HW�UREXVW�HQRXJK�WR�UHVROYH�WKHVH�LVVXHV�DW�WKH�VRXUFH�VR� 
we need to support employees with safe environments, tools and language to build competence. 

Everyone has a role to play
Senior leadership actions are critical for setting the tone within an organisation and leading disruptive 
action, but we know that as with any major program of change, everyone has a role to play. 

This is entirely consistent with employees’ reciprocal duty of care to protect each other from harm to their 
health and safety, including psychological harm.

And you cannot underestimate the power of men intervening when they see or know of other men behaving 
disrespectfully.

We can help our employees understand that unless everyone takes action to intervene against sexual 
harassment, they are part of a culture that enables it.

What is ok and not ok and how to react  
is not always clear to people
6H[XDO�KDUDVVPHQW�VLWV�RQ�D�VSHFWUXP�RI�EHKDYLRXUV�DQG�WDNHV�PDQ\�IRUPV��7KH�OHJDO�GHƮQLWLRQ�RI� 
VH[XDO�KDUDVVPHQW�YDULHV�XQGHU�GLƬHUHQW�OHJDO�MXULVGLFWLRQV�EXW�LV�JHQHUDOO\�FKDUDFWHULVHG�E\�EHKDYLRXU� 
RI�D�VH[XDO�QDWXUH��WKDW�LV�XQZHOFRPH�DQG�PDNHV�D�SHUVRQ�IHHO�RƬHQGHG��KXPLOLDWHG��LQWLPLGDWHG��GHJUDGHG�
or violates dignity. 

Courts and organisations have interpreted these laws broadly and cite a range of behaviour that may 
potentially be sexual harassment, which are commonly listed in organisational policies.

7KH�EUHDGWK�RI�GHƮQLWLRQ�DQG�H[DPSOHV�SURYLGHV�HPSOR\HHV�ZLWK�SURWHFWLRQ�DJDLQVW�D�ZLGH�UDQJH�RI�
EHKDYLRXUV��+RZHYHU��LW�DOVR�FROOHFWLYHO\�GHƮQHV�EHKDYLRXU�WKDW�LQ�UHDOLW\�KDV�YDU\LQJ�GHJUHHV�RI�KDUP�� 
ULVN�DQG�FRQVHTXHQFH�DQG�UHTXLUHV�D�SRWHQWLDOO\�GLƬHUHQW�UHVSRQVH�IURP�REVHUYHUV�DQG�RUJDQLVDWLRQV�

7KLV�KDV�OHG�WR�VLJQLƮFDQW�LQFRQVLVWHQFLHV�DQG�WUDXPDWLF�H[SHULHQFHV�IRU�WKRVH�LPSDFWHG�LQ�WKH�SDVW�� 
We have seen organisations minimise, justify or dismiss harmful behaviour or over escalate some issues  
WR�WKH�GHWULPHQW�RI�WKH�SHUVRQ�ZKR�H[SHULHQFHG�WKH�VH[XDO�KDUDVVPHQW��2ƬHQGHUV�XQGHUHVWLPDWH�WKH�
LPSDFW�RI�WKHLU�EHKDYLRXU�DQG�FRQWLQXH�WR�RƬHQG��3HRSOH�ZKR�REVHUYH�VH[XDO�KDUDVVPHQW�RIWHQ�ODFN�WKH�
VNLOO��NQRZOHGJH�DQG�FRQƮGHQFH�WR�DSSURSULDWHO\�LQWHUYHQH��0DQ\�DUH�UHOXFWDQW�WR�UHSRUW�LVVXHV�IRU�IHDU�RI�
extreme consequences for themselves and others.

We need to better educate everyone on the types of behaviour that are considered sexual harassment, 
DQG�SURYLGH�FOHDUHU�JXLGDQFH�IRU�RQORRNHUV��RƬHQGHUV�DQG�RUJDQLVDWLRQV�RQ�DSSURSULDWH�RU�SURSRUWLRQDWH�
UHVSRQVHV��DFFRXQWDELOLW\�DQG�FRQVHTXHQFHV�IRU�GLƬHUHQW�IRUPV�RI�VH[XDO�KDUDVVPHQW�

We also absolutely need to get better at giving consideration to context, respecting the experience  
of those impacted and being guided by their wishes on how they want the matter handled.
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People need to be empowered, supported  
and expected to intervene when they see, or 
know of, sexual harassment
While an organisation may encourage employees to intervene when they witness sexual harassment, 
supportive systems and cultures may not exist to make this safe or the norm. We need to shift the 
responsibility for speaking up from the individual impacted to others who observe or know of sexual 
harassment and create the right environment for them to do so safely.

:LWKLQ�RUJDQLVDWLRQV��WKHUH�LV�RIWHQ�VLJQLƮFDQW�XQFHUWDLQW\�DERXW�REOLJDWLRQV�WR�GLVFORVH�SRWHQWLDOO\�
inappropriate conduct that have been seen by a third party or disclosed to a colleague. Viewed through  
a workplace health and safety lens, there is no uncertainty – all employees have a duty to take reasonable  
steps to protect the health and safety of others in their workplace. 

However, unlike identifying physical safety hazards, sensitivity needs to be given to the wishes of the person  
at the centre of the issue, that they are not disclosed unwillingly or put at the centre on an investigation they 
did not choose and was unnecessary, or when less formal options would have been a better approach.

Although most people think it is right to intervene and intend to act, research consistently shows people rarely 
intervene unless they:

• Recognise the behaviour: know what is and isn’t sexual harassment.
• Interpret the need for intervention: see the behaviour as serious and warranting action.
• Assume responsibility: believe it is their role to act.
• Decide how to help: have options to choose from to relate to the behaviour.
• +DYH�FRQƮGHQFH�DQG�FDSDFLW\�WR�KHOS��NQRZ�ZKDW�WR�VD\�RU�GR�LQ�GLƬHUHQW�VFHQDULRV��

Creating an environment that is psychologically safe and where there is an expectation to speak up is a critical 
precondition. Where people feel free to question and respectfully challenge incidents or established ways of 
behaving, it creates a better understanding of what behaviours make others feel unsafe, creates new norms  
DQG�VWDQGDUGV�RI�EHKDYLRXU��DQG�EXLOGV�FRQƮGHQFH�WKDW�SHRSOH�ZLOO�QRW�EH�SHQDOLVHG�RU�YLFWLPLVHG�IRU�VSHDNLQJ�XS�

Without the full backing of leadership and comprehensive support systems that create safe reporting 
HQYLURQPHQWV��WKHUH�DUH�VLJQLƮFDQW�ULVNV�IRU�SHRSOH�ZDQWLQJ�WR�LGHQWLI\�VH[XDO�KDUDVVPHQW��WDNH�D�VWDQG�DJDLQVW�
it, and both. 

A practical approach
Throughout our work in developing this report, we consistently and overwhelmingly heard that organisations 
and individuals have a tendency to be polarised in their responses to sexual harassment – from no response  
to an over-reaction. 

Organisations sought a framework that makes the forms of sexual harassment clearer, provides options for 
how to react and potential consequences, and that there is some proportionate alignment between these.

We have sought to give consideration to the entire context in which sexual harassment plays out. We recognise 
WKH�OLPLWDWLRQV�LQ�EHLQJ�DEOH�WR�FRQYH\�DQ�LQGLYLGXDOoV�H[SHULHQFH�RU�UHVSRQVH�WR�GLƬHUHQW�W\SHV�RI�EHKDYLRXU�

Instead, we provide a practical tool to help our employees recognise how sexual harassment may manifest in 
ZRUNSODFHV�DQG�EH�H[SHULHQFHG�E\�RWKHUV��,W�RƬHUV�SRWHQWLDO�UHVSRQVHV�IRU�WKRVH�ZKR�VHH�RU�NQRZ�RI�VH[XDO�
KDUDVVPHQW��WKRVH�ZKR�DUH�RƬHQGHG��DQG�WKRVH�ZKR�RƬHQG�

The evidence shows that most people who experience sexual harassment want the behaviour to stop, to have 
their experience validated, their organisation to know that it happened, and for it not to happen to anyone else. 
In many cases, all people want is an apology. Hence, there needs to be more focus on early intervention and 
informal pathways that deliver these types of outcomes.

Our report also provides some guidelines for how an organisation might respond in a way that holds the 
experience and well-being of the person impacted at the core.

Context is the lens through which a person 
experiences the behaviour of others. 

&RQWH[W�ƮOWHUV�LQWHQW�DQG�FDQ�DPSOLI\�LPSDFW 
RU�JLYH�WKH�EHKDYLRXU�D�GLƬHUHQW�QDWXUH��

Context is everything

When it comes to understanding a person’s experience of sexual harassment, context  
is everything. 

&RQWH[W�LV�WKH�OHQV�WKURXJK�ZKLFK�D�SHUVRQ�H[SHULHQFHV�WKH�EHKDYLRXU�RI�RWKHUV��&RQWH[W�ƮOWHUV�
LQWHQW�DQG�FDQ�DPSOLI\�LPSDFW�RU�JLYH�WKH�EHKDYLRXU�D�GLƬHUHQW�QDWXUH��,W�H[SODLQV�ZK\�D�FHUWDLQ�
behaviour, for example a kiss or a touch on the back is experienced in one situation as ‘ok’, and 
‘not ok’ by others. 

Contextual factors that come into play may include:

   Relationship and power disparity between the parties.

   The history of the relationship.

   3UHYLRXV�SDWWHUQV�RI�EHKDYLRXU�EHWZHHQ�WKH�SDUWLHV��L�H��RQH�RƬ�LQFLGHQW�RU�SDWWHUQ��

   Tone, verbal and non-verbal cues.

   Position in the organisation.

   Employment status, job security and the nature of work.

   Where and when the incident takes place.

   1XPEHU�RI�DOOHJHG�RƬHQGHUV�

   Previous experience with sexual harassment and how it was handled.

   Personal characteristics of age, gender identity, sexual orientation, Indigeneity, other 
cultural and linguistic diversity, and disability which can make people more subject 
to the behaviour.

$OO�RI�WKHVH�IDFWRUV�FRPELQH�WR�DƬHFW�D�SHUVRQoV�H[SHULHQFHV�RI�DQG�UHVSRQVHV�WR�VH[XDO�
harassment.

When you overlay context onto a behaviour, such as a kiss, the change of dynamic is clear:  
D�NLVV�KHOOR�IURP�D�FROOHDJXH�\RX�KDYH�D�ORQJVWDQGLQJ�IULHQGVKLS�ZLWK��D�NLVV�IURP�D�PDQDJHU�
DORQJ�ZLWK�D�VDODFLRXV�nORRNo�DW�D�ZRUN�VRFLDO�IXQFWLRQ��D�NLVV�IURP�D�VHQLRU�PDOH�OHDGHU��ZKR� 
KDV�SRZHU�RYHU�\RXU�FDUHHU�SURJUHVV��LQ�KLV�RƱFH�DIWHU�KRXUV�s�DOO�RI�WKHVH�DUH�D�
NLVV
�EXW�ZLWK�
YDU\LQJ�OHYHOV�RI�GLVFRPIRUW��RƬHQFH�DQG�LPSDFW�EHFDXVH�RI�FRQWH[W���

,W�LV�LPSRUWDQW�WR�QRWH�WKDW�WKHUH�DUH�VRPH�EHKDYLRXUV�WKDW�DUH�FULPLQDO�RƬHQFHV�DQG�FRQWH[W� 
is irrelevant.
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• Relationship and power disparity between  
the parties

• The history of the relationship

• Previous patterns of behaviour between  
WKH�SDUWLHV��L�H��LV�LW�D�RQH�RƬ�LQFLGHQW�RU� 
a pattern?)

• Tone, verbal and non-verbal cues

• Position in the organisation

• Employment status, job security and the  
nature of work

• Where and when the incident takes place

• Previous experience with sexual harassment 
and how it was handled

• Personal characteristics of age, gender identity, 
sexual orientation, Indigeneity, other cultural  
and linguistic diversity, and disability which 
can make people more subject to sexual 
harassment.

The experience and wishes of the impacted 
person and how they would like the issue handled 
should generally guide the response.

The primary consideration must be for the safety 
and well-being of the people impacted, giving 
particular consideration to the relationship  
and power disparity between the parties.

If it is safe for the person impacted, due process 
and natural justice may still be achieved with 
early intervention and informal pathways, 
provided the core principles are met, including 
the opportunity to respond; a timely and 
objective process; and substantiated, fair and 
proportionate outcomes.

Some issues warrant immediate escalation  
to a formal investigation (even though that may 
not be the preference of the person impacted) 
because of the seniority of the person, 
seriousness of behaviour or risk to the safety  
of others.

• Unwelcome comments 
about looks, dress, 
hairstyles

• Repeated or inappropriate 
invitations to drinks, 
dinner, non-work-related 
social events

• Jokes of a sexual nature, 
RU�DERXW�D�SHUVRQ
V�
sexual orientation or 
gender identity

• Unwelcome light touch 
gestures, e.g. arm around, 
kiss hello

• Demeaning comments
• 6H[XDO�REMHFWLƮFDWLRQ� 

of people
• Repeated requests  

for dates 
• Personal contact via 

email or social media  
that is out of context,  
out of work hours

• Ongoing unwelcome 
contact (e.g. in person, 
phone, social media) 
following the end of a 
consensual relationship

• Staring or leering
• Sexually explicit pictures, 

posters or gifts
• Whistling, catcalling, 

honking

• Intrusive questions  
about private life, sexual 
relationships or sexual 
practices

• Sexually explicit 
comments in emails, 
SMS, phone messages  
or social media

• 7RXFKLQJ�RU�ƮGGOLQJ�
ZLWK�D�SHUVRQ
V�FORWKLQJ�
including lifting up skirts 
RU�VKLUWV��ưLFNLQJ�EUD�
straps, putting hands 
LQ�D�SHUVRQ
V�SRFNHW

• Forced intimacy, e.g. 
touching, massaging, 
hugging, cornering, 
kissing 

• Exposing self
• Coercing people to  

look at pornography 
• Requesting intimate 

LPDJHV�YLGHR�RI�
someone 

• Requests or pressure  
for sex or other sexual 
acts in exchange for 
favourable treatment

• Stalking, following, 
watching

• Actual or attempted 
sexual assault or rape

Considerations

Early intervention

Formal action

Where an alleged 
FULPLQDO�RƬHQFH� 
has occurred

Informal action

Identifying, understanding and responding  
when sexual harassment occurs

Context that 
DPSOLƮHV�LPSDFW

Examples  
of behaviours

Range of 
responses
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Options for 
 individuals impacted

Options for  
observers and those 
who know of conduct

Options for  
individuals who may  
KDYH�FDXVHG�RƬHQFH�

Options for  
organisations

• Alert an appropriate 
person to what is 
going on, e.g. your  
manager, peer 
contact, or 
RUJDQLVDWLRQ
V�
advisory/ integrity 
team.

• Speak with support 
from your Employee 
Assistance Program 
or specialist services. 

• Speak with an 
external expert 
advisory organisation, 
e.g. Human Rights 
Commission.

• If safe and supported 
to do so, participate 
in a facilitated 
discussion with the 
individual who caused 
RƬHQFH�

• Ask someone else to 
provide the feedback 
to the person.

• Make an anonymous 
report which may 
help identify a known 
pattern of behaviour.

• Keep a diary of the 
experiences you have 
had.

• Ensure the person 
impacted is safe and 
check in on their well-
being.

• Intervene in a way that 
is comfortable for you 
and if you feel safe to 
do so, to redirect the 
conversation or stop 
the behaviour.

• Listen to the 
experience of the 
person impacted 
without judgement 
or preconceived 
solutions – 
understand how they 
would like you to help.

• If appropriate, support 
WKH�RƬHQGHU�WR�UHưHFW�
on their behaviour, 
including encouraging 
WKH�RƬHQGHU�WR�
apologise.

• Participate in any 
inquiries or facilitated 
conversations about 
the behaviour or 
incident(s).

• Keep details of the 
LQFLGHQW�FRQƮGHQWLDO�

• Stop the behaviour.

• Accept the 
perspective of the 
RƬHQGHG�SHUVRQ�

• Participate in any 
inquiries or facilitated 
conversations  
about the behaviour  
or incident(s).

• Keep details of the 
LQFLGHQW�FRQƮGHQWLDO�

• Understand and  
take restorative 
actions needed, 
including participation 
in behaviour change 
coaching.

• Commit to not repeat 
the behaviour.

• An apology may 
be appropriate 
if sought by the 
person impacted 
and structured with 
support people.

• Support the individual impacted 
and understand how they would 
like the issue managed.

• Provide access to EAP, peer or 
specialist support for all parties.

• Ensure impartial, capable 
people (internal or external to 
the organisation) can explain 
concerns about behaviour 
or support conciliated 
conversations.

• Provide education or support  
WR�WKH�RƬHQGHU�RQ�ZK\�WKHLU�
EHKDYLRXU�LV�RƬHQVLYH�QHHGV�
to change, including behaviour 
change/coaching if appropriate 
and the potential consequences  
RI�RQJRLQJ�RƬHQVLYH�EHKDYLRXU�

• Provide support for teams 
involved to rebuild relationships.

• Support leaders to communicate 
outcomes transparently 
DQG�FRQƮGHQWLDOO\�WR�SDUWLHV�
involved, immediate teams and 
stakeholders, as appropriate.

• Record and report numbers of 
incidents, themes and restorative 
and preventative action to the 
senior leadership team and Board 
on a regular basis.

• Support the impacted person 
to thrive in their career.

• Monitor and report long-term 
impacts on parties involved,  
e.g. promotion, retention.

Early intervention Informal action

Options for 
 individuals impacted

Options for  
observers and those 
who know of conduct

Options for  
individuals who may  
KDYH�FDXVHG�RƬHQFH�

Options for  
organisations

• Raise it with an 
observer, seeking help 
to speak to the person 
or intervene either in the 
moment or if it happens 
again.

• Seek advice or support 
from your preferred 
contact, e.g. your 
manager, peer contact, 
RU�RUJDQLVDWLRQ
V�
advisory/ integrity team.

• Ask someone else to 
provide the feedback  
to the person.

• Raise it with the person, 
if you feel safe and 
comfortable to do so.

• Ensure the person 
impacted is safe and 
check in on their well-
being.

• Intervene in a way  
that is comfortable  
for you and the person 
impacted, and if you  
feel safe to do 
so, to redirect the 
conversation or  
stop the behaviour.

• If safe to do so, separate 
WKH�RƬHQGHU�IURP�WKH�
situation, e.g. remove 
WKH�RƬHQGHU�EHIRUH�
circumstances escalate.

• Speak up publicly/in the 
moment to address the 
comment or behaviour.

• Seek help and support 
from a senior leader 
for  those impacted, 
including yourself.

• Encourage the 
RƬHQGHU�WR�UHưHFW�
on their behaviour, 
including apologising 
to the person or people 
impacted.

• Stop the behaviour.

• Accept the perspective 
RI�WKH�RƬHQGHG�SHUVRQ�

• 5HưHFW�RQ�WKH�LVVXHV�
raised and your 
behaviour.

• Commit to not repeat 
the behaviour.

• Apologise sincerely.

• Conduct a risk assessment of  
the organisation to understand  
the vulnerable workers, work 
locations, environments where 
sexual harassment has a history  
of occurring or is high-risk. 

• Make a note of any incidents that 
may alert to patterns of behaviour 
or cultural issues.

• Target communication, education 
and support in high-risk areas.

• Build the capacity of everyone to 
LQWHUYHQH�FRQƮGHQWO\�DQG�VDIHO\�

• Understand and implement 
what is required to support a 
psychologically safe environment 
that encourages early intervention.

• Ensure managers in ‘hot spots’  
are aware of their accountability  
for prevention.

Range of responses
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Options for 
 individuals impacted

Options for  
observers and those 
who know of conduct

Options for  
individuals who may  
KDYH�FDXVHG�RƬHQFH�

Options for  
organisations

• Report the incident 
in your preferred way, 
e.g. your manager, 
peer contact, or 
RUJDQLVDWLRQ
V�
advisory/ integrity 
team.

• Speak with an 
external expert 
advisory organisation, 
e.g. Human Rights 
Commission.

• Make an anonymous 
report which may 
support other reports 
of a known pattern  
of behaviour.

• Seek counselling or 
other psychological 
support if needed.

• Keep a diary of  
the experiences  
you have had.

• Ensure the person 
impacted is safe  
and check in on  
them if appropriate.

• Report the issue to 
\RXU�RUJDQLVDWLRQ
V�
advisory or integrity 
team.

• Participate in 
any inquires or 
investigations about 
the incident(s).

• Keep details  
of the incident  
or investigation 
FRQƮGHQWLDO�

• Stop the behaviour.

• Cooperate with the 
investigation.

• Keep details of 
the incident or 
investigation 
FRQƮGHQWLDO�

• Understand and take 
restorative actions 
needed, including 
compliance with any 
orders or participation 
in behaviour change 
programs.

• An apology may 
be appropriate 
if sought by the 
person impacted 
and structured with 
support people.

• Ensure the person impacted  
is safe.

• Support the individual impacted 
and understand how they would 
like the issue managed.

• Provide access to EAP, peer or 
specialist support for all parties

• Issue a no-fault stand down 
IRU�WKH�RƬHQGHU�SHQGLQJ�
investigation.

• Consider reporting obligations   
to the senior leadership team  
and Board. 

• Determine whether to engage 
an external investigator taking 
into account the individual’s 
wishes, impartiality of internal 
investigators, complexity of 
the issue (e.g. multiple reports), 
seniority of the person being 
investigated, and nature of 
workplace.

• 6XSSRUW�WKH�LQGLYLGXDO
V�FKRLFH� 
to take the matter to an  
external body for resolution. 

• Keep all parties updated on 
process, timeframes and 
outcome.

• Communicate with internal and 
external stakeholders as relevant 
and aligned to the transparency 
principles throughout the process.

• $FWLRQ�GLVFLSOLQDU\��ƮQDQFLDO� 
or other career consequences 
appropriate to the context 
and circumstances, which 
may include termination of 
employment.  

• Record and report numbers of 
incidents, themes and restorative 
and preventative action to the 
senior leadership team and Board 
on a regular basis.

• Support the impacted person to 
continue to thrive in their career.

• Monitor and report long-term 
impacts on parties involved, 
e.g. promotion, retention.

:KHUH�DQ�DOOHJHG�FULPLQDO�RƬHQFH�KDV�RFFXUUHGFormal action

Range of responses

�� %HKDYLRXU�WKDW�FRXOG�EH�FRQVLGHUHG�D�FULPLQDO�RƬHQFH��GHSHQGLQJ�RQ�WKH�OHJDO�MXULVGLFWLRQ��PD\�LQFOXGH�GLVWULEXWLQJ�DQ�LPDJH�
without consent, stalking, following, watching, actual or attempted sexual assault or rape. 

Options for 
 individuals impacted

Options for  
observers and those 
who know of conduct

Options for  
individuals who may  
KDYH�FDXVHG�RƬHQFH�

Options for  
organisations

• Take action to ensure 
your safety.

• Report the incident  
to the organisation  
in your preferred way, 
e.g. your manager, 
peer contact, or 
RUJDQLVDWLRQ
V�
advisory/ integrity 
team.

• Speak with an 
external expert 
advisory organisation, 
e.g. Human Rights 
Commission.

• Seek counselling, 
psychological or 
medical  support  
if needed.

• Report the issue 
directly to the police.

• Ensure the person 
impacted is safe and 
receives medical 
treatment, if required.

• Support the individual 
impacted and 
understand how they 
would like you to help.

• Accompany or 
support the individual 
to report the incident 
to the police. 

• Report the issue to 
\RXU�RUJDQLVDWLRQ
V�
advisory or integrity 
team.

• Keep details of the 
incident or investigation 
FRQƮGHQWLDO�

• Stop the behaviour.

• Cooperate with  
the investigation.

• Keep details of 
the incident or 
investigation 
FRQƮGHQWLDO�

• Understand and take 
restorative actions 
needed once the 
investigation is 
concluded, including 
compliance with any 
orders or participation 
in behaviour change 
programs.

• An apology may 
be appropriate 
if sought by the 
person impacted 
and structured with 
support people.

• Ensure the person impacted 
is safe and receives medical 
treatment, if required.

• Support the individual to report 
the incident to the police, if they 
chose to. 

• Issue a no-fault stand down 
IRU�WKH�RƬHQGHU�SHQGLQJ�
investigation.

• Report the issue immediately  
to the senior leadership team  
and Board. 

• Cooperate with the investigation 
and liaise with the police on any 
action you may wish to take  
to ensure you do not impair their 
investigation.

• If the police do not charge 
you may still need to consider 
obligations to act.

• Provide access to EAP, peer or 
specialist support  for all parties

• Communicate with internal and 
external stakeholders as relevant 
and aligned to the transparency 
principles throughout the process.

• $FWLRQ�GLVFLSOLQDU\��ƮQDQFLDO� 
or other career consequences 
appropriate to the context 
and circumstances, which 
may include termination of 
employment.  

• Record and report numbers of 
incidents, themes and restorative 
and preventative action to the 
senior leadership team and Board 
on a regular basis.

• Monitor and report long-term 
impacts on parties involved,  
e.g. promotion, retention.
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SUMMARYInform, empower and expect everyone to  
speak up and take action on sexual harassment  
in the workplace

04

Actions for leaders

 9 Establish a common framework and language for identifying, raising and responding to sexual 
harassment in all its forms.

 9 Build into leadership communication, policy and practice that speaking up and taking action against 
sexual harassment in the workplace is an expectation on all employees, and in many circumstances a 
workplace health and safety obligation.

 9 Create a workplace environment that is safe for people to speak up.

Fundamentals for organisations
 9 Build capability of internal teams to respond appropriately to sexual harassment.

 9 Ensure that systems, processes and communication treats sexual harassment as a type of workplace 
harm.

 9 Help employees to understand the range of behaviours that constitute sexual harassment and the 
UDQJH�RI�UHVSRQVHV�IRU�SHRSOH�LPSDFWHG��REVHUYHUV��RƬHQGHUV�DQG�RUJDQLVDWLRQV���5HIHU�WR�5HVRXUFHV��
page 104).

 9 Provide employees with tools and language to help them safely raise concerns about inappropriate 
behaviour in the moment and/or support those that may be impacted.

Practical actions

We have heard that what most people 
who experience sexual harassment 
want is for the behaviour to stop, to 
have their experience validated, their 
organisation to know that it happened, 
and for it not to happen to anyone else.

In many cases all people want is an 
apology.

Hence there needs to be more focus 
on early intervention and informal 
pathways that deliver these types  
of outcomes.
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05 /LVWHQ�WR��
respect, empower
and support 
people impacted

01

04

05

Elevate the prevention  
of sexual harassment  
and early intervention 
as a leadership priority

Address sexual 
harassment as  
a workplace health  
and safety issue

02

DISRUPTING 
THE  SYSTEM

Introduce new principles 
RQ�FRQƮGHQWLDOLW\� 
and transparency for  
KLJK�SURƮOH�VH[XDO�
harassment cases

03

Inform, empower and 
expect everyone to 
speak up and take action 
on sexual harassment  
in the workplace

Listen to, respect, 
empower and support 
people impacted

Disrupting our  
mindsets, 
management  
systems and  
processes
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We need to build trust in our reporting system
The experiences of women and what we know about the under-reporting of sexual harassment in the 
ZRUNIRUFH�WHOO�XV�WKDW�FXUUHQW�UHSRUWLQJ�V\VWHPV�DUH�QRW�ZRUNLQJ��$W�EHVW��WKH\�DUH�QRW�HƬHFWLYH��DW�ZRUVW��
they are harmful or not trusted by our people.

A history of organisations perceiving people who report issues as a ‘risk’ because of the legal and 
UHSXWDWLRQDO�ULVN�WKHLU�
FRPSODLQW
�UDLVHV�PHDQV�WKDW�RIWHQ��WKH�RUJDQLVDWLRQV�WUHDWPHQW�RI�WKH�SHUVRQ�
impacted becomes as substantive in the matter as the original incident.

Organisational processes for redress, while established with the best intentions, have placed our human 
UHVRXUFH�IXQFWLRQV�LQ�WKH�GLƱFXOW�VLWXDWLRQ�RI�KDYLQJ�WR�FDUHIXOO\�QDYLJDWH�WKH�VXSSRUW�IRU�LQGLYLGXDOV�ZKR�
UHSRUW�LVVXHV��WKH�OHJDO�OLDELOLW\�RI�WKH�RUJDQLVDWLRQ�DQG�LQ�VRPH�FDVHV�DFFXVDWLRQV�DJDLQVW�SRZHUIXO�VHQLRU�
OHDGHUV�ZLWK�QHWZRUNV�ZKLFK�FDQ�OLPLW�SHRSOH
V�FDUHHUV�

The tendency towards complex investigations is at odds with what we know people seek – less adversarial 
options that stop the behaviour and prevent it from happening again, with all its consequences.

Protracted organisation processes limit options for people to seek a more satisfactory outcome through  
an external body as the statute of limitations to pursue legal action may have expired.

Our responsibility to people who disclose sexual harassment to us is high. Our obligation is to provide 
holistic support and to ensure that issues reported are responded to by teams who know how to assist 
people who have experienced trauma and can support the wishes of the person impacted with appropriate 
expertise for the situation including counselling, facilitated conversations and investigation when needed.

This requires we have given consideration to intersectionality in the options we provide for reporting  
�H�J�DFFHVVLEOH�IRU�SHRSOH�ZLWK�GLVDELOLWLHV���WKDW�RXU�UHVSRQVH�WHDPV�KDYH�WKH�FDSDELOLW\�WR�UHFRJQLVH�DQG�
respond to individual needs and that we have strong connections to specialist external support services 
(e.g. CALD, LGBTI, disability services) to support our response and the person impacted. 

Responses should be guided by those  
who experience sexual harassment
Multiple reviews and inquiries have told us that a person-centred approach ensures we listen to, empower, 
respect and support impacted people.

Person-led means the individual impacted chooses how they wish to report it and is involved in the decision 
about how to handle the issue. It respects the wishes and best interests of the person impacted, but does 
QRW�PHDQ�WKH\�VROHO\�GHFLGH�WKH�RUJDQLVDWLRQ
V�UHVSRQVH�RU�FRQVHTXHQFHV�IRU�WKH�RƬHQGHU�EHFDXVH�WKH�
organisation still owes a duty of care to others. 

A person-centred approach also recognises that people will share their experience when they feel 
comfortable and that it may take people time to process what has happened and feel ready to talk. An  
overly restrictive time limitation between the incident and the report can be a barrier to people speaking up.

When organisations put the care and support of the person impacted at the heart of their response and 
are open to hearing and learning about what is happening in their organisation when the person is ready 
to share their experience, the process contributes to healing the harm that has been done rather than 
exacerbating it. 

Compassionate, long-term leadership  
is essential
We have learned that in sexual harassment cases, there are lasting implications for the parties involved. 
7KHVH�LVVXHV�DƬHFW�ZRUNSODFH�UHODWLRQVKLSV��IDPLOLHV�DQG�FRPPXQLWLHV�RYHU�WKH�VKRUW��PHGLXP�DQG� 
long term.

0DQ\�KLJK�SURƮOH�FDVHV�VXJJHVW�WKDW�WKH�DFWXDO�RU�SHUFHLYHG�SRZHU�RI�RƬHQGHUV�FDQ�GHWHUPLQH�KRZ�ZHOO� 
and quickly their reputation is restored or they recover in the workplace, while victims can be left with 
VKDWWHUHG�VHOI�FRQƮGHQFH��UHSXWDWLRQV�DQG�FDUHHUV�

We have a history of people leaving our organisations, even when issues have been resolved. Whatever  
the outcome, an organisation, leader and work team is left with an issue they need to consciously work  
to repair.

We need to get better at helping the people impacted to heal, be and feel respected, and continue to thrive  
in their careers.

Treating people who report issues 
with respect shows that we value their 
contribution to creating a better workplace 
and appreciate the opportunity to resolve 
the issue.  

  Example

Promising practice has seen the establishment of internal ‘safe places’, independent from 
KXPDQ�UHVRXUFHV��OHJDO�DQG�LQGXVWULDO�UHODWLRQV��PDQDJHG�E\�VSHFLDOLVW�VWDƬ�ZLWK�H[SHUWLVH�LQ�
bullying, sexual harassment and trauma. Safe places provide both a central point of contact 
and a range of informal and formal ways that employees can resolve concerns. Individuals are 
VXSSRUWHG�E\�D�QHWZRUN�RI�WUDLQHG�FRQƮGDQWV�SHHU�VXSSRUW�DGYRFDWHV��2WKHU�IXQFWLRQV�RI�WKH�
safe place include providing advice to managers and the collection and analysis of data to 
track progress and identify trends and gaps and report to senior leadership teams and Boards.

  Example

$Q�RUJDQLVDWLRQ�UHFRJQLVHG�WKDW�D�FRQWULEXWLQJ�IDFWRU�WR�WKH�RƬHQVLYH�EHKDYLRXU�RI�RQH�RI�WKHLU�
VWDƬ�ZDV�D�FRJQLWLYH�LQDELOLW\�WR�UHDG�VRFLDO�VLWXDWLRQV�DQG�GUDZ�WKH�OLQH�EHWZHHQ�D�FROODERUDWLYH�
and collegial relationship and something more intimate. In addition to disciplinary action, 
DWWHQGDQFH�DW�EHKDYLRXUDO�FRDFKLQJ�ZDV�D�FRQGLWLRQ�RI�RQJRLQJ�HPSOR\PHQW�IRU�WKH�RƬHQGHU�
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SUMMARY
Practical actions

Actions for leaders
 9 Establish person-centred, safe and supportive reporting, investigation processes and responses.

 9 Build capability of internal teams to respond appropriately to people impacted by sexual harassment.

 9 Develop and implement new standards for the use of non-disclosure agreements.

Fundamentals for organisations
 9 Provide PXOWLSOH��FRQƮGHQWLDO�DYHQXHV�IRU�DGYLFH�DQG�FRPSODLQWV��5HIHU�WR�5HVRXUFHV��SDJHV�����s�����

 9 Have skilled advisory teams in place to respond to issues when they arise.

 9 Provide the person impacted with the opportunity to guide the course of action taken, respecting  
their wishes for informal or formal action, where possible.

 9 Appoint peers or external experts to support all parties to a complaint (Refer to Resources, pages 118 –119).

 9 If appropriate to investigate, complete the investigation of matters in a timely, compassionate and fair 
PDQQHU�ZLWK�FRPPXQLFDWLRQ�RI�RXWFRPHV�DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV�VKDUHG�ZLWK�VWDƬ��5HIHU�WR�
Resources, pages 108 –115).

 9 Ensure WKHUH�LV�VZLIW��SURSRUWLRQDWH�DQG�DSSURSULDWH�RXWFRPHV�IRU�RƬHQGHUV�

Listen to, respect, empower and support  
people impacted05 Characteristics of person-centred systems and approaches

Individuals involved in the 
investigation have access to 
WUDLQHG�FRQƮGDQWHV�SHHU�VXSSRUW�
advocates or referral pathways 
to external support services.

There are multiple ways  
a person impacted may 
report concerning behavior 
to the organisation including 
anonymously.

Investigations are  
concluded as quickly  
as possible while ensuring  
the approach prioritises  
the ethical over expediency.

7KH�RUJDQLVDWLRQ
V�UHVSRQVH�
is supportive and sensitive 
to the possibility that the 
reported behaviour occurred, 
without making conclusions.

The person impacted is involved 
 in the decision about how to 

handle the issue and there are 
anonymous, informal, formal and 
external options to choose from.

Organisations are 
DSSURSULDWHO\�FRQƮGHQWLDO�

and transparent about issues, 
process and outcomes 

through reporting systems.

Issues are managed by 
highly capable individuals 
who are trauma-informed, 

skilled facilitators of 
supported conversations and 

 competent investigators.

Senior or high-value 
respondents do not 

subjugate the needs and 
wishes of complainants  

with less power.

People impacted do  
not need to retell their  
story multiple times to 

multiple people.

The parties involved  
are well informed and 

supported throughout  
the process.

Person-centred  
systems and approaches
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Over the course of developing this report, we heard  
from our members that sharing practical tools and 
templates would be highly valuable.

We reviewed existing policies and procedures from  
many of our Male Champions of Change organisations 
representing a range of industries and sectors, as well 
as best practice guidelines and recommendations from 
leading Australian and international reviews, reports  
and inquiries.

We know that developing policy and processes can be a  
time-consuming undertaking for organisations. We share 
the following resources so that you can adapt or adopt 
them for your own context and accelerate change.

The resources shared in this section are examples or 
amalgams from our member organisations and should  
not be taken as legal advice.  

Advice from your legal, human resources and communications 
team is essential in customising these tools and templates 
for your organisations. 

RESOURCES
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RESOURCESExample leadership statement 
The following leadership statement is adapted from a version shared by one of our members. It is provided 
as an example structure that leaders could adapt or customise for their organisation. For a leadership 
statement to have authenticity and impact, there are key message elements that must personally come 
from leaders.

Dear colleagues,

It is important that we create a workplace environment that is safe, 
respectful and inclusive for all who work here.

This is personally important to our Board, leadership team and myself.

It is consistent with the values of our organisation.

It is also fundamental to our purpose as an organisation. As an 
emergency service organisation, we are charged with protecting the 
communities we serve. It is essential that that same commitment to 
KHDOWK��VDIHW\�DQG�ZHOO�EHLQJ�H[WHQGV�WR�DOO�RXU�VWDƬ�

I have learned recently, that for many of our colleagues, to varying 
degrees, this is not a physically or psychologically safe organisation. 
6SHFLƮFDOO\��WKLV�KDV�EHHQ�WKH�VLWXDWLRQ�IRU�PDQ\�RI�RXU�ZRPHQ�
FROOHDJXHV�ZKLFK�,�KDYH�OHDUQHG�DERXW�IURP�LQGLYLGXDO�UHSRUWV��IURP� 
D�VHULHV�RI�
OLVWHQ�DQG�OHDUQ
�VHVVLRQV�ZLWK�ZRPHQ�PHPEHUV�RI�VWDƬ�� 
and from a preliminary assessment report conducted by an 
independent consultant.

From these sources a consistent picture emerged, and it is evident  
that for many women, working here can be both confronting and 
disturbing. We were provided with examples of unprofessional and 
inappropriate behaviours, where important professional boundaries 
were crossed. These examples ranged from jokes of a sexual nature 
through to incidents that could easily be interpreted as constituting 
serious workplace misconduct.

Context around these issues is really important. While these incidents 
were perpetrated predominantly by males, this is not representative  
of males in our organisation generally. There was a consistent  
backstory of how women valued their male colleagues and enjoyed 
working with them. 

,W�LV�DOVR�IDLU�WR�VD\�WKDW�RQ�PDQ\�RI�WKH�RFFDVLRQV�WKDW�ZHUH�LGHQWLƮHG��
WKHUH�PD\�QRW�KDYH�EHHQ�DQ\�VHULRXV�LQWHQW�WR�FDXVH�RƬHQFH��7KHVH�
issues often appear to arise as a product of a mainly male-dominated 
workplace that existed 20 to 30 years ago, at a time when these 
behaviours were tolerated, especially in workplaces modelled on old 
systems of work. It is, however, important to note, that although these 
behaviours may have been tolerated at that time, they were neither legal 
nor acceptable. And regardless of whether or not there is an intent to 
FDXVH�RƬHQFH��LW�LV�VWLOO�LQDSSURSULDWH�EHKDYLRXU�

We need to be mindful of others’ feelings, and to be prepared to  
VSHDN�XS��QRW�RQO\�ZKHQ�ZH�PD\�EH�RƬHQGHG�RXUVHOYHV��EXW�ZKHQ� 
we feel that someone else may be uncomfortable. For those of us  
who have worked here for a long time, it is too easy to overlook how 
GLƱFXOW�LW�PD\�EH�IRU�D�QHZHU�PHPEHU�RI�VWDƬ�WR�IHHO�WKDW�WKH\�FDQ�VSHDN�
up themselves.

I believe that all of us know inherently what constitutes professional 
and appropriate conversation and behaviour. It is an integral, critical 
component of being competent in our roles, including knowing  
how to speak respectfully and courteously to a wide variety of people, 
in many diverse situations. We do this every day representing our 
RUJDQLVDWLRQ��,W�LV�QRW�GLƱFXOW�WR�WUDQVODWH�WKLV�WR�LQWHUDFWLRQV�ZLWK� 
our colleagues.

It is important to remember that this is a good place to work, and is 
an organisation that has much to be proud of. However, these issues 
demonstrate that we have a way to go and that there is scope for 
improvement.

And there needs to be a clear understanding that inappropriate 
workplace behaviours will not be tolerated into the future.

I acknowledge there are sensitivities around these issues for many 
SHRSOH��:H�KDYH�RXU�&RQWDFW�2ƱFHUV��(PSOR\HH�$VVLVWDQFH�3URJUDP��
line managers and network to provide guidance and support as 
necessary.

And as always, I am happy to discuss this further with any of you, in 
whatever manner you feel most comfortable with.

Best wishes

Clear statement of responsibility
/LQN�WR�JHQGHU�LQHTXDOLW\�LQ� 

the workplace and new  
employee, organisation and 

community expectations  
and standards on the issues 

Reinforce expectations  
of employees to speak up  

when they see the behaviour

Reinforce expectations for  
all employees to treat each  

other with dignity and respect  
as a mark of professionalism

Acknowledge there is work to be 
done and change is required

$ƱUP�]HUR�WROHUDQFH�DSSURDFK

Highlight referral pathways

Personal commitment

Personal leadership and commitment

/LQN�WR��RUJDQLVDWLRQDO�YDOXHV

/LQN�WR�RUJDQLVDWLRQDO�SXUSRVH

Personal engagement  
from leaders on the issue

Description of the range of issues

Acknowledge context

   Key message elements    Key message elements
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RESOURCESWhat to look for when scanning for sexual 
harassment in the workplace 
This resource has been replicated with permission from the Victorian Equal Opportunity and Human Rights 
Commission. The source document Guideline: Preventing and responding to workplace sexual harassment. 
- Complying with the Equal Opportunity Act 2010  can be found at ZZZ�KXPDQULJKWV�YLF�JRY�DX�UHVRXUFHV�
VH[XDO�KDUDVVPHQW�JXLGHOLQH�.

             Signs your workers may be at risk of sexual harassment

Workplace 
characteristics

• Sex-segregated workplaces (where work is typically or historically performed by men  
or women) and workplaces with rigid workplace norms based on gender stereotypes 
�H�J��nPHQ�ZRUN�LQ�WKH�PLQHV��ZRPHQ�LQ�WKH�RƱFHo��

• /HDGHUV�ZLWK�XQTXHVWLRQHG��GLVFUHWLRQDU\�DXWKRULW\�WR�KLUH��ƮUH�DQG�SURPRWH�

• Hierarchical or command and control workplace structures.

• Workplaces that protect ‘high-value’ or ‘indispensable’ workers from accountability  
for unacceptable behaviour.

• :RUNSODFHV�WKDW�YDOXH�SURƮW�RYHU�SURWHFWLQJ�ZRUNHUV��HQDEOLQJ�FXVWRPHUV�FOLHQWV� 
to harassment workers.

• High-pressure workplaces such as frontline and emergency services work, with an 
DWWLWXGH�WKDW�ZRUNHUV�QHHG�WR�OHW�RƬ�VWHDP�WR�GHDO�ZLWK�WKH�SUHVVXUHV�RI�ZRUN�DQG�
certain behaviours don’t need to be taken seriously.

• Short-term contracts with a reliance on reputation and word-of-mouth for securing  
the next job (e.g. individuals in the fashion and entertainment industries and junior 
doctors completing their placement training).

Work 
environment

• Some areas in or around the workplace are isolated, poorly lit or intimidating to enter.

• Sexualised or sexist materials are on display (e.g. posters, calendars, screensavers).

• Lack of privacy or security for workers using bathrooms/change rooms.

• In-home work (such as providing childcare, nursing, cleaning services, aged or disability 
care) with direct client contact and little or no oversight.

Workplace 
composition

• Male-dominated workforce, management, leadership or board.

• Male-dominated customer or client base.

• 6PDOO�EXVLQHVVHV�ZKHUH�FRQƮGHQWLDOLW\�DQG�FRQƮGHQFH�WR�UDLVH�LVVXHV�PD\�EH�GLƱFXOW�
to achieve.

• A cohort of young workers (including under 18 years), interns, apprentices, graduates  
or other junior workers.

• A cohort of women from migrant and non-English speaking backgrounds, people on 
employer-sponsored visas, and women with disabilities.

• A cohort of people in insecure work, such as casuals, contractors, short-term workers, 
temporary workers and freelancers.

             Signs your workers may be at risk of sexual harassment

Workplace 
trends

• +LJK�VWDƬ�WXUQRYHU��SDUWLFXODUO\�RI�IHPDOH�RU�MXQLRU�ZRUNHUV�

• *HQGHU�GLƬHUHQFHV�LQ�VKLIWV�RU�WHDPV��H�J��ZRPHQ�PRUH�UHOXFWDQW�WR�ZRUN�ZLWK�SDUWLFXODU�
workers or take on particular tasks).

• Concentration of men in senior positions and men being promoted more often than 
women.

Workplace 
requirements

• 'LƬHUHQW�XQLIRUP�UHTXLUHPHQWV�IRU�PHQ�DQG�ZRPHQ��RU�SUHVFULSWLYH�GUHVV�FRGHV� 
or expectations for how women should look at work (such as high heels, skirts and 
make-up).

• Travel and overnight stays.

• Placements in regional or remote locations where workers may be socially isolated.

• Frequent formal or informal client functions or after-work events.

• Shift work, after-hours and longer hours.

• Workplaces where alcohol is served and workers are encouraged to socialise outside  
of work hours.

• Workplaces where workers interact directly with customers or consumers.

Workplace 
behaviours

• ‘Everyday sexism’, such as sexist jokes, and homophobia/transphobia in the workplace.

• Gendered and binary networking events or mentoring opportunities (e.g. work lunches 
at men’s clubs, invitations to play golf with the boss).

• 'LƬHUHQFHV�LQ�WKH�XQVSRNHQ�H[SHFWDWLRQV�RI�PDOH�DQG�IHPDOH�ZRUNHUV��H�J��ZRPHQ�
routinely being the ones to take minutes, organise catering, prepare rooms for 
meetings and clean up after events).

• Male workers dominate meetings or decisions.
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RESOURCESAddressing everyday sexism
This resource is an extract from the Male Champions of Change report We Set the Tone: Eliminating 
Everyday Sexism. The full report can be found at PDOHFKDPSLRQVRIFKDQJH�FRP�UHSRUWV�DQG�UHVRXUFHV�.  
We welcome you to access the full report to adapt or adopt for your own context.

Everyday sexism occurs as the name suggests, in both formal and casual interactions between people.  
It happens in daily life. It happens frequently in workplaces.

They are sometimes the little things, said or done in a moment, that play into stereotypes of gender. 
Perceived as too small to make a fuss about, we let them pass. At other times, there is no question that  
they overstep the mark.

,Q�RXU�FRQWH[WV��HYHU\GD\�VH[LVP�DOVR�FRPHV�LQWR�SOD\�DW�FULWLFDO�GHFLVLRQ�SRLQWV�DƬHFWLQJ�WKH�SURJUHVV� 
DQG�FDUHHUV�RI�ZRPHQ�DQG�PHQ��LQưXHQFLQJ�ZKR�WR�DSSRLQW��GHYHORS��VSRQVRU��UHZDUG�RU�SURPRWH�

Everyday sexism is frequently invisible, and often accepted. Because it is hard to speak up when it occurs,  
it continues unchecked.

,Q�H[DPLQLQJ�WKLV�WRSLF��ZH�KDYH�OHDUQHG�WKDW�FRQWH[W��FXOWXUH��JHQHUDWLRQDO�GLƬHUHQFHV�DQG�QRUPV�DUH�
among some of the factors that underpin everyday sexism.

Most people do not want to be accused, let alone guilty, of sexist behaviour. Yet often, well-intentioned 
ZRUGV��DFWLRQV�DQG�GHFLVLRQV�DUH�QRW�UHFHLYHG�WKDW�ZD\��:RUVH��WKH\�FDQ�EH�RXWULJKW�RƬHQVLYH��

We hope this report encourages an open and respectful conversation about everyday sexism, with the 
goal of creating fairer, more positive and inclusive organisational environments for all.

Examples of everyday sexism: Actions to address it:

Insults 
masquerading 
as jokes

The most frequently encountered 
form of everyday sexism, 
experienced by all, consists of sexist 
remarks or jokes, and insulting 
terms based on gender.

Respond  
to ‘jokes’

• Do not validate humour that is 
explicitly or implicitly sexist or 
RƬHQVLYH�E\�ODXJKLQJ��VWD\LQJ�
silent, or making excuses.

• Call out the joke, for example, 
VD\��
:KDW�GLG�\RX�PHDQ�E\�WKDW�
FRPPHQW"


• If you miss the moment to call it 
out, don’t let it pass – ensure both 
the joker and those who heard it 
are aware of your stance.

Devaluing 
women’s 
views or  
voice

Many women experience:
• men interrupting or talking  

over them.
• men explaining things to them  

as if they have no prior skills  
or knowledge, when they do 
have them.

• their views not listened to or 
supported until restated by  
a man.

Value 
women’s 
voices

• Ensure an equal share of voices  
at meetings you lead or attend.

• Before closing a meeting  
or agenda item, ensure everyone 
has been provided the opportunity 
to comment or contribute.

• Ensure all contributions/
contributors to a discussion or 
initiative are acknowledged – 
beyond the most senior  
and/or vocal.

• Adopt the Panel Pledge to ensure 
KLJK�SURƮOH�GLVFXVVLRQV�DQG�
forums include the voices and 
experiences of women.

Examples of everyday sexism: Actions to address it:

Role 
stereotyping

Assumptions are made about 
suitability for roles and tasks on  
the basis of gender.

Make role 
stereotyping 
a thing of  
the past

• Ensure critical and ancillary roles  
at functions, meetings and in  
your workplace are shared equally 
amongst all employees, for 
example rotate meeting note-taker 
and chair.

• Question assumptions about the 
type of work, especially physical, 
that people can and cannot do.

Preoccupation 
with physical 
appearance 

Comments about body shape, 
size, physical characteristics or 
dress over skill and competence 
DUH�IUHTXHQW��7KLV�LV�DPSOLƮHG�IRU�
ZRPHQ�ZLWK�D�SXEOLF�SURƮOH�RU�LQ� 
the media.

Keep the 
focus on 
capability, 
not 
appearance

• Keep conversations focused on 
content and capabilities, rather 
than physical appearance. 

• Be vigilant when introducing 
women, for example, as speakers 
or at meetings where comments 
about appearance can undermine 
credibility.

Assumptions 
that caring 
and careers 
don’t mix

Employees encounter gendered 
assumptions about parenting roles, 
with women being:
• subjected to comments 

that infer poor parenting for 
prioritising work equally with 
family.

• questioned about their 
commitment to work because 
WKH\�ZRUN�ưH[LEO\�

• expected to explain why they 
don’t have children.

Men can be discouraged from  
RU�GHQLHG�DFFHVV�WR�ưH[LEOH�ZRUN�
because everyday sexism assumes 
caring is not a man’s role.

Support 
personal 
choices 
about caring 
and careers

• Check whether you are making 
assumptions about or choices  
for employees regarding how  
they value or prioritise their career.

• (QVXUH�HTXDO�DFFHVV�WR�ưH[LEOH�
work arrangements for women and 
men within your organisation.

Unwarranted 
gender 
labelling

Women are often described as 
being too bossy or not assertive 
HQRXJK�s�RU�WKH�ưLS�VLGH�s�WRR�
‘emotional’ or ‘nice’.
Men can be told they are too soft 
and not competitive enough.

Challenge 
gender 
labelling

• Recognise where gender 
stereotypes are being applied to 
assess performance or leadership 
capability.

• Reframe a discussion anytime an 
employee or candidate is assessed 
as ‘too’ anything – ‘too bossy’,  
‘too soft’ or ‘too emotional’. 

• Use the In the Eye of the Beholder 
UHSRUW�WR�UHưHFW�RQ�\RXU�XVH� 
of merit in your decisions about 
people.
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RESOURCESThe role of policy in preventing sexual 
harassment
In seeking to understand the role of policy in preventing sexual harassment, we reviewed policies of 
several Male Champions of Change organisations representing a range of industries and sectors. We 
share our insights and an example policy for others to adapt and adopt for their own context. Neither  
the insights or example policy included here are intended, or should be taken as legal advice.

,Q�UHFHQW�\HDUV��PDQ\�RUJDQLVDWLRQV�KDYH�WLJKWHQHG�H[LVWLQJ�SROLF\�WR�UHưHFW�WKHLU�n]HUR�WROHUDQFHo�VWDQFH��
KRZHYHU��E\�LWV�QDWXUH��SROLF\�FRQWLQXHV�WR�VHUYH�DV�OHVV�RI�D�SUHYHQWLRQ�RU�SURWHFWLRQ�WRRO�IRU�SHRSOH�ZKR�
experience sexual harassment than a safety net for organisations to mitigate vicarious and other liability  
E\�DUWLFXODWLQJ�DFWLRQ�DQG�FRQVHTXHQFHV�IRU�RƬHQGHUV�DQG�WR�UHưHFW�EHVW�SUDFWLFH�

We know that policy is not a preventer or a panacea. However, in practice, robust policy is the cornerstone 
of good governance for many organisations, so we need to evolve it from a minimum standard and enhance 
it for the current context.

A standalone sexual harassment policy demonstrates that preventing and responding to sexual 
KDUDVVPHQW�LV�D�SULRULW\�IRU�WKH�RUJDQLVDWLRQ�DQG�SURYLGHV�FOHDU�RSWLRQV�IRU�UHGUHVV�IRU�VSHFLƮF�EHKDYLRXU�
and may be easier to navigate for a person in distress or trauma. 

2WKHU�UHODWHG�GRFXPHQWV�RU�SROLFLHV��IRU�H[DPSOH�D�&RGH�RI�&RQGXFW��VKRXOG�UHưHFW�WKH�VDPH�YDOXHV�
LQ�D�FRKHVLYH�ZD\��DV�WKLV�ZLOO�DPSOLI\�WKH�HƬHFWLYHQHVV�RI�DOO�SROLFLHV��%HVW�SUDFWLFH�SROLF\�GHYHORSPHQW�
UHFRPPHQGV�WKDW�WR�EH�HƬHFWLYH��D�VWDQGDUG�RU�WHPSODWH�SROLF\�VKRXOG�QRW�EH�DGRSWHG�ZLWKRXW�DGDSWLQJ� 
LW�WR�\RXU�RUJDQLVDWLRQ
V�FRQWH[W�DQG�ZRUNIRUFH�

$Q�HƬHFWLYH�SROLF\�VKRXOG�

• Articulate expectations that employees will behave in ways that are safe, respectful and inclusive.

• Educate employees on the range of behaviours that may be considered sexual harassment,  
and explains they are both unacceptable and unlawful

• Prioritise prevention through a safety lens.

• Explain the role everyone plays in intervention and action when behaviour is inconsistent with 
expectations.

• Outline how the organisation will respect for and support victims.

• 'HƮQH�WKH�VWHSV�LW�ZLOO�WDNH�WR�UHVROYH�LVVXHV�DQG�UHVSRQG�WR�RƬHQGHUV�

• Be fully supported by the Board (or equivalent) and senior leaders of the organisation making their 
communication, actions and personal behaviour congruent.

Questions for leaders responding to sexual 
harassment cases 
The following questions were shared by one of our Male Champions of Change members. They have been  
used in his organisation to guide the response of the leadership team to behavioural issues that had been raised. 
They have been shared so that others may adapt or adopt them for their own decision-making processes.

• Is the behaviour disrespectful or illegal?

• Is the behaviour consistent with the values of our organisation?

• ,V�WKH�EHKDYLRXU�FRQVLVWHQW�ZLWK�P\�SHUVRQDO�FRPPLWPHQW�DQG�RU�RXU�RUJDQLVDWLRQ
V�FRPPLWPHQW� 
to advance gender equality?

• Is the behaviour consistent with our commitment to providing safe, respectful and inclusive 
environments for all?

• Does this meet the standard of behaviour expected by people who matter to our organisation –
employees, customers, clients, patients, passengers and players?
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RESOURCESPolicy and process enhancements  
to drive system change

Elements Minimum requirements Mature application Enhancements to drive system change

D
im

en
si

on
s

Principle • 3URFHVVHV�H[LVW�WKDW�GHƮQH�WKH� 
issue and follow basic principles  
of procedural fairness. 

• Compliance with minimum action 
provides reasonable comfort to an 
organisation that, on paper, it will 
avoid legal liability.  

• Risks nevertheless exist that the 
processes described in the policy  
will not be followed.

• Processes have been developed following 
consideration of the experience of complainants,  
the respondents and line management 
attempting to implement/apply the policy.  

• Mature application provides reasonable comfort  
to an organisation that harassment or 
inappropriate responses will only occur through 
outlier employees.

• Legal policies form the foundations/beginning  
of an ongoing conversation aimed at prevention 
and early intervention.

• Gender inequality is acknowledged as a key driver 
of sexual harassment, and articulated.

• Emphasis is on educating and empowering all 
employees to recognise and intervene when they 
see or know of problematic behaviour before it 
becomes malignant.  

• This proactive approach eschews reliance on formal 
complaints as an indicator of anything.

Communication • Policy is distributed to all employees 
on commencement.

• Policy is easily accessible on the 
organisation’s intranet.

• Policy is translated into relevant languages. 

• Policy accessible to all employees appropriate  
to their workplace, e.g. posters in lunch rooms.

• Policy provided on commencement and explained 
during induction.

• Expectations are outlined in employment 
contracts and cross-referenced in other policies, 
e.g. IT, Code of Conduct, OHS. 

• The language and tone of the policy emphasises 
respect, support and the wishes of the person 
impacted, rather than organisation legal risk 
mitigation.

• The language is simple and ‘plain English’, making  
it easy for a person who has experienced trauma  
to understand their options.

• Policy is accessible to people of all backgrounds 
and with all abilities.

• Expected behaviour of clients/customers/patients 
is communicated, e.g. articulated in contract terms, 
posters in public areas.

• Regular communications regarding the behaviour 
expected of all employees in regard to sexual 
harassment. 

• 'H�LGHQWLƮHG�FDVH�VWXGLHV�VKDUHG�WR�KHOS�
employees navigate the nuances.

Education • (Policy states that) employees 
will receive training on sexual 
harassment on induction.

• (Policy states that) employees  
will receive regular training to 
maintain awareness of the issue  
and the organisation’s response  
to allegations.

• Training includes opportunities for active 
engagement by employees on context, how 
behaviour might be experienced by others, and 
what an appropriate organisational response 
should be.

• General education grounded in understanding  
the drivers of sexual harassment, respect and 
safety for all to inform and empower upstanders.

• Prevention of sexual harassment early recognition 
and intervention is a core leadership competency, 
along with responses that prioritise care and 
support for impacted people.

• Response and support teams are trauma-informed  
and have broad capabilities to support a range of 
resolution options including counselling, mediation 
 and investigation. 

1. The 
organisation’s 
stance on sexual 
harassment

• Unequivocal message that the 
organisation has a ‘zero tolerance’ 
approach to sexual harassment. 

• Often included as part of a broader 
statement about ‘appropriate 
workplace behaviour’ or ‘prohibited 
conduct’ including bullying, 
discrimination and harassment.

• Acknowledgement that sexual harassment is 
unlawful and that the organisation has a real 
interest in preventing sexual harassment.

• Statement that the policy applies at all levels  
of the organisation, including to sponsors, clients  
and visitors.

• Sexual harassment is a legal, social and human 
issue. It is unethical and against the law.

• Creating diverse, safe, respectful and inclusive 
workplaces is the foundation of people and culture 
strategies. 

• The Board (or equivalent) and most senior leaders 
set the tone with a clearly articulated statement  
of support and commitment to action.

• 7KH�RUJDQLVDWLRQ
V�
]HUR�WROHUDQFH
�SRVLWLRQ�LV�FOHDUO\�
GHƮQHG�

• Prevention and early intervention is our priority,  
as well as the care of people impacted.

• There is a shared responsibility for early intervention.

2. Legal and policy 
framework

• Clearly stated, legally correct 
GHƮQLWLRQ�

• Reference to relevant Commonwealth, State  
or Territory laws that apply to the organisation.

• 'HWDLOHG�GHƮQLWLRQ�WKDW�DGGUHVVHV�KRZ�WKH�WHVWV�
DUH�DSSOLHG��H�J��WKDW�WKH�FDSDFLW\�WR�RƬHQG�LV�
assessed on an objective basis).

• Acknowledgment that sexual harassment is more  
than a legal issue, but a social issue.

• Recognition that the law alone is not enough to stop 
sexual harassment in our workplaces.

• Reference to the International Labour Organization  
(ILO) convention that upholds the right of everyone  
to a world of work free from violence and harassment, 
and that such behaviour can constitute a human  
rights violation or abuse.
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RESOURCESElements Minimum requirements Mature application Enhancements to drive system change

3. 'HƮQLWLRQ�
of sexual 
harassment

• 'HƮQHV�VFRSH�RI�DSSOLFDWLRQ�WR�
employees, contractors and clients.

• Examples of behaviour that could constitute  
sexual harassment.

• References behaviour that is not sexual 
harassment (in particular, intimate personal 
relationships).

• Acknowledgment that sexual harassment is driven by/
underpinned by gender inequality.

• Highlight the range of behaviours that constitute 
sexual harassment.

• Explanation of context as an essential consideration.

• Provides guidelines for managing personal relationships  
at work.

4. Roles and 
responsibilities 

• Managers must monitor the 
workplace to ensure appropriate 
standards of contact are observed  
in their work area.

• Managers should receive and refer 
complaints (circumstances in which 
to escalate).

• State that bystanders are supported 
to act if sexual harassment is 
witnessed.

• Managers treat complaints seriously and take 
immediate action to investigate and resolve  
the issue.

• Provide training to line managers in modelling 
appropriate behaviour and responding to issues 
of sexual harassment (including active steps to 
prevent victimisation).

• Tips on what to do if sexual harassment is 
witnessed and appropriate responses.

• Emphasis on shared responsibility and individual 
obligations.

• Board and executive responsibility to prioritise 
prevention and reporting.

• Managers have an obligation to identify, address and 
educate about behaviour that enables or condones 
sexual harassment, including tolerance for everyday 
sexism.

• All leaders are accountable for leading through their 
own behaviour and preventing sexual harassment in 
their teams.

• Employees actively encouraged, supported and 
expected to speak up and take action when they  
see or know of sexual harassment in the workplace.

5. Options for 
reporting issues

• ,GHQWLI\�PXOWLSOH�LQWHUQDO�RƱFHUV��
inside and outside line management 
to make complaints.

• External avenues (e.g. relevant Equal Opportunity 
Commission, Australian Human Rights 
Commission).

• Guidance about the circumstances in which it is 
usually preferable to utilise one response avenue 
over others.

• Multiple safe and trusted internal pathways are 
available including independent, safe spaces for 
people to get information and help to deal with  
the issue in their preferred manner.

• Anonymous reporting options are available.

• Highlights time limitations exist for lodging complaints 
with external bodies, but will not be overly restrictive 
IURP�DQ�RUJDQLVDWLRQ
V�SHUVSHFWLYH�WR�UHFRJQLVH�SHRSOH�
will share their experience when they are ready to talk.

6. Resolution 
options

• Informal and formal resolution 
options.

• Ensure robust processes that protect against 
WKH�RUJDQLVDWLRQ
V�OHJDO�OLDELOLW\�DQG�YDOLGDWH�
disciplinary action, e.g. mitigate against unfair 
dismissal claims.

• Person-centred approaches that involved the 
individual impacted in the decision about how  
to handle the issue, including ongoing communication 
and input at each stage.

• Emphasis on less adversarial processes that  
prevent repetition, validate the experience, stop  
WKH�EHKDYLRXU��DQG�RƬHU�UHVWRUDWLYH�RXWFRPHV�

7. Complaint 
handling 
principles

• Description of process. • ,GHQWLƮFDWLRQ�RI�LQGLFDWLYH�WLPHOLQHV��UROHV�DQG�
expectations at each stage.

• Emphasis on how the organisation will respect  
and support people impacted.

• 7KH�RUJDQLVDWLRQ
V�UHVSRQVH�DQG�LQWHULP�DFWLRQ�WDNHQ�
are supportive and sensitive to the possibility that 
the reported behaviour occurred, without making 
conclusions.

• Referrals for additional external or specialist support 
for all parties.

• Principles of procedural fairness and natural justice 
outlined.

8. Outcomes for 
RƬHQGHUV

• State that disciplinary action may 
include apology, counselling, transfer, 
dismissal or demotion.

• Guidance about the matters that will be 
considered when determining the discipline.

• Guidance about how victimisation or vexatious 
complaints will be treated.

• Employees aware of the potential consequences for 
sexual harassment ranging in implication and severity.

• Restorative consideration for people impacted.

• Organisation action that also informs future prevention 
HƬRUWV�

• Clear articulation of transparency principles that apply 
to senior leaders and employees of legitimate public 
interest.

9. &RQƮGHQWLDOLW\� 
of investigation 

• &RQƮGHQWLDOLW\�RI�FRPSODLQDQW�DQG�
respondent wherever possible.

• Guidance about limits on the organisation’s 
FDSDFLW\�WR�PDLQWDLQ�FRQƮGHQWLDOLW\�

• Guidance about organisation’s responsibility to act 
even if the complainant does not want to act.

• Commitment to protect the safety and privacy of 
those impacted.

• ([SHFWDWLRQV�RI�DOO�SDUWLHV�WR�NHHS�GHWDLOV�FRQƮGHQWLDO�
to enable the investigation to be undertaken 
unimpeded.

• Articulation of principles of transparency that will guide 
WKH�RUJDQLVDWLRQ
V�DFWLRQ�DQG�UHVSRQG�WR��IRU�H[DPSOH��
the media.

10. Follow up • Statements about victimisation 
of both the complainant and the 
respondent.

• Follow up with complainant and respondent a 
few months after the allegation is processed 
to monitor relationships and to check whether 
PDQDJHPHQW�DFWLRQ�ZDV�DSSURSULDWH�WR�ƮQGLQJV�
and to timing.

• Ongoing support for parties as appropriate.

• Governance and reporting.

• Review policy, investigation and process, and  
education in light of information and insights obtained 
during the investigation. Improvements are made  
where necessary. 
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RESOURCESExample policy
This sample policy is an example of a standard policy with enhancements to drive system change. It is 
shared so that others may adapt or adopt it for their own context.�7R�HQVXUH�WKLV�SROLF\�LV�HƬHFWLYH�IRU� 
\RXU�RUJDQLVDWLRQ
V�FRQWH[W��WKLV�H[DPSOH�SROLF\�VKRXOG�EH�ZRUNHG�WKURXJK�DQG�WKRXJKWIXOO\�DGDSWHG�WR� 
your organisation and workforce. This example policy is not intended nor should be taken as legal advice.

1 Our position
Sexual harassment, in all its forms, is an abuse of power. It represents behaviours that are beneath the 
standards we expect from every one of us and across our organisation. It is unethical and against the law.
Sexual harassment takes a psychological, emotional and physical toll and has detrimental consequences  
RQ�WKH�FDUHHUV�DQG�SHUVRQDO�OLYHV�RI�WKRVH�DƬHFWHG��DV�ZHOO�DV�WKHLU�IDPLOLHV�DQG�WKRVH�FORVH�WR�WKHP�
Sexual harassment in any form is completely at odds with our aspiration to create a safe, respectful and 
inclusive workplace.
:H�ZLOO�DFW�WR�SUHYHQW�VH[XDO�KDUDVVPHQW�DQG�SURYLGH�VDIH�DQG�HƬHFWLYH�UHVSRQVHV�IRU�WKRVH�LPSDFWHG�ZLWKLQ��
and connected to our organisations, ensuring well-being, that their wishes are listened to, prioritised and 
inform the action we take.
This is the commitment of our Board and senior leaders. 
It is expected that this is the shared responsibility of everyone who works in our organisation – to behave in  
a way that ensures the safety and well-being of others and is respectful and inclusive. It is also an expectation 
WKDW��LI�LW�LV�VDIH�WR�GR�VR��\RX�LQWHUYHQH�RU�UHSRUW�ZKHQ�\RX�VHH�RU�NQRZ�RI�EHKDYLRXU�WKDW�PD\�FDXVH�RƬHQFH��
distress or harm to others.
We will educate and support everyone connected with our organisation on how to prevent, intervene early  
DQG�UHVSRQG�WR�RƬHQVLYH�EHKDYLRXU�WR�HQVXUH�VH[XDO�KDUDVVPHQW�LV�HUDGLFDWHG�IURP�RXU�ZRUN�HQYLURQPHQW�

1.1 Zero tolerance
At <organisation>, we have a ‘zero tolerance’ approach to sexual harassment in the workplace.
By this we mean we will be proactive in eradicating the behaviour – in all its forms. Zero tolerance also means 
WKHUH�ZLOO�EH�DFWLRQ�DQG�FRQVHTXHQFHV�WKDW�DUH�DSSURSULDWH�DQG�SURSRUWLRQDWH�FRQVLGHULQJ�WKH�RƬHQGHUoV�
behaviour and the impact of their actions, and taking into account the wishes of the person subjected to  
the harassment.
It is important to note that zero tolerance does not mean we respond in the same way to every incident,  
for example, through automatic dismissal. 
2IWHQ�SHRSOH�ZKR�UHSRUW�VH[XDO�KDUDVVPHQW�GR�QRW�ZLVK�WKH�RƬHQGHUoV�HPSOR\PHQW�WR�EH�WHUPLQDWHG�� 
but want the behaviour to stop, an apology and for it not to happen to anyone else. Just as responses  
that are too weak can permit sexual harassment to continue, responses that are seen as disproportionately 
severe can stop people coming forward.

2 Understanding sexual harassment
2.1 Drivers of sexual harassment
Sexual harassment rarely occurs as an aberration in organisations or in isolated incidents. The existence of 
VH[XDO�KDUDVVPHQW�UHưHFWV�DQ�HQYLURQPHQW�WKDW�RYHUORRNV�RU�H[FXVHV�GLVUHVSHFWIXO�EHKDYLRXU�WRZDUGV�RWKHUV��
particularly women and people who do not conform to expected gender roles, such as LGBTIQ+ people.
Although called ‘sexual harassment’ and referring to behaviour that manifests as conduct of a sexual nature, 
this behaviour is not about consensual sex and sexual attraction, but rather about unwelcome behaviour that 
LV�H[SHULHQFHG�DV�RƬHQVLYH��GHPHDQLQJ��KXPLOLDWLQJ�DQG�RU�LQWLPLGDWLQJ��,Q�PDQ\�FDVHV��LW�LV�DERXW�H[HUWLQJ�
power and position over others who are perceived to be, or are in fact, more vulnerable. This can even be the 
case between peers or co-workers. 

Sexual harassment is particularly prevalent where gender inequality exists – where organisation 
demographics, values and structures prioritise men and workplace cultures reinforce rigid gendered norms 
and sexist attitudes.
Other factors such as age, gender identity, sexual orientation, Indigeneity, other cultural and linguistic diversity, 
and disability have also shown to increase the likelihood a person may experience sexual harassment.

���� 'HƮQLWLRQ
$OWKRXJK�YDU\LQJ�LQ�OHJDO�GHƮQLWLRQ�XQGHU�GLƬHUHQW�MXULVGLFWLRQV��VH[XDO�KDUDVVPHQW�LV�JHQHUDOO\�FKDUDFWHULVHG�
E\�EHKDYLRXU�WKDW�LV�XQZDQWHG��VH[XDO�LQ�QDWXUH�DQG�UHDVRQDEO\�DQWLFLSDWHG�WR�RƬHQG��KXPLOLDWH��GHPHDQ�RU�
intimidate.
�,QVHUW�OHJDO�GHƮQLWLRQ�IURP�UHOHYDQW�MXULVGLFWLRQ!

2.3 Understanding the context of sexual harassment
When it comes to understanding a person’s experience of sexual harassment, context is essential. Context 
LV�WKH�OHQV�WKURXJK�ZKLFK�D�SHUVRQ�H[SHULHQFHV�WKH�EHKDYLRXU�RI�RWKHUV��&RQWH[W�ƮOWHUV�LQWHQW�DQG�FDQ�DPSOLI\�
LPSDFW�RU�JLYH�EHKDYLRXU�D�GLƬHUHQW�QDWXUH��

It explains why a certain behaviour, for example, a kiss or a touch on the back is experienced in one context  
as ‘ok’, and ‘not ok’ in another. 

Contextual factors that come into play may include:

• Relationship and power disparity between the parties.
• The history of the relationship.
• 3UHYLRXV�SDWWHUQV�RI�EHKDYLRXU�EHWZHHQ�WKH�SDUWLHV��L�H��RQH�RƬ�LQFLGHQW�RU�SDWWHUQ��
• Tone, verbal and non-verbal cues.
• Position in the organisation.
• Employment status, job security and the nature of work.
• Where and when the incident takes place.
• Personal characteristics of age, gender identity, sexual orientation, Indigeneity, other cultural and linguistic 

diversity, and disability which can make people more subject to sexual harassment.

All of these factors combine to shape a person’s experiences of sexual harassment, and in turn can guide 
responses. 

When you overlay context onto a behaviour, such as a kiss, the change of dynamic is clear: a kiss hello from  
D�FROOHDJXH�\RX�KDYH�D�ORQJVWDQGLQJ�IULHQGVKLS�ZLWK��D�NLVV�IURP�D�PDQDJHU�DORQJ�ZLWK�D�VDODFLRXV�nORRNo� 
DW�D�ZRUN�VRFLDO�IXQFWLRQ��D�NLVV�IURP�D�VHQLRU�PDOH�OHDGHU��ZKR�KDV�SRZHU�RYHU�\RXU�FDUHHU�SURJUHVV��LQ�KLV�
RƱFH�DIWHU�KRXUV�s�DOO�RI�WKHVH�DUH�D�
NLVV
�EXW�ZLWK�YDU\LQJ�OHYHOV�RI�GLVFRPIRUW��RƬHQFH�DQG�LPSDFW�EHFDXVH� 
of context.  

It is therefore important to understand that:

• 6H[XDO�KDUDVVPHQW�FDQ�VWLOO�RFFXU�HYHQ�ZKHQ�WKH�RƬHQGHU�GRHV�QRW�LQWHQG�LW�s�LQQRFHQW�RU�KXPRXUHG�
LQWHQW��RU�SRRU�MXGJHPHQW�RI�WKH�RƬHQGHU�LV�LUUHOHYDQW�

• A lack of objection to behaviour at the time it occurs does not infer that the behaviour is welcome or that 
 it is acceptable for the behaviour to continue at another time.

• 7KHUH�LV�QR�UHTXLUHPHQW�WKDW�EHKDYLRXU�EH�UHSHDWHG�s�D�RQH�RƬ�LQFLGHQW��DV�ZHOO�DV�D�SDWWHUQ�RI�EHKDYLRXU� 
can both be sexual harassment. 

• Consumption of alcohol is not an excuse or extenuating circumstance.
• 7KHUH�DUH�VRPH�EHKDYLRUV�WKDW�DUH�FULPLQDO�RƬHQFHV�DQG�FRQWH[W�LV�LUUHOHYDQW�
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RESOURCES2.4 Recognising sexual harassment
6H[XDO�KDUDVVPHQW�WDNHV�PDQ\�IRUPV��,W�FDQ�EH�D�RQH�RƬ�LQFLGHQW�RU�D�SDWWHUQ�RI�EHKDYLRXU��([DPSOHV� 
of behaviour that could be considered sexual harassment include:
�,QVHUW�FRQWH[W�VSHFLƮF�H[DPSOHV�GUDZQ�IURP�\RXU�RUJDQLVDWLRQ
V�H[SHULHQFHV�DV�UHOHYDQW!�

• Unwelcome comments about looks, dress, 
hairstyles.

• Repeated and inappropriate invitations to 
drinks, dinner, non-work-related social events.

• Jokes of a sexual nature or about a person‘s 
sexual orientation or gender identify.

• Unwelcome light touch gestures, e.g. an arm 
around, a kiss hello.

• Degrading comments.
• 6H[XDO�REMHFWLƮFDWLRQ�RI�SHRSOH�
• Repeated requests for dates. 
• Personal contact via email or social media  

that is out of context, out of work hours.
• Ongoing unwelcome contact (e.g. in person, 

phone, social media) following the end of  
a consensual relationship.

• Staring or leering.
• Sexually explicit pictures, posters or gifts.
• Whistling, catcalling, honking.

• Intrusive questions or comments about private 
life, gender identity, sexual orientation, sexual 
relationships and sexual practices.

• Sexually explicit comments in emails, SMS,  
phone messages or social media.

• 7RXFKLQJ�RU�ƮGGOLQJ�ZLWK�D�SHUVRQ
V�FORWKLQJ�
LQFOXGLQJ�OLIWLQJ�XS�VNLUWV�RU�VKLUWV��ưLFNLQJ�EUD�
VWUDSV��RU�SXWWLQJ�KDQGV�LQ�D�SHUVRQ
V�SRFNHW�

• Forced intimacy, e.g. touching, massaging, 
hugging, cornering or kissing. 

• Exposing self.
• Coercing people to look at pornography. 
• Requesting intimate images/video of someone. 
• Requests or pressure for sex or other sexual  

acts in exchange for favourable treatment.
• Sharing intimate images/video of someone 

without consent.
• Stalking, following, watching.
• Actual or attempted sexual assault or rape.

2.5 Where and how sexual harassment may occur
Location
Our world of work is expansive. Therefore, so too are the locations and circumstances in which sexual 
harassment may occur:
• In the workplace, during work hours, including 

common areas such as lifts, entrances, 
vehicles, reception areas, corridors, kitchens 
and toilets.

• Work-related locations including client sites, 
worksites, public spaces where work is 
FRQGXFWHG��UHPRWH�VLWHV��LQWHUQDWLRQDO�RƱFHV�

• Beyond the usual workplace and outside 
normal working hours where there is a link 
to employment such as conferences, social 
events, business trips, after parties.

• Online via technology and social media,  
irrespective of whether work resources  
were used.

Relationships
Our work relationships are extensive which gives rise to the potential for workplace sexual harassment  
to occur between:
• Employees of the same organisation including 

manager/employee or co-workers.
• An employee and potential employee.

• An employee and someone connected to  
the organisation for work purposes: volunteer, 
intern, work experience or consultant.

Customers
Customers, clients, contractors, investors, patients, passengers, patrons and supporters are all people of 
YDOXH�WR�RXU�RUJDQLVDWLRQV�DQG�RƬHQVLYH�EHKDYLRXU�E\�WKHP�WRZDUGV�RXU�HPSOR\HHV�RU�WRZDUGV�WKHP�E\�RXU�
employees is also unacceptable. 

2.6 Personal relationships
Sexual, romantic or intimate interaction that is entered into freely and reciprocated between consenting 
employees is not a form of sexual harassment.  However, if people behave in sexually inappropriate ways  
at work, it could still create a sexualised atmosphere that is unwanted by others in the workplace.
Some personal relationships need to be disclosed as they give rise to perceived, potential and/or actual 
FRQưLFWV�RI�LQWHUHVW��IRU�H[DPSOH��ZKHUH�RQH�SHUVRQ�KDV�VLJQLƮFDQW�LQưXHQFH�RYHU�WKH�RWKHUoV�RSSRUWXQLWLHV��
UHPXQHUDWLRQ�DQG�SURJUHVV��ZKHUH�WKHUH�LV�VLJQLƮFDQW�SRZHU�LPEDODQFH�EHWZHHQ�SDUWLHV��L�H��VHQLRULW\�
GLƬHUHQFHV���ZKHUH�WKH�UHODWLRQVKLS�LV�SRWHQWLDOO\�GLVUXSWLYH�WR�WHDP�G\QDPLFV�RU�KDV�SRWHQWLDO�UHSXWDWLRQDO�
implications for the organisation.
Full and early disclosure of these relationships to the relevant manager is required so that any implications  
can be understood and parties can work together on any action that may be required to resolve any actual  
RU�SRWHQWLDO�FRQưLFW�
Sexual harassment may arise in situations where the personal relationship ends and the intimate behaviour  
of one of the parties is no longer welcome. Support should be sought from the relevant manager or Employee 
Assistance Program as soon as possible if you are concerned about your behaviour or the behaviour of your 
ex-partner.

3 Laws and policies 
Behaving in a way that is consistent with our values of safety, respect and inclusion requires more than just 
compliance with the relevant law, which sets out minimum standards and obligations.

3.1 International standards
Our position on sexual harassment is aligned with international standards, as set out in several international 
human rights and labour conventions, which establish obligations to prevent sexual harassment in the world  
of work, recognising sexual harassment as a form of discrimination, as well as a labour and human rights 
issue. The International Labour Organization (ILO) convention upholds the right of everyone to a world of work 
free from violence and harassment, and states that such behaviour can constitute a human rights violation  
or abuse.
• C190 – Violence and Harassment Convention, 2019 (N.190)

3.2 Applicable legislation
Sexual harassment is unlawful and prohibited in Australia by both State and Commonwealth legislation. 
Some of the relevant Federal and State Acts are listed below: 

<Insert as relevant for example>

• Age Discrimination Act 2004 (Cth)

• Australian Human Rights Commission Act 1986 
(Cth)

• Disability Discrimination Act 1992 (Cth)

• Fair Work Act 2009 (Cth)
• Racial Discrimination Act 1975 (Cth)
• Sex Discrimination Act 1984 (Cth)
• Workplace Gender Equality Act 2012 (Cth)

3.3 Employer and individual legal obligations
The laws give rise to potential legal liability for sexual harassment for individuals and our organisation.

Individuals may be liable for their own behaviour if they sexually harass another person. In some cases, this 
may also be criminal conduct.

Observers and other individuals may be liable if they request, instruct, induce, encourage, authorise or assist 
someone to sexually harass another person.
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RESOURCESEmployers are also responsible for sexual harassment that occurs in the workplace and may be liable for 
failing to prevent or properly respond to sexual harassment, which is known as vicarious liability.

This policy provides guidance on how employers and individuals can meet their obligations under that law by 
prioritising the prevention and early intervention of sexual harassment and contributing to build a workplace 
that is safe, respectful and inclusive.

3.4 Relevant organisational policies
This policy operates in conjunction with the following organisation policies:
�,QVHUW�DV�UHOHYDQW��1RWH�WKHVH�GRFXPHQWV�VKRXOG�EH�FKHFNHG�DQG�HGLWHG�WR�HQVXUH�WKH\�DOO�UHưHFW�WKH�VDPH�
YDOXHV�LQ�D�FRKHVLYH�ZD\��DV�WKLV�ZLOO�DPSOLI\�WKH�HƬHFWLYHQHVV�RI�DOO�SROLFLHV!�
• Code of Conduct
• Workplace Health and Safety
• Anti-discrimination or equality policy
• IT policy.

4 Everyone has a role to play
Everyone has a role to play in preventing and responding to sexual harassment. This is entirely consistent 
with our existing workplace health and safety obligations to protect each other from harm to our health  
and safety, including psychological harm. 
Without exception, everyone is expected to behave in ways that are safe, respectful and inclusive. People 
who speak up about or report concerning behaviours they see or know of make a valuable contribution  
to the health and safety of our workplace by supporting someone who may be subjected to the behaviour 
and preventing escalation or repeat behaviour.
7KHUH�DUH�VSHFLƮF�H[SHFWDWLRQV�GHSHQGLQJ�RQ�\RXU�UROH�

Board/Executive 

• Ensure sexual harassment prevention and  
early intervention are a leadership priority  
and organisation systems are in place to 
support this.

• Require regular reporting of frequency and 
types of incidents, immediate outcomes and 
long-term implications for parties involved.

• Support external transparency of incidents 
involving senior leaders and where there  
is legitimate public or stakeholder interest.

• Prioritise the care and support of those 
LPSDFWHG�LQ�WKH�RUJDQLVDWLRQ
V�DSSURDFK� 
to resolving the issue.

Leaders 

• Identify, address and educate about behaviour 
that enables or condones sexual harassment, 
including tolerance for everyday sexism.

• Speak up when you see, know of or can 
anticipate the likelihood of sexual harassment.

• Create an environment that encourages teams 
to feel safe speaking up about or reporting 
sexual harassment they experience or know of.

• Support an individual who is impacted and 
understand how they would like the issue 
managed.

• Prioritise the care and support of those 
impacted when responding to issues raised  
with you or observed.

• Report to the Executive and Board on 
incidents, immediate outcomes and long-term 
implications for parties involved.

• 6SHDN�RSHQO\�DQG�FRQƮGHQWLDOO\�ZLWK�
the impacted team/stakeholders about 
any incidents/outcomes and reinforce 
expectations of safe, respectful and inclusive 
behaviour.

Teams/Colleagues

• Behave in a way that creates a safe, respectful 
and inclusive environment and prioritises 
looking after the safety of others.

• Speak up when you see, know of or can 
anticipate the likelihood of sexual harassment.

• Intervene in a way that is comfortable for  
you and if you feel safe to do so, to redirect  
the conversation or stop the behaviour.

• Ensure the person impacted is safe and check  
in on them if appropriate.

• Listen to the experience of the person impacted 
without judgement or preconceived. solutions 
– understand how they would like you to help.

• Participate in any inquiries or investigations 
about incidents.

• Keep details of the incident or investigation 
FRQƮGHQWLDO�

Internal advisory or support team  

• Support the individuals impacted and 
understand how they would like the issue 
managed.

• Provide access to EAP, peer or specialist 
support for all parties.

• Ensure impartial, capable people (internal  
or external to the organisation) are available  
who can explain concerns about behaviour  
or support conversations to resolve the issue.

• Investigate the issue or engage an external 
investigator where appropriate.

• (QVXUH�SULYDF\��FRQƮGHQWLDOLW\��GXH�SURFHVV� 
and natural justice is adhered to throughout.

<Insert Identifying, understanding and responding when sexual harassment occurs model from the 
MCC report Disrupting the System: Preventing and responding to sexual harassment in the workplace.  
Refer to page 56-57>.

5 Reporting sexual harassment
7R�KHOS�\RX�FKRRVH�KRZ�\RX�ZLVK�WR�UHSRUW�FRQFHUQ�DERXW�VRPHRQHoV�EHKDYLRXU��ZH�RƬHU�PXOWLSOH�RSWLRQV� 
so you can speak with whomever you are most comfortable.
Reports can be made by people directly impacted or others who observe or know of sexual harassment.
You will not be restricted by a time limitation between the incident and reporting the issue to us. We understand 
that people will share their experience when they feel comfortable and that it may take time to process what 
has happened and feel ready to talk.  Knowing about incidents and issues is helpful for our organisation’s 
IXWXUH�HƬRUWV�WR�SUHYHQW�UHSHDW�DQG�HVFDODWHG�LQFLGHQWV�
It is important to note that there are time limitations for lodging a complaint with an external body, for example 
within six months of the incident if you wish the Australian Human Rights Commission to assist.
You will see from the information below, letting the organisation know about sexual harassment does not 
necessarily trigger a formal investigation, although that may be appropriate in some cases. Support, advice 
and early intervention may resolve the issue and it will also help us understand what is happening in the 
organisation.
There will be no repercussions for those who report issues. Repercussions are unlawful as well as against 
the values and policies of the organisation.

�,QVHUW�RUJDQLVDWLRQ�VSHFLƮF�UHSRUWLQJ�SDWKZD\V�DV�UHOHYDQW��)RU�H[DPSOH�!�

6DIH�DQG�5HVSHFWIXO�:RUNSODFH�/HDGHUV�&RQWDFW�2ƱFHUV

• 2XU�RUJDQLVDWLRQ�KDV�D�QHWZRUN�RI�6DIH�DQG�5HVSHFWIXO�:RUNSODFH�/HDGHUV�&RQWDFW�2ƱFHUV�ZKR�FDQ�
listen to your concerns, talk with you about your options, where you can get personal support and the 
GLƬHUHQW�ZD\V�WKH�RUJDQLVDWLRQ�FRXOG�KHOS�\RX�WR�UHVROYH�WKH�LVVXH�
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RESOURCESManagers

• You can speak to any member of our leadership team if you are uncomfortable speaking with your own 
PDQDJHU�LQ�WKH�ƮUVW�LQVWDQFH���0DQDJHUV�FDQ�OLVWHQ�WR�\RXU�FRQFHUQV��WDON�ZLWK�\RX�DERXW�\RXU�RSWLRQV��
ZKHUH�\RX�FDQ�JHW�VXSSRUW�DQG�WKH�GLƬHUHQW�ZD\V�WKH�RUJDQLVDWLRQ�FRXOG�KHOS�\RX�WR�UHVROYH�WKH�LVVXH�

• Managers can also provide feedback to the person who engaged in the behaviour on your behalf or 
support you to have a conversation with that person.

• 7KHUH�DUH�VRPH�FLUFXPVWDQFHV�ZKHUH�D�PDQDJHU�PD\�QHHG�WR�UHIHU�WKH�LVVXH�WR�WKH�RUJDQLVDWLRQ
V�H[SHUW�
advisory team, for example, where the behaviour is serious, creates risk to the psychological and physical 
safety of others or where it involves a senior member of the organisation.

People and Culture/Professional Standards/Integrity Team

• Our <insert, e.g. People and Culture> team can be contacted directly. They can help in various ways 
depending on your wishes and the circumstances of the issue. They will:

 Ж Listen to your concerns, talk with you about your options, where you can get personal support and  
WKH�GLƬHUHQW�ZD\V�WKH�RUJDQLVDWLRQ�FRXOG�KHOS�\RX�WR�UHVROYH�WKH�LVVXH�

 Ж 3URYLGH�IHHGEDFN�WR�WKH�RƬHQGHU�RQ�\RXU�EHKDOI�RU�VXSSRUW�\RX�WR�KDYH�D�FRQYHUVDWLRQ�ZLWK�WKDW�SHUVRQ�
 Ж Initiate a formal process to investigate, where appropriate (using an internal or external investigator),  
PDNH�IRUPDO�ƮQGLQJV�DQG�WDNH�GLVFLSOLQDU\�DFWLRQ�ZKHUH�DSSURSULDWH�

Anonymous reporting 

• ,Q�VRPH�FLUFXPVWDQFHV��\RX�PD\�SUHIHU�WR�WHOO�WKH�RUJDQLVDWLRQ�DERXW�WKH�LVVXH�ZLWKRXW�EHLQJ�LGHQWLƮHG�� 
You can do this by contacting <insert details of anonymous reporting option or similar>.

External body 

• You may wish to seek help from an external body or authority who can provide information about your 
RSWLRQV�DQG�LQ�VRPH�FDVHV�PD\�EH�DEOH�WR�SURYLGH�D�IUHH��FRQƮGHQWLDO�GLVSXWH�UHVROXWLRQ�SURFHVV��ZKLFK�
may be legally enforceable.  Some organisations who specialise in independent resolution of sexual 
harassment include:

 Ж Australian Human Rights Commission.
 Ж Relevant State Equal Opportunity Commission.
 Ж Relevant State Workplace Health and Safety Body.

6 Ways we can help
Resolution options
There are a number of ways we can help to resolve the issue depending on your wishes, the context  
and circumstance.
We know that what most people who experience sexual harassment want is for the behaviour to stop,  
to have their experience validated, their organisation to know that it happened, and for it not to happen  
to anyone else. In many cases, all people want from the person who harassed them is an apology.
Wherever possible, we will prioritise early intervention and informal pathways that deliver these types  
of outcomes. 
We will support your wishes to progress from one pathway to another once the process has commenced  
if you feel that is a more appropriate way for the issue to be resolved, for example, starting out wishing  
for an investigation and then deciding a more informal process would be preferable.
There are, however, times when the circumstances of the issue mean we must take more formal steps  
to resolve the issue, such as a formal investigation or referring the matter to the police.  Decisions to 
escalate issues will be made after consideration of the wishes of the person impacted, the seriousness 
RI�WKH�EHKDYLRXU��WKH�FRQWH[W��WKH�VHQLRULW\�RI�WKH�RƬHQGHU��WKH�LPSDFW�RQ�WKH�LQGLYLGXDO��WKH�ULVN�WR�WKH�
SV\FKRORJLFDO�DQG�SK\VLFDO�VDIHW\�RI�RWKHUV��DQG�WKH�OLNHOLKRRG�WKDW�WKH�EHKDYLRXU�LV�DOVR�D�FULPLQDO�RƬHQFH��

Option What this might involve

Early intervention The objective of early intervention is to let a person know their behaviour is 
RƬHQVLYH��KDYH�WKH�EHKDYLRXU�VWRS�DQG�SUHYHQW�HVFDODWLRQ�RU�UHSHDW�EHKDYLRXU��
Responding to issues through early intervention may include:
• Raise it with the person, if you feel safe and comfortable to do so.
• Raise it with an observer, seeking help to speak to the person or intervene  

either in the moment or if it happens again.
• :H�HQFRXUDJH�REVHUYHUV�DQG�WKRVH�ZKR�NQRZ�RI�SRWHQWLDOO\�RƬHQVLYH� 

behaviour to: 
 Ж Intervene in a way that is comfortable for them and if they feel safe  

to do so, to redirect the conversation or stop the behaviour. 
 Ж ,I�VDIH�WR�GR�VR��VHSDUDWH�WKH�RƬHQGHU�IURP�WKH�VLWXDWLRQ��H�J��UHPRYH� 
WKH�RƬHQGHU�EHIRUH�FLUFXPVWDQFHV�HVFDODWH�

 Ж Speak up publicly/in the moment to address the comment or behaviour.
 Ж (QFRXUDJH�WKH�RƬHQGHU�WR�UHưHFW�RQ�WKHLU�EHKDYLRXU��LQFOXGLQJ�DSRORJLVLQJ� 

to the person or people impacted.
• Seek advice or support from your preferred contact, e.g. your manager, peer 

FRQWDFW��RU�\RXU�RUJDQLVDWLRQ
V�DGYLVRU\�LQWHJULW\�WHDP�

Informal pathways

 

7KH�REMHFWLYH�RI�DQ�LQIRUPDO�SDWKZD\�LV�WR�SURYLGH�WKH�RƬHQGHU�ZLWK�WKH�
opportunity to stop their behaviour, ensuring they also get a clear message their 
EHKDYLRXU�LV�RƬHQVLYH�DQG�PD\�FRQVWLWXWH�VH[XDO�KDUDVVPHQW��,W�FDQ�SURYLGH�D�
VDIH�ZD\�IRU�LQGLYLGXDOV�WR�UDLVH�LVVXHV�DERXW�EHKDYLRXU�ZLWKRXW�EHLQJ�LGHQWLƮHG���
Informal pathways alert the organisation about the issue and understand what 
it needs to do to prevent escalation or repeat behaviour. Responding to issues 
through informal pathways may include:
• $�PDQDJHU�VSHDNLQJ�WR�WKH�RƬHQGHU�DERXW�WKHLU�EHKDYLRXU��
• Facilitating or mediating an open and respectful conversation between  

the parties. 
• An anonymous report.
• Putting system changes in place to prevent further issues, such as moving  

RU�FKDQJLQJ�WKH�VKLIWV�RI�WKH�RƬHQGHU�
• The organisation initiating further reviews to understand any underlying 

cultural issues and taking preventative action such as education.

Formal pathways 7KH�REMHFWLYH�RI�D�IRUPDO�SDWKZD\�LV�WR�LQLWLDWH�IDLU�DQG�FRQƮGHQWLDO�LQTXLULHV� 
to fully understand the circumstances of a reported issue by impartial, capable 
internal or external investigators. It protects the person impacted from further 
harm by ensuring the person is safe and support is in place. The issue is 
GRFXPHQWHG��ƮQGLQJV�DUH�PDGH��SURSRUWLRQDWH�GLVFLSOLQDU\�DFWLRQ�FDQ�EH�WDNHQ�
DQG�UHVWRUDWLYH�DFWLRQ�LGHQWLƮHG��5HVSRQGLQJ�WR�LVVXHV�WKURXJK�LQIRUPDO�SDWKZD\V�
may include:
• Written statements and interviews about the incident. 
• Speaking to witnesses.
• Gathering other relevant evidence.
• Putting the allegations to the person and giving them the opportunity to 

respond.
• Weighing up all the facts and making a decision about whether the behaviour 

has breached relevant policies and codes of conduct.
• Ensuring there are proportionate consequences for substantiated sexual 

harassment.
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External pathways The objective of an external pathway is to provide the individual the choice to have 
the issues resolved by an independent, expert body that can assist the employer 
and the parties to reach and an outcome or resolution. It is important to note that 
there are time limitations for lodging a complaint, for example, within six months  
of the incident if you wish the Australian Human Rights Commission to assist. 
Responding to issues through external pathways may include:
• Participating in mediated discussions.
• Parties agreeing to outcomes or resolutions, including compensation.
• Escalating the issues to a formal Court or Tribunal if the matter cannot be 

resolved by conciliation.
• Findings and determinations are usually made public.

Where the alleged 
behaviour may be  
D�FULPLQDO�RƬHQFH

7KH�PRVW�VHULRXV�VH[XDO�KDUDVVPHQW�PD\�DOVR�EH�FRQVLGHUHG�DQ�RƬHQFH�XQGHU�
Criminal Law. In that instance, it may be appropriate to refer the issue to the police.  
We will assist you in whatever way we can, such as contacting the police on your 
behalf or accompanying you to the make the report should you choose to do so.

7 How we will respond
Prioritising your safety and well-being
• If you make a report of sexual harassment, we will ensure you are supported and involved in the decision 

about how to handle the issue. We will respect your wishes and best interests but this does not mean 
WKH\�VROHO\�GHFLGH�WKH�RUJDQLVDWLRQ
V�UHVSRQVH�RU�WKH�FRQVHTXHQFHV�IRU�WKH�RƬHQGHU��

• Issues raised are taken seriously and viewed with integrity. We may take interim action in the interests of 
health and safety that is supportive and sensitive to the possibility that the reported behaviour occurred, 
without making conclusions.

• If you share your experience, we will, to the extent possible, ensure you do not need to retell your story  
to multiple people.

• (YHU\RQH�GLUHFWO\�LPSDFWHG�E\�DQ�LVVXH��LQFOXGLQJ�WKRVH�ZKR�UHSRUW�DQG�DOOHJHG�RƬHQGHUV��ZLOO�KDYH�
DFFHVV�WR�WUDLQHG�FRQƮGDQWHV�SHHU�VXSSRUW�DGYRFDWHV�RU�UHIHUUDO�SDWKZD\V�WR�H[WHUQDO�VXSSRUW�VHUYLFHV�

• All parties involved will be kept well informed and supported throughout the process.
• Investigations will be concluded as quickly as possible while ensuring the approach is ethical over 

expedient.
• &RQƮGHQWLDOLW\�ZLOO�EH�PDLQWDLQHG�

Procedural fairness and natural justice
• All investigations will be conducted to ensure there is procedural fairness and natural justice, irrespective  

of your position in the organisation. This means:
 Ж giving someone the opportunity to understand the allegations made against them and to respond.
 Ж providing appropriate support for individuals involved including the person subjected to the harassment 
DQG�WKH�DOOHJHG�RƬHQGHU��VXFK�DV�UHIHUUDO�WR�H[WHUQDO�VXSSRUW�VHUYLFHV�

 Ж facilitating a timely and objective process.
 Ж substantiating decisions.
 Ж ensuring outcomes are reasonable and proportionate.
 Ж PDLQWDLQLQJ�FRQƮGHQWLDOLW\�WKURXJKRXW��

Referrals for support
• There are a number places where you can get specialist external support including: 

 Ж Employee Assistance Program.
�,QVHUW�DV�UHOHYDQW��LQFOXGLQJ�RUJDQLVDWLRQV�WKDW�FDQ�VXSSRUW�WKH�VSHFLƮF�QHHGV�RI�GLYHUVH�JURXSV��H�J��&$/'��
LGBTI or disability services)>.

8 Possible outcomes
&RQVHTXHQFHV�IRU�RƬHQGHUV
• The decision about any outcomes of a sexual harassment investigation will take all the circumstances  

of the case into consideration including the seriousness of the behaviour, the context, the impact on the 
LQGLYLGXDO��WKH�VHQLRULW\�RI�WKH�RƬHQGHU�DQG�UHOHYDQW�LQGXVWULDO�LQVWUXPHQWV��

• There are a range of outcomes and implications for a person’s employment that our organisation might 
consider once a report of sexual harassment is substantiated. This may include, but will not be limited to:

 Ж Requirement to participate in education or behaviour change coaching.
 Ж Disciplinary action against the person found to have engaged in harassment. 
 Ж $Q�DSRORJ\�IURP�WKH�RƬHQGHU��VWUXFWXUHG�ZLWK�VXSSRUW�SHRSOH��
 Ж &RQVHTXHQFHV�IRU�WKH��SRVLWLRQ�DQG�UHPXQHUDWLRQ�RI�WKH�RƬHQGHU�VXFK�DV�GHPRWLRQ��WUDQVIHU�WR�DQRWKHU�
ORFDWLRQ��ZLWKKROGLQJ�UHPXQHUDWLRQ�LQFUHDVHV�RU�ERQXV�SD\PHQWV��UHPRYDO�IURP�VSRQVRUVKLS�RU�KLJK�
SRWHQWLDO�WDOHQW�RU�OHDGHUVKLS�SURJUDPV��UHPRYDO�RI�OHDGHUVKLS�UHVSRQVLELOLWLHV�

 Ж Termination of employment.

Restorative actions for the individual impacted
• We will work with you to understand and implement, where possible, any actions that may help you 

to recover from the incident, rebuild relationships at work and continue a successful career with our 
organisation.

Organisation action
• On an ongoing basis, our organisation will take steps to identify the potential risk of sexual harassment. 

After an incident, it may be necessary to undertake a review of a particular work site or environment  
and implement targeted interventions such as culture surveys and further education.

• 7UDQVSDUHQF\�RI�WKH�H[LVWHQFH�RI�LQFLGHQWV�DQG�VKDULQJ�GH�LGHQWLƮHG�FDVH�VWXGLHV�ZLOO�HQVXUH�WKH�
organisation and its employees continue to build capability in preventing sexual harassment.

Reprisals and victimisation
• If any person is found to have victimised, harassed or taken reprisal action against people who intervene  

to stop sexual harassment, report sexual harassment or participate in any inquires or investigations 
relating to an allegation of sexual harassment, they may be subject to separate disciplinary action.

• This includes any action that treats someone adversely, such as ostracising a colleague, reducing their 
shifts or overtime opportunities, giving them menial jobs, relocating them against their wishes, taking 
WKHP�RƬ�NH\�FOLHQW�DFFRXQWV�NH\�SURMHFWV��DQG�JLYLQJ�WKHP�D�SRRU�SHUIRUPDQFH�UHYLHZ�

Information or claims without substance
• While claims without substance are rare, if any person is found to have knowingly provided false 

information, knowingly made allegations of sexual harassment without any substantive merit or for 
vexatious or malicious reasons, they may be subject to separate disciplinary action.
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&RQƮGHQWLDOLW\�DQG�SULYDF\
The nature of sexual harassment and obligations that our organisation has when it is made aware of sexual 
harassment means that there are limits to what may or may not be disclosed.
&RQƮGHQWLDOLW\�LQ�VH[XDO�KDUDVVPHQW�FDVHV�PHDQV�RQO\�WKRVH�ZKR�QHHG�WR�NQRZ�DERXW�WKH�LVVXH�LQ�RUGHU� 
to help resolve it and prevent further incidents will know the details. This means there may be times when  
we cannot meet a person’s request that the information ‘goes no further’ than the person they reported  
the issue to. This is particularly the case, for example, when the issues are serious, involves someone senior  
in the organisation or there are psychological and safety risks to others.
Our organisation will prioritise and protect the identity of a person impacted, and anyone else that the 
investigation reveals has been subjected to harassment. We absolutely preserve the right to keep all details  
RI�LVVXHV�FRQƮGHQWLDO�ZKLOH�LQYHVWLJDWLRQV�DUH�XQGHUZD\��LQFOXGLQJ�LQ�UHJDUG�WR�PHGLD�LQTXLULHV�
While the individual subjected to the alleged harassment will sometimes feel frustrated by a workplace 
investigation process, it is impossible to fairly investigate an allegation if the issues involved are being openly 
GLVFXVVHG�DPRQJVW�VWDƬ�DQG�RU�WKH�PHGLD�DW�WKH�VDPH�WLPH��
We will therefore ask and expect people who report issues, participate in inquiries or are the subject 
RI�LQTXLULHV�DERXW�WKHLU�EHKDYLRXU�WR�NHHS�DOO�GHWDLOV�RI�WKH�LVVXHV�FRQƮGHQWLDO�XQWLO�WKH�LQYHVWLJDWLRQ�LV�
concluded. Failure to do so may result in further consequences or disciplinary action.
2QFH�WKH�PDWWHU�LV�ƮQDOLVHG��ZH�ZLOO�QRW�UHVWULFW�WKH�LPSDFWHG�SHUVRQ
V�ULJKW�WR�VSHDN�LQ�WKHLU�SHUVRQDO�
capacity, with any potential issues arising from this for their own consideration.

Transparency with external stakeholders 
The following principles set out our approach to communicating about sexual harassment cases in particular 
ZKHUH�WKH�DOOHJDWLRQ�GHPDQGV�LQYHVWLJDWLRQ��ZKHUH�WKH�RƬHQGHU�RU�DOOHJHG�RƬHQGHU�LV�RQH�RI�RXU�RUJDQLVDWLRQoV�
senior leaders and where there is legitimate public or stakeholder interest. 

1. Our organisation will be transparent with internal and external stakeholders about the fact that sexual 
harassment claims exist.

2. The identity of those involved will be protected by our organisation at all times during the investigation 
process.

3. :H�ZLOO�DVN�HYHU\RQH�LQYROYHG�WR�NHHS�DQ\�ZRUNSODFH�LQYHVWLJDWLRQ�SURFHVV�FRQƮGHQWLDO�ZKLOH�WKDW�
process is underway with an exception for receiving expert counselling or support.

4. Once any investigation is complete, our organisation will not restrict the complainant’s right to speak. 

5. Where there is a legitimate public or stakeholder interest and an investigation has found that allegations  
DUH�VXEVWDQWLDWHG��RXU�RUJDQLVDWLRQ�PD\�LGHQWLI\�WKH�RƬHQGHU�

6. Where an investigation has substantiated the allegations, we will be transparent about the outcomes  
DQG�ZKHUH�DQ�DOOHJHG�RƬHQGHU�OHDYHV�RXU�RUJDQLVDWLRQ��ZH�ZLOO�EH�WUDQVSDUHQW�DERXW�WKH�IDFW�RI�DQ\� 
ƮQDQFLDO�VHWWOHPHQW�DV�SDUW�RI�WKDW�GHSDUWXUH�

7. ,I�D�ƮQDQFLDO�VHWWOHPHQW�LV�UHDFKHG�ZLWK�WKH�FRPSODLQDQW��WKH�IDFW�RI�WKH�VHWWOHPHQW�ZLOO�EH�GLVFORVHG�E\� 
our organisation to relevant stakeholders, together with the restrictions it imposes but not the amount.

Internal transparency
In order for everyone to be assured that issues are taken seriously, we are committed to sharing what we  
can about sexual harassment cases we deal with, while respecting the privacy of the people involved.
This does not mean full disclosure of all the details, but rather considered sharing of relevant information  
in order to encourage organisational learning and prevent similar cases from happening in the future.

10 Reporting and evaluation
The prevention of and response to sexual harassment is priority at <organisation> and, consistent with any 
other core organisation metric, is reported to our Board/Executive on a regular basis to help inform further 
action our organisation needs to take to eradicate sexual harassment. 
This includes <insert as relevant>:
• Number of investigations: open, closed.
• 'H�LGHQWLƮHG�FDVH�VWXGLHV�RI�VHULRXV�LQFLGHQWV�
• Average length of investigation to resolution.
• Number of employee days lost, e.g. standdown, stress leave.
• High-level outcomes of investigations.
• &RQVHTXHQFHV�IRU�RƬHQGHUV�LQFOXGLQJ�YDOXH�RI�DQ\�VHWWOHPHQWV�
• Restorative action taken for the individuals impacted.
• Root cause analysis and organisation corrective actions.
• Long-term impact monitoring.

This policy will be reviewed on an <insert as relevant, e.g. annual basis> as part of our ongoing commitment  
WR�FRQWLQXRXVO\�LPSURYH�RXU�SUHYHQWLRQ�HƬRUWV��FUHDWH�DQ�HQYLURQPHQW�WKDW�HQFRXUDJHV�HDUO\�LQWHUYHQWLRQ� 
on issues by everyone, and respect and support people who may be impacted by sexual harassment.
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RESOURCESPersonal relationships at work
3HUVRQDO�UHODWLRQVKLSV�FDQ�EH�FRQưDWHG�ZLWK�VH[XDO�KDUDVVPHQW�DQG�EH�FKDOOHQJLQJ�IRU�RUJDQLVDWLRQV� 
to know what role they should play and when. Sexual, romantic or intimate interaction that is entered  
into freely and reciprocated between consenting employees is not a form of sexual harassment. 
However, it is important to note that if people behave in sexually inappropriate ways at work, it could still 
create a sexualised atmosphere that is unwanted by others in the workplace. 

This resource is indicative of the approaches from various Male Champions of Change member 
organisations. It provides some guidance on what may be considered a personal relationship, and when 
and how they might need to be disclosed to the organisation. It is shared so that others may adapt or 
adopt it for their own context.

'HƮQLWLRQ
$�FORVH�SHUVRQDO�UHODWLRQVKLS�LV�GLƱFXOW�WR�GHƮQH�EHFDXVH�SHUVRQDO�UHODWLRQVKLSV�FDQ�WDNH�PDQ\�IRUPV�
DQG�FDQ�PHDQ�GLƬHUHQW�WKLQJV�WR�GLƬHUHQW�SHRSOH�DQG�UHODWLRQVKLSV�FDQ�HYROYH�RYHU�WLPH�

Many long-term platonic or intimate relationships form through work connections.

While we respect the privacy of employees, sometimes the nature of the relationships formed gives 
ULVH�WR�DFWXDO��SRWHQWLDO�RU�SHUFHLYHG�FRQưLFWV�RI�LQWHUHVW�RU�FRPSURPLVHG�REMHFWLYLW\�ZKHQ�LW�FRPHV�
to important work-related decisions or actions.

Characteristics of a personal relationship
• Close or immediate family members.

 Ж Spouse, de facto or domestic partner.
 Ж Children including stepchildren, parents, brothers or sisters.
 Ж 'HƮQLWLRQ�PD\�EH�H[WHQGHG�LQ�VRPH�ZRUNSODFHV�WR�JUDQGSDUHQWV��DXQWV��XQFOHV��QLHFHV��QHSKHZV�

or grandchildren whether by blood or marriage. 
• Current or past consensual romantic, intimate or sexual relationships.

 Ж May be on a casual, periodic or regular basis and may or may not constitute a primary relationship. 
• A close, platonic friendship. 

Circumstances in which the relationship may have adverse impacts
3HUVRQDO�UHODWLRQVKLSV�JLYH�ULVH�WR�FRPSOH[LWLHV�DQG�FRQưLFWV�LQ�VRPH�FLUFXPVWDQFHV��LQFOXGLQJ�ZKHUH�

• A direct report, management or strong collaboration relationship exists.

• There is an actual or possible power imbalance between the parties, e.g. where one is more senior 
than the other.

• 2QH�PD\�KDYH�VLJQLƮFDQW�LQưXHQFH�RYHU�DQRWKHUoV�UHFUXLWPHQW�HQJDJHPHQW��SHUIRUPDQFH��SURJUHVV��
RSSRUWXQLWLHV�RU�ƮQDQFHV��

• 2QH�LQGLYLGXDO�LV�D�VHQLRU�OHDGHU�RU�D�VLJQLƮFDQW�VWDNHKROGHU�RI�SXEOLF�LQWHUHVW�

• The relationship leads to disruption or negatively impacts the working environment of others.

• There is an actual or perceived reputation damage for the organisation.

Principles for individual/organisation response
• (DUO\�DQG�FRQƮGHQWLDO�GLVFORVXUH�E\�WKH�LQGLYLGXDO�V��LQYROYHG�LI�WKH�UHODWLRQVKLS�PHHWV�WKH�

FKDUDFWHULVWLFV�DQG�FLUFXPVWDQFHV�LGHQWLƮHG�DERYH��ZLWK�WKH�REMHFWLYH�RI�XQGHUVWDQGLQJ�LPSOLFDWLRQV�
rather than judgemental or punitive responses.

• Collaborative consideration and agreement of alternate arrangements to manage any potential 
impacts.

• Expectations that the parties will behave towards each other in work contexts and in front of colleagues 
in a professional and respectful way.

• 'LVFUHWLRQ�DQG�FRQƮGHQWLDOLW\�LV�H[SHFWHG�E\�ERWK�LQGLYLGXDOV�DQG�WKH�RUJDQLVDWLRQ�

• Communication within the organisation will be collaboratively agreed and transparent as appropriate.

• Concealment of the relationship will be considered more seriously than full and early disclosure.

Questions for individuals and organisations to consider
• What assessment would a reasonable person make of the circumstances?

• &RXOG�P\�LQYROYHPHQW�LQ�WKLV�UHODWLRQVKLS�FDVW�GRXEW�RQ�P\�RU�P\�RUJDQLVDWLRQ
V�LQWHJULW\�DQG� 
the values we hold?

• ,I�,�VDZ�VRPHRQH�HOVH�GRLQJ�WKLV��ZRXOG�,�VXVSHFW�WKDW�WKH\�PLJKW�KDYH�D�FRQưLFW�RI�LQWHUHVW"

• If I did participate in this relationship, would I be happy if my colleagues and the public became aware 
of my involvement and any association or connection?

• How would I feel if my actions were covered by the media? Would they embarrass me, my family  
or the organisation?

• Is the matter or issue one of great public interest or controversy where my proposed decision  
or action could attract greater scrutiny by others?
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RESOURCESBoard reporting on sexual harassment
This reporting framework draws on the insight of Male Champions of Change with extensive Board 
safety reporting experience and has been adapted for a sexual harassment context. It is shared  
so that others may adapt or adopt it for their own context.

Internal reporting
There are a range of metrics reported to Boards on safety, with additional information provided 
depending on the metric.

At a minimum, safety is a mandatory monthly report to the full Board, with detailed reviews conducted 
by the relevant committee (for example, the Health, Safety and Environment Committee) as required.

It is recommended that sexual harassment reporting is anchored in safety reporting and included 
in the current safety reporting cadence, to provide Boards with a full picture of the physical and 
psychological safety culture in their workplace.

Consistent with safety, it is incumbent on Board members to request this information and interrogate 
‘zero’ numbers because we know under-reporting is common: low or no reporting is a more likely 
scenario than low or no incidents. 

The table below describes current safety reporting requirements in typical ASX entities and aligns 
this against a potential framework for reporting to Boards on sexual harassment.  

)DWDOLW\�6LJQLƮFDQW�,QMXU\

• Reported to the Board within 24 to 48 
hours of incident occurring.

• Detailed follow-up report provided 
along with management presentation 
which includes:

 Ж Details of the event.
 Ж Initial management response.
 Ж Root cause analysis. 
 Ж Corrective actions.

6LJQLƮFDQW�LQFLGHQW�GHƮQHG�DV��

• Serious incident, e.g. sexual assault.
• Incident involving a senior employee or where there is 

legitimate public or stakeholder interest.
• +LJK�SURƮOH�LQFLGHQWV�

Reporting requirement:

• Reported to the Board within 24 to 48 hours of incident.
• Ongoing updates at key points of the process, as 

required, until resolution.
• Remains on monthly report for 12 months after the 

incident close to understand restorative action taken for all 
parties (e.g. behaviour change counselling, implications for 
bonus/pay review) and long-term impact (e.g. resignation).

Reporting to include:

• Details of the incident.
• Initial management response.
• Root cause analysis.
• Corrective actions including making inquires about 

additional impacted people.
• Immediate outcome of the investigation.
• Value of any settlements.
• Restorative action taken for all parties.
• Long-term impact monitoring.

Safety metric   Equivalent sexual harassment metric

Medically Treated Injury/Lost Time 
Injury/Recordable Case

• Reported to the Board monthly.
• Relates to an injury that has 

occurred and requires medical 
WUHDWPHQW��WLPH�RƬ�ZRUN�RU�
restricted duties.

• Reporting seeks to understand 
whether the  safety management 
system is working and uncover 
systemic issues and must include:

 Ж Number of incidents.
 Ж Types of incidents.
 Ж Days lost by employee  

(an indicator of severity).

5HFRUGDEOH�LQFLGHQW�GHƮQHG�DV��
• Incident that requires formal investigation.
• Where either party requires time away from work,  

i.e. respondent stood down, stress leave.

Reporting requirement:

• Reported to the Board monthly.

Reporting to include:

• Number of investigations: open, closed.
• Key themes/issues.
• Length of investigation to resolution.
• Number of employee days lost, e.g. standdown, stress 

leave.
• Outcomes of investigation.
• Corrective actions including risk assessments.
• Value of any settlements.
• Restorative action taken for all parties.
• Long-term impact monitoring.

Near Miss/Potential Hazard

• Reported to the Board monthly.
• Relates to something that has 

occurred which hasn’t resulted in 
injury but could have, can include 
ƮUVW�DLG�WUHDWPHQW�

• Reporting seeks to understand the 
cultural clues to the potential of 
injury or harm and must include:

 Ж Number of incidents.
 Ж Types of incidents.

&XOWXUDO�LQGLFDWRUV�GHƮQHG�DV��

• Issues informally raised, not requiring investigation.
• Information derived from a range of tools the organisation 

may employ depending on the maturity of feedback 
systems in place, including:

 Ж People and Culture (HR) operations. 
 Ж Whistleblowers. 
 Ж Employee Assistance Program reports.
 Ж Online reporting tools for peer feedback  

on behaviour.
 Ж ,QWHUQDO�DGYLVRUV��H�J��&RQWDFW�2ƱFHUV�

• 5HVXOWV�RI�FOLPDWH��HQJDJHPHQW�RU�SXOVH�VXUYH\V��
everyday sexism surveys.

Reporting requirement:

• Reported to the Board monthly.
• Supported by a detailed discussion with the CEO speaking 

to key aspects of the reporting every six months.

Reporting to include:

• Number of incidents.
• Key themes.
• Corrective actions including risk assessments.

Safety metric Equivalent sexual harassment metric
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RESOURCESBoard reporting on sexual harassment
External reporting 
The following is an example statement on the prevalence and consequences for sexual harassment 
incidents that organisations may adapt or adopt for inclusion in organisation annual reports

Understanding sexual harassment in your 
organisation
In our experience, understanding the prevalence, manifestations and culture of sexual harassment 
is critical for leadership accountability, targeted action and monitoring progress. The following 
statements are excerpts from employee engagement surveys conducted by Male Champions of Change 
organisations. They are shared so others may adapt or adopt them for their own context.

Before sexual harassment surveys are administered, expert advice is recommended to ensure survey 
participants are supported and not subjected to potential harm.

Example culture survey questions

• I think I could report instances of dishonest or unethical practices to the appropriate level of authority 
without fear. 

• Senior leaders support diversity and inclusion in the workplace. 

• In our organisation, sex-based harassment is not tolerated.

• 0\�LPPHGLDWH�PDQDJHU�HƬHFWLYHO\�ZRUNV�ZLWK�SHRSOH�ZKR�DUH�GLƬHUHQW�IURP�WKHPVHOI��H�J��JHQGHU��
racial/ethnic background, lifestyle, etc.).

• It is safe to speak up about potential issues or problems in our organisation. 

• Employees are treated with respect regardless of their role. 

• My immediate manager genuinely supports equality among all genders.

• In this organisation, it is safe to raise issues of sexual harassment without fear of victimisation or 
negative career implications.

7KHVH�VWDWHPHQWV�VKRXOG�EH�VXSSRUWHG�E\�D�ƮYH�SRLQW�VFDOH��IRU�H[DPSOH��$JUHH�7HQG�WR�$JUHH�'RQ
W�.QRZ�
Tend to Disagree/Disagree.

   National survey on sexual harassment in Australian workplaces

In 2018, the Australian Human Rights Commission conducted (YHU\RQHoV�EXVLQHVV��
Fourth national survey on sexual harassment in Australian workplaces (2018).

Survey results and survey questions to adapt or adopt for your organisation can be found 
on the Australian Human Rights Commission website and we encourage you to contact 
them for support and advice.

In FY2020, there were XX sexual harassment matters informally and formally addressed by  
the organisation compared to XX in FY2019.

• 7KH�NH\�WKHPHV�RI�WKH�PDWWHUV�ZHUH��LQVHUW�IRU�H[DPSOH��MRNHV�DQG�FRPPHQWV�RI�D�VH[XDO�QDWXUH��
LQDSSURSULDWH�FRQWDFW�IROORZLQJ�WKH�HQG�RI�D�FRQVHQVXDO�UHODWLRQVKLS��IRUFHG�LQWLPDF\��UHSHDWHG�
propositions and requests for sex>.

• The average length of time it took to resolve these issues was X days.

• For X matters, termination of employment was the outcome (compared to X in FY2019).

• 7KH�YDOXH�RI�ƮQDQFLDO�VHWWOHPHQWV�WKDW�UHODWHG�WR�WKHVH�GHSDUWXUHV�ZDV�D�WRWDO�RI��;;� 
(compared to X in FY2019).

• For X matters, a formal warning was issued (compared to X in FY2019). Additional consequences  
were applied as appropriate including additional training, removal of delegated authorities or 
SHUPLVVLRQV��DGMXVWPHQWV�WR�SURƮW�VKDUH�DQG�RU�LPSDFW�WR�SURPRWLRQ��

• Of the X matters, X have resulted in individuals subsequently leaving the organisation and X 
LQGLYLGXDOV�KDG�WKHLU�SURƮW�VKDUH�UHGXFHG�E\�DQ�DYHUDJH�RI�[���

• The organisation undertook the following preventative action as a result <e.g. sexual harassment  
survey, education, leadership sessions, revised policy>
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RESOURCESExample prevalence questions (from Victorian Public Service survey)

1.  During the last 12 months in your current organisation, have you experienced any of the  
 following behaviours at work? 

[Select all that apply]

 F 6H[XDOO\�VXJJHVWLYH�FRPPHQWV�RU�MRNHV�WKDW�PDGH�\RX�IHHO�RƬHQGHG� 
(in either a group or one-on-one situation)

 F Intrusive questions about your private life or comments about your physical appearance

 F Unwelcome touching, hugging, cornering or kissing

 F Inappropriate physical contact (including momentary or brief physical contact)

 F Repeated or inappropriate invitations to go out on dates

 F Sexual gestures, indecent exposure or inappropriate display of the body

 F Any other unwelcome conduct of a sexual nature

 F Repeated or inappropriate advances on email, social networking websites or internet chat rooms  
by a work colleague

 F Sexually explicit email or SMS message

 F Request or pressure for sex or other sexual act

 F 6H[XDOO\�H[SOLFLW�SLFWXUHV��SRVWHUV�RU�JLIWV�WKDW�PDGH�\RX�IHHO�RƬHQGHG

 F Sexually explicit posts or messages on social media 
(including Facebook, Snapchat, Instagram, etc.)

 F Inappropriate staring or leering that made you feel intimidated

 F No, I have not experienced any of the above behaviours.

2.  How often have you experienced these behaviours?

 F At least once a day

 F Once every few days

 F Once a week

 F Once a month

 F Less than once a month

3.  Which of the following best describes the person(s) who behaved in that way? 

[Select all that apply]

 F Colleague

 F Group of colleagues

 F My immediate manager or supervisor

 F A more senior manager than my manager

 F Someone I supervise or manage

 F Client/customer/patient/stakeholder

 F Member of the public

4.  When the harassment happened to you, did you respond in any of the following ways?

[Select all that apply]

 F 7ULHG�WR�ODXJK�LW�RƬ�RU�IRUJHW�DERXW�LW

 F Pretended it didn’t bother you

 F Avoided the person(s) by staying away from them

 F Told the person the behaviour was not OK

 F Avoided locations where the behaviour might occur

 F 7RRN�WLPH�RƬ�ZRUN

 F Sought a transfer to another role/location/roster

 F Told a colleague

 F Told a manager

 F Told Human Resources

 F Told a friend or family member

 F Told someone else

 F Submitted a formal complaint (go to last question)

 F Other

5.  Please tell us why you did not submit a formal complaint

[Select all that apply]

 F I believed there would be negative consequences for my reputation [e.g. that I would be blamed 
or not believed or thought to be overreacting.

 F I believed there would be negative consequences for my career [e.g. opportunities for promotion, 
ULVN�RI�EHLQJ�ƮUHG�

 F ,�GLGQoW�WKLQN�LW�ZRXOG�PDNH�D�GLƬHUHQFH�

 F I believed there would be negative consequences for the person I was going to complain about.

 F I didn’t need to because I made the harassment stop.

 F I didn’t need to because I no longer had contact with the harasser(s).

 F I didn’t know who to talk to or how to make a complaint.

 F I was advised not to by a colleague or colleagues.

 F I was advised not to by family or friend(s).

 F Other

���� :HUH�\RX�VDWLVƮHG�ZLWK�WKH�ZD\�\RXU�IRUPDO�FRPSODLQW�ZDV�KDQGOHG"

 F Yes

 F No

 F Don’t know
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RESOURCESEmployee education: Male Champions of 
Change collaboration on the SBS Inclusion 
Program
Developing and implementing education programs on gender equality and related topics such as  
sexual harassment in the workplace can be cost prohibitive for many organisations. This is particularly  
so as employee, organisation and community expectations and standards on these issues continue  
to evolve rapidly.

A range of pathways for reporting and response 
This resource has been replicated with permission from the Victorian Equal Opportunity and Human Rights 
Commission. The source document Guideline: Preventing and responding to workplace sexual harassment - 
Complying with the Equal Opportunity Act 2010 (refer to page 74) can be found at ZZZ�KXPDQULJKWV�YLF�JRY�DX�
UHVRXUFHV�VH[XDO�KDUDVVPHQW�JXLGHOLQH�.

7KH�UHSRUWLQJ�DQG�FRPSODLQWV�SURFHGXUH�PXVW�DOORZ�IRU�GLƬHUHQW�UHSRUWLQJ�DQG�UHVSRQVH�RSWLRQV��7KLV�ZLOO�VXSSRUW�
FRPSODLQDQWV�WR�FRPH�IRUZDUG�E\�JLYLQJ�WKHP�ưH[LELOLW\�WR�FKRRVH�WKH�SDWKZD\�WKDW�LV�ULJKW�IRU�WKHP��

7KH�SURFHGXUH�VKRXOG�OLVW�ZKR�D�UHSRUW�RU�FRPSODLQW�FDQ�EH�PDGH�WR��RƬHULQJ�RSWLRQV�WR�UHSRUW�WR�D�UDQJH�RI�SHRSOH�
LQ�GLƬHUHQW�UROHV��IRU�H[DPSOH��DQ\�VXSHUYLVRU�RU�PDQDJHU��KXPDQ�UHVRXUFH�SHUVRQQHO��D�FRQWDFW�RƱFHU��D�KHDOWK�
DQG�VDIHW\�RƱFHU��XQLRQ�UHSUHVHQWDWLYH�RU�ERDUG�PHPEHUV��&RPSODLQDQWV�VKRXOG�EH�IUHH�WR�UHSRUW�WR�VRPHRQH�
outside of their business unit, for example, where the respondent is their manager or a member of the leadership 
WHDP��7KH�FRQWDFW�GHWDLOV�RI�HTXDO�RSSRUWXQLW\�FRQWDFW�RƱFHUV��KHDOWK�DQG�VDIHW\�RƱFHUV��XQLRQ�UHSUHVHQWDWLYHV�
and external agencies, such as the Australian Human Rights Commission, should be included in the procedure. 

The procedure should also provide for a range of options for responding to a report of sexual harassment and 
seeking to reach a resolution. See the table below, which considers the advantages and disadvantages of several 
options. 

Some issues may, however, warrant immediate escalation to a formal process regardless of the person’s preference, 
particularly if they are serious, constitute criminal behaviour or pose a risk to the health and safety of others in  
the workforce. Guidance on when complaints will be automatically escalated should be included in the reporting 
DQG�FRPSODLQWV�SURFHGXUH�DQG�FOHDUO\�FRPPXQLFDWHG�WR�VWDƬ��

A range of response options 

Self-management Informal (internal) management

The complainant is supported to resolve the matter 
RQ�WKHLU�RZQ��SURYLGHG�WKH\�IHHO�FRQƮGHQW�DQG�VDIH�
to do so. 
Example 
The complainant raises the issue with the other 
person and asks them to change their behaviour. 
Advantages 
Self-management can resolve issues quickly  
and quietly, be non-threatening, build respect  
and preserve relationships. 
Disadvantages 
In some instances, it may result in victimisation 
or further harm or leave the complainant feeling 
isolated or unsupported. Employers may also miss 
opportunities to deal with broader cultural and 
systemic issues. 
Remember 
In some circumstances, self-management may be 
inappropriate, such as if there is a power imbalance 
between the parties, if it has been attempted 
unsuccessfully before, or if it raises safety concerns. 
Self-management is never appropriate if it is unsafe 
or against the complainant’s wishes. Make sure to 
follow up with the complainant after any attempt at 
self-management to assess if further support or 
escalation is needed. 

Resolving the issue internally, without a formal 
response or investigation. 
Example 
A manager who receives a complaint takes informal 
action, as agreed with the complainant. For example, 
the manager speaks to the worker to raise concerns 
about their behaviour, facilitates a discussion or 
mediation, observes matters with a view to stepping 
in if the behaviour happens again, or puts new 
practices in place such as changing the roster, 
UHFRQƮJXULQJ�WKH�ZRUNVSDFH�RU�RUJDQLVLQJ�WUDLQLQJ��
Advantages 
Informal management is quick and adaptable, can 
solve problems indirectly without confronting or 
DOHUWLQJ�WKH�UHVSRQGHQW�RU�LGHQWLI\LQJ�WKH�FRPSODLQDQW� 
it is generally less intimidating for the complainant, 
and can foster a culture of open and respectful 
conversations about behaviour and appropriate 
boundaries. 
Disadvantages 
Outcomes are unenforceable and may vary widely. 
Remember 
Any action that is taken should be agreed upon  
with the complainant. Informal responses are not 
appropriate for serious behaviour that would warrant 
discipline if substantiated, criminal conduct or where 
other workers may be at risk. 

In 2019, MCC partnered with Australian media company, SBS – a member of our MCC National 2016 
Group – to develop a comprehensive, accessible and scalable online gender equality learning program 
following adult learning principles.

The gender equality module forms part of the SBS Inclusion Program and was produced using the 
combined expertise and experience of our coalition. It covers a range of topics including:  

   Why gender equality in the workplace matters

   Women in leadership

   Everyday sexism

   Sexual harassment

   The gender pay gap

   Recruitment and promotions

   Flexibility

   Workplace responses to domestic violence

3DUWLFLSDQWV�OHDUQ�KRZ�JHQGHU�LQHTXDOLW\�PDQLIHVWV�LQ�RUJDQLVDWLRQV��KRZ�WR�FRQVLGHU�WKH�LPSDFW�RI�
FHUWDLQ�EHKDYLRXUV�VXFK�DV�WKRVH�FRYHUHG�LQ�WKLV�UHSRUW��DQG�DFWLRQV�OHDGHUV�DQG�HPSOR\HHV�FDQ�WDNH�WR�
create more safe, respectful and inclusive workplaces for all.

:RUNLQJ�ZLWK�6%6��ZH�KDYH�EHHQ�DEOH�WR�FUHDWH�D�SURGXFW�WKDW�VSHFLƮFDOO\�WDUJHWV�HPSOR\HHV�DQG�PLGGOH�
managers who we know are often hard to reach but critical stakeholders to engage in the advancement 
of women in our workplaces and society.  

SBS has made a considerable investment in developing the Inclusion Program, and while there is a cost 
to purchase it from SBS, there are clear economies of scale for organisations in accessing pre-prepared 
and regularly updated resources that are aligned to our gender equality goals.

For more information visit: https://inclusion-program.com.au/gender
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RESOURCESA range of response options 
Formal (internal) complaint External complaint 

Dealing with a matter using formal internal 
SURFHVVHV��ZLWK�GRFXPHQWHG�ƮQGLQJV��

Example 
A written statement is made to someone in a 
position of authority or a representative from 
human resources, which is impartially investigated. 
)ROORZLQJ�DQ�LQYHVWLJDWLRQ��D�IRUPDO�ƮQGLQJ�LV�
made and discipline or other action is taken when 
allegations are substantiated. 

Advantages 
Outcomes can be more readily documented, 
enforced and monitored. Complaints can be 
handled consistently, allowing employers to identify 
patterns or ‘hidden’ issues and address them at an 
organisational level. If required, a formal record of the 
LQYHVWLJDWLRQ�FDQ�EH�SURGXFHG�� 
for example, if the matter escalates to litigation  
or a complaint is made to an external agency. 

Disadvantages 
May be more time-consuming for the employer  
and more emotionally draining for the parties. 

Remember 
Employers must be vigilant against the risk of 
victimisation and re-traumatisation for complainants. 

Referring the matter to an external body. 

Example 
The complainant makes a complaint to the 
Commission and the parties agree to participate 
LQ�D�IUHH��FRQƮGHQWLDO�GLVSXWH�UHVROXWLRQ�SURFHVV��
Alternatively, depending on the circumstances,  
the complainant may choose to go to a union,  
to the Australian Human Rights Commission, or  
to the Fair Work Commission. 

Advantages 
An independent, expert body can assist the 
employer and the parties to reach an outcome or 
resolution by agreement. Outcomes may become 
legally enforceable. 

Disadvantages 
The external process takes the complaint out of 
the workplace and may take longer to resolve. The 
employer (and/or individual facing the allegations) 
usually becomes a respondent to the complaint.  
If the employer does not voluntarily participate,  
the complaint cannot be resolved. If the matter 
cannot be resolved, the matter may be escalated  
to a formal court or tribunal process, which can  
be time-consuming, costly and more adversarial. 
Final determinations are usually public. 

Remember 
(DFK�H[WHUQDO�ERG\�KDV�D�GLƬHUHQW�MXULVGLFWLRQ�DQG�
SURFHVV�ZLWK�GLƬHUHQW�EHQHƮWV�DQG�RXWFRPHV��,W�
is important to be guided by the person who has 
experienced sexual harassment and support them  
to make their own informed choice. 

What to do when a bystander or other person anonymously reports sexual  
harassment but does not wish to make a complaint? 

Response provided by: Victorian Equal Opportunity and Human Rights Commission. The source document 
Guideline: Preventing and responding to workplace sexual harassment - Complying with the Equal 
Opportunity Act 2010 (refer to page 81) can be found at www.humanrights.vic.gov.au/resources/sexual-
harassment-guideline/.

Some workers may want to disclose an experience of sexual harassment without making a formal or 
informal complaint. A report of sexual harassment (even an anonymous report) should be a trigger for 
DFWLRQ��,W�LV�FUXFLDO�WKDW�HPSOR\HUV�UHVSHFW�WKH�FRPSODLQDQW
V�SULYDF\�DQG�ZLVKHV��EXW�WKHVH�GR�QRW�RYHUULGH�
the positive duty to eliminate sexual harassment from the workplace. Employers must consider the risk  
to other workers and take action to eliminate, or minimise, that risk as far as possible. 

There are a number of steps employers can take without identifying the complainant, nor the respondent  
or incident that has been raised. For example:

• 5HFRUGLQJ�WKH�UHSRUW�LQ�D�GH�LGHQWLƮHG�ZD\�ZKLOH�HQVXULQJ�WKH�FRQƮGHQWLDOLW\�RI�WKH�FRPSODLQDQW��

• 5HLWHUDWLQJ�WR�DOO�VWDƬ�WKH�RUJDQLVDWLRQoV�VH[XDO�KDUDVVPHQW�SROLF\��FRPSODLQWV�SURFHGXUH�DQG�DYDLODEOH�
supports, and inviting workers to make complaints. 

• 0RQLWRULQJ�WKH�DOOHJHG�UHVSRQGHQW
V�EHKDYLRXU�DQG�LQWHUYHQLQJ�LI�QHZ�LVVXHV�DULVH�

• 6SHDNLQJ�ZLWK�RWKHU�PHPEHUV�RI�WKH�DOOHJHG�UHVSRQGHQW
V�WHDP�WR�LGHQWLI\�ZKHWKHU�WKHUH�LV�D�FXOWXUDO�
LVVXH�RU�SDWWHUQ�RI�FRQGXFW��RU�VXUYH\LQJ�VWDƬ�PRUH�EURDGO\��

• Monitoring closely to ensure victimisation does not occur and intervening where issues arise. 

• +DYLQJ�D�V\VWHP�WR�FROOHFW�GH�LGHQWLƮHG�LQIRUPDWLRQ�DQG�GDWD�SURYLGHG�E\�GLVFORVXUHV��ZKLOH�PDLQWDLQLQJ�
FRQƮGHQWLDOLW\��

• Implementing new procedures or work systems that reduce the likelihood or opportunity for further 
harassment.

(PSOR\HUV�VKRXOG�RƬHU�WKH�ZRUNHU�UHIHUUDOV�WR�FRXQVHOOLQJ�RU�RWKHU�VXSSRUW�DQG�FRPPXQLFDWH�WKH�RSWLRQV�
for making a formal or informal complaint at a later time. 

Critically, employers should also consider whether the incident raises broader cultural or systemic 
SUREOHPV�LQ�WKH�ZRUNSODFH�DQG�LQYHVWLJDWH�WKRVH�LVVXHV�DV�ZHOO�DV�WKH�HƱFDF\�RI�WKH�VWUDWHJLHV��SROLFLHV�
and procedures currently in place. 

A range of pathways for reporting and response
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RESOURCES
A step-by-step guide to responding to complaints 

1.  Listen to the complainant’s story
• Show empathy, respect and concern while remaining impartial. Avoid judging or blaming the complainant for 

the behaviour and emphasise that sexual harassment is never the fault of the person who experiences it. 
• Respond promptly and commit to taking the next step within a reasonable period of time, at least within 

two weeks. 
• .HHS�D�FRQƮGHQWLDO�UHFRUG�RI�WKHLU�UHSRUW��

2.  Assess the situation to determine if immediate action is necessary 
• Consider whether urgent or precautionary workplace action (pending investigation) is necessary to avoid 

further harm. 
• In all cases, the proposed urgent or precautionary action should be discussed and agreed with both 

parties, with regard to principles of procedural fairness and natural justice. 
• No adverse conclusions should be presumed due to the action taken or agreed. 
• Urgent action might include relocating the respondent or changing working hours or shifts, or talking with 

the complainant about what measures they would like to ensure their physical and psychological safety. 
In the case of serious allegations, urgent action can include temporarily suspending the respondent. 

3.  Provide information, referrals and options to the complainant 
• ([SODLQ�WKH�FRPSODLQW�SURFHVV��FRQƮGHQWLDOLW\��UHOHYDQW�WLPHOLQHV�DQG�RSWLRQV�WR�WKH�FRPSODLQDQW��
• ([SODLQ�DQ\�OLPLWV�WR�FRQƮGHQWLDOLW\��RU�REOLJDWLRQV�VXSHUYLVRUV�RU�PDQDJHUV�DUH�UHTXLUHG�WR�WDNH��VXFK�DV�

recording the incident or escalating the complaint). 
• Explain the criteria for whether or not an investigation will be undertaken and how it applies to the complaint. 
• Inform the complainant that they are entitled to have a support person with them throughout the process. 
• Support the complainant to lead the process and decide on the next steps that are right for them. 
• Ask the complainant what outcome they are seeking. If that outcome is not available, explain this and 

discuss what a successful resolution might otherwise look like from the complainant’s or organisation’s 
perspective. 

• 3URYLGH�UHIHUUDOV�WR�UHOHYDQW�VXSSRUW�VHUYLFHV�VHH�
5HIHUDOV�WR�H[WHUQDO�RUJDQLVDWLRQV
�RQ�SDJH�������
• Remind all parties and bystanders that victimisation is against the law and will not be tolerated. Discuss 

any urgent action that might be required to protect against it, or to otherwise protect the complainant’s 
safety, privacy and ability to do their job, while the complaint process ensues. 

Responding to reports 
This resource has been replicated with permission from the Victorian Equal Opportunity and Human Rights 
Commission. The source document Guideline: Preventing and responding to workplace sexual harassment. - 
Complying with the Equal Opportunity Act 2010  (refer to page 77) can be found at www.humanrights.vic.gov.
DX�UHVRXUFHV�VH[XDO�KDUDVVPHQW�JXLGHOLQH�.

Employers must ensure that responses to complaints are timely and consistent with set policies and processes, 
ZLWK�SURSRUWLRQDWH�GLVFLSOLQDU\�RXWFRPHV��7KHUH�LV�QR�RQH�VL]H�ƮWV�DOO�DSSURDFK�WR�KDQGOLQJ�FRPSODLQWV�RI�VH[XDO 
harassment. Employers should adopt a reporting and complaints procedure that is tailored to their particular 
workplace and work culture. To help get started, however, here are the basics of a suggested approach to 
receiving a complaint or report of sexual harassment. 

4.  Decide whether to informally resolve the matter or to investigate 

• The decision of whether to investigate should be made with consideration of: 

 Ж The seriousness of the allegation. 

 Ж The wishes of the complainant. 

 Ж The health, safety and well-being of the complainant and other workers. 

 Ж The outcomes sought and any legal obligations. 

• The decision and reasons should be recorded and communicated to the parties. 

• The absence of any corroborating evidence or independent witnesses is not a valid reason not  
to investigate, nor is the timeliness of the complaint. 

• If informally resolving the complaint, record the outcome and follow up with the complainant  
(go to step six). 

5.  Formally investigate (with the complainant’s consent as appropriate)

• Advise the parties of the investigation process and the potential outcomes, including any outcomes  
WKDW�ZLOO�EH�RXW�RI�VFRSH��IRU�LQVWDQFH��WKDW�WKH�LQYHVWLJDWLRQ�ZLOO�QRW�FRQFOXGH�ZLWK�D�ƮQGLQJ�RI�FLYLO�RU�
criminal wrongdoing). Advise the respondent that relevant details of any outcome will be disclosed to  
the complainant. 

• Choose the investigator, including whether they will be an in-house or externally engaged person.  
The investigator should be impartial, objective and have the necessary skills to conduct the investigation. 

• 3URYLGH�SURFHGXUDO�IDLUQHVV�WR�ERWK�WKH�SDUWLHV��LQFOXGLQJ�VXƱFLHQW�LQIRUPDWLRQ�DERXW�WKH�DOOHJDWLRQV� 
and any potential workplace or disciplinary action that may be taken if the complaint is substantiated. 

• Be impartial when speaking with both parties and keep them informed while the complaint is being 
resolved. 

• 7DNH�QRWHV�DQG�NHHS�DSSURSULDWH��FRQƮGHQWLDO��UHFRUGV��

• Engage with the complainant in a sensitive and respectful manner, giving them as much choice and 
control over the process as practicable. 

• Consider all information and evidence including direct evidence of the allegations (such as 
documentation of the conduct or witness accounts) and surrounding evidence (such as evidence  
that the complainant discussed their concerns to a co-worker or doctor). Parties cannot be compelled  
to give evidence. 

• The absence of independent witnesses or directly corroborating evidence should not be solely relied  
RQ�WR�ƮQG�D�FRPSODLQW�LV�XQVXEVWDQWLDWHG��,QYHVWLJDWRUV�VKRXOG�EH�SUHSDUHG�WR�Lnterview the parties and 
PDNH�D�FUHGLELOLW\�DVVHVVPHQW�ZKHUH�HYLGHQFH�LV�LQ�FRQưLFW�RU�QRW�DYDLODEOH��

Remember: Apply a civil standard of proof. Investigators must determine overall whether it is  
more likely than not that the conduct occurred (‘the balance of probabilities’). In the case of 
Briginshaw v Briginshaw, the court said that more serious allegations will require stronger evidence 
to meet this standard. This means the seriousness of the allegation must be considered. However, 
employers must not apply a higher standard of proof (such as a criminal standard – ‘beyond a 
reasonable doubt’) to serious allegations.
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RESOURCES6.  Take action to resolve the complaint 
,I�VDWLVƮHG�WKDW�LW�LV�PRUH�OLNHO\�WKDQ�QRW�WKDW�WKH�FRQGXFW�RFFXUUHG��WDNH�DFWLRQ�WKDW�KROGV�WKH�UHVSRQGHQW�
to account for their behaviour and minimises adverse impacts on the complainant, bystanders and other 
workers. Actions could include, for example: 

 Ж A change to working hours or locations. 

 Ж An apology by the respondent .

 Ж An agreement on protocols to manage the relationship moving forward .

 Ж Refresher sexual harassment prevention training.

 Ж Coaching or performance counselling of the respondent. 

 Ж Disciplinary action such as a formal warning, suspension, demotion or dismissal. 

• Regardless of whether the complaint is substantiated, communicate relevant details of the outcome  
to the complainant and the respondent. 

• If the complaint is not substantiated, consider what action could still be taken to prevent sexual harassment 
from occurring in the future, including monitoring the situation, reminding the parties of expected 
behaviour, conducting further training and awareness raising for workers. 

• Where a complaint is not substantiated, this does not mean that the conduct did not occur. Accordingly, 
the complainant should be treated sensitively, including being reassured that they will not face 
YLFWLPLVDWLRQ�EHFDXVH�RI�WKH�RXWFRPH��DQG�EHLQJ�RƬHUHG�UHIHUUDOV�WR�UHOHYDQW�VXSSRUW�VHUYLFHV��

• Document any decisions or outcomes. Ensure any decision-making framework for disciplinary action  
is consistently followed. 

• $GYLVH�WKH�SDUWLHV�RI�DQ\�UHOHYDQW�RSWLRQV�IRU�LQWHUQDO�UHYLHZ�RU�DSSHDO�RI�WKH�GHFLVLRQ��IRU�H[DPSOH�� 
UHYLHZ�E\�D�PRUH�VHQLRU�VWDƬ�PHPEHU�RU�DQ�H[WHUQDO�LQYHVWLJDWRU��

• Schedule a time to follow up with all parties to ensure that relevant actions are being completed,  
the complainant has the support they need, and issues have not resurfaced.

7.  Record data 
• (QWHU�WKH�LQFLGHQW�LQWR�DQ�DSSURSULDWH��VHFXUH��FRQƮGHQWLDO�GDWD�FROOHFWLRQ�RU�UHSRUWLQJ�WRRO�DQG�VDIHO\�

store relevant records. 

8.  'HEULHI�DQG�UHưHFW�RQ�OHVVRQV�OHDUQHG�WR�SUHYHQW�VH[XDO�KDUDVVPHQW� 
 in the future 
• Consider whether the complaint points to a broader problem in the workplace. While maintaining 

FRQƮGHQWLDOLW\��FRQVLGHU�ZKDW�ZLGHU�ZRUNSODFH�FKDQJHV�FRXOG�EH�PDGH�DV�D�UHVXOW�RI�WKLV�FRPSODLQW� 
and what further investigation and consultation might be needed to uncover and address what is 
happening in the workplace. This step may be necessary even where the complaint has been found  
to be unsubstantiated. 

• 5HưHFW�RQ�WKH�VWUHQJWKV�DQG�ZHDNQHVVHV�RI�KRZ�WKH�FRPSODLQW�ZDV�KDQGOHG��,I�VDIH�DQG�DSSURSULDWH�� 
this could include seeking feedback from workers who engaged with the process about what they felt 
worked well and what could be improved. 

Responding to reports

When should external processes be used?
Response provided by: Victorian Equal Opportunity and Human Rights Commission. The source document 
Guideline: Preventing and responding to workplace sexual harassment - Complying with the Equal 
Opportunity Act 2010 (refer to page 84) can be found at www.humanrights.vic.gov.au/resources/sexual-
harassment-guideline/.

In some circumstances, handling a sexual harassment complaint internally may be impractical, 
counterproductive or irresponsible. For example, in circumstances where:

• The complainant does not want the matter dealt with internally.

• 7KH�HPSOR\HU�GRHV�QRW�KDYH�WKH�FDSDFLW\�RU�H[SHUWLVH�WR�HƬHFWLYHO\�PDQDJH�WKH�FRPSODLQW�LQWHUQDOO\��

• 7KH�RUJDQLVDWLRQ�LV�WRR�VPDOO�WR�EH�DEOH�WR�PDLQWDLQ�DOO�SDUWLHVo�WUXVW�DQG�FRQƮGHQWLDOLW\�DQG�UHPDLQ�
LPSDUWLDO��WKLV�LQFOXGHV�ZKHUH�WKH�LQYHVWLJDWRU�KDV�D�SHUVRQDO�RU�RWKHU�FRQQHFWLRQ�WR�WKH�SDUWLHV�DQG�
cannot objectively consider the evidence.

• There are multiple allegations or multiple respondents, revealing a complex or systemic issue.

• 7KH�UHVSRQGHQW�LV�WKH�ERVV��&KLHI�([HFXWLYH�2ƱFHU�RU�DQRWKHU�VHQLRU�ƮJXUH��

• There are allegations that the employer has not managed complaints properly in the past, which mean 
the parties and/or broader workforce are unlikely to have trust in the process or outcomes.

• The matter involves criminal behaviour and/or the employer has legal obligations to report it externally. 

External agencies such as the Human Rights Commission or Police (for criminal matters) can receive 
complaints and referrals. Employers may also choose to engage a reputable independent specialist 
investigator to gather evidence objectively before managing a complaint themselves.

Alternatively, where appropriate, employers can seek expert advice to assist them to deal with matters 
themselves. 

Referring a complaint externally does not mean the employer has discharged their positive duty. Employers 
must still carefully consider any further action or risks to address within the workplace more broadly. 
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RESOURCESResponding to historical reports of sexual 
harassment
This resource draws on our experience of responding to historical allegations of sexual harassment for our 
PHPEHUV�DQG�RWKHUV�WR�FRQVLGHU��,W�LV�QRW�LQWHQGHG�WR�DFFRXQW�IRU�HYHU\�VFHQDULR�RU�RƬHU�OHJDO�DGYLFH��ZKLFK�
may be required in some cases.

There may be instances where your organisation needs to respond to historical reports of sexual 
harassment. That is, when allegations of sexual harassment are made or resurface about the past 
behaviour of a current employee and where some time has elapsed since the incident. It may relate  
to their time with a previous employer or be raised by a former employee of your organisation.

How organisations respond, irrespective of the time that has elapsed, is important because it ensures 
FRQVLGHUDWLRQ�LV�JLYHQ�WR�WKH�ULVN�RI�D�KDYLQJ�D�UHSHDW�RƬHQGHU�LQ�D�ZRUNSODFH��UHLQIRUFHV�ZKDW�DQ�
organisation values and prioritises and demonstrates to internal and external stakeholders that sexual 
harassment is treated as a serious workplace issue.

Suggested actions
8QGHUVWDQG�WKH�FLUFXPVWDQFHV�RI�WKH�LVVXH�

• Speak to the person who raised the issue or the person who was the subject of the harassment to 
understand their wishes, noting it may not always be possible to do this.

• Speak with the person who was alleged to have sexually harassed to understand the circumstances 
and their perspective. 

• Contact the former employer to understand the circumstances, whether an investigation was 
conducted and what the outcome of the investigation was.

• Make inquiries about whether other people in your organisation have experienced or observed similar 
behaviour from the person.

5HVSRQG�WR�LQWHUQDO�DQG�H[WHUQDO�VWDNHKROGHU�TXHVWLRQV��

• Respond to any inquiries (for example media) consistent with the Male Champions of Change 
transparency principles outlined in Disrupting the System: Preventing and responding to workplace 
sexual harassment��7KLV�LV�SDUWLFXODUO\�LPSRUWDQW�LQ�FLUFXPVWDQFHV�LQYROYLQJ�KLJK�SURƮOH�HPSOR\HHV�

 Ж &RQƮUP�WKH�IDFW�RI�WKH�DOOHJDWLRQ�V��DQG�WKDW�WKH�RUJDQLVDWLRQ�LV�WDNLQJ�VWHSV�WR�XQGHUVWDQG�WKH�IXOO�
picture.

 Ж Protect the identity of all parties until you have further information and an assessment is made by  
the organisation.

 Ж When your inquires are concluded, be transparent with your stakeholders, as appropriate, about  
the steps you have taken to understand the issue, your assessment and any action your organisation 
has taken.

6XSSRUW�WKH�SHRSOH�LQYROYHG�

• 2ƬHU�VXSSRUW as needed to the person who has been impacted by the allegations.

• If appropriate, reach out to the person who raised this historical issue to refer them to external support 
organisations who may be able to help them with any unresolved concerns.

What should you do if the complainant or harasser leaves the workplace before  
a complaint can be investigated? 

Response provided by: Victorian Equal Opportunity and Human Rights Commission. The source 
document Guideline: Preventing and responding to workplace sexual harassment - Complying with the 
Equal Opportunity Act 2010 (refer to page 84) can be found at www.humanrights.vic.gov.au/resources/
sexual-harassment-guideline/.

Employers’ legal obligations do not end just because a person leaves the workplace. While employers 
may no longer be able to formally investigate the matter, employers can – and must – still take action to 
address any residual risk and impacts being felt within the workplace. For example, employers should:

• Continue to provide support to the complainant (if still employed), along with any bystanders or other 
ZRUNHUV�ZKR�PD\�EH�DƬHFWHG�

• Closely monitor the respondent (if still employed) – this could involve issuing formal warnings or 
initiating formal performance management processes as appropriate. 

• Provide clear messaging to the workforce that sexual harassment is against the law and will not be 
tolerated.

• 8VH�WKH�RSSRUWXQLW\�WR�UHưHFW��OHDUQ�DQG�LPSURYH��

• Record the allegation and ensure systems are in place to alert appropriate personnel of the record  
if the respondent seeks re-employment with the organisation in the future (if appropriate, considering 
any privacy obligations that apply).

To generate learnings and improvements as a result of the complaint employers could:

• Invite the complainant to provide feedback on the complaints process and their experience in an exit 
interview.

• Formally evaluate what is and isn’t working in their approach to sexual harassment. 

• Review and update any sexual harassment policies, procedures and action plans in light of the 
complaint and broader issues it raised. 

• Seek independent advice on their compliance with the positive duty.

• ,PSOHPHQW�DQ�DQRQ\PRXV�VWDƬ�VXUYH\�WR�EHWWHU�XQGHUVWDQG�WKH�LVVXHV�LQ�WKH�ZRUNSODFH��

Responding to reports

 PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE  I  113 PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE  I  113112  I  PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE112  I  PREVENTING AND RESPONDING TO SEXUAL HARASSMENT IN THE WORKPLACE

http://www.humanrights.vic.gov.au/resources/sexual-harassment-guideline/
http://www.humanrights.vic.gov.au/resources/sexual-harassment-guideline/


RESOURCES  Elevate the prevention of sexual harassment and early intervention  
as a leadership priority 

  Actions for leaders

 9 Develop and publicise a gender equality strategy and action plan and strive for gender balance in  
the workforce.

 9 Set expectations and support leaders to address gender inequality, gender-based discrimination, 
everyday sexism, sexual harassment and violence against women.

 9 Understand how sexual harassment manifests in your own organisation and industry, the risks and 
impacts (Refer to Resources, pages 101-103).

 9 Role model standards of behaviour, addressing disrespectful and/or unlawful behaviour in the moment 
and empowering others to do so (Refer to Resources, pages 76 –77).

 9 Clearly articulate that eradicating sexual harassment is a leadership priority (Refer to Resources,  
page 72).

 9 Ensure all employees – especially those with a high status – know your stance that sexual harassment, 
everyday sexism and unacceptable behaviour will not be tolerated in any circumstance. 

 9 Share leadership stories DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV�WR�VXSSRUW�LQGLYLGXDO�DQG�RUJDQLVDWLRQDO�
learning and behaviour change.

 9 Require oversight of incidents and regular reporting (Refer to Resources, page 98).

  Fundamentals for organisations

 9 Develop and share�D�UREXVW�DQG�HƬHFWLYH�VWDQGDORQH�VH[XDO�KDUDVVPHQW�SROLF\�WKDW�UHVSRQGV� 
to current issues and expectations of all employees or relaunch one with a strengthened commitment 
(Refer to Resources, page 84).

 9 Develop and communicate a clear position on personal relationships at work (Refer to Resources,  
page 96).

 9 Reference sexual harassment and its consequences explicitly in employment contracts, codes of 
conduct and/or performance management frameworks. Make clear to all, and in particular senior men, 
and with contractors, consultants and sub-contractors, that unlawful and inappropriate behaviour will 
have real consequences.

 9 Explicitly state expectations of behaviour in contractor, subcontractor and consulting agreements.

 9 Measure and monitor information and data that provides insight into culture, as well as reports of  
sexual harassment, the number and characteristics of formal allegations of sexual harassment, and  
also informal reports that are managed within teams.

 9 Report sexual harassment cases regularly and transparently to senior leaders, board and external 
stakeholders (Refer to Resources, page 98).

 9 Incorporate�UHSRUWLQJ�RQ�WKHVH�LVVXHV��DQG�WKH�ƮQDQFLDO�LPSDFW�RI�VHWWOHPHQWV��DV�SDUW�RI�RXU�DQQXDO�
reports (Refer to Resources, page 100).

Practical actions summary

01
2UJDQLVDWLRQV�DUH�OLNHO\�WR�GLVFRYHU�RQH�RI�WKUHH�RXWFRPHV�

• The issue was unresolved, for example an investigation was not conducted, the investigation was 
QHYHU�FRPSOHWHG�EHFDXVH�RI�SRRU�SURFHVV�RU�EHFDXVH�WKH�DOOHJHG�RƬHQGHU�UHVLJQHG�EHIRUH�WKH�
investigation was complete:

 Ж You may need to initiate your own inquiries to understand the circumstances, if appropriate.
 Ж You may then need to make an assessment of what most likely happened, based on the information 

you have available.

• An investigation was conducted by the former employer and the former employer advises the 
allegations were unsubstantiated:

 Ж Your organisation does not need to make any further inquiries into the matter, other than to 
understand the circumstances so you can respond appropriately.

• An investigation was conducted by a former employer and the allegations were substantiated:

 Ж Your organisation should endeavour to understand the seriousness of the issue, time passed, context 
of the matter and action taken by the former employer and employee (for example, restorative 
actions, further education).

,Q�GHFLGLQJ�ZKDW�DFWLRQ�WR�WDNH�QH[W��WKHUH�DUH�VRPH�LPSRUWDQW�FRQVLGHUDWLRQV�IRU�RUJDQLVDWLRQV�

• Whether the person who was accused of sexual harassment had failed to disclose details of this issue  
or provided false information when asked at the time they joined your organisation.

• Whether the person who sexually harassed has insight into the impact of their behaviour or is 
SRWHQWLDOO\�DW�ULVN�RI�UHRƬHQGLQJ��

• Whether in today’s context, recent, substantiated sexual harassment by a senior leader responsible 
for employee engagement and organisational culture impacts their ability and credibility to hold a 
leadership position now or in the future.

Responding to historical reports of sexual 
harassment
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RESOURCES   Address sexual harassment as a workplace health and safety issue

  Actions for leaders

 9 Clearly articulate that the prevention of sexual harassment is a leadership and workplace health and 
safety issue to ensure the physical and psychological well-being of all employees (Refer to Resources, 
page 72).

 9 Ensure a risk assessment has been undertaken in your organisation (Refer to Resources, page 74).

 9 Be clear�DERXW�FRQVHTXHQFHV�DQG�GLVFLSOLQDU\�DFWLRQ�IRU�GLƬHUHQW�W\SHV�RI�EHKDYLRXU�DQG�IROORZ�WKURXJK�
where necessary.

 9 Make the consequences visible for those who have breached sexual harassment policy, by sharing 
DJJUHJDWHG�DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV��

  Fundamentals for organisations

 9 Ensure alignment and collaboration between leaders and the core functions responsible for preventing 
and responding to sexual harassment – workplace health and safety, human resources, legal and 
communications.

 9 Adapt workplace health and safety strategies to address sexual harassment in all its forms.

 9 Include questions about sexual harassment in employee engagement surveys or conduct standalone 
surveys to create a more robust and reliable measure of prevalence and high-risk work groups beyond 
actual complaints made (Refer to Resources, page 101).

 9 Include sexual harassment on risk registers to be managed in the same manner as other workplace 
safety risks.

 9 Develop Standard Operating Procedures for ‘critical incidents’ of sexual harassment. 

 Introduce new principles on FRQƮGHQWLDOLW\�DQG�WUDQVSDUHQF\  
IRU�KLJK�SURƮOH�VH[XDO�KDUDVVPHQW�FDVHV 

  Actions for leaders

 9 Develop and endorse�QHZ�SULQFLSOHV�DURXQG�WUDQVSDUHQF\�DQG�FRQƮGHQWLDOLW\�DV�SDUW�RI�RXU�SURFHVVHV�
covering communication with parties involved, the media and the organisation. 

 9 Change standard approaches to non-disclosure agreements to avoid silencing complainants and allow 
some transparency and disclosure to employees, stakeholders and the community. 

 9 Communicate WKH�JXLGHOLQHV�ZLGHO\�VR�WKDW�RXU�SRVLWLRQ�LV�FOHDU��VXSSRUWV�SUHYHQWLRQ�HƬRUWV�DQG�DFWV� 
DV�D�GHWHUUHQW�WR�RƬHQGHUV�

 9 Share internal updates on sexual harassment with the organisation. 

  Fundamentals for organisations

 9 Work with key internal teams and relevant suppliers covering HR, Legal, Compliance and Corporate 
$ƬDLUV�WR�LQWURGXFH�DQG�DSSO\�WKH�SULQFLSOHV��/HDG�D�FKDQJH�LQ�DSSURDFK�DQG�FRPPXQLFDWH�LW�ZLGHO\�

 9 Build LQWHUQDO�XSGDWHV�RQ�HƬRUWV�WR�DGGUHVV�VH[XDO�KDUDVVPHQW�LQWR�WKH�VFKHGXOH�RI�VWDƬ�
communications.

02  Inform, empower and expect everyone to speak up and take action 
on sexual harassment in the workplace 

  Actions for leaders

 9 Establish a common framework and language for identifying, raising and responding to sexual harassment  
in all its forms.

 9 Build into leadership communication, policy and practice that speaking up and taking action against sexual 
harassment in the workplace is an expectation on all employees, and in many circumstances a workplace 
health and safety obligation.

 9 Create a workplace environment that is safe for people to speak up.

  Fundamentals for organisations

 9 Build capability of internal teams to respond appropriately to sexual harassment.

 9 Ensure that systems, processes and communication treats sexual harassment as a type of workplace harm.

 9 Help employees to understand the range of behaviours that constitute sexual harassment and the range 
RI�UHVSRQVHV�IRU�SHRSOH�LPSDFWHG��REVHUYHUV��RƬHQGHUV�DQG�RUJDQLVDWLRQV���5HIHU�WR�5HVRXUFHV��SDJH������

 9 Provide employees with tools and language to help them safely raise concerns about inappropriate 
behaviour in the moment and/or support those that may be impacted.

 Listen to, respect, empower and support people impacted

  Actions for leaders

 9 Establish person-centred, safe and supportive reporting, investigation processes and responses.

 9 Build capability of internal teams to respond appropriately to people impacted by sexual harassment.

 9 Develop and implement new standards for the use of non-disclosure agreements.

  Fundamentals for organisations

 9 Provide PXOWLSOH��FRQƮGHQWLDO�DYHQXHV�IRU�DGYLFH�DQG�FRPSODLQWV��5HIHU�WR�5HVRXUFHV��SDJHV�����s�����

 9 Have skilled advisory teams in place to respond to issues when they arise.

 9 Provide the person impacted with the opportunity to guide the course of action taken, respecting  
their wishes for informal or formal action, where possible.

 9 Appoint peers or external experts to support all parties to a complaint (Refer to Resources, pages 118 –119).

 9 If appropriate to investigate, complete the investigation of matters in a timely, compassionate and fair 
PDQQHU�ZLWK�FRPPXQLFDWLRQ�RI�RXWFRPHV�DQG�GH�LGHQWLƮHG�FDVH�VWXGLHV�VKDUHG�ZLWK�VWDƬ��5HIHU�WR�
Resources, pages 108 –115).

 9 Ensure WKHUH�LV�VZLIW��SURSRUWLRQDWH�DQG�DSSURSULDWH�RXWFRPHV�IRU�RƬHQGHUV�

04

05

03
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Referrals to external organisations
This is a list of organisations that can help individuals seek advice and support about matters related  
WR�VH[XDO�KDUDVVPHQW��0DQ\�RƬHU�ZRUNSODFHV�VXSSRUW�DQG�HGXFDWLRQ�VHUYLFHV��

Federal

Australian Human Rights 
Commission

www.humanrights.gov.au
,QIR�/LQH��1300 656 419 (local call)  TTY: 1800 620 241 (toll free) 
Fax: (02) 9284 9611  Online: complaintsinfo@humanrights.gov.au

Community Legal Centres 
Australia

ZZZ�QDFOF�RUJ�DX�GLUHFWRU\
Phone: (02) 9264 9595

New South Wales

NSW Anti-Discrimination 
Board

KWWSV���ZZZ�DQWLGLVFULPLQDWLRQ�MXVWLFH�QVZ�JRY�DX�3DJHV�DGE�B
FRQWDFWXV�DGE�BFRQWDFWXV�DVS[
Phone:�����{�����������Free call: ����{�������
Email:{adbcontact@justice.nsw.gov.au

Legal Aid NSW KWWSV���ZZZ�OHJDODLG�QVZ�JRY�DX 
/HJDO�+HOSOLQH��1 300 888 529

Victoria

Victorian Equal Opportunity 
and Human Rights 
Commission

KWWSV���ZZZ�KXPDQULJKWV�YLF�JRY�DX�IRU�LQGLYLGXDOV�VH[XDO�
KDUUDVVPHQW�
Phone: 1300 292 153  Email: enquiries@veohrc.vic.gov.au

Victoria Legal Aid KWWSV���ZZZ�OHJDODLG�YLF�JRY�DX
Phone:{������������
Online chat: https://www.legalaid.vic.gov.au/get-legal-services-and-
advice/free-legal-advice/get-help-online-with-legal-help-chat

Queensland

QLD Human Rights 
Commission

KWWSV���ZZZ�TKUF�TOG�JRY�DX�\RXU�ULJKWV�VH[XDO�KDUDVVPHQW
Phone: 1300 130 670, TTY: 1300 130 680   
Email:  info@qhrc.qld.gov.au

Western Australia

WA Equal Opportunity 
Commission

www.eoc.wa.gov.au
Phone: ��������������{��Email: eoc@eoc.wa.gov.au

South Australia

SA Equal Opportunity 
Commission

KWWSV���HRF�VD�JRY�DX
Phone: (08) 8207 1977 or 1800 188 163  Email: EOC@sa.gov.au
If you are deaf, hard of hearing and/or have a speech impairment, 
contact us via:
TTY:{E\�SKRQLQJ���������WKHQ�DVNLQJ�IRU�$*'�RQ�������������
6SHDN�DQG�/LVWHQ�E\�SKRQLQJ�{�������������DQG�DVN�IRU�$*'�RQ� 
1800 177 076
Internet Relay:{E\�FRQQHFWLQJ�WR�WKH�1DWLRQDO�5HOD\�6HUYLFH� 
and asking for AGD on 1800 177 076

Working Women’s Centre SA KWWSV���ZZFVD�RUJ�DX
Phone: (08) 8410 6499 or 1800 652 697

Northern Territory

NT Anti-Discrimination 
Commission 

KWWSV���DGF�QW�JRY�DX
Phone: ��������������{�RU��������������� 
Email: antidiscrimination@nt.gov.au

NT Working Women’s Centre KWWSV���ZZZ�QWZZF�FRP�DX
Phone:{���������������RU�������������{�� 
Email: admin@ntwwc.com.au

ACT

ACT Human Rights 
Commission

KWWSV���KUF�DFW�JRY�DX�GLVFULPLQDWLRQ�VH[XDO�KDUDVVPHQW�
Phone:{����������������TTY:{����������������FAX:{��������������
Email:{human.rights@act.gov.au
9LFWLPV�6XSSRUW�$&7�{1800 822 272 (free call)

Tasmania

Equal Opportunity Tasmania KWWSV���HTXDORSSRUWXQLW\�WDV�JRY�DX
Phone: (03) 6165 7515 or 1300 305 062
Email: RƱFH#HTXDORSSRUWXQLW\�WDV�JRY�DX

Specialist services

Disability discrimination ,I�\RX�DUH�'HDI��KDYH�D�KHDULQJ�RU�VSHHFK�LPSDLUPHQW��\RX�FDQ�XVH 
WKH{National Relay Service to access any of the services listed. 
)RU�RWKHU�VHUYLFHV�IRU�SHRSOH�ZLWK�D�GLVDELOLW\��FRQWDFW{AccessHub

People With Disability Australia
KWWSV���SZG�RUJ�DX�JHW�KHOS�GLVFULPLQDWLRQ�
For advocacy support, please call us on 1800 843 929 (toll free) or 
Email:{LQIR#ZD\ƮQGHUKXE�FRP�DX.

Australia Centre for Disability Law (NSW)
Voice:{�������������{ 
(9:30am to 12:30pm, Monday, Wednesday and Thursday)
National Relay Service:{,I�\RX�DUH�GHDI��RU�KDYH�D�KHDULQJ�RU� 
speech impairment, you can contact us through the 
1DWLRQDO�5HOD\�6HUYLFH{�156��{� 
$VN�IRU{$XVWUDOLDQ�&HQWUH�IRU�'LVDELOLW\�/DZ�RQ{1800 800 708.
Email:{adviceline@disabilitylaw.org.au{RU{info@disabilitylaw.org.au{ 
(for non-legal advice)
KWWSV���GLVDELOLW\ODZ�RUJ�DX
'LVDELOLW\�'LVFULPLQDWLRQ�/HJDO�6HUYLFH��9LFWRULD� 
Phone: (03) 9654 8644  Email:{info@ddls.org.au 
www.ddls.org.au

Aboriginal and Torres Strait 
Islander Legal Services

National Aboriginal and Torres Strait Islander Legal Services
Phone: (03) 9418 5928
KWWS���ZZZ�QDWVLOV�RUJ�DX�0HPEHUV3DUWQHUV�DVS[{ 
(Access State and Territory based services)

Migrant legal service 0LJUDQW�(PSOR\PHQW�/HJDO�6HUYLFH{�16:�
Phone:���������������{
KWWSV���PHOV�RUJ�DX�FRQWDFW�

/*%74�OHJDO�VHUYLFHV{ Inner City Legal Centre (NSW)  {KWWSV���ZZZ�LFOF�RUJ�DX�

LGBTIQ Legal Service (VIC)   KWWSV���OJEWLTOHJDO�RUJ�DX

LGBT legal service (QLD)   KWWSV���OJEWLOHJDOVHUYLFH�RUJ�DX
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The work of Male Champions of Change is continuously 
informed and inspired by feedback and ideas from our 
employees, partners, peers, stakeholders and expert 
advisors. Their input is invaluable in shaping our priorities 
and the action we take.

We know that experiences of sexual harassment are 
SDUWLFXODUO\�GLƱFXOW�WR�VKDUH��:H�DUH�VR�LQGHEWHG�WR�WKH�
50,000+ people from across our MCC coalition who 
contributed to cultural reviews, industry-wide surveys  
and insight reports so that we may listen and learn.

We thank Kate Jenkins, Sex Discrimination Commissioner 
and her team for the National Inquiry into Sexual 
Harassment in Australian Workplaces.  We appreciate  
Ms Jenkins’ leadership on this issue and acknowledge  
all those who shared their experiences to inform the Inquiry 
and the recommendations.
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About Male Champions of Change 

Male Champions of Change is a coalition of  
CEOs, secretaries of government departments,  
non-executive directors and community leaders. 
Male Champions of Change believe gender  
equality is a major business, economic, societal  
and human rights issue. Established in 2010,  
by Elizabeth Broderick AO, our mission is to step 
up beside women to help achieve gender equality  
DQG�D�VLJQLƮFDQW�DQG�VXVWDLQDEOH�LQFUHDVH�LQ�WKH�
representation of women in leadership. 
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