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1.Introduction

1.1 Purpose

The purpose of this Anti Bullying & Anti Harassment Policy is to ensure that ESA remains a safe,
respectful, and inclusive workplace for all employees and volunteers. This policy aims to prevent any
form of bullying or harassment in the workplace, but in the event that it does happen, to deal with
any incidents appropriately and sensitively.

1.2 Scope and Governance

This policy applies to all employees of ESA, including permanent, fixed-term, temporary, and casual
staff, and volunteers and external stakeholders. The scope of this policy includes a spectrum of
behaviours deemed unacceptable at ESA, including bullying, harassment, victimisation, sexual
harassment, microaggressions, mobbing, and other inappropriate behaviours that undermine
psychological safety and well-being.

1.3 Policy and Legislative References

1.3.1 Legislative Requirements:

Fair Work Act 2009

Age Discrimination Act 2004

Disability Discrimination Act 1992

Racial Discrimination Act 1975

Sex discrimination Act 1984

Australian Human Rights Commission Act 1986
Occupational Health and Safety Act 2004 (OHS Act)
Equal Opportunity for Women in the Workplace Act 1999
Equal Opportunity Act 2010 (Vic)

1.3.2 Related ESA Policies:

e Code of Conduct
e Grievance Policy (in progress)
e Disciplinary Policy (not yet in place)

1.4 Definitions

Definition

Bullying Repeated, unreasonable behaviour directed towards an employee,
volunteer or group of employees or volunteers that creates a risk to health
and psychological safety.
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Harassment Harassment includes conduct that is unwelcome and based on race, sex,
age, disability, or other attribute where a reasonable person would
consider that conduct offensive, humiliating, or intimidating.

Victimisation Unfavourable treatment of someone who has made or is involved in a
grievance or investigation regarding bullying or harassment.

Sexual Any unwelcome sexual advance, request for sexual favours, or other

Harassment unwelcome conduct of a sexual nature that makes a person feel offended,
humiliated, or intimidated.

Sexism / Any unwelcome conduct of a seriously demeaning nature by reason of the

Harassment_(on
the grounds of
sex)

person's sex in circumstances in which a reasonable person would
anticipate that the person harassed would be offended, humiliated or
intimidated

Mobbing Bullying behaviour carried out by a group, rather than an individual, aimed
at a single target.

Psychological Refers to the creation and upkeep of an environment where individuals feel

Safety secure in expressing their thoughts, emotions, and identities without fear
of judgment, discrimination, reprimand or psychological harm. This also
includes the right to seek support from ESA where their psychological
safety has been compromised.

2.Principles

2.1 Guiding Principles

2.1.1 Fairness and Impartiality:

ESA will handle all reported and actual instances in a fair, transparent, and impartial manner.

2.1.2 Support and Protection:

ESA will provide appropriate support to all parties involved, including access to our EAP, ensuring
there is no retaliation in relation to grievances or complaints.

2.1.3 Psychological Safety:

ESA will promote a work environment that supports and prioritises the mental well-being of all

employees.

2.1.4 Prevention and Education:

ESA will implement preventive measures and provide training and education to all employees about
their rights and responsibilities concerning bullying, harassment, and psychological safety.

3. Policy Commitments

3.1.1

This policy aims to address bullying and harassment, while clearly distinguishing these from

legitimate work expectations. Legitimate work expectations include reasonable actions by managers
to direct and evaluate an employees' work performance. Such actions may include setting
performance goals, providing feedback and managing underperformance and misconduct in
accordance with ESA’s Policies.

3.1.2

ESA is committed to creating and maintaining a safe work environment. We aim to create a

culture that firstly prevents and where this is not possible, resolves bullying and harassment by

ensuring that we:
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Establish clear and open channels of communication for employees and volunteers to report
concerns or incidents of bullying and harassment without fear of reprisal.

Hold to our values of Connection, Authenticity, Humility and Faith as we work together and build a
culture which is safe and where people are respected and valued.

Commit to team building with regular times of meeting and praying together. This fosters a
collaborative and supportive work environment, where bullying and harassment is not tolerated

If a staff member or volunteer does experience bullying or harassment they will be offered support,
resources and access to ESA’s EAP.

Provide training sessions for all employees, board members and volunteers on recognising,
preventing, and addressing bullying and harassment at work and in our activities.

3.1.3 Bullying and harassment complaints will be managed in accordance with ESA’s Grievance
and Complaints policies, however, to ensure that an appropriate and sensitive response to incidents
of bullying and harassment is applied ESA will also ensure that we:

Implement and make known our confidential reporting mechanisms for employees and volunteers to
report incidents of bullying and harassment.

Provide multiple avenues for reporting, including through a designated officer
Conduct investigations with an emphasis on psychological safety.

Report matters to external authorities where required by state or federal laws.

3.1.4 ESA will routinely assess, review and implement workplace laws addressing bullying and
harassment. The primary laws and frameworks relevant to workplace bullying and harassment
including the Fair Work Act 2009, Model WHS Laws, Sex Discrimination Act 1984, Racial
Discrimination Act 1975, and Disability Discrimination Act 1992.

4. Roles and Responsibilities

Roles ‘ Responsibilities

Board of Approving the Anti-Bullying & Anti-Harassment Policy.
Directors

CEO Implementing the Anti-Bullying & Anti-Harassment Policy across the
organisation, monitoring the effectiveness of the policy, and ensuring
compliance with relevant legislation.

Designated | Receiving complaints and disseminating to the relevant person(s). The
Officer designated officer for this policy is the CEO where the complaint is against
anyone else, or the chair of the board if the complaint is against the CEO.

Staff/ Addressing and managing grievances promptly, ensuring all actions are in

Pastoral line with the Anti-Bullying & Anti-Harassment Policy and related policies.

Workers They must also support employees and volunteers through the grievance
process.

Employees | Raising grievances promptly and through the appropriate channels,
and participating in the grievance process in good faith. Following the principles

Volunteers | outlined in this policy.

5. Policy Distribution

5.1 The Anti Bullying and Anti-Harassment Policy will be communicated to all employees. All
questions or concerns related to bullying and harassment should be sent to the designated officer.
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6. Review

6.1 This policy will be reviewed and approved by the Board at least every three years to ensure it
is working in practice and updated as required.

7. Authorisation /) ‘véﬂ

Signature of Board Chair ( I
Date of approval by the Board of ESA Country
5/11/2025
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