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1 Introduction 

1.1 Purpose 

Geoscience Australia (the organisation) is committed to providing a workplace environment that upholds the 

Australian Public Service (APS) Values, Employment Principles and Code of Conduct (the Code) and where 

sexual harassment and sexism are not tolerated.  

The organisation’s workers have shared obligations for creating a respectful, courteous and harmonious 

workplace and must treat everyone with respect and courtesy.  

These procedures define how the Sexual Harassment and Sexism Policy will be implemented in practice. 

1.2 Scope 

These procedures apply to all workers and the organisation’s workplaces, including any location that workers 

may be considered to be carrying out duties in the course of their employment. Equally, it applies when 

engaging with other workers, clients or members of the public encountered in the course of duties.  

The organisation has an obligation to take reasonable and proportionate measures to eliminate sexual 

harassment and sexism in the workplace. The effect of sexual harassment or sexism on those people 

involved can range from annoyance to deep distress and can lead to an intimidating, hostile and offensive 

work environment. This can contribute to reduced quality of work, low productivity and morale, distraction 

from work, absenteeism, poor health and high staff turnover.  

It is not the intention of this procedure to interfere in personal lives and relationships between consenting 

workers, which is not a form of sexual harassment or sexism in the workplace.  

https://www.apsc.gov.au/working-aps/integrity/aps-values/aps-values-employment-principles-and-code-conduct
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2 Procedures 

Aim:  To ensure Geoscience Australia provides a safe working environment by actively addressing sexual 

harassment and sexism in the workplace. 

Policy: 

Geoscience Australia will create a safe working environment that is free from sexual 

harassment and sexism, and where all workers are treated with dignity, courtesy and respect. 

Geoscience Australia will provide an effective procedure for dealing with complaints about 

sexual harassment and sexism. The procedure will be based on the principles of procedural 

fairness. 

2.1 What is sexual harassment? 

 Sexual harassment in the workplace is any form of sexually related behaviour that is unwelcome and 

which offends, humiliates, or intimidates another person.  

 Whether the behaviour is unwelcome is a subjective test and looks at how the conduct in question 

was perceived and experienced by the recipient of the behaviour, rather than the intention behind it. 

 Whether the behaviour was offensive, humiliating or intimidating is an objective test and looks at 

whether a reasonable person would have anticipated that the behaviour in question would have this 

effect. The Sex Discrimination Act 1984 defines the nature and circumstances in which sexual 

harassment is unlawful and prohibited in all work-related activity.  

 Sexual harassment is prohibited in the workplace and includes all work-related activities such as 

training courses, conferences, field trips and other work-related travel, work functions and work-

related social events.  

 Sexual harassment in the workplace can take various forms and may involve: 

 uninvited touching  

 uninvited kisses or embraces  

 sexually suggestive jokes or comments  

 making promises or threats in return for sexual favours  

 displays of sexually graphic material including posters, computer screensavers, pinups, cartoons, 
graffiti or messages left on notice boards, desks or common areas 

 repeated social invitations after prior refusal  

 exposing genitals or sexual gestures  
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 insults, taunts, teasing or name-calling of a sexual nature  

 staring or leering at a person or at parts of their body  

 unwelcome physical contact such as massaging a person without invitation, deliberately brushing 
up against them or forcing a person to perform sexual acts  

 touching or fiddling with a person’s clothing including lifting up skirts or shirts, flicking bra straps, 
or putting hands in a person’s pocket  

 requests for sex  

 sexually explicit conversation  

 persistent questions or insinuations about a person’s private life  

 offensive phone calls or letters  

 stalking  

 offensive e-mail, instant or text messages 

2.2 What is not sexual harassment? 

 Sexual harassment is not sexual interaction, flirtation, attraction or friendship if they are welcome, 

wanted, mutual and consensual. 

 Interactions between workers such as banter, jokes, being mutually attracted to another person or 

asking a person you like out on a date, does not immediately constitute sexual harassment on the 

condition that the behaviour is invited, reciprocal, consensual and appropriate, in line with our 

Respect and Courtesy Guidelines. 

2.3 What is sexism? 

 Sexism can take many forms, such as: 

 devaluing views or voices  

 gender-based role stereotyping 

 a pre-occupation with physical appearance or unsolicited comments on someone’s physical 
appearance 

 sexist jokes or offensive comments  

 negative attitudes towards balancing career and caring responsibilities.  

 Sexism can be against the law when it is expressed as discrimination against a person on the basis 

of gender identity, intersex status, sexual orientation, marital or relationship status, family 

responsibilities, pregnancy or potential pregnancy or breastfeeding. 

 Sex discrimination is when someone is treated less favourably, or not given the same opportunities, 

as a person of a different sex because of their sex. 

https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EYlwJ4F80MROq7ZQ4E-mNJMB7xUTRjkDX-SU_ukD-qWS8Q?e=AIREae
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2.4 Increasing awareness about sexual harassment and sexism 

 The organisation is committed to raising worker awareness of sexual harassment and sexism and 

ways to address it, and continues to: 

 identify workplace health and safety as a people management priority 

 require high standards of workplace behaviour 

 require workers to complete mandatory training on sexual harassment and sexism 

 encourage managers to discuss sexual harassment, sexism and the organisation’s stance at 
team meetings 

 encourage workers to report all incidents of sexual harassment and sexism  

 require workers (at all levels) to take action to address instances of sexual harassment and 
sexism 

 outline employee responsibilities in their performance development plan (PDP), to assist in 
creating awareness, accountability and reducing sexual harassment and sexism in our 
workplace. 

2.5 What to do if you are experiencing sexual harassment or sexism 

 If you experience sexual harassment or sexism, the organisation encourages you to take action 

appropriate to the circumstances. This may include: 

 telling the person the behaviour is inappropriate and asking them to stop 

 removing yourself from the situation or asking the person to leave 

 disconnecting or ending the conversation with the person if the harassment occurs on the phone 

or online.  

 alerting your manager or a trusted co-worker immediately if the behaviour involves violence, 

such as sexual assault  

 seeking support from a trusted colleague, a manager, a Harassment and Diversity Contact 

Officer (HDCO), the Employee Assistance Program (EAP) provider, and/or personal contacts 

such as family members or friends 

 reporting your experience  

 keeping a record of the incident, when and where, who was involved and any other relevant 

information.  

2.6 Bystander intervention  

 Bystanders who witness or are aware of sexual harassment or sexism, play an important role in 

preventing and addressing incidents of sexual harassment and sexism in the workplace.  

 When safe to do so, bystanders that are aware of sexual harassment or sexism should: 
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 informally address the behaviour 

 provide support to the worker who is being subjected to sexual harassment or sexism 

 informally report the behaviour  

 seek advice from a manager, HDCO or Human Resources 

 formally report the behaviour. 

2.7 Reporting behaviour which could be sexual harassment or sexism 

 All workers have a responsibility to report behaviour which could be sexual harassment or sexism. 

 A worker who has experienced or witnessed a sexual harassment or sexism incident has the option 

to report the matter either informally, formally or through external mechanisms.  

 Early reporting provides the organisation with the opportunity to review the details, determine the 

appropriate course of action consistent with policy and arrange support for all parties involved. 

 All reports of sexual harassment or sexism will be taken seriously, and appropriate action will be 

taken to address the matter and to prevent further incidents.  

 In accordance with the Code of Conduct Procedure, complainants and participants in the complaint 

process are protected from victimisation or retaliation from other workers for lodging a complaint. 

 Deidentified reporting is provided to the Executive Board on sexual harassment and sexism incidents 

to monitor the safety and culture of our workplace.   

2.7.1 Informal reporting and advice 

 If you feel you have experienced or witnessed sexual harassment or sexism behaviour, you should 

report it through one or more of the following channels: 

 Sexual harassment and sexism hotline. This service provides workers with psychological 

support and an avenue for anonymous reporting. Data is provided to the organisation 

quarterly on sexual harassment sexism reports received. The hotline can be contacted on 

1800 526 431. 

 Harassment Diversity Contact Officers (HDCOs). HDCOs are trained to provide support to 

workers for any events related to harassment and behaviours inconsistent with fostering a 

diverse and inclusive culture. HDCOs report contact they receive to Human Resources 

through the WHS Incident Reporting Tool. Reports will remain anonymous, unless the 

reporter provides the HDCO permission for their details to be disclosed.  

 Human Resources. Human Resources provide advice on addressing the behaviour, options 

to report the behaviour and support to workers to protect their health and wellbeing. 

 A manager.   

 Managers may take a variety of actions. These could range from a single discussion with one or 

more of the parties involved, to formally reporting a complaint.  

 A manager must raise the matter as a formal complaint with Human Resources if a worker reports 

an incident that meets the following criteria: 

https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EcctBNoCp1JKmM-Qsm4aDJcBB6qjZ0oCGEW8SWDiLnrBtQ?e=QKBDao
https://intranet.ga.gov.au/hr/wellbeing/important-contacts/diversity-contact-officers
mailto:hr@ga.gov.au
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 is serious or has the potential to be a serious matter 

 is affecting the worker’s health and/or wellbeing for example, making them feel distressed 

 is affecting the worker’s ability to attend work 

 is affecting the worker’s performance or participation 

 is affecting other workers. 

The definition of a serious incident or matter is defined in section three of this procedure.  

2.7.2 Formal complaint 

  A worker may choose to formally report the behaviour in writing to Human Resources via the HR 

Support mailbox or through the WHS Incident Reporting Tool. Human Resources will assess the 

report and determine the appropriate action based on the circumstances, relevant policies and 

procedures.  

If the worker is an employee, this may include: 

 referring the matter to the work area for local management action, if this has not already 

occurred 

 conducting a preliminary investigation 

 making a referral for a formal Code of Conduct investigation 

 reporting the complaint to a relevant authority, such as the police.  

If the worker is not an employee the complaint will be reported to the relevant contract manager, 

organisation or service provider. Human Resources will provide support and ensure EAP services 

are made available to all parties involved. 

 If a manager is formalising a complaint, Human Resources is notified through the HR Support 

mailbox and the complaint will be recorded by Human Resources in the WHS Incident Reporting 

Tool on behalf of the worker or reporting officer.  

 Formal complaints raised with Human Resources should include as much information as possible, 

including the names of all parties and the nature of their involvement. These reports can be made 

verbally in the first instance to Human Resources; however, a written complaint should be made in 

writing and emailed without delay. A formal complaint of sexual harassment or sexism will be 

managed in accordance with the Code of Conduct Procedures. 

2.7.3 External mechanisms 

 Workers are encouraged to raise matters through internal channels in the first instance before 

making a complaint or application to an external authority.  

 Workers may choose to take a complaint of sexual harassment or sexism to the following 

organisations: 

 Australian Human Rights Commission  

Phone: 1300 656 419 or website: https://humanrights.gov.au/  

 Fair Work Commission 

mailto:HRSupport@ga.gov.au
mailto:HRSupport@ga.gov.au
https://geoscienceaus.appiancloud.com/suite/sites/whs-incident
mailto:HRSupport@ga.gov.au
https://geoscienceaus.appiancloud.com/suite/sites/whs-incident
https://geoscienceaus.appiancloud.com/suite/sites/whs-incident
https://geoscienceau.sharepoint.com/sites/Intranetfiles/Shared%20Documents/Forms/AllItems.aspx?id=%2Fsites%2FIntranetfiles%2FShared%20Documents%2FHR%2FCode%20of%20Conduct%20Procedure%20%281%29%2EPDF&parent=%2Fsites%2FIntranetfiles%2FShared%20Documents%2FHR&p=true&originalPath=aHR0cHM6Ly9nZW9zY2llbmNlYXUuc2hhcmVwb2ludC5jb20vOmI6L3MvSW50cmFuZXRmaWxlcy9FY2N0Qk5vQ3AxSkttTS1Rc200YURKY0JCNnFqWjBvQ0dFVzhTV0RpTG5yQnRRP3J0aW1lPWlHNVlTODd6MkVn
https://humanrights.gov.au/
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Phone: 1300 018 228 or website: https://www.fwc.gov.au/  

 Australian Federal Police 

Phone your local police station or website: https://www.afp.gov.au  

2.8 Criminal behaviour 

 Some types of sexual harassment may also constitute offences under criminal law. These include 

incidents involving: 

 indecent exposure 

 sexual assault 

 stalking 

 obscene communications (for example, telephone calls, instant or text messages, emails, and 

letters). 

 If a worker suspects that a work-related incident may have potentially constituted a criminal offence, 

the worker should immediately contact Human Resources who will provide the individual with 

support, assistance and advice. This includes information and advice about reporting the matter to 

police. 

2.9 Information or claims without substance 

 All reported instances of sexual harassment and or sexism will be treated seriously. Human 

Resources will conduct an investigation and it is expected that information provided throughout this 

process, from all parties, is honest and accurate. 

 Workers found to have knowingly provided false information, or knowingly made allegations of 

sexual harassment or sexism without any substantive merit, may be subject to separate disciplinary 

action in accordance with the Code of Conduct Procedure.  

2.10 Workplace restoration process 

 After a report of sexual harassment or sexism is resolved, Human Resources will work with the 

relevant manager to: 

 evaluate the effectiveness of actions taken 

 support the health and safety of workers 

 rebuild work area cohesion. 

2.11  Available support options 

2.11.0 Employee Assistance Program (EAP) 

 Our EAP provider, is available to all workers and their immediate family impacted by sexual 

harassment or sexism in the workplace. EAP offer confidential counselling, support and referral 

https://www.fwc.gov.au/
https://www.afp.gov.au/
https://geoscienceau.sharepoint.com/sites/Intranetfiles/Shared%20Documents/Forms/AllItems.aspx?id=%2Fsites%2FIntranetfiles%2FShared%20Documents%2FHR%2FCode%20of%20Conduct%20Procedure%20%281%29%2EPDF&parent=%2Fsites%2FIntranetfiles%2FShared%20Documents%2FHR&p=true&originalPath=aHR0cHM6Ly9nZW9zY2llbmNlYXUuc2hhcmVwb2ludC5jb20vOmI6L3MvSW50cmFuZXRmaWxlcy9FY2N0Qk5vQ3AxSkttTS1Rc200YURKY0JCNnFqWjBvQ0dFVzhTV0RpTG5yQnRRP3J0aW1lPWlHNVlTODd6MkVn


 

Sexual Harassment and Sexism Procedure Page 10 of 15 

services. Workers can choose between face-to-face, telephone counselling or online services. 

Telephone counselling is available 24 hours per day, seven days per week. EAP can be contacted 

on 1800 273 865. 

 If you are a manager, EAP provides a Manager Hotline. This is a free, confidential support service 

for managers in dealing with people issues including performance, conflict, communication and 

individual or team behaviour. The Manager Hotline is available on 1800 273 865. 

2.11.1 Other support options 

 Other support options include: 

 discussing the matter directly with a Human Resources Support Officer 

 discussing the matter with a Harassment and Diversity Contact Officer (HDCO) 

 discussing the matter with a trusted colleague or your manager. 

 contacting the 1800respect (1800 737 732 www.1800respect.org.au) national, confidential 

sexual assault, family and domestic violence counselling service. 

2.12 Record keeping and confidentiality  

 Where a formal complaint is reported to a manager, the manager is responsible for documenting the 

concerns raised by the worker, any actions taken and the outcome.  

 All workers must respect the ‘need to know’ principle and not openly discuss or disclose reports or 

matters under review or investigation to respect the privacy of all parties involved.   Failure to uphold 

these principles may result in disciplinary action in accordance with the Code of Conduct Procedure. 

 Where a worker makes a report, their identity and other information may need to be disclosed in 

order to provide procedural fairness to respondents.  

 All disclosures and discussions with the worker relating to sexual harassment or sexism will be 

conducted in private. All information obtained about sexual harassment or sexism complaints and 

the work area receiving support, will only be accessed by people who are authorised to access it.  

 Personal information is protected by law, including the Privacy Act 1988, subject to legal obligations 

to disclose, and is collected by the organisation for employment purposes.  

https://intranet.ga.gov.au/hr/wellbeing/important-contacts/diversity-contact-officers
http://www.1800respect.org.au/
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3 Supporting Information 

This section is informative 

Roles and Responsibilities 

Geoscience Australia 

The organisation recognises its obligations to take reasonable and 

proportionate measures to eliminate sexual harassment and sexism 

from its workplaces.  

The organisation is committed to:  

 ensuring that there are clear processes in place for raising 

grievances and complaints  

 taking action if the organisation is aware of any behaviour 

which could constitute sexual harassment or sexism, even 

if no formal complaint has been lodged.  

 clearly communicating and promoting these processes 

amongst workers  

 monitoring the implementation of this procedure  

 identifying potential risk factors and taking prompt, 

reasonable action to minimise those risks including:  

o managing organisational change in an inclusive and 

participatory way, for example: consulting with workers 

affected as early as possible and develop and maintain 

effective communication throughout the process 

o implementing work systems to prevent the risk of 

sexual harassment and sexism, ensuring these 

systems maintain privacy and confidentiality of the data 

collected, and review and evaluate those systems, for 

example: seek feedback from employees through staff 

surveys 

o promoting positive working relationships in the 

organisation’s workplaces  

 ensuring information and training to support the effective 

implementation of this procedure is accessible  

 reviewing the procedure every three years or earlier as 

required, and communicating any changes or updates to 

the procedure amongst workers. 
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Managers  

Managers are responsible for: 

 modelling appropriate behaviour and act on any observed 

inappropriate behaviour 

 monitoring the working environment to ensure as far as 

practicable that acceptable standards of conduct are 

maintained at all times and that sexual harassment and 

sexism is not tolerated  

 promoting awareness of the avenues for advice and the 

complaints procedures with respect to sexual harassment 

as set out in this procedure  

 treating complaints and behaviour which may constitute 

sexual harassment or sexism seriously and taking 

immediate action  

 treating complaints of sexual harassment or sexism with 

appropriate sensitivity and confidentiality  

 ensuring that a person is not victimised for making, or being 

involved in, a complaint of sexual harassment or sexism 

 providing contact details for Human Resources to 

complainants or respondents  

 ensuring that their workers abide by the Code of Conduct 

and Respect and Courtesy Guidelines 

Workers 

The responsibilities of all workers are to:  

 model appropriate behaviour which reflects and upholds the 

organisation’s and APS values  

 comply with this procedure 

 report any incident of sexual harassment that they have 

experienced or witnessed  

 treat any allegations or complaints of sexual harassment or 

sexism with appropriate confidentiality 

 ensure that a person is not victimised for making or being 

involved in a complaint of sexual harassment or sexism. 

 
Related Policies 

Review, Respect and 
Conduct Policy 

The Review, Respect and Conduct Policy ensures all our workplaces 

and employees behave in accordance with the APS Code of Conduct, 

Values and Employment Principles. 

https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EVAqIJ6DDKhMphiqkuO_Ut0Bau9lb77U9SKkhmrXPtLpzA?e=IgzGGq
https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EVAqIJ6DDKhMphiqkuO_Ut0Bau9lb77U9SKkhmrXPtLpzA?e=IgzGGq
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Work Health and Safety 
Policy 

The Work Health Safety Policy facilitates the management, promotion 

and improvement of the health and safety of workers as defined by the 

Work Health and Safety Act 2011(Cth) including employees, contractors 

and others who perform work to support our business and undertakings. 

Workplace Sexual 
Harassment and Sexism 
Policy 

The Workplace Sexual Harassment and Sexism Policy sets out the 

legal responsibilities and obligations of workers of Geoscience Australia 

in relation to sexual harassment under the Sex Discrimination Act 

1984 and the Australian Human Rights Commission Act 1986.  

Related Procedures 

Code of Conduct Procedure 

The Code of Conduct Procedure defines how the Review, Respect and 

Conduct Policy will be implemented in practice and assist workers 

understand their responsibilities under the organisation’s Code of 

Conduct. It further outlines the process to determine whether a worker 

has breached the Code including the potential consequences of any 

such breach. 

Managing Personal 
Information Procedures 

The Managing Personal Information Procedure sets out how 

Geoscience Australia will manage the collection, use, disclosure, 

integrity and security of personal information. 

Respect and Courtesy 
Guidelines 

The Respect and Courtesy Guidelines outline the organisations 

commitment to uphold the APS Values and Employment Principles. 

Work Health and Safety 
Procedures 

Geoscience Australia’s commitment and agreed procedures to comply 

with the WHS legislation. 

 
Related Legislation 

Fair Work Act 2009  
The Fair Work Act 2009 is legislation governing Australia’s workplaces. 

It is the foundation to all standards and regulations for employment. 

Privacy Act 1988  

The Privacy Act 1988 is an Australian law which regulates the handling 

of personal information about individuals. This includes the collection, 

use, storage and disclosure of personal information.  

Public Service Act 1999 

The legislation under which Australian Public Service employment 

arrangements are applied to a Department of State, an Executive 

Agency or a Statutory Agency 

https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EYPU1kvkX2NIpQ_sJJAzk1oBFUL1AWLCDoFT5_5u7lYUUg?e=EYwex0
https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EYPU1kvkX2NIpQ_sJJAzk1oBFUL1AWLCDoFT5_5u7lYUUg?e=EYwex0
http://www.comlaw.gov.au/comlaw/management.nsf/lookupindexpagesbyid/IP200401635?OpenDocument
https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EcctBNoCp1JKmM-Qsm4aDJcBB6qjZ0oCGEW8SWDiLnrBtQ?e=QKBDao
http://www.ga.gov.au:88/int-bin/viewdoc.pl?RecId=D2016-83229
http://www.ga.gov.au:88/int-bin/viewdoc.pl?RecId=D2016-83229
https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EYlwJ4F80MROq7ZQ4E-mNJMB7xUTRjkDX-SU_ukD-qWS8Q?e=AIREae
https://geoscienceau.sharepoint.com/:b:/s/Intranetfiles/EYlwJ4F80MROq7ZQ4E-mNJMB7xUTRjkDX-SU_ukD-qWS8Q?e=AIREae
https://geoscienceau.sharepoint.com/:b:/r/sites/Intranetfiles/Shared%20Documents/WHS/WHS%20%26%20Wellbeing/Work%20Health%20%26%20Safety%20Procedures%20(2).PDF?csf=1&web=1&e=kUIzV8
https://geoscienceau.sharepoint.com/:b:/r/sites/Intranetfiles/Shared%20Documents/WHS/WHS%20%26%20Wellbeing/Work%20Health%20%26%20Safety%20Procedures%20(2).PDF?csf=1&web=1&e=kUIzV8
https://www.legislation.gov.au/Details/C2017C00323
https://www.legislation.gov.au/Details/C2014C00076
https://www.legislation.gov.au/Details/C2019C00057
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Sex Discrimination Act 1984  

The legislation under which prohibits discrimination on the basis of 

mainly sexism, homophobia, transphobia and biphobia, but also sex, 

marital or relationship status, actual or potential pregnancy, sexual 

orientation, gender identity, intersex status or breastfeeding in a range 

of areas of public life. 

Work Health and Safety Act 
2011 

The Work Health and Safety Act 2011 provides the framework to 

protect the health, safety and welfare of all workers at work. It also 

protects the health and safety of all other people who might be affected 

by the work 

 

There are also state and territory laws that prohibit sexual harassment. 

Definitions 

Absenteeism 
Absenteeism is a habitual pattern of absence from a duty or obligation 

without good reason. Generally, absenteeism is unplanned absences.  

APS Code of Conduct 

Sets out the standard of conduct required of APS employees, designed 

to protect the integrity of the APS and thereby maintain public 

confidence in public administration. 

APS Values 
The Australian Government’s expectations of public servants in term of 

performance and standards of behaviour.  

Behaviour 
The way in which a person acts or conducts themselves, especially 

towards another person. 

Bystander 
Any persons who are present and witness an incident that do not 

condone or take part in the inappropriate behaviour(s). 

Complaint A statement that something is unsatisfactory or unacceptable. 

Confidentiality 

Confidentiality is the protection of personal information. Confidentiality 

means keeping a worker’s information private and refrain from sharing 

information without the express consent of the worker. 

Intrusive question 
An unwelcome or uninvited verbal or written comment expressed as to 

elicit information that is deemed inappropriate. 

https://www.legislation.gov.au/Details/C2014C00002
https://www.legislation.gov.au/Details/C2018C00293
https://www.legislation.gov.au/Details/C2018C00293
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Reasonable Person 

An individual with an ordinary degree of reason, prudence, care, 

foresight, or intelligence whose conduct, conclusion, or expectation in 

relation to a particular circumstance or fact is used as an objective 

standard by which to measure or determine something 

Relevant authority 
The appropriate person or organisation having administrative power 

and control. For example: An employer, or the Police. 

Serious incident 

An occurrence, condition, or situation arising in the course of work that 

has the ability to cause significant harm, which may be physical and/or 

psychological, to a worker.  

Sexism 
Is defined as a prejudice or discrimination based on a person’s sex or 

gender. 

Sexual harassment 

Any unwelcome sexual advance, request for sexual favours or conduct 

of a sexual nature where a reasonable person, having regard to all the 

circumstances, would have anticipated the possibility that the person 

harassed would be offended, humiliated or intimidated. 

Worker 

Under the Work Health and Safety Act 2011 (Cth) (WHS Act), a worker 

includes any person who works, in any capacity, in or as part of the 

business or undertaking. 

 

 

https://www.legislation.gov.au/Details/C2018C00293

