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Sexual Harassment & Victimisation Policy

HOME in PLACE’s Commitment

HOMIE in PLACE is committed to providing a safe, inclusive, gender-equal and respectful workplace which
focuses on a proactive model of preventing and responding to sexual abuse, harassment, exploitation and
victimisation.

HOME in PLACE recognises that proactive action is required to prevent and respond to sexual abuse,
harassment, exploitation, and victimisation in the workplace. HOME in PLACE may be held vicariously liable
for the actions of its Workers if it does not take all reasonable steps as far as possible to prevent sexual
harassment, exploitation and victimisation and discourage actions that would create a hostile environment
on the grounds of sex. Workers who engage in unlawful sexual harassment in the workplace may also be
personally liable under relevant laws.

All complaints of sexual harassment, sexual abuse, sexual exploitation and victimisation will be taken
seriously and managed promptly.

Any form of sexual harassment, sexual abuse, sexual exploitation and victimisation is unacceptable and
unlawful and will not be tolerated under any circumstances. Workers who engage in conduct in breach of
this policy will be subject to disciplinary action, up to and including the immediate termination of their
employment for employees and termination of the engagement or assignment for other Workers without
notice.

HOME in PLACE works to prevent and address sexual harassment and victimisation through the existence of
a range of policies including:

a) POL-028-05 Bullying Harassment Discrimination Policy;
b) POL-028-04 Code of Conduct Policy;
c) Workplace Grievance Procedure.

HOME in PLACE encourages all Workers and stakeholders to report any concerns or complaints of sexual
harassment, sexual abuse, sexual exploitation or victimisation using our Incident Notification Process
through Folio. Managers, supervisors and other agents of HOME in PLACE are required to respond promptly
and appropriately to any allegation of this nature brought to their attention in accordance with applicable
policies and procedures.
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Purpose of this Policy

The purpose of this Policy is to

e Provide a safe and trusted environment which protects all who have contact with HIP;

e Sets a HIP culture which prioritises safeguarding against sexual misconduct, so that it is safe for
those affected to come forward and to report incidents and concerns with the assurance they will
be handled sensitively and properly;

e Set out the responsibilities and obligations of workers in relation to sexual harassment, sexual
abuse, sexual exploitation, harassment on the grounds of sex, hostile work environments, and
victimisation;

e Ensure HOME in PLACE takes positive steps to ensure a workplace free from sexual harassment,
abuse, exploitation, and victimisation, and to prevent hostile environments based on sex;

e Qutline how HOME in PLACE may manage unacceptable conduct, such as workplace sexual
harassment, sexual abuse, sexual exploitation, harassment on the grounds of sex, hostile work
environments, and victimisation; and

e Support workers to collaborate on strategies to address these issues within the workplace and the
broader community.

This policy applies to all HOME in PLACE Workers (local and international) including Governing Body
Members, Volunteers, Contractors/Sub Contractors and implementing partners as defined in this Policy.

This policy always applies in all locations both within Australia and countries in which HOME in PLACE
operate, where a Worker may be directly or indirectly performing their duties or interacting with another
Worker, client or other stakeholder, including for on-site, off-site, online, and after-hours work, work-
related social functions, conferences and any other HOME in PLACE related events.

What is Sexual Harassment/Abuse?

A person sexually harasses another person if they:
a) Make an unwelcome sexual advance, or an unwelcome request for sexual favours; or
b) Engage in any other unwelcome conduct of a sexual nature which makes a person feel offended,
humiliated and/or intimidated, where a reasonable person, having regard to all the circumstances,
would feel offended, humiliated or intimidated.
Within this definition:
a) “Conduct of a sexual nature” includes:
I.  subjecting a person to any act of physical intimacy;
II.  making, orally or in writing, any remark or statement with sexual connotations to a person or
about a person in his or her presence; or
Ill.  making any gesture, action or comment of a sexual nature in a person’s presence.
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Behaviour that constitutes sexual harassment in the workplace includes (but is not limited to):

a) unwelcome touching, hugging or kissing;

b) staring or leering;

c) remarks about another person’s body, appearance and personal life;

d) uninvited requests or demands for sexual or social conduct;

e) suggestive comments or jokes;

f) sexually explicit pictures, screen savers or posters;

g) requests for sexual favours;

h) sexualised behaviour;

i) sexual exploitation or abuse;

j) unwanted sexual attention such as stalking, unsolicited phone calls or other unwanted attention;

k) sexually explicit emails or SMS messages;

I) insults or taunts of a sexual nature;

m) sex and or gender discrimination;

n) forced and non-consensual sexually explicit physical contact/activity;

o) forced sexual intercourse/assault/rape;

p) Exploitation of a child for sexual purposes, which can include any form of sexual contact or
inappropriate interaction with a child;

g) The abuse of power to engage in sexual activity with someone who is vulnerable or unable to give
full consent, including due to age, medical capacity, or power imbalance;

r) relationship violence;

s) using positional power/authority to coerce or influence another person to accept behaviour which
would not in other circumstances be willingly agreed; and/or

t) other unwelcome conduct of a sexual nature which makes a person feel offended, humiliated
and/or intimidated.

What is Sexual Exploitation?

Sexual exploitation refers to any actual or attempted abuse of a position of vulnerability, differential power,
or trust for sexual purposes, including but not limited to profiting monetarily, socially, or politically from the
sexual exploitation of another person, particularly vulnerable populations.

Examples of Sexual Exploitation Include:

e Using positional power or influence to initiate sexual relationships with a worker, a stakeholder,
vulnerable clients or tenants;

e Offering services or benefits in exchange for sexual favors; and

e Any form of coercion, threat, or manipulation to gain sexual access to a vulnerable individual.

Preventing Sexual Exploitation of Vulnerable Populations

In addition to prohibiting sexual harassment and victimisation among workers, HOME in PLACE emphasizes
its responsibility to protect vulnerable individuals, including tenants and clients, from sexual exploitation.
Workers in positions of authority must not use their role to coerce, manipulate, or exploit these
populations.
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Examples of Sexual Exploitation Include:

e Using positional power or influence to initiate sexual relationships with vulnerable clients or
tenants;

e Offering services or benefits in exchange for sexual favors; and

e Any form of coercion, threat, or manipulation to gain sexual access to a vulnerable individual.

Anyone can be a victim of sexual harassment or exploitation, regardless of their sex. The definition of
‘workplace’ for the purpose of the prohibition of sexual harassment in the workplace is broad and extends
beyond our offices and premises to include social events, business trips, training sessions or conferences
sponsored by HOME in PLACE.

Consent or participation which is obtained by fear, intimidation, threats or force will not rule out a
complaint of sexual harassment.
Sexual harassment and or victimisation or explotation may occur through interaction with:

a) peers or co-workers;

b) subordinates;

c) supervisor/manager;

d) work experience students/volunteers;

e) service providers;

f) tenants/clients, other vulnerable groups; and/or
g) contractors/support providers.

Sexual harassment, sexual exploitation or victimisation might occur as a single incident or a series of
incidents.

What is Harassment on the Ground of Sex?

Harassment on the ground of sex is also unlawful in the workplace and includes unwelcome behaviour
which is demeaning in nature and is engaged in because of the person’s sex or characteristic generally
relating to that sex. The conduct does not need to be sexual in nature.

What is Hostile Work Environment on the Ground of Sex?

A hostile work environment on the ground of sex is where:
a) The first person engages in conduct in a workplace where the first person or the second person, or
both, work; and
b) The second person is in the workplace at the same time as or after the conduct occurs; and
c) Areasonable person, having regard to all the circumstances, would have anticipated the possibility
of the conduct resulting in the workplace environment being offensive, intimidating or humiliating
to a person of the sex of the second person by reason of:
l. the sex of the person; or
II.  acharacteristic that appertains generally to persons of the sex of the person; or
[l. a characteristic that is generally imputed to persons of the sex of the person.

Circumstances considered to determine whether a person has been subjected to a workplace environment
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that is hostile on the ground of sex includes but are not limited to:
a) the seriousness of the conduct;
b) whether the conduct was continuous or repetitive;
c) therole, influence or authority of the person engaging in the conduct; and
d) any other relevant circumstance.

What is Victimisation?

Victimisation is when a person victimises another person who makes a complaint of unlawful sexual
harassment. It is unlawful to subject or threaten to subject a person to any detriment due to that person, or
someone associated with that person, making an allegation or complaint of sexual harassment.
Victimisation in the workplace can include:

a) bullying and intimidation by co-workers;

b) being demoted or being moved to a position with lower responsibility;
c) dismissal from employment; and/or

d) beingrefused further contract work.

This protection extends to a person who gives evidence or information in connection with such complaint
and to a person who makes an allegation of discrimination even if no formal complaint is made.

Any person who is found to have engaged in victimisation may be subject to disciplinary action up to and
including immediate termination of employment or immediate termination of engagement or assignment
of other Workers without notice.

Consensual Relationships

A consensual personal relationship of a sexual nature does not constitute sexual harassment, provided the
interaction is consensual, welcome and reciprocated. Consensual personal relationships between Workers
can be problematic because of the potential for a power imbalance in the relationship, or because of the
potential for conflict of interest. Issues may arise when power and/or authority is used inappropriately.

Consensual personal relationships in which one party is in a position to review the work, or influence the
career, of the other, may provide grounds for complaint when the relationship gives undue advantage or
creates a hostile environment for others.

In any situation where there is a power imbalance or the potential for a real or perceived conflict of interest
arising from a consensual personal relationship, the relevant Workers have a duty to disclose that conflict
immediately to Human Resources.

If you or another Worker are being subject to behaviour in contravention of this policy, you should bring
the matter to the attention of your direct reporting manager (or more senior manager if the perpetrator is
your direct reporting manager) or the Human Resources team as a matter of urgency.
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HOME in PLACE aims to create a safe and supportive environment to all our personnel and environments in
which we operate by ensuring all workers partner organisations, and members of the public can raise
concerns. All HOME in PLACE Workers, Governing Body Members, Volunteers, Contractors and
implementing partners as defined in this Policy, are obliged to report any suspected or alleged incidents of
sexual exploitation, abuse or harassment or policy noncompliance immediately. Individuals making reports
in good faith or assisting investigation processes will be supported and protected by HOME in PLACE
Whistleblower Policy without fear of retribution.

Malicious reporting to harm another person’s reputation or their integrity will be treated as a breach of the
Code of Conduct. Reports or concerns may be made through the website or directly to HOME in PLACE
Human Resources Department via +61 1300 333 733 or via their email address HR@homeinplace.org.

HOME in PLACE will respond according to the process within its Grievance Procedure policy. Any Worker or
partner who feels that they have been subjected to any form of sexual harassment, sexual abuse, sexual
exploitation or victimisation should discuss their concerns with their manager or contact the HOME in
PLACE Human Resource Unit on 1300 333 7733 or by email HR@homeinplace.org accordance with this
Policy. HOME in PLACE's POL-028-02 Workplace Grievance Policy is based on confidentiality, procedural
fairness, protection from victimisation and prompt resolution. Any complaints will be dealt with promptly,

confidentially and without victimisation of those involved.

HOME in PLACE will not tolerate false complaints. Any person who is found on the balance of probabilities
to have deliberately made a false complaint will be subject to disciplinary action up to and including the
summary termination of their employment or immediate termination of engagement for other Workers.

Disciplinary action may be taken against individuals who breach this policy. Such breaches will be treated as
misconduct or serious misconduct. In the most serious cases, this may lead to the immediate termination of
employment for employees or the immediate termination of engagement or assignment for other workers.
The type of disciplinary action taken will depend on the nature and circumstance of each breach and could
include, but are not limited to:

a) averbal or written apology;

b) one or more parties agreeing to participate in, mediation counselling and or training;

c) averbal or written warning; and/or

d) transfer, demotion or termination of employment of the individual(s) engaging in the bullying

behaviour. Criminal conduct will be reported to the relevant authorities in Australia and other

‘ Title ‘ Sexual Harassment and Victimisation Policy POL-028-14 ‘ Version ‘ V3.1 ‘ Last Review 6/09/2024 Page 6 of 7

The information contained within this document is privileged and only for the intended purpose. It may not be used, published or redistributed without prior written consent


mailto:HR@homeinplace.org
mailto:HR@homeinplace.org

Home
mPlace rovicy s

countries where you work, in line with their reporting requirements, provided it is safe to do so and
aligns with the wishes of the victim.

9. Variation and Revocation of this Policy

HOME in PLACE may vary, replace or revoke this policy. This policy is not intended to impose legally binding
obligations on HOME in PLACE and is not incorporated into a Worker’s terms and conditions of
employment. Workers will be informed by appropriate correspondence of revisions to this policy as they
arise and the date from which these changes will take effect. In the event of any dispute under this policy,
the decision of HOME in PLACE will be final and binding.

10. Definitions and Acronyms Glossary

For clarification of any definitions or acronyms contained within this document, please click on
the Glossary for information.

End of Document.
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