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1. PURPOSE 
Lifeline Macarthur and Western Sydney (LLMWS) is committed to providing a workplace which is free from 

bullying, harassment and unlawful discrimination. The organisation aims to ensure all those participating in the 

workplace are treated with respect, dignity and fairness to create an environment which promotes positive 

working relationships.  

 

2. SCOPE 
This Policy applies to all workers and is not limited to the workplace or working hours. It incorporates all work-

related events including (but not limited to); after work drinks, Christmas parties, sponsored events or seminars, 

business trips etc. This policy also relates to, but is not limited by, the following types of communication:  

• Verbal communication either over the telephone or in person in the workplace, and outside of it.  

• Written communication including; letters, notes, minutes of meetings etc.  

• Electronic communication including; email, internal intranet, MS Teams, MS Planner, Social media and 

networking forums (Facebook, LinkedIn, Twitter and other forms of social media) 

• Communications via text message and instant messaging services.  

 

3. DEFINITIONS  
Discrimination 
Generally, unlawful discrimination is where a person or group of people are treated unfairly or less favorably 

than others because they have a particular characteristic or belong to a particular group of people. Protected 

traits include race, colour, sex, sexual orientation, age, physical or mental disability, marital status, family or 

caregiver’s responsibilities, pregnancy, religion, political opinion, national extraction or social origin. 

 
Harassment 
Harassment occurs when someone is made to feel intimidated, insulted, or humiliated because of any of their 

protected attributes which include: gender, pregnancy, marital status, family/caregiver responsibilities, age, 

disability, sexual preference, religion, skin colour or ethnicity, or any other characteristic specified under anti- 

discrimination or human rights legislation. 

Examples of harassment: 

• Telling insulting jokes about particular racial groups or gender. 

• Sending offensive or insulting emails. 

• Displaying offensive posters or screen savers. 

• Making derogatory comments about someone’s race or religion. 

 

Sexual harassment 
Generally, sexual harassment includes unwelcome sexual advances, requests for sexual favours or other 

unwelcome conduct of a sexual nature that could be expected to make a person feel offended, humiliated or 

intimidated. 

 

Examples of harassing behaviour may include unwanted physical contact, foul language of an offensive sexual 
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nature, sexual propositions, sexual jokes or remarks, obscene gestures, and displays of pornographic or 

sexually explicit pictures, drawings, or caricatures. Use of the employer's computer system for the purpose of 

viewing, displaying, or distributing material that is sexual in nature may also constitute harassing behaviour. 

 

Some forms of sexual harassment such as assault, stalking or indecent exposure may be considered criminal 

offences. If a criminal offence may have occurred, any worker aware of the alleged offence may report the 

matter to the police. 

 

Usually, harassment and sexual harassment constitute an ongoing series of events, however just one act can 

constitute harassment. There is no requirement that the harasser intends to offend, humiliate or intimidate 

another person. A person’s intention is irrelevant. 

 

Victimisation 
Victimisation is defined as a person or group of people retaliating or making reprisals including dismissing or 

harming the employment of those who submit a complaint about harassment, bullying or discrimination. 

Victimisation is prohibited behaviour and persons who victimise others may be subject to disciplinary 

procedures. 

 
Workplace Bullying 
Workplace bullying is a repeated, unreasonable behaviour directed towards a worker or a group of workers, 

which creates a risk to their mental or physical health and safety. 

 

Behaviour is unreasonable based on what a reasonable person, having regard to all the circumstances (those 

that the alleged bully would reasonably be expected to know) would consider unreasonable. 

 

The following types of behavior, when repeated or occurring as part of a pattern of behavior can constitute as 

bullying (the list is not exhaustive): 

• Abusive, insulting or offensive language or comments. 

• Aggressive and intimidating conduct. 

• Belittling or humiliating comments. 

• Victimisation. 

• Practical jokes or initiation  

• Unjustified criticism or complaints. 

• Deliberately excluding someone from work-related activities.  

• Withholding information that is vital for effective work performance.  

• Setting unreasonable timelines or constantly changing deadlines. 

• Setting tasks that are unreasonably below or beyond a person's skill level.  

• Denying access to information, supervision, consultation or resources to the detriment of the worker 

• Spreading misinformation or malicious rumours. 

• Changing work arrangements such as rosters and leave to deliberately inconvenience a particular worker 

or workers. 
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If the behaviour involves violence, for example physical assault or the threat of physical assault, it should be 

reported to the police. 

 

Management action that is not carried out in a reasonable way may be considered bullying. It is common that 

a series of relatively minor behaviours, each of minimal effect when viewed in isolation from each other might, 

when combined, demonstrate a systematic and significant episode of bullying when experienced over a period 

of time. 

 

LLMWS does not condone and will not ignore such incidents. Any concern should be reported to the Human 

Resources department and will be considered seriously. 

 

These actions are not workplace bullying if they are carried out in a lawful and reasonable manner, taking the 

particular circumstances into account: 

• Management action that is carried out in a reasonable manner. 

• An employer or manager can make decisions about poor performance, take disciplinary action, and direct 

and control the way work is carried out. 

• Conflict or differences of opinion between individuals.  

• Setting realistic and achievable performance goals, standards and deadlines.  

• Fair and appropriate rostering and allocation of working hours. 

• Transferring a worker to another area or role for operational reasons.  

• Deciding not to select a worker for a promotion where a fair and transparent process is followed. 

• Informing a worker about unsatisfactory work performance in an honest, fair and constructive way. 

• Informing a worker about unreasonable behaviour in an objective and confidential way. 

• Implementing organisational changes or restructuring. 

• Taking disciplinary action, including suspension or terminating employment where appropriate or 

justified in the circumstances. 

 

Workplace conflict 
Differences of opinion and disagreements are generally not workplace bullying. People can have differences or 

disagreements in the workplace without engaging in repeated, unreasonable behaviour that creates a risk to 

health and safety. Some people may also take offence at action taken by management, but that does not mean 

that the management action in itself was unreasonable. However, in some cases conflict that is not managed 

may escalate to the point where it becomes workplace bullying. 

 

Worker/s 
Includes employees, contractors and sub-contractors and their employees, labour hire employees, outworkers, 

apprentices and trainees, work experience students and volunteers.  

 

4. POLICY 
In line with LLMWS’ commitment to creating a workplace which is free from workplace health and safety risks 

and one which strives to create positive working relationships, all those covered by this Policy are expected to 
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observe the following minimum standards of behaviour, including: 

• Being polite and courteous to others. 

• Being respectful of the differences between people and their circumstances. 

• Ensuring they do not engage in any bullying behaviour(s) towards others in, or connected with the 

workplace which includes customers, clients, supervisors and other managers. 

• Ensuring they do not assist, or encourage others in the workplace, or in connection with the workplace to 

engage in bullying behaviour(s) of any type.  

• Reporting any bullying behaviour(s) they see happening to others in the workplace, or connected with the 

workplace. 

• Keeping information confidential if involved in any investigation of bullying. 

 

These standards of conduct are intended to operate in addition to, and in conjunction with, LLMWS’ Code of 

Conduct policy. 

 

4.1 Responsibilities of Workers 
Workers have a responsibility to ensure their actions do not negatively affect another worker’s health or well-

being and are consistent with LLMWS’ Code of Conduct. A worker found to have bullied another worker or to 

have condoned workplace bullying will be subject to disciplinary action which may result in the termination of 

employment or engagement with LLMWS. 

 

4.2 Responsibilities of Managers/ Supervisors 
Managers/ Supervisors have a responsibility to provide a safe work environment that enables staff to carry out 

their work responsibilities free from bullying. This includes investigating complaints of bullying expeditiously, 

thoroughly and in accordance with due process. Managers/Supervisors should be fully aware of the adverse 

consequences of not dealing with instances of bullying as outlined above. 

 

Managers/ Supervisors should be alert to the possibility of workplace bullying and should monitor key indicators 

such as workplace culture factors, high absenteeism and high staff turnover. Managers/ Supervisors are 

encouraged to identify training needs for themselves and their staff. It is recommended that they seek advice 

from the Human Resources Department when dealing with actual or potential workplace bullying. 

 

4.3 Reporting 
Workers who believe they have been subject to actions or words that may constitute bullying, harassment or 

discrimination and individuals who believe they have witnessed bullying, harassing or discriminatory behaviour 

by another individual, should inform the Human Resources Department immediately. All reports will be 

managed in accordance with The Uniting Church in Australia Synod of NSW and the ACT Employment Manual, 

Section 4 – Ethics and Behaviour and Safe Work Australia Guide for Preventing and Responding to Workplace 

Bullying.   
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5.  REVIEW AND COMPLIANCE 
This Policy should be reviewed every three (3) years unless legislation or workplace processes change which 

constitutes an earlier review.  

 

Adherence to this Policy is a condition of engagement with LLMWS. If you are unsure about any aspect of this 

Policy or require further clarification you should speak to your Manager or the Human Resources Manager.  
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