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1. Purpose
The Synod of the Diocese of Adelaide of the Anglican Church of Australia Inc is committed to safe,
respectful and inclusive work environments, free from unlawful behaviours including:

e discrimination on the ground of sex in a work context,

e sexual harassment in connection with work,

e sex-based harassment in connection with work,

e conduct creating a workplace environment that is hostile on the ground of sex, and

e related acts of victimisation.

This policy focuses on preventing and responding to sexual harassment. Sexual harassment is
unlawful and creates an unsafe and unhealthy workplace. It will not be tolerated under any
circumstances.

This policy assists Synod to meet its commitment to safe, respectful and inclusive work environments
by calling attention to what sexual harassment is, how it manifests in workplaces, and the role
everyone has in preventing it.

The prevention of sexual harassment framework is subject to continuous improvement and review
by management and oversight by Diocesan Council.

2. Scope
This policy applies to all workers carrying out work in any capacity for The Synod of the Diocese of
Adelaide of the Anglican Church of Australia Inc.

3. Definitions
Sexual Harassment is any conduct:
* that is unwelcome (whether or not the person impacted has explicitly rejected the
behaviour, identified it as unwelcome or raised a concern about the conduct, as power
imbalances or fear of reprisals may prevent people speaking out)
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» of asexual nature (a sexual advance, request for sexual favours or other conduct of a
sexual nature)
that a reasonable person (aware of those circumstances) would anticipate that the person
subjected to the conduct would feel offended, humiliated or intimidated. Sexual harassment
is determined from the point of view of the person feeling harassed.

Sexual harassment can take many forms. It can be overt, covert or subtle. It can be repeated

or a one-off incident. Sexual harassment can happen in person, over the phone or online —

including via social media. Examples of behaviours that could be sexual harassment include,

but are not limited to:

* unwelcome physical touching, staring or leering

* repeated or inappropriate requests to go on dates

* requests or pressure for sex or sexual acts

* emailing, displaying or texting pornography, suggestive material or sexual jokes

* sexual comments in person, online or in writing, including explicit comments or innuendo

* indecent text or social media messages, phone calls or emails, including the use of images
or emojis with sexual connotations

* sharing or threatening to share intimate images or video without consent

* sexualised gifts, images or videos

* intrusive questions about a person’s private life or physical appearance

* sexual gestures, indecent exposure or inappropriate display of the body

* actual or attempted sexual assault.

Worker has the same meaning as in the Work Health and Safety Act 2012 (SA) and includes an

employee, an officeholder, a contractor or subcontractor, an employee of a contractor or
subcontractor or an employee of a labour hire company who has been assigned to work in
the person’s business or undertaking, an outworker, an apprentice or trainee, a student
gaining work experience, a volunteer or a prescribed class of person.

Workplace is a place where work is carried out for a business or undertaking, and includes any

place a worker goes, or is likely to be, while at work.

4. Principles

4.1.

4.2.

4.3.

4.4.

4.5.

The Synod is committed to taking a proactive and holistic approach to prevent and respond
to sexual harassment in the workplace.

The Synod has a positive duty to prevent sexual harassment, as it is a hazard and risk to a
workers’ physical and psychological health. The Synod will introduce a training and
awareness framework to ensure that all its workers know what sexual harassment is and
how to prevent sexual harassment from occurring in its workplaces.

The Synod aims to eliminate risks to the health and safety of workers and other people so
far as is reasonably practicable.

Synod’s leaders and managers will regularly identify and assess risk factors for sexual
harassment, including by seeking feedback from workers.

Synod’s leaders and managers will proactively encourage everyone who is covered by this
policy to uphold it fully and will model a commitment to these standards of respectful
behaviour at work.
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4.6.

4.7.

4.8.

4.9.

4.10.

4.11.

4.12.

4.13.

4.14.

The Synod is committed to holding people accountable for any relevant unlawful conduct
at work, including transparency about the number of incidences of sexual harassment that
occur in Synod workplaces, and actions will be taken to continuously improve prevention
and response efforts in relation to sexual harassment. Any information shared will be de-
identified as the protection of workers’ privacy is to be at the core of all data collection.

The Synod will ensure all leaders, managers and supervisors are trained to respond
appropriately to disclosures of sexual harassment, call out behaviour as active bystanders
and are aware of the reporting and response procedures.

The Synod will develop a range of reporting pathways to enable options and choices for
people who wish to disclose or report experiences of sexual harassment in line with a
trauma informed approach.

The Synod strongly encourages individuals who have been sexually harassed or have
witnessed sexual harassment to report the behaviour and will support the safety of those
who do.

The Synod will take all reports of sexual harassment seriously. The response to a report will
be guided by the person making the report.

The Synod encourages and supports bystanders to call out and report inappropriate
behaviour where it is safe for them to do so.

The Synod will investigate reports of sexual harassment where a formal investigation is
appropriate and/or is the preference of the person impacted, and will deal with all workers
impartially, fairly and reasonably in accordance with the principles of procedural fairness.

The Synod is committed to effective monitoring, evaluation and learning with a view to
bringing about a safe and respectful work environment for all its workers.

This policy does not preclude a worker from lodging a complaint to police and/or with
either Equal Opportunity SA or the Australian Human Rights Commission. In the event of
a person lodging a complaint to an external body the Synod will not take any action that
will compromise a police investigation or any external complaint resolution process.

5. Time limits and late complaints
5.1. A worker has 12 months from the act of sexual harassment to lodge a complaint under this

policy. Reports of a sexual assault, which is a criminal offence can be made at any time and
at law are not time limited.

5.2. A late complaint can be accepted if the worker can show that:

there is good reason why the complaint is late
it would be fair for the complaint to be taken up despite being late.

6. Responsibilities
6.1. Diocesan Council

Diocesan Council is to

6.1.1. approve this Policy and review it every five years;

6.1.2. receive and considering reports concerning the prevention of sexual harassment in
Synod workplaces

6.1.3. provide adequate resources to ensuring the implementation of this Policy
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6.1.4. review the implementation of and compliance with this Policy at least annually

6.2. Diocesan Risk and Audit Committee
The Diocesan Risk and Audit Committee is responsible for
6.2.1. considering the Policy and any reviews thereof, before adoption by Diocesan Council
6.2.2. monitoring compliance with this Policy
6.2.3. receiving and considering reports concerning the prevention of sexual harassment in
Synod workplaces and making recommendations for improvement to Diocesan
Council

6.3. Secretary of Synod

The Secretary of Synod is

6.3.1. to develop procedures concerning the implementation of this Policy

6.3.2. to develop a range of reporting pathways

6.3.3.to identify and assess risk factors for sexual harassment, including by seeking
feedback from workers

6.3.4. proactively to encourage everyone who is covered by this policy to uphold it fully

6.3.5. to introduce a training and awareness framework to ensure that all Synod employees
and workers know what sexual harassment is and best practice for the prevention of
sexual harassment in Synod workplaces

6.3.6.to ensure Synod employees are trained to respond appropriately to disclosures of
sexual harassment, call out behaviour as active bystanders and are aware of the
reporting and response procedures

6.3.7.report to DRAC and to the Diocesan Council on the numbers of reports of sexual
harassment that occur and the results of any investigations that have taken place and
recommended actions to be taken to continuously improve prevention and response
to sexual harassment. Any information reported will be de-identified as the
protection of workers’ privacy is to be at the core of all data collection.

6.4. Clergy

Clergy are to:

6.4.1. participate in training and awareness programmes implemented under this Policy

6.4.2. encourage other members of their communities to undertake training and awareness
programmes implemented under this Policy; and

6.4.3. undertake training to respond appropriately to disclosures of sexual harassment, call
out behaviour as active bystanders and to be aware of the reporting and response
procedures.

6.5. Parish Councils
As agents of Synod, Parish Councils are to take positive steps to prevent sexual harassment
in their communities, including by
6.5.1. participating in training and awareness programmes implemented under this Policy
6.5.2. encouraging other members of their communities to undertake training and
awareness programmes implemented under this Policy
6.5.3. ensuring that they regularly consider prevention of sexual harassment as part of the
Parish Council’s consideration of Work Health and Safety issues in the Parish

6.6. Professional Standards Director

The Professional Standards Director is to
6.6.1. receive and investigate complaints made pursuant to this policy;
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6.7.

6.6.2. report to the Secretary of Synod on the numbers of reports of sexual harassment that
occur and the results of any investigations that have taken place.

6.6.3. in conjunction with the Secretary of Synod to introduce a training and awareness
framework to ensure that all Synod employees and workers know what sexual
harassment is and best practice for the prevention of sexual harassment in Synod
workplaces;

6.6.4.To ensure Synod employees are trained to respond appropriately to disclosures of
sexual harassment, call out behaviour as active bystanders and are aware of the
reporting and response procedures.

Workers
Workers are to:

6.7.1. Ensure compliance with this policy;

6.7.2. Participate in any training to respond appropriately to disclosures of sexual
harassment, call out behaviour as active bystanders and are aware of the reporting
and response procedures;

6.7.3. Comply with any interim measures that may be imposed where considered necessary
during an investigation for the safety of the complainant or others for whom the
Synod has a duty of care; and

6.7.4. Comply with any recommended outcomes of an investigation and/or professional
standards complaint.

7. Privacy, confidentiality and transparency

7.1.

7.2.

7.3.

7.4.

7.5.

The Synod will treat reports of sexual harassment confidentially, including:
e the identity of the person impacted, alleged harasser/s, and any other participants
involved in the investigation process

e information provided or collected during the investigation of an allegation.

It is expected that all workers involved in an investigation will keep details of the allegation
confidential until the investigation has concluded. Failure to do so may result in further
consequences or disciplinary action.

Ensuring confidentiality does not prevent the people involved from seeking support, e.g.
through the Employee Assistance Program, or by bringing a support person to meetings.
Where there is reason to believe that a person is a risk to themselves or others, and in the
case of reportable conduct (e.g. child protection, serious indictable offence), the Synod may
notify appropriate authorities.

Once the matter is finalised, the Synod will not restrict the impacted person's right to speak
in their personal capacity of their experience.

8. Review schedule
This Policy will be reviewed every 5 years.

9. Related Documents

9.1.
9.2.
9.3.
9.4.
9.5.

Grievance Policy

Grievance Procedures (Clergy and employees)

Professional Standards Ordinance 2015

Sex Discrimination Act 1984 (Cth)

Australian Human Rights Commission: Effectively preventing and responding to sexual
harassment: A Quick Guide
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