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TARGET AUDIENCE
All Northern Health (NH) Employees, Labour Hire Workers, Contractors, Students and Volunteers

PURPOSE & SCOPE
Northern Health has a moral obligation to ensure everyone lives by the Northern Health Code of Conduct 
and Ethics and prevent and prohibit harassment and bullying within the workplace, as well as a legal 
obligation, as an employer under Federal and State equal opportunity laws, occupational health and safety 
and workplace relations laws. 

The purpose of this procedure is to inform all employees of Northern Health’s commitment to providing a 
healthy and safe workplace free from bullying and harassment, where all members of staff are treated with 
dignity, courtesy and respect. Northern Health aims to ensure that no staff member is bullied or harassed at 
work.

This procedure applies not only during working hours or in the workplace itself and not only between co-
workers. The behaviour outlined below is prohibited in any work-related context, including conferences, 
work functions and business trips. 

PROCEDURE

SUMMARY
 Promote appropriate standards of conduct and behaviour at all times.
 Treat complaints in a sensitive, fair and timely manner.
 Implement education, formal mandatory training and awareness to ensure that all employees know 

their rights and responsibilities. Staff are expected to complete mandatory bullying and harassment 
training during orientation and at least once every three years. 

 Provide an effective procedure for complaints based on the principles of procedural fairness and 
confidentiality.

 Encourage the reporting of behaviour which breaches the harassment procedure.
 Ensure protection from victimisation or reprisals.

APPLICATION
This procedure applies to staff members of Northern Health. For this document, “staff members” include:

 The CEO of Northern Health;
 Executive Directors of Northern Health;
 Board Members of Northern Health; and employees of Northern Health.
 Volunteers, students and all contracted staff.

DISTRIBUTION
All staff members will be made aware of this procedure and its availability on the on the Northern Health 
People and Culture intranet website.

Following implementation of this document, it will form part of the induction of new employees. The 
document will be available on the People and Culture policies website and will be regularly reviewed and 
updated.
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NORTHERN HEALTH’S EXPECTATIONS AND COMMITMENT

Northern Health expects all staff members to behave in a professional manner, live our values through our 
behaviors and to treat each other with dignity and respect. 

Northern Health is committed to providing a workplace free from bullying and harassment in any form or 
format and has a “zero tolerance”. This is explicit in the Northern Health Code of Conduct and Ethics. .

Northern Health encourages staff members to report bullying and harassment promptly, so that appropriate 
measures can be taken.

All staff members, including those making bullying or harassment allegations and those against whom 
allegations are made, will be fully supported by Northern Health throughout any process initiated under this 
procedure.

When bullying or harassment is reported, it will be viewed as a serious matter and will be investigated in a 
timely manner. 

Where possible, Northern Health will attempt to manage complaints of bullying and harassment through a 
mediation or conciliation process between the parties.

WHAT IS BULLYING AND HARRASSMENT?

Bullying

Bullying is defined by Worksafe Victoria as “repeated unreasonable behaviour directed towards an 
employee, or a group of employees, that creates a risk to health and safety”. 

Unreasonable behaviour is behaviour that a reasonable person, having regard to all the circumstances, 
would expect to victimise, humiliate, undermine or threaten.  

Repeated behaviour does not mean that the bullying need necessarily involve repeated instances of the 
same type of unreasonable behaviour.  A pattern of behaviour involving a series of different types of 
unreasonable behaviour may constitute bullying.

A risk to health and safety occurs where there is a risk to the mental or physical health of the staff member.

Examples of behaviour that could constitute bullying include, but are not limited to:
 Excluding someone from workplace activities or interaction;
 Giving someone the majority of unpleasant tasks, or allotting meaningless tasks;
 Imposing impossible deadlines;
 Verbal abuse;
 Humiliating someone through sarcasm or insults;
 Intimidation;
 Deliberately withholding information that is vital for effective work performance; or
 Changing rosters with the intent of inconveniencing a particular staff member.

Bullying is not reasonable action taken by Northern Health to:
 Direct a staff member in the performance of his or her work;
 Change work practices and procedures;
 Manage employee performance;
 Investigate alleged misconduct;
 Discipline a staff member for misconduct; or
 Allocate work in accordance with Northern Health’s policies and procedures.
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Harassment 
Harassment is unwelcome physical or verbal conduct. Harassment may involve (but is not limited to) any of 
the behaviours listed above under the definition of bullying. 

Harassment in the workplace can take many forms such as:
 Imitating someone’s accent, 
 Spreading rumours, 
 Offensive jokes or innuendo, 
 Threats or insults, 
 Name calling, 
 The use of language that is not suitable in the workplace, 
 Pushing, shoving or jostling. 

Harassment may be found to have occurred if the behaviour makes the person feel:
 Offended and humiliated; 
 Intimidated or frightened; or
 Uncomfortable at work. 

Harassment is recognised in relevant legislation as a form of discrimination. The Commonwealth Racial 
Discrimination Act (1975) (RDA) and the Disability Discrimination Act (1992) (DDA) make harassment in the 
workplace unlawful, and place responsibility for such behaviour not only with the employee, but also with 
the employer.  

Harassment can also result in breaches of the Occupational Health and Safety Act 2004 (Vic). 

In certain circumstances, harassment may constitute ‘adverse action’ by an employer under the Fair Work 
Act 2009 (Cth).

The Victorian Equal Opportunity Act (2010) and the Commonwealth Sex Discrimination Act (1984) make 
sexual harassment unlawful in the workplace

Sexual Harassment
Sexual Harassment is any unwanted, unwelcome or uninvited behaviour of a sexual nature, which makes a 
person feel humiliated, offended or intimidated. Reciprocal relationships between people do not constitute 
sexual harassment. 

Sexual harassment is prohibited under the Commonwealth Sex Discrimination Act 1984 and the Victorian 
Equal Opportunity Act 2010. The endorsement of the Sex Discrimination and Fair Work (Respect at Work) 
Amendment Act 2021, allows the Fair Work Commission to issue ‘Stop Sexual Harassment Orders’ in an attempt 
to prevent sexual harassment in the workplace.  Further information can be located here.

Sexual harassment can take many different forms such as:
 Uninvited and unnecessary physical contact or gestures such as brushing up against a person; 
 Touching or fiddling with a person’s clothing, sexually based insults, taunts or teasing;
 Sexually based jokes, comments or innuendo;
 Persistent questions or insinuations about a person’s private life;
 Making promises or threats in return for sexual favours;
 Displays of sexually graphic material including posters, pinups, cartoons, graffiti or messages left on 

notice boards, desks or common areas;
 Staring or leering at a person or parts of their body;
 Offensive email messages;
 Offensive computer visual images and/or screen savers; and
 Requests for sex.

https://www.fairwork.gov.au/about-us-legislation-fair-work-system/respect-work-reforms
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Some sexual harassment may also be criminal behaviour, for example, indecent assault and or stalking.
Racial Harassment

Northern Health has a “zero tolerance” to racial harassment and vilification. 

Racial hatred or vilification is behaviour using speech, images or writing in public. For example: 
 Offensive racist comments or drawings in a newspaper, leaflet, website or other publication; 
 Making racist comments on e-forums, blogs, social networking sites; 
 Writing racist graffiti in a public place; 
 Making racist speeches at a public rally or assemblies; 
 Placing racist posters or stickers in a public place; 
 Making racist comments at sporting events to players, spectators, coaches or officials; or
 Making a racially abusive comment, joke, song or gesture in a public place — including shops, 

workplaces, parks, public transport, and schools. 

Racial harassment in the workplace may include:
 Verbal abuse; 
 Distribution or display or racially oriented material; 
 Jokes or derogatory comments; 
 Segregation or isolation from other workers; and
 Physical abuse. 

This prohibition also extends to harassing a person on the basis of the racial characteristics of a relative, carer, 
spouse or domestic partner.

HARASSMENT OF THE DISABLED

The Disability Discrimination Act (DDA) makes it unlawful for an employee or an organisation to harass an 
employee who has a disability, in relation to that disability.  This prohibition also extends to harassing a 
person who has a relative, carer, spouse or domestic partner with a disability in relation to that other person’s 
disability.

Examples of harassment prohibited by the DDA are:
 Humiliating comments or action about a person's disability, such as insults; 
 Comments or action which create a hostile environment; 
 Overbearing or abusive behaviour towards employees with intellectual disabilities; or
 Disparaging remarks to staff who have made compensation claims. 

RESPONSIBILITIES

Responsibility of Managers
Northern Health has a legal responsibility to prevent bullying and harassment in the workplace. Managers 
and Supervisors have a responsibility to:

 Model appropriate behaviours; 
 Monitor the working environment to ensure that acceptable standards of conduct are observed at 

all times; 
 Promote Northern Health’s Bullying and Harassment Procedure within their work area; 
 Treat all complaints seriously and take immediate action to respond; and
 Understand the complaints procedure and their role in it. 
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Responsibility of Staff

All staff have the responsibility to:
 Comply with Northern Health’s Bullying and Harassment Procedure; 
 Report any bullying or harassment they experience at the first available opportunity, so as to enable 

Northern Health to address the issue; 
 Offer support to a harassed person and encourage them to seek advice from trained staff; 
 Refuse to join in with any harassing behaviour; and
 Maintain complete confidentiality if they provide information during the investigation of a 

complaint. 

Staff do not have the responsibility to speak to the person accused of harassment on behalf of the 
complainant. Staff who are aware of the issues should respect the sensitivity and confidentiality of the 
issues. It is not appropriate to broadly discuss allegations of harassment. It is appropriate to report them to 
the relevant responsible person.

Responsibility of People and Culture 

It is the responsibility of the Director of Employment and Workforce Sustainability to:
 To appoint an appropriate person as the initial first point of contact for complaints of bullying and 

harassment; 
 To ensure that processes are in place mediate and/or conciliate complaints where appropriate;
 To ensure that processes are in place to investigate complaints in a confidential manner; and
 To ensure that staff are available to support and offer appropriate counselling to parties to a 

complaint. 

PROCESS

What to do if you are harassed
Keep a note of any harassment that occurs with dates, times, witnesses (if any), what happened, what you 
did, said or felt.

Informal Action
If possible, ask the person to stop. 

Speak to your Manager/Supervisor and/or the Harassment Contact Officer on your site to discuss your 
options. 

You may ask your Manager/Supervisor and/or Harassment Contact Officer to speak to the alleged harasser 
on your behalf. The Manager/Supervisor and/or Harassment Contact Officer will privately convey your 
concerns and reiterate Northern Health’s Bullying and Harassment Procedure without assessing the merits 
of the case. 

Formal Action
Lodge a complaint to a member of People and Culture or your direct supervisor or manager. The People 
and Culture staff member will take action to prevent further harassment occurring. 

If a complaint involves the Executive Director or People and Culture, the complaint should be lodged with 
the Chief Executive Officer (CEO). 
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If a complaint is made against the CEO, the Executive Director of People and Culture will refer the matter to 
the Board. The Board will then notify the Department of Health and Human Services and arrange for an 
external investigation of the matter. 

A complaint against a Board Member should be made to the CEO who will notify the Department of Health 
and arrange for an external investigation of the matter. 

A support person will be provided to the complainant. This person may be from the Peer Support network 
but may be any appropriate person within Northern Health nominated by the People and Culture staff 
member and must be independent from any person conducting the investigation. 

If mediation is inappropriate (for example, in cases of physical assault) or is unsuccessful, Northern Health 
will arrange for an investigation of complaints. The investigator must be, and must be perceived to be, 
independent from the parties involved. In some cases the Director of People and Culture may consider that 
this requirement requires the appointment of an external investigator. 

The investigation will be conducted in accordance with the principles of procedural fairness.  The person 
accused of bullying or harassment will be given the details of the allegations in writing, and will be given an 
opportunity to respond to the allegations. 

Reporting and investigation of allegations will be conducted in a confidential manner. Any breach of 
confidentiality during and following the reporting and investigation process will lead to disciplinary action. 

The parties will be advised of the outcome of the investigation upon its completion. Due to information 
privacy laws, only the outcome of the investigation is provided, in summary form.

If the complaining staff member’s allegations are proven, action to be taken will depend on the seriousness 
of the allegations. The action might include for example: 

 Requiring an apology; 
 Requiring a commitment that such behaviour will not reoccur in future; 
 Mediation; 
 Counselling and/or training; 
 Disciplinary action; or
 Termination of employment. 

Northern Health staff members should also be aware that where an instance of sexual harassment 
constitutes a criminal offence, the police will be notified. 

If the allegations are not proven, the parties will be advised of the outcome and the parties will be 
supported to return to work. In some cases, the complaining staff member may be requested to make an 
apology to the person about whom the complaint was made. 

Should a party be unsatisfied with the outcome of the investigation, he or she may take further steps in 
accordance with the Grievance Procedure or under a relevant Award. 

WHERE ELSE CAN I SEEK ADVICE ON BULLYING AND HARASSMENT?
You can seek external and independent advice at any time and have the right to have the complaint 
reviewed externally.

 Worksafe Victoria can be contacted on 1800 136 089 or 9641 1444. 
 Human Rights and Equal Opportunity Commission can be contacted on (03) 9281 7111 or 1800 134 

142 (toll free), Victorian Equal Opportunity Commission can be contacted on (02) 9284 9600 
Complaints Infoline: 1300 656 419. 

 Fair Work Australia can be contacted on (03) 8661 7777. 
 Victoria Police (for cases of physical assault). Please contact Epping Police Station on 9409 8100. 
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ALIGNED POLICY
 Governance
 Code of Conduct and Ethics
 Occupational Health & Safety

ASSOCIATED PROCEDURES
 Aggression: Predicting, Preventing and Managing Violence
 HR - Internet & Email Harassment
 Incident Management - Staff 
 Risk Management Framework 

MONITORING AND COMPLIANCE REVIEW 
Policies and procedures are regularly reviewed and assigned two levels of risk:
 Inherent risk determines the frequency of scheduled reviews: details are recorded in the footer of each 

document. 
 Residual risk informs document owners of compliance review requirements 

o Extreme risk  = Balanced Score Card And Audit  
o High risk = Balanced Score Card Or Audit
o Medium and Low risk = Incident report or other data sets

The residual risk rating is recorded in the footer of each policy / procedure
Audit details are recorded in the Northern Health Master Audit Schedule

For more information refer to the Northern Health procedure: Policies and Procedures - Access / 
Development / Review

AUTHORS 
Director Human Resources
Peer Support Network
Chief Legal Officer 

REFERENCES
 Occupational Health & Safety Act 2004 (Vic)
 Equal Opportunity Act 2010 (Vic)
 Disability Discrimination Act 1992 (Cth)
 Racial Discrimination Act 1975 (Cth)
 Sex Discrimination Act 1984 (Cth)
 Fair Work Act 2009 (Cth)
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