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Discrimination and Harassment Policy 

Values:     
St Michael’s School believes in the Gospel Values of justice, respect, love and care 

Preamble:    
Harassment is any form of behaviour that you do not want; or that humiliates, offends or intimidates you. 
Harassment must include elements of threat, or defamation before any legal action can be taken. 
Harassment is not always intended – acts or behaviour which some see as amusing or trivial may hurt or 
offend others. Types of behaviour which may constitute harassment are: 

• professional – excessive workloads, threats, creating barriers to promotion 

• physical – offensive hand or body gestures, pushing, shoving, jostling, fighting, unnecessary and 
unwelcome physical contact 

• verbal – making fun of someone, offensive jokes, yelling, shouting, repeated questions about 
personal life, suggestive comments 

• non-verbal – not sharing information, suggestive looks and leers, throwing things, offensive 
graffiti, moving or taking items of property, banging doors, desks, etc 

• technological – phone, email, fax, voice mail 

Discrimination is making unlawful distinctions between individuals and groups on the basis of any of the 
proscribed attributes listed below. Direct discrimination occurs when a person is denied a benefit or an 
opportunity on the grounds of any of the proscribed attributes. Indirect discrimination occurs when a 
policy, rule or practice has a discriminatory effect against a group of people (for example a height 
requirement may discriminate against women). 

Discrimination and harassment are unlawful under the following: 

• Equal Opportunity Act 1995 

• Racial Discrimination Act 1975 

• Sex Discrimination Act 1984 

• Disability Discrimination Act 1992 

• Workplace Relations Act 1996 

Discrimination and harassment on the basis of any of the attributes listed below are unlawful 

• Age 

• Breastfeeding  
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• Carer Status 

• Disability/Impairment 

• Gender Identity  

• Industrial Activity 

• Lawful Sexual Activity  

• Marital Status  

• Parental Status 

• Physical Features  

• Political Belief or Activity  

• Pregnancy  

• Race  

• Religious Belief or Activity 

• Sex 

• Sexual Orientation  

• Personal Association with a person who is identified with reference to any of the above 
attributes. 

Policy:   
St Michael’s School considers workplace discrimination and harassment as unacceptable.  This school 
values the role each employee plays in the education of students, and realises its obligations under the 
above listed Acts to protect employees. 

Our school recognises the impact of discrimination and harassment on the individual and the 
workplace.  A person exposed to harassment and bullying may feel: 

• angry, anxious, powerless, intimidated, ignored, fearful, demotivated, isolated. 

These feelings may lead to: 

• headaches, sleeplessness, anger, loss of confidence, nausea, depression, irritability, loss of self-
esteem. 

The impact on the workplace could include the following: 

• increasing absenteeism 

• decreasing productivity 

• unsafe work environment 

• low staff morale 

• poor public image 

At St Michael’s School, we promote an environment which is positive and respectful towards all 
members of our community; staff, students and parents. 
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Responsibilities:  
1. Discrimination and harassment will not be tolerated at St Michael’s School. 

2. Any reports of workplace discrimination or harassment will be treated seriously, and investigated 
promptly, confidentially and impartially by the principal. 

3. School management must ensure that employees who make complaints, or witness alleged 
workplace discrimination or harassment, are not victimised in any way. 

4. If a member of staff is discriminated against or harassed, they may (if they feel able), to 
approach the perpetrator and ask them to stop. 

5. If a member of staff personally witnesses an act of discrimination or harassment, there is an 
obligation for that staff member to speak to the perpetrator/s and discuss why their behaviour is 
inappropriate and ask them to stop. 

6. If a member of staff becomes aware that someone you work with is being discriminated against 
or harassed, you must help prevent it by offering to support them. 

Procedures: 
1. A person allegedly discriminated against or harassed may approach the alleged 

discriminator/harasser personally (or with another colleague) or in a written format.  Such an 
approach should detail the perceived inappropriate behaviour, the targets response to such 
behaviour, and that the behaviour cease.  

*If the discrimination or harassment is deemed serious by the complainant, they should record 
their understanding of the meeting/conversation and send a copy to the school’s management 
to be placed on file. 

2. In the case of the target being a member of a Union, the employee shall contact their Union 
Official to seek advice or representation in the process (1) above or any subsequent procedure. 

3. In the event of an unsatisfactory response from the alleged discriminator/harasser, the target 
may approach the Workplace Health and Safety Representative to take the matter to the 
school’s Management.  The school’s Management, under the Act has an obligation to ensure 
the workplace health and safety of each of the employees and others at the workplace. 

4. In the event of an unsatisfactory response from the school’s Management, the Workplace Health 
and Safety Representative may take the matter to the Workplace Health and Safety Committee. 

5. If the discrimination/harassment is continuing, a Hazard Report Form should be issued by the 
Workplace Health and Safety Representative.  Section 81 (I) entitles the Workplace Health and 
Safety Representative to report on an issue “that has not been satisfactorily remedied within a 
reasonable time” to an Inspector of the Division of Workplace Health and Safety. 

6. If the Hazard Report is not satisfactorily responded to the hazard should be reported to an 
Inspector of the Division of Workplace Health and Safety, who has right of entry to any 
workplace.  Where an Inspector believes that someone has contravened a provision of the Act, 
and that contravention is likely to continue or be repeated, the Inspector may issue an 
Improvement Notice (S.117).  Improvement notices must be complied with. 

7. The above procedures shall not negate an employee’s right to seek recourse to alleged 
discriminatory behaviours by any other legal or industrial procedures including: 

- Complaints under the Qld Anti-Discrimination Act 1991 or other legislation relating to equality 
of opportunity. 

- Notification of an industrial dispute in accordance with the Industrial Relations Act 1999. 
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- Lodging a complaint to the police or other relevant authority. 

NB  Any person witnessing perceived harassment has an obligation to encourage the target of that 
harassment to employ the procedures within this policy.  

DISSEMINATION AND INSERVICE OF POLICY 
The following activities shall take place to ensure that employees and wider school community are fully 
aware of this policy and procedures: 

1. EMPLOYEES 

- Access to a written copy of the school’s Discrimination and Harassment Policy for all 
employees. 

- Inclusion of the policy in the induction of any new employees. 

2. SCHOOL COMMUNITY 

- Annual statements in the school newsletter of the existence of the policy and an invitation to 
obtain a copy if required. 


