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[bookmark: _1.0_Purpose]
[bookmark: _Toc228177490]1.0 Purpose
[bookmark: _2.0_Scope]The University is committed to providing a safe and inclusive environment for all members of the University community, including responding appropriately and sensitively where incidents of Harassment, Bullying or Discrimination occur at the University.
Harassment, Bullying and Discrimination are not acceptable at Griffith University. Individuals are encouraged to report incidents that they have experienced or witnessed. A range of options is provided, including anonymous or identified Disclosures and Formal Reports.
University Employees, Leaders and Associates have an obligation to behave professionally and with respect for others, ensuring that Harassment, Bullying and Discrimination are prevented and where incidents do occur, they are managed appropriately and with adequate support and empathy. 
The health and wellbeing of affected individuals is of utmost priority to the University, and as such, wellbeing and support services are available for any Employee or Leader who has been affected by these behaviours.
All supervisors and managers will: 
take all reasonable steps to prevent Harassment, Bullying and Discrimination 
respond to reports of Harassment, Bullying and Discrimination promptly and with respect. 
In resolving matters, the focus will be on the health and wellbeing of the individuals involved, having the alleged behaviours cease, providing support and education, and, as far as possible, providing meaningful outcomes for affected individuals.
[bookmark: _2.0_Scope_1][bookmark: _Toc228177491]2.0 Scope
[bookmark: _3.0_Policy_statement]This procedure applies to incidents of Harassment, Bullying and Discrimination experienced by or engaged in by Griffith University Employees, Leaders or Associates while engaged in University-related activities on campus, in transit to or from campus, off campus and online.
The University encourages individuals to use the options set out in this procedure; however, it also acknowledges that individuals have the right to seek assistance from, and/or lodge a complaint with, external bodies, including the Queensland Human Rights Commission and the Fair Work Commission.
The University may redirect complaints where it appears they could be more appropriately managed under a different procedure/s and/or provisions of the relevant Enterprise Agreement.
Where the matter relates to an associate or third party to the University, an appropriate approach will be determined depending on the engagement, as determined by the Director Human Resources (HR).
This procedure does not apply to: 
Gender-based Violence and Sexual Harm matters, which are managed under Gender-based Violence and Sexual Harm Prevention and Response Policy and the Staff Gender-based Violence and Sexual Harm Response Procedure. 
Students who are alleged to have engaged in Harassment, Bullying or Discrimination, which are managed under the Student Conduct, Safety and Wellbeing Policy and Student General Conduct Procedure.  
[bookmark: _3.0_Procedure][bookmark: _Toc228177492]3.0 Procedure
This procedure is in accordance with the Staff Harassment, Bullying and Discrimination Policy.
[bookmark: _3.1_Support_services][bookmark: _Toc228177493]3.1 Support services
A range of support services is available to University Employees, Leaders and Associates who believe they have been affected by Harassment, Bullying or Discrimination. 
3.1.1 Immediate danger or emergency situation
If a member of the University community is in immediate danger, or in an emergency situation, immediately contact:
emergency services (24 hours) call 000 or 112 from a mobile phone
Campus Support Team (security) (24 hours) free call 1800 800 707. 
3.1.2 Counselling and wellbeing support
The University provides confidential counselling and wellbeing support services for Employees and Leaders who wish to disclose via the confidential workplace wellbeing and counselling services of Converge International (24 hours) call 1300 687 327. 
Managers may seek specialised advice and guidance through the Employee Assistance Provider’s (EAP) MyCoach for People Leaders service to effectively respond to difficult work situations and challenges.
3.1.3 Respect Officers 
Respect Officers can assist Employees when Bullying, Discrimination or Harassment has occurred by providing information about University policy and processes, support services and reporting options.
[bookmark: _3.2_Disclosure_and][bookmark: _Toc228177494]3.2 Disclosure and reporting
3.2.1 Disclosure 
When providing a Disclosure, the University may choose to act upon the information received.  
Disclosures can be made verbally or online: 
Verbal: An individual may choose to provide a verbal account of the incident to a colleague or Respect Officer to gain information about the support and Formal Reporting options available. 
In writing: Using the Report a Concern form, an individual can choose to make a Disclosure of an incident. 
The individual can disclose their identity or remain anonymous.
3.2.2 Formal Reports
	
At any time, an individual may lodge a Formal Report via Report a Concern. In lodging a Formal Report, individuals are asked to provide as much information as possible about the incident.
In accordance with the Griffith University Privacy Statement, a colleague or other responder may lodge a Formal Report on behalf of another individual, where that person is aware or has provided their consent. The individual can choose to disclose their identity or remain anonymous. 
3.2.3 Anonymous Disclosures and Formal Reports
It is recognised that, in some instances, disclosers may choose to disclose or report an incident anonymously. While the University treats all Disclosures and Formal Reports seriously, it may be unable to investigate a behaviour or incident either properly or fully, provide a decision or take action to resolve the issue when the source of the report is unknown. 
An anonymous Disclosure is appropriate if the individual does not wish the University to respond to the Disclosure but would like a record made of the incident to identify underlying issues, risks or trends; and where they recognise that the University may not be able to take formal action. 
3.2.4 Vexatious and Malicious Reports
The University may decline to take action in respect of a Disclosure or Formal Report that is assessed as frivolous, Vexatious or Malicious.
3.2.5 Victimisation
Employees and Leaders must not be victimised as a result of making or being involved in a Disclosure or Formal Report process. Any individual who considers they have been subject to any form of victimisation should contact:
Supervisor or Head of Element (where appropriate)
HR Business Partnering team
Report a Concern online
[bookmark: _3.3_Responding_to][bookmark: _Toc228177495]3.3 Responding to Disclosures and Formal Reports
3.3.1 Initial response
The University aims to effectively respond to Disclosures and Formal Reports of Harassment, Bullying, Discrimination. It recognises that an Employee or Leader may choose to disclose Harassment, Bullying or Discrimination to an individual other than a Respect Officer. To be effective in their response, individuals can follow these basic principles: 
A person hearing a Disclosure should provide a safe and supportive environment for the individual to disclose their experience, recognising that they have chosen the circumstances under which to disclose. It is important to remember that the response can have a significant impact on the individual’s ability to seek further assistance.
· ensure privacy
· listen, show empathy and respect
· refer and recommend specialised support
· look after yourself – seek counselling if you are experiencing vicarious trauma.
[bookmark: _Hlk163173195]3.3.2 Limits to confidentiality 
[bookmark: _Hlk163173162]In accordance with the University Privacy Statement, the University may use or disclose personal information where required by law, or where it is necessary for certain types of law enforcement, or where it is necessary to protect against a serious and imminent threat to a person’s life or health.
[bookmark: _3.4_Resolution_of][bookmark: _Toc228177496]3.4 Resolution of Disclosures and Formal Reports 
The University will generally seek to resolve incidents and behaviours at a local level in the first instance. However, where the University assesses that a Disclosure or Formal Report involving an Employee or Leader may constitute Bullying, Harassment, or Discrimination, the University will immediately commence the formal resolution process.
If the University determines that a Disclosure or Formal Report does not constitute Bullying, Harassment, or Discrimination, the University will advise the discloser of any alternative University processes to address their concern. If this occurs, this procedure will cease to apply.
Where the University considers that the Disclosure or Formal Report constitutes misconduct or serious misconduct under the University’s Academic or Professional and Support Staff Enterprise Agreements, the resolution under these procedures will cease. The Director, HR, will be responsible for this decision.
3.4.2 Informal resolution
All reasonable attempts to resolve matters should occur at the local and informal level before proceeding to a formal resolution.
If the nature of the matter is appropriate, the discloser should attempt to resolve the issue directly with the person (respondent) in relation to their behaviour. The relevant Manager should be informed of the behaviours and actions of concern, and actively work to address the matters raised to ensure that the workplace remains free of any Bullying, Harassment, or Discrimination. 
The HR Business Partner will support the Manager and the discloser in ensuring that the matter is addressed and resolved appropriately. 
Any resolution at this stage will be in writing and provided to all parties.
If the matter is not resolved at this stage, to the satisfaction of the University, the University may proceed to a formal resolution as determined by the Director, HR (or nominee).
3.4.3 Formal Resolution 
[bookmark: _Hlk222343906]Where the Director, HR (or nominee) determines that the reported behaviour or actions may constitute Harassment, Bullying or Discrimination, they will confirm a formal investigation will be undertaken and a Case Coordinator appointed. The Case Coordinator will be a member of the HR Business Partner team.
The Case Coordinator will: 
acknowledge receipt of the report and advise the discloser in writing of their appointment
recommend to the Director, HR (or nominee) an investigator to investigate the Formal Report  and provide a recommended resolution/s
advise the discloser and the respondent of the appointment of the investigator and confirm the next steps to be taken, including the findings that might be made as a result of an investigation and the potential outcomes.
At any stage in this procedure, the Director, HR (or nominee) may decide if any interim arrangements are to be put into effect in order to prevent any further escalation of matters and to support the wellbeing of any party involved. Such interim arrangements may include a temporary change in a reporting line, an alternative work location or work pattern.
In conducting the investigation, the investigator will:
treat matters seriously and confidentially
investigate matters impartially and in a timely way
identify and speak to relevant witnesses
assess Disclosures and Formal Reports on their merits and facts
hear parties separately
record the facts surrounding the matter, and
obtain any further information considered relevant.
The investigator will provide the Director, HR (or nominee) with a confidential report, which will include:
the allegations investigated
the investigation process
an outline of the relevant evidence; and
a summary which includes:
a. whether any/all of allegations are substantiated, in part or in full
b. whether any substantiated allegation constitutes a breach of the Employee Harassment, Bullying and Discrimination Policy and/or procedure and/or the Code of Conduct and/or the Health, Safety and Wellbeing Policy
c. whether any/all of the allegations are vexatious and/or frivolous and should be dismissed
d. any other relevant information, including any recommendations in relation to the above.
The investigator's report will normally be provided to the Director, HR, within a reasonable period, from the date the Disclosure or Formal Report is referred to the investigator, unless, in exceptional circumstances, further time is required, in which case the parties will be advised. 
Following the completion of the investigation, the Director, HR will consider the report and the University may initiate misconduct/serious misconduct proceedings under the University’s Academic and Professional and Support Staff Enterprise Agreements. The Director, HR will be responsible for this decision.
The Case Coordinator will advise the parties of the decision of the Director, HR and will provide both parties with a confidential summary of the outcome of the investigation.
A confidential record of the matters will be retained by the University.
[bookmark: _4.0_Definitions][bookmark: _Toc228177497]4.0 Definitions
Discrimination occurs when a person is treated unfairly or disadvantaged because of a protected attribute under applicable Commonwealth or Queensland anti-discrimination legislation.
Discrimination may be direct or indirect. Direct Discrimination occurs when a person is treated less favourably because of a protected attribute they have, have had, are assumed to have, or because of their association with a person who has that attribute. Indirect Discrimination occurs when an unreasonable requirement, condition or practice that applies to everyone has the effect of disadvantaging a particular person or group of people because of a protected attribute. Protected attributes are defined in Queensland and Commonwealth legislation, and include attributes such as: 
· Sex, sex characteristics, gender identity, intersex status, sexuality 
· Relationship status, pregnancy, parental status, breastfeeding, family responsibilities 
· Age 
· Race, colour, national extraction, nationality, social origin 
· Impairment, medical record 
· Religious belief or religious activity 
· Political belief or activity 
· Trade union activity 
· Sex work activity 
· Experiencing family or domestic violence 
· Association with, or relation to, a person identified on the basis of any of the above attributes. 
Disclosure means an individual letting the University know about their experience or witnessing of Harassment, Bullying or Discrimination, but not a request for the University to take formal action.
Element refers to University business areas such as Schools, Departments, Centres and Offices.
Employee includes all sessional, casual, visiting, honorary, adjunct, conjoint appointments and volunteers at Griffith University. 
Formal Report means an individual making a complaint to the University about an incident or behaviour involving Harassment, Bullying or Discrimination. 
Group is the Academic or Administrative group e.g. Griffith Business School, Corporate Services. 
Head of Element is the head of a University business area and may be the relevant Office or Centre Director, Head of School/Department or equivalent. 
Misconduct and Serious Misconduct are behaviours outlined within the Academic and Professional and Support Staff Enterprise Agreements. 
Procedural Fairness is about providing a person who might be adversely affected by a decision a ‘fair hearing’ before the decision is made. Generally, a fair hearing involves Disclosure, a reasonable opportunity to respond and impartiality. (Queensland Ombudsman)
Sex Discrimination occurs when a person treats another person less favourably than (in circumstances that are the same or are not materially different) the discriminator treats or would treat a person of a different sex. 
Students are people studying at the University in all career levels, modes of study and locations, physical or digital, participating in activities organised by or under the control or direction of the University. For the purpose of this Procedure, the term “student” includes: 
· all enrolled students and HDR candidates at the University
· and students with ‘active’ enrolment status, including those who are not ‘carrying load’ and students on approved Leave of Absence, Deferment or between enrolment periods.
University related activity: 
· using University equipment or resources (e.g., communication technologies, vehicles, facilities)
· using private communication methods to support or engage with University activities (e.g., setting up a Facebook group for Students studying a particular unit to discuss their studies) 
· being in attendance at a University event, function or activity
· participating in any activity as a representative or Student of the University (e.g. field trips, practicums, conferences, sporting trips, participation in a University affiliated club, community meetings etc.)
· carrying out functions in connection with a University-endorsed activity, including at places external to University premises (e.g. at licensed premises, private residence, in the street)
· activities outside of the University, including online and via social media, where there is a significant or substantial connection to work or study at the University, or 
· other special circumstances relating to educational institutions, including participating in any activity, or carrying out functions in connection with their position at the University where they come into contact with staff, students or other parties of a separate educational institution.
Vexatious or Malicious Report means a complaint where the person: 
· knows it to be false; and 
· complains about the primary purpose of damaging the University or the person(s) against whom a report is made.
Workplace Bullying is when an individual, or group of individuals repeatedly behaves unreasonably towards another person, or a group of people that creates a risk to health and safety. 
Workplace Harassment is behaviour that is directed at an individual or group of students or staff and is unwelcome, unsolicited, offensive, humiliating, intimidating, or threatening. 
[bookmark: _5.0_Information]

5.0 Information
	Title
	Staff Harassment, Bullying and Discrimination Procedure

	Document number
	2026/0001045

	Purpose
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	Legislation
	Anti-Discrimination Act 1991 (Qld)
Fair Work Act 2009 (Cth)
Sex Discrimination Act 1984 (Cth)

	Policy
	Academic Freedom and Freedom of Speech Policy
Equity, Diversity and Inclusion Policy
Gender-based Violence and Sexual Harm Prevention and Response Policy
Health, Safety and Wellbeing Policy
Public Interest Disclosure Policy
Employee Harassment, Bullying and Discrimination Policyhttp://policies.griffith.edu.au/pdf/Student Sexual Assault Harassment Bullying and Discrimination Policy.pdf
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	Individual Grievance Resolution Procedure 
Staff Gender-based Violence and Sexual Harm Response Procedure
Student Reports of Bullying, Harassment and Discrimination Procedure
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	Griffith University Privacy Statement
Safe Campuses website 

	Forms
	Report a Concern 
Report a Concern (anonymous)
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