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Sexual Harassment Policy and Procedures

PURPOSE: U3A Nunawading Inc. recognises and supports the right of every member to attend
classes, activities or functions and/or perform their volunteer duties without being
subjected to any form of sexual harassment.

This document also details procedures to be followed should any sexual harassment

complaint be received.

DEFINITIONS:

Sexual harassment is unlawful under federal and state Equal Opportunity legislation.

Sexual harassment is any unwelcome sexual advance, request for sexual favours, sexual innuendo
or other unwelcome conduct of a sexual nature which makes a person feel offended, humiliated or
intimidated. Both men and women may experience sexual harassment by a person of the opposite
Or same Sex.

Sexual harassment may be explicit or implicit. It may be a single incident or occur over a period of
time. In defining and identifying sexual harassment, it is the effect of the behaviour that is relevant,
not the intent. It is the impact of the behaviour on the receiver that determines whether sexual
harassment has occurred. With sexual harassment, lack of intent is no defence.

Examples of sexual harassment include, but are not limited to:

e suggestive/sexual comments or jokes, lewd suggestions, whistling, foul language, obscene

gestures

staring or leering

reference to physical appearance or sexuality and unwanted sexual compliments

intrusive enquiries or statements about a person’s private life

unnecessary familiarity, such as deliberately brushing up against a person, unwanted

touching or kissing

o display of pornographic and/or sexually suggestive pictures, screen savers, jokes and sexual
objects

e suggestive, offensive or obscene communications, including sexually-explicit emails or text
messages

e behaviour that may also be considered an offence under criminal law, such as physical
assault, indecent exposure, sexual assault, stalking or obscene communications. These
should be dealt with by the criminal justice system.

Behaviour based on mutual attraction, friendship and respect is not sexual harassment.
POLICY:
1. U3A Nunawading Inc. will not tolerate sexual harassment.  Responsibility lies with every

member to ensure sexual harassment does not occur. No member or visitor should be subject
to any form of sexual harassment.
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2.

6.

This policy applies to conduct that takes place in any U3A Nunawading Inc. context including
classes, facilities, meetings, activities, social functions, conferences, trips, administration
offices/areas and recreation areas.

Any reports of sexual harassment will be treated seriously, promptly, sensitively and
confidentially. There will be no presumption of guilt and no finding will be made until
investigations has been completed.

All members also have the right to seek the assistance of the Victorian Equal Opportunity and
Human Rights Commission at any stage in the resolution of a sexual harassment complaint.

No member will be treated unfairly as a result of lodging a complaint. Disciplinary action
may be taken against anyone who victimises or retaliates against either a person who has
complained of sexual harassment, or the alleged harasser.

A breach of this policy will result in disciplinary action.

PROCEDURES:

7.

10.

11.

12.

13.

14.

U3A Nunawading Inc. strongly encourages any member who feels they have been sexually
harassed to take immediate firm and prompt action. Where possible, the member should make
it clear to the other person/s that they find the behaviour offensive, unwelcome, unacceptable
and that it needs to stop immediately.

Where the member feels unable to speak to the person/s directly or if the behaviour continues,
they can make their complaint to any Committee of Management (CoM) Member.

Should a CoM Member be approached by a member or a visitor with a sexual harassment
complaint, their role is to provide support, ascertain the nature of the complaint and the
resolution sought by the complainant. The President is to be informed immediately.

The President will appoint a CoM Member to endeavour to resolve the issue/s. This may be
the CoM Member initially approached by the member. That person will contact the
complainant to: provide support; explain his/her rights and responsibilities under this policy;
ascertain the details of the complaint and the complainant’s expectations of the process
outcome.

The complainant has the right to: influence how the complaint is handled; have support or
representation throughout the process; discontinue a complaint at any stage of the process.

The alleged harasser has the right to: be made aware of the allegations; have support or
representation throughout the process; respond fully to any formal allegation made.

Where agreed with the complainant, informal intervention will be initiated, using conciliation
and/or mediation techniques, as per Part A Grievance Procedure (c). The informal intervention
will be complete when the parties agree on action/s or outcome/s to be implemented.

When agreement is not reached, a formal intervention will be initiated and the Committee of
Management will appoint a person (‘the Investigator”) to conduct an investigation into the
complaint.
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15. The Investigator will:
e interview the complainant to ascertain the facts and their resolution expectations
e ascertain the respondent’s response through interview
e identify and interview other relevant persons
e examine any relevant documents

16. The Investigator’s findings, based on the evidence and the balance of probabilities, will be
provided to the appointed CoM Member. The assembled evidence may include, but is not
limited to:

e records of interviews conducted and any documents
e information provided by other relevant persons about the alleged behaviour

17. The appointed CoM Member will submit the Investigator’s findings and documentation to the
Committee of Management and recommend a course of action. Recommended actions may be
influenced by:

o the basis of the evidence

the balance of probabilities — whether sexual harassment is likely to have taken place

the wishes of the complainant

the type and frequency of the harassment

the level of contrition

any prior incidents or warnings

18. Possible disciplinary actions may include, but are not limited to:
e requiring a formal apology and an undertaking that the behavior will cease
counseling
official warnings
cancellation of membership
removal from a volunteer or leadership role

19. Following the Committee of Management consideration, all parties will be informed of the
findings and the outcome of the investigation.

20. All documentation is to be filed in a confidential and secure place.

21.  Where a member is found to be in breach of this policy and disciplinary action is to be taken,
this will be dealt with under Part B Disciplinary Action of the Conflict Resolution Policy.

22.  Where it has not been possible to determine whether or not sexual harassment occurred, the
Committee of Management will remind those involved of expected standards of conduct and
monitor the situation.

23. Any questions about this Sexual Harassment Policy should be referred to the Secretary.
AUTHORISATION:

24. This Sexual Harassment Policy was adopted by the U3A Nunawading Inc. Committee of
Management meeting and minuted as such, on 215 March 2016.

RELATED DOCUMENTS/POLICIES/GUIDELINES/PRODECURES:

Equal Opportunity Act 2010 (Victorian legislation)
U3A Nunawading Inc. Constitution and Rules
Code of Conduct Policy

Privacy Policy

Conflict Resolution Policy



