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POLICY STATEMENT 

Treating people fairly has a positive impact on employees and customers and strengthens our reputation as an 

employer of choice. 

Council has a strong commitment to equal opportunity (EO) principles that will assist in ensuring:- 

• A safe, healthy, caring and non-discriminatory working environment 

• Protecting employee wellbeing 

• Our workforce is efficient and productive 

• Every employee has the opportunity to apply for positions 

• The best person for the job is selected (Merit Principle) 

• Less disruption and work conflict   

• Employee turnover is minimised 

• Sickness and absenteeism is minimised 

This policy describes the behaviour required to meet our legal and organisational obligations towards EO, 

harassment, discrimination and bullying within the workplace.  All employees, volunteers, labour hire staff and 

contractors providing labour and services to Council have a joint responsibility to meet these requirements. 

 

DEFINITIONS 

Employer 

In the context of this document, employer refers to the City of Marion (Council). 

Employees 

In the context of this document, employee refers to all Council employees, volunteers, labour hire personnel, work 

experience placements who are performing duties/tasks on behalf of the Council, and contractors providing labour 

and services to Council. 

People Leader 

In the context of this document, People Leader refers to –all manager/supervisor positions within Council 

irrespective of their actual title (e.g. Manager, Team Leader, Coordinator etc). 

Customer 

In the context of this document, customer refers to – a party who receives the direct output of a process (both 

internally & externally). 
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Equal Opportunity 

Equal Opportunity (EO) means fairly treating employees and customers.  Fair treatment is: 

• treating people as individuals without making judgments based on particular personal characteristics; 

• creating a work environment free from discrimination, harassment, bullying and victimisation; 

• allowing all employees to work to their full potential; 

• making decisions based on merit. 

Discrimination 

Unlawful discrimination is unfairly treating people because of their particular personal characteristics or because 

they belong to a certain group. 

Discrimination can be direct or indirect.  Indirect discrimination is treatment which appears to be equal but is unfair 

on certain people.  To be unlawful, it must also be unreasonable. 

It is unlawful to unfairly treat people because of their age, sex, gender, race, disability, sexuality, marital status, 

pregnancy, family status or religion/beliefs in either employment, education, providing goods and services, 

accommodation, clubs and associations, granting qualifications, advertising or selling land. 

Legitimate comment on performance or work related behaviour is not unfair treatment.  Full and frank feedback can 

be given by People Leaders in a constructive and sensitive way. 

Sometimes discriminating behaviours are referred to as bullying.  Bullying is behaviour which makes people feel 

offended, afraid or humiliated and in the circumstances it is reasonable to feel that way.  

Bullying behaviour relating to age, sex, gender, race, disability, sexuality, marital status, pregnancy, family status or 

religion/beliefs, is unlawful. 

Workplace Bullying 

Workplace bullying means any behaviour that is repeated, systematic and directed towards an employee or group of 

employees that a reasonable person, having regard to the circumstances, would expect to victimise, humiliate, 

undermine or threaten and which creates a risk to health and safety – Section 55A (1) of the Work Health Safety Act 

2012 (SA).   

Bullying behaviour can be: 

• Abusive, insulting or offensive language; 

• Behaviour or language that frightens, humiliates, belittles or degrades; 

• Teasing or regularly making someone the brunt of practical jokes; 

• Spreading gossip, rumours and innuendo of a malicious nature; 
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• Deliberately excluding, isolating or marginalising a person from normal workplace activities; 

• Deliberately denying access to information, consultation or resources; 

• Unfair treatment in relation to accessing workplace entitlements such as leave or training. 

Sexual Harassment 

Sexual harassment is sexual behaviour which makes people feel offended, afraid or humiliated and in the 

circumstances, it is reasonable to feel that way.   

Sexual harassment is determined from the point of view of the person feeling harassed.  It is how the behaviour is 

received not how it is intended. 

Sexual harassment can be: 

• unwelcome touching or kissing; 

• comments or jokes, leering or staring; 

• sexual pictures, objects, emails, text messages or literature; 

• direct or implied propositions, or requests for dates; 

• questions or comments about sexual activity. 

Mutual attraction or friendship with consent is not sexual harassment. 

Diversity 

In the context of this document, diversity means respect for and appreciation of differences in age, gender, 

ethnicity, religion, disability, sexual orientation, education and national origin that are implemented by laws and 

policies. Diversity allows for exploration of these differences in a safe, positive and nurturing environment. 

Victimisation 

Victimisation is treating someone unfairly because they have acted on the rights given to them by equal opportunity 

law (or any other laws or rights provided under Legislation or City of Marion policy), or because they have supported 

someone else who acted upon those rights.  

Unlawful victimisation is unfair treatment for complaints about discrimination or sexual harassment. 

Volunteer 

In the context of this document, volunteer refers to a person who performs a service willingly on behalf of the City of 

Marion without being paid.  
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PRINCIPLES 

1. Zero Tolerance 

The City of Marion acknowledges its responsibility to provide a safe workplace for all its employees.  If any employee 

feels that they have been treated unfairly (e.g. harassed, discriminated or bullied), they may address it through one 

of the following avenues: 

• Diversity and Inclusion Contact Officers (Contact Officers) 

• Conflict Resolution process outlined in the relevant Enterprise Agreement; or 

• Discussion with their People Leader.Any employee found to be behaving in a manner that contravenes this 

policy will be subject to disciplinary action.  In serious cases, it may result in dismissal. 

Any employee found to have made a false or malicious complaint, will be subject to disciplinary action. 

Where there are concerns about the behaviour and conduct of non-Council employee, these should be raised with 

their own immediate People Leader.  

If a volunteer feels that they have been treated unfairly they are encouraged to contact their volunteer manager in 

the first instance. The volunteer may raise any issues with the Volunteer Development Officer if deemed appropriate 

to do so. Any volunteer found to be behaving in a manner that contravenes this policy will be subject to disciplinary 

action.  In serious cases, it may result in dismissal. 

2. Rights and Responsibilities 

The Equal Opportunity Act 1984 (SA) outlines the rights and responsibilities of employees, potential and current 

employees.  To ensure these rights and responsibilities are met, the following is expected: 

Employees and volunteers have the right to work in an environment: 

• that is supportive and free from discrimination, sexual harassment and workplace bullying 

• where selection and placement decisions are made on merit 

• where they will not be discriminated against, sexually harassed or victimised at work 

• where they will be protected by their employers from inappropriate behaviours 

• where they will have their concerns listened to and addressed in a constructive manner 

• where individuals have responsibility not to discriminate against, sexually harass or victimise other 

employees or clients 

• where individuals have responsibility to be familiar with Equal Opportunity policies and complaint 

procedures 

• that uses the Whistleblowers Policy and Procedure where deemed appropriate. 
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People Leaders have the: 

• responsibility to role model the appropriate behaviours expected 

• responsibility to take all reasonable steps to prevent inappropriate behaviours 

• responsibility to respond quickly, seriously and effectively to any complaints received 

 right to manage and monitor work performance in a supportive and constructive manner 

• right to give legitimate and constructive comment on performance or work related behaviour 

• responsibility to communicate this policy to employees and ensure it is followed 

• responsibility to ensure that the workplace and goods and services offered are free from discrimination, 

sexual harassment, victimisation and workplace bullying. 

 

REFERENCES 
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Equal Opportunity, Discrimination, Harassment and Bullying Procedure 3.1 

 

AUTHOR 

Human Resources 


