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ANTI-DISCRIMINATION POLICY 

Approving authority Governing Board 
Purpose To ensure the workplace provides a fair and supportive environment free from 

all forms of discrimination, discriminatory practice and beliefs, that promotes 
personal respect, values diversity, and provides physical and emotional safety 

Responsible Officer Vice President 
Next scheduled review September 2018 
Document Location http://www.ozford.edu.au/higher-education/policies-and-procedures/ 
Associated documents Anti-Discrimination Procedure  

Anti-Bullying & Harassment Policy & Procedure 
Diversity and Equity Policy and Procedure 

 
1. PRINCIPLES 
Ozford Institute of Higher Education (hereafter referred to as the “Institute”) is an equal opportunity 
workplace and learning environment for staff and students.  
 
At all stages of the employment relationship (recruitment and selection, terms and conditions of work, 
training and professional development opportunities, promotion and transfer, retirement, retrenchment 
and termination) staff will be treated on their merits and valued according to how well they perform their 
duties. 
 
The Institute believes that all staff and students should be able to work and study in an environment free 
from discrimination, victimisation, sexual harassment, vilification and the seeking of unnecessary 
information on which discrimination might be based. We consider these behaviours unacceptable and they 
will not be tolerated. 
 
Discrimination is the treatment or consideration of, or making a distinction in favour of or against, a 
person or thing based on the group, class, or category to which that person or thing belongs rather than 
on individual merit. It includes behaviour such as less favourable treatment, unfair exclusion, and asking 
discriminatory questions. 
 
Discrimination in any form is unacceptable. All at the Institute have a responsibility to provide working, 
and teaching and learning environments that are free from discrimination in all forms, including those 
based on race, ethnicity, gender, ability, disability, sexuality and religion. 
 
2. SCOPE 
This policy applies to all staff and students: 

 full time, part time, casual, permanent or temporary; 
 contract or commission workers; 
 volunteers, vocational and work experience placements; 
 full time and part time students. 

It applies to staff in all their work-related interactions with each other, and with customers, contacts or 
clients. 
It applies to staff while in the workplace or off site, at work-related functions (including social functions 
and celebrations), while on trips and attending conferences. 
 
3. DEFINITIONS 
3.1 Discrimination 
Direct discrimination occurs when a person (or a group of people) is singled out for worse treatment, 
compared to others in similar circumstances, because of one or more of the attributes listed above. Direct 
discrimination may involve: 

 making offensive 'jokes' about another worker's racial or ethnic background, sex, sexuality, age or 
impairment; 
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 expressing negative stereotypes about particular groups or using stereotypes as a basis for decisions 
about work e.g. 'Women with young children shouldn't work.' or 'Older workers can't learn new 
skills; 

 using selection processes based on irrelevant attributes such as age, race or impairment rather than 
on skills really needed for the job. 
 

Indirect discrimination occurs when one rule applies to all, but in fact disadvantages a person (or group of 
people) because they are unable, or less able to comply with the rule because they have an attribute listed 
above. The fact that the disadvantage was not intended is not an excuse. For example: 
 

 requiring everyone to be available for all shifts might be unfair to a person with responsibilities to 
care for children or an elderly parent; 

 only hiring people who have never had a back injury or a workers compensation claim might rule 
out an employee whose health has returned and can do the job well; 

 not considering the provision of some reasonable adjustments would disadvantage a person with 
an impairment, who may be able to perform the essential parts of the job in a different way. 
 

3.2 Sexual harassment 
Sexual harassment is any form of unwelcome sexual attention that might offend, humiliate or intimidate 
the other person and may be experienced by women or men. It includes uninvited touching or physical 
contact; leering at a person or at parts of their body; talking about your sex life or asking about another 
person's sex life; sexual jokes or propositions; sexually offensive communications (phone, email, SMS or 
other social media.) 
 
Sexual harassment is against the law wherever and whenever it occurs. The Institute will not tolerate sexual 
harassment in the workplace or in any work-related context such as conferences, work functions and 
business trips. Sexual harassment has nothing to do with mutual attraction. Such friendships are a private 
matter. 
 
Sexual harassment does not have to be repeated or continuous to be against the law. Some actions or 
remarks are so offensive that they constitute sexual harassment in themselves, even if they are not repeated. 
Other single incidents, such as an unwanted invitation or compliment, may not be sexual harassment. Some 
forms of sexual harassment, such as assault, physical molestation, stalking, sexual assault and indecent 
exposure, are also criminal offences. 
 
The person being harassed does not need to say that the behaviour is unwelcome. Many people find it 
difficult to speak up. All employees are responsible for their own behaviour. If you think the behaviour 
may offend, then don't do it. 
 
4. POLICY 

 
4.1 Responsibility of staff 
All staff contribute to the creation of a discrimination free and inclusive workplace and a healthy workplace 
culture. 
 
Managers have a particular obligation to model appropriate behaviour; promote this policy; treat all 
complaints seriously and attend to them promptly; monitor the work environment and seek expert help 
for complex or serious matters. 
All staff have the responsibility to comply with this policy; report incidents to their managers and not to 
participate in discriminatory or harassing behaviour. 
 
4.2 Consequences of breach of the policy 
Staff who make a complaint of discrimination or sexual harassment will not suffer any victimisation by the 
Institute for making the complaint. This also applies to staff who agree to be a witness in a complaint or 
have a complaint made against them. 
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Disciplinary action will be taken by the Institute against any staff member found to have breached this 
policy. Action will be appropriate to the breach and may include: an official warning and note on the 
person's personnel file; a formal apology; counselling; demotion, transfer, suspension; or dismissal for very 
serious matters. 
 
4.3  Anti-discrimination legislation 
In Victoria under the Equal Opportunity Act 2010  discrimination, victimisation, sexual harassment, 
vilification and seeking unnecessary information on which discrimination might be based are illegal. 
 
Discrimination on the following grounds is against the law: 

 race, (including colour, descent or ancestry, nationality, national or ethnic origin); 
 age (whether young or older); 
 impairment (including biological, functional, learning, physical, sensory, mobility, cognitive, 

psychological, psychiatric impairment or the presence of an organism capable of causing disease); 
 religious belief or activity; 
 sex or gender identity; 
 relationship status (including being married, single, divorced, separated, de facto or in a same sex 

relationship); 
 sexuality; 
 pregnancy, breastfeeding, parental status (including being or not being a parent, guardian, foster 

parent, adoptive parent, or step parent); 
 family responsibilities (including the responsibility to care for and support a dependent child or 

immediate family member); 
 lawful sexual activity as a sex worker; 
 trade union activity; 
 political belief or activity; 
 association with someone else who is identified because of one of the above attributes. 
  

Other behaviour that is against the law includes: 
 seeking unnecessary information on which discrimination might be based; 
 victimisation because a person has made a complaint, agreed to be a witness or has had a complaint 

made against them; 
 sexual harassment is prohibited under both state legislation and the federal Sex Discrimination Act 

1984 ; 
 vilification on the basis of a person's race, religion, gender identity or sexuality; 
 Federal anti-discrimination legislation also prohibits discrimination on the basis of criminal record, 

medical record or social origin. 
 

4.4  Vicarious liability 
Under the Act the person who discriminates against, victimises, sexually harasses, vilifies or asks for 
unnecessary information can be liable for the illegal behaviour as well as their employer, (Company name); 
unless the Institute can show we have taken reasonable steps to prevent it. 
 
The Institute provides all staff with brochures and information about discrimination and sexual harassment 
at induction, and conducts regular awareness training. 
Managers must ensure that all staff are treated fairly and are not subject to any of the behaviours mentioned 
in this policy. They must also ensure that people who make complaints, or who are witnesses, are not 
victimised in any way. 
 
5. QUALITY ASSURANCE 
To ensure that this policy is fit for purpose and meets the requirements of the HES Threshold Standards 
the policy will be: 
 
5.1 internally endorsed by the Executive Management Team on development or review, prior to 

approval by Governing Board, or the Academic Board or other delegated authority; 
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5.2 externally reviewed as part of any independent review of the HES Threshold Standards approved by 
the Governing Board; 

5.3 internally reviewed by the Responsible Officer every three years from the date of approval (if not 
earlier).   

5.4 referenced to the applicable HES threshold Standard and/or other legislation/regulation. 
 

6. FEEDBACK  
Feedback or comments on this policy is welcomed by the listed Responsible officers of the Institute.  
 
7. ACKNOWLEDGEMENTS 
This policy is consistent with the Sample policy - discrimination and sexual harassment of the 
Queensland Anti-discrimination Commission see http://www.adcq.qld.gov.au/resources/other-
resources/employers-toolkit/sample-policy-discrimination-and-sexual-harassment#link1 
 
8. VERSION CONTROL 
 

Version  Date approved Description Approved by 
1.0 June 2014 Initial issue GB 
2.0 May 2017 Internal Review GB 
3.0 September 2018 Internal Review GB 
    
Related legislation/ 
regulation/standard 

HES Threshold Standards 2015- Standard 2   

 
 


