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THE (insert name of Venue) SEXUAL 
HARASSMENT AND BULLYING POLICY 

 
Management does not condone, and will not tolerate, any form of sexual 
harassment or bullying. This policy has been formulated so that: 

 

• All employees can be reassured that venue management is concerned 
with their welfare. 

 

• All employees are aware of the nature of sexual harassment and 
bullying. 

 

• Any injured parties are informed on remedial action they may take. 
 

• All employees are informed of their responsibilities to prevent sexual 
harassment and bullying. 

 

• The legal consequences of allowing sexual harassment and bullying to 
occur, and continue, are clearly spelt out. 

 

WHAT IS SEXUAL HARASSMENT ? 
 

• Broadly speaking, sexual harassment can be described as any act or 
acts by one or more persons against or towards another person or 
persons who find such act or acts to be threatening, abusive, offensive 
or embarrassing. 
 

• Sexual harassment may take many forms: 
 

• Sexual advances, or demands for sexual favours, directed towards 
someone who does not welcome the approach, and is not in a position 
to resist. 
 
- Sexual jokes, remarks, phone calls. 

 
- Display of offensive, embarrassing, insulting or pornographic 

material anywhere on the premises. 
 
- Sexual propositions or persistent requests for dates. 

 
- Physical contact, patting, pinching, touching, unnecessary 

familiarity. 
 

- Unwelcome and uncalled for sexual comments about a persons 
appearance, body and private or sex life. 

 
- At the extreme end of the scale: indecent exposure, sexual 

assault and rape. These are also criminal offences. 
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WHAT IS BULLYING? 
  
Bullying is repeated unreasonable behaviour directed toward an employee, or 
group of employees that creates a risk to health and safety. This can even 
extend to patrons of the venue.  
 
Examples of bullying include humiliating and threatening behaviour, verbal 
abuse, initiation practices, sabotaging someone's work and intimidation. 
 
Action by, or on behalf of, management such as constructive criticism, setting 
reasonable work goals, standards and deadlines, reasonable supervision, 
performance assessment, counseling and disciplinary action would not in the 
ordinary course of events constitute bullying.  
 
This venue expects all its staff to behave in a professional manner and to treat 
each other as well as patrons and other visitors to the venue with dignity and 
respect when they are at work.  
 
THE FEELINGS AND SENSITIVITIES OF PEOPLE CAN VARY WIDELY 

 
It is essential for each employee to realise that: 

 

• whilst they may regard any particular action to be funny or a practical 
joke, it could deeply offend, hurt, embarrass, or intimidate another 
person, whether directed to that person specifically or not. 

 

• it takes only one employee of the entire venue’s staff to be so affected 
by that action, for a sexual harassment situation to arise, even though 
there may not have been any malicious intent on the part of the 
perpetrator. 

 

• you can never gauge another person's reactions or feelings by 
your own. 

 
SEXUAL HARASSMENT IS ILLEGAL 

 
Several Acts of Parliament render sexual harassment in the workplace 
unlawful and subject to legal action and prosecution. 

 
BULLYING IS CONTRARY TO THE OCCUPATIONAL HEALTH AND 
SAFETY ACT 

 
Both employers and employees have a legal obligation to ensure that 
bullying does not manifest itself in the workplace as it may become an 
occupational health and safety issue. 
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WHO CAN BE LIABLE IN ANY LEGAL ACTION BROUGHT BY A VICTIM 
SEXUAL HARASSMENT OR BULLYING? 
 

• Any employee who commits an act of sexual harassment or bullying. 
This will extend to all patrons or third parties at the venue’s premises. 

 

• The employer is also jointly legally responsible for the actions of 
employees and has a duty to prevent sexual harassment and bullying 
from occurring, and continuing, on business premises. This will extend 
to all patrons or third parties at the venue’s premises. 

 

• It is important to note that the employer can also be responsible 
and liable for the failure of any management or supervisory 
personnel to act on a complaint of sexual harassment or bullying, 
or allow that offence to continue. 

 

• Even independent contractors on venue premises can be liable, and 
employers are also jointly liable for any acts of sexual harassment or 
bullying perpetrated by them. 

 
WHAT STEPS SHOULD BE TAKEN TO PREVENT SEXUAL 
HARASSMENT OR BULLYING FROM OCCURRING? 

 

• All employees should be mindful of the feelings and sensitivities of 
others, and consider the consequences of any action which could 
result in sexual harassment or bullying. 

 

• In particular, employers, management, and supervisory staff must 
be alert to any occurrence that could result in a case of sexual 
harassment or bullying. This could include overhearing remarks, 
witnessing gestures, or observing notices, photographs, or other 
material being displayed in any form anywhere in the venue, etc. 

 

• By employers ensuring that this policy document is handed to 
every employee, is openly displayed in the venue, and further 
copies are available on demand. 

 
WHAT ARE THE STEPS TO BE TAKEN AND RESPONSIBILITIES OF ALL 
PARTIES SHOULD A SEXUAL HARASSMENT OR BULLYING SITUATION 
ARISE? 
 
By the injured party: 

 

• Immediately advise your supervisor, or manager, or, in that persons 
absence, the venue manager or licensee, of the offending action.  # 
ADD NAMES# 

• Insist that the offending action be stopped immediately. 
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• If you have reported the matter to a manager or supervisor, and they 
do not take immediate action, report the situation to the venue’s 
manager, licensee or owner. #ADD NAMES# 

 
 

• If there is still no response to your complaint, contact: 
  
1. In respect of matters involving sexual harassment: 

 
The Anti-Discrimination Commissioner  
Level 1, 
54 Victoria Street 
HOBART TAS 7000  
Ph: (03) 6233 4841  
Fax: (03) 6233 5333 

 
2. In respect of matters involving bullying: 
 
Workplace Standards Tasmania 
PO Box 56 
ROSNY PARK TAS 7018  
Ph (03) 9641 1444 / 1800 136089 
Fax (03) 9641 1222 

 
By the Manager or Supervisor: 

 

• If a complaint is reported, take immediate action to remove the cause 
of the offence. 

 

• Take immediate action to avert what you may consider to be a 
potential offence. 

 

• Warn the perpetrator of the personal and legal consequences of their 
actions, and if necessary, effect the procedures required by the 
Workplace Relations Act 1996, relating to termination of employment. 

 

• Advise the venue owner, manager or licensee of the event. #ADD 
NAMES# 

 

• In particular, where necessary, counsel, and reassure the injured 
employee, taking whatever steps are necessary to settle that 
person back into the workplace. 

 
By the Employer, Licensee, or Manager: 

 

• If the complaint has been referred direct, take the action outlined in the 
preceding section. 
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• If the matter is referred by a departmental manager or supervisor, 
ensure that all appropriate action has been taken, and is subsequently 
followed up where necessary. 

 

• Consult the injured party, reinforcing the counselling action taken by 
the departmental manager or supervisor. 

 

• Ensure that the threat has been removed, and the employee is settled 
back into the workplace satisfactorily. 

 
Venue management should also contact the Anti-Discrimination 
Commissioner or Workplace Standards Tasmania or the THA for guidance if 
necessary. 
 
CONSEQUENCES OF BREACHING THIS POLICY 

 
Our Venue will not tolerate any instances of sexual harassment or bullying. If 
any employee is found to have breached this policy strict disciplinary action 
will be taken which, depending on the seriousness of the matter, may include 
instant dismissal.  
 
DISCUSSION ON THIS POLICY 

 
All employees are welcome to discuss this policy with management if so 
desired. 
 
EQUAL OPPORTUNITY AND DISCRIMINATION and OCCUPATION 
HEALTH AND SAFETY POLICIES 

 
This policy is to operate in conjunction with the house policy on equal 
opportunity and discrimination and the occupational health and safety policy. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The information contained in this document is intended for general information only. Whilst due care has been taken 
in preparing this document, no responsibility is accepted by the author for the accuracy of the information therein 
contained. All liability is expressly disclaimed for any damage which may arise from any person acting on any 
statement or information contained herein. © Tasmanian Hospitality Association November 2010 
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