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GENDER EQUITY, EQUAL OPPORTUNITY & ANTI-DISCRIMINATION POLICY
PURPOSE
VCS Foundation Ltd., trading as the Australian Centre for the Prevention of Cervical Cancer (ACPCC), is committed to providing a safe, flexible and respectful working environment which is free from all forms of discrimination and sexual harassment and is committed to promoting gender equity through better health in Australia and internationally.
The purpose of this Policy is to: 
promote and maintain a working environment that is free from all forms of discrimination, harassment (including sexual harassment) and victimisation, 
ensure that Employees are conducting themselves in an appropriate manner consistent with the ACPCC’s values and Code of Conduct,
ensure the ACPCC complies with Federal and State legislation relating to Equal Opportunity (EO) and
ensure the ACPCC completes the annual Workplace Gender Equality Agency reporting and complies with the Workplace Gender Equality Act 2012.By effectively implementing this Policy, the ACPCC will attract and retain talented staff and create a positive working environment for all Employees.  We acknowledge that gender inequity is harmful to the physical, mental, emotional and economic health and wellbeing of women, men and people of diverse gender identity or expression. 
SCOPE
This Policy applies to all ACPCC Employees, contractors, students, visitors and Board Directors. 
This Policy does not form part of any Employee’s contract of employment and the ACPCC may amend it at any time. 
The scope of this Policy covers the following:
How the ACPCC provides services to stakeholders and customers, and how it interacts with the community and members of the public. All aspects of employment including recruitment and selection, conditions and benefits, training and promotion, task allocation, shifts, hours, leave arrangements, workload, equipment and transport.
On-site, off-site or after-hours work, work-related social functions, conferences – wherever and whenever staff may be located as a result of their duties, for example work lunches, conferences, meetings, Christmas parties and stakeholder functions
Staff treatment of other Employees, stakeholders and customers, and of other members of the public/community encountered in the course of their duties.
All communications and interactions inside and outside ordinary working hours connected with work, for example via phone, text or messenger apps and on social media. In this regard, a breach of this Policy whilst engaging on social media may also give rise to a Breach of the ACPCC Social Media Policy.
DEFINITIONS  
	ACPCC
	VCS Foundation Limited, trading as the Australian Centre for the Prevention of Cervical Cancer – a company limited by guarantee under the Corporations Act 2001 (Cth), responsible for the management and administration of services and registry solutions under the pillars of VCS Pathology, Digital Health and Population Health.

	Contact Officer

	Person specifically assigned and trained to provide advice and support to staff in circumstances where a breach of the EO Policy may have occurred.

	Employee

	Any person employed by the ACPCC whether on a permanent, temporary or casual basis.

	EO
	Equal Opportunity.

	Equal Opportunity Officer 

	Person assigned to administer the EO Policy and to coordinate impartial investigations into alleged breaches of EO.  
The ACPCC Equal Opportunity Officer is the Director Corporate Services.

	Gender 
	Refers to the social attributes and differences associated with being female, male, transgender or non-binary and does not replace the term ‘sex’ which refers exclusively to biological differences. 

	Gender Equity 
	Gender equity is achieved when people are able to access the same rewards, resources and opportunities regardless of whether they are female, male, transgender or non-binary. 

	Sex 
	Sex refers to the biological and physiological characteristics that define humans as female or male. These sets of biological characteristics are not mutually exclusive, as there are individuals who possess both, but these characteristics tend to differentiate humans as females or males


AUTHORITY & RESPONSIBILITY
This Policy is issued under the authority of the Executive Director. The Director Corporate Services is responsible for the regular review of this Policy.
The Equal Opportunity Officer is responsible for: 
the content and review of this Policy
administering the Policy and accompanying Procedure 
providing general advice about the Policy and accompanying Procedure 
coordinating formal investigations into complaints of breaches of the Policy. 
All Directors, Managers, Supervisors, and the Human Resource (HR) Manager have a responsibility to: 
Model appropriate standards of behaviour
Take steps to educate and make staff aware of their obligations under this Policy and the law
Intervene quickly and appropriately when they become aware of inappropriate behaviour
Act fairly to resolve issues and enforce workplace behavioural standards, making sure relevant parties are heard
Help staff resolve complaints informally
Refer formal complaints about breaches of this Policy to the appropriate complaint handling officer for investigation
Ensure staff who raise an issue or make a complaint are not victimised
Ensure that recruitment decisions are based on merit and that no discriminatory requests for information are made
Seriously consider requests for flexible work arrangements.
Contact Officers have a responsibility to:
act in a manner that is consistent with Policy
maintain confidentiality in relation to matters arising under this Policy at all times
provide neutral support to ACPCC personnel who have concerns about breaches of the Policy through actively listening to concerns, and providing a range of strategies which may be employed to resolve the matter
not act as advocates or mediators between the parties to the concern
be available to provide neutral support to either complainants or respondents (a single contact officer cannot support both parties to the same complaint)
make recommendations to the Equal Opportunity Officer of any proactive measures that may be considered to successfully achieve the purposes of this Policy in the ACPCC workplace.
Employees, students on placement, visiting practitioners, volunteers and contractors have a responsibility to: 
follow the standards of behaviour outlined in this Policy
offer support to people who experience discrimination, bullying or sexual harassment, including providing information about how to make a complaint
avoid gossip and respect the confidentiality of complaint resolution procedures
treat everyone with dignity, courtesy and respect.
POLICY
Policy Statement
Discrimination and sexual harassment are unacceptable at the ACPCC and are unlawful under legislation including:
Sex Discrimination Act 1984 (Cth)
Racial Discrimination Act 1975 (Cth)
Disability Discrimination Act 1992 (Cth)
Age Discrimination Act 2004 (Cth)
Australian Human Rights Commission Act 1986 (Cth)
Equal Opportunity Act 2010 (Vic)
Fair Work Act 2009 (Cth)
Staff (including managers) found to have engaged in such conduct may be subject to disciplinary action, including up to the termination of their employment or engagement with the ACPCC. 
Under the law staff can be held personally liable for certain breaches of discrimination law, and the ACPCC can also be vicariously liable for staff members’ conduct.  
Gender Equity, Diversity and Inclusion 
We drive gender equity, diversity and inclusion in the following ways:
· We are committed to fostering an inclusive culture and to creating a fair and equitable workplace for staff of all genders.  
· We carefully consider the implications for women, transgender and non-binary people in the design, implementation, monitoring and evaluation of our public health services and international development work.  
· Through this work we encourage equal and meaningful participation of women, transgender and non-binary people in decision-making, We promote gender-responsive health care to improve availability and access to different groups of men, women, boys, girls, transgender and non-binary people.  
· We provide a workplace environment free from discrimination and harassment and take necessary action to eliminate any form of gender-based and intersectional discrimination. 
· We acknowledge the impacts of gender-based violence on staff and project participants.  We consider the risks that gender-based violence presents and measures to address these.  We provide leave for people experiencing family violence. 
· We remove barriers to women’s, transgender, and non-binary people’s career advancement and success, by ensuring learning and development opportunities are available and accessible to all staff and that recruitment and promotion processes for staff are fair and transparent and take gender-related challenges into account.   
· Women, transgender and non-binary people participate in all governance structures at national and international activities including our Board, committees and decision-making bodies.  
· Staff can raise concerns or complaints relating to gender equity issues with the CEO or with Human Resources.  The Employee Assistance Program provides psychological support to people experiencing gender equity issues, including discrimination, harassment or family violence. 
Inclusion

ACPCC is committed to fostering an inclusive environment where everyone feels valued and respected. We believe in the principles of equity, diversity, and inclusion, and strive to ensure that all individuals, regardless of their background, have equal opportunities to participate and succeed.

ACPCC recognises that certain groups are marginalised and excluded due to various intersecting factors such as race, gender, disability, and socio-economic status, and other characteristics present on the list of protected personal characteristics under discrimination law. Our organisation is dedicated to identifying and addressing these systemic barriers to inclusion.

ACPCC takes the following approach to inclusion:
· Contextual Analysis: ACPCC recognises that contextual analysis is key. We conduct thorough analyses to understand the complex intersecting drivers of marginalisation and exclusion within the context of international work.
Resource Allocation: When appropriate, ACPCC will allocate resources to initiatives that focus on the inclusion and representation of vulnerable, marginalised, and excluded groups, for example, the establishment of employee resource groups, employee training/awareness, or holding meetings to address behavioural standards.Discrimination
It is unlawful and a breach of this Policy to treat, or propose to treat, someone unfavourably in their employment or when providing goods and services because of a personal characteristic protected by the law, such as sex, age, race or disability.
Unlawful discrimination can occur:
Directly, when a person or group is treated, or proposed to be treated less favourably than another person or group in a similar situation because of a personal characteristic protected by law (see list below). 
For example, a worker is harassed and humiliated because of their race, 
or
A worker is refused promotion because they are ‘too old’.

OR

Indirectly, when an unreasonable requirement, condition or practice is imposed, or intended to be imposed, that has, or is likely to have, the effect of disadvantaging people with a personal characteristic protected by law (see list below).
For example, requiring that all employees work full time within particular hours which may disadvantage employees whose parental status means that they need to work flexibly.
Protected personal characteristics under discrimination law include:
A disability (physical or mental), disease or injury, including work-related injury
Profession, trade or occupation
Parental status or status as a carer, for example, because they are responsible for caring for children or other family members
Race, colour, descent, ancestry, national origin, ethnicity or ethnic background
Immigrant status
Age, whether young or old, or because of age in general
Physical features
Sex (gender) or sex characteristics
Industrial activity, including being a member of an industrial organisation like a trade union or taking part in industrial activity, or deciding not to join a union
Employment activity
Religion
Pregnancy or potential pregnancy and breastfeeding
Sexual orientation or lawful sexual activity, including but not limited to gay, lesbian, bisexual, transsexual, transgender, queer and heterosexual
Intersex status or gender identity
Marital, relationship or domestic partnership status, whether married, divorced, unmarried or in a de facto relationship or same sex relationship
Political belief or activity
Medical record
Criminal record, spent conviction or an expunged homosexual conviction
An association with someone who has, or is assumed to have, one of the above protected attributes, such as being the parent of a child with a disability.
It is also against the law to treat someone unfavourably because you assume they have a protected attribute or may have it at some time in the future.
Disability Discrimination
Employers are also required in some circumstances to make “reasonable adjustments” to facilitate employees with disabilities to perform the “inherent requirements” of the particular role that they perform.  An employer will be deemed to have discriminated against an employee if they fail to make, or propose not to make, these adjustments.
The “inherent requirements” of a position are the essential activities that must be carried out to fulfil the purpose of the position.
An adjustment is not reasonable if it will impose “unjustifiable hardship” on the employer. In assessing unjustifiable hardship factors to be considered include the following:
The nature of the employee's role
The number of persons who would benefit or subject to detriment by making the adjustment
The employee's circumstances
The nature of the adjustment required
The effect on the workplace and the employer's business of making the adjustment, including the impact on efficiency and productivity
The consequences for the employer, including the financial circumstances and the estimated amount of expenditure required to be made by the employer
The availability of financial and other assistance to the employer.
Examples of adjustments that may in some circumstances be reasonable for an employer to make include:
Changing recruitment and selection procedures. For example, providing a sign language interpreter for a Deaf person or ensuring the medical assessor is familiar with a person’s particular disability and how it relates to the job requirements.
Modifying work premises. For example, making ramps, modifying toilets or providing flashing lights to alert people with a hearing loss.
Changes to job design, work schedules or other work practices. For example, swapping some duties among staff or providing regular meal breaks for a person with diabetes.
Modifying equipment. For example, lowering a workbench or providing an enlarged computer screen.
Providing training or other assistance. For example, running induction programs for staff with a disability and their co-workers, providing a mentor or support person for a person with an intellectual disability, and including staff with a disability in all mainstream training.
It is not unlawful to discriminate against a person because of their disability where:
They cannot meet the inherent requirements of the job, even when the employer has made any reasonable adjustments, or
Providing the person with reasonable adjustments to facilitate their disability imposes an unjustifiable hardship on the employer.

Sexual Harassment
Sexual harassment is a specific and serious form of harassment. It is unwelcome sexual advance or request for sexual favours or unwelcome behaviour of a sexual nature, which could be expected to make a reasonable person feel offended, humiliated or intimidated. 
We acknowledge that most women, transgender and non-binary people in Australia and internationally report experiencing some form of gendered harassment at work. Women are more likely than men to experience sexual harassment in the workplace.  People who identify as transgender or non-binary are also more likely than men to be sexually harassed in the workplace. 
Sexual harassment can be physical, spoken or written. It can include:
Comments about a person’s private life or the way they look
Sexually suggestive behaviour, such as leering or staring
Brushing up against someone, touching, fondling or hugging
Sexually suggestive comments or jokes
Displaying offensive screen savers, photos, calendars or objects
Repeated unwanted requests or propositions to go out
Requests or propositions for sex
Sexually explicit posts on social networking sites
Insults or taunts of a sexual nature
Intrusive questions or statements about a person’s private life
Sending sexually explicit emails or text messages
Inappropriate advances on social networking sites
Accessing sexually explicit internet sites
Behaviour that may also be considered to be an offence under criminal law, such as physical assault, indecent exposure, sexual assault, stalking or obscene communications.
Just because someone does not object to inappropriate behaviour in the workplace at the time, it does not mean that they are consenting to the behaviour.
Sexual harassment occurs in the workplace when it happens at work, at work-related events, between people sharing the same workplace, or between colleagues outside of work, including on social media.
All ACPCC Employees, contractors, students and visitors have the same rights and responsibilities in relation to sexual harassment and sex-based harassment.
A single incident is enough to constitute sexual harassment – it doesn’t have to be repeated.
All incidents of sexual harassment – no matter how large or small or who is involved – require employers and managers to respond quickly and appropriately.  Sexual harassment can constitute serious misconduct, which may lead to termination of employment. 
The ACPCC recognises that comments and behaviour that do not offend one person can offend another. This Policy requires all staff and volunteers to respect other people’s limits.
The ACPCC will not tolerate or accept any form of sexual harassment, in the workplace or in any work-related context such as conferences, work functions and business trips. All staff members are responsible for their own behaviour, and under the law may be held personally liable if they engage in sexual harassment. The ACPCC may also be vicariously liable for staff members found to have engaged in any form of sexual harassment.
Victimisation
Victimisation is subjecting or threatening to subject someone to a detriment because they have asserted their rights under equal opportunity law, made or intend to make a complaint, helped someone else make a complaint, or refused to do something because it would be discrimination, sexual harassment or victimisation. Victimisation is against the law.
It is also victimisation to threaten someone (such as a witness) who may be involved in investigating an equal opportunity concern or complaint.
Victimisation is a very serious breach of this Policy and is likely (depending on the severity and circumstances) to result in formal discipline against the perpetrator, including up to termination of employment.
The ACPCC has a zero-tolerance approach to victimisation.
Gender-based violence is a big problem in the community.  Gender-based violence overwhelmingly affects people of diverse genders and has major impacts on women, transgender and non-binary people in their working lives, in their ability to participate in health programs, and on their health outcomes. 
Vilification
Vilification is public act which is reasonably likely to:
offend, insult, humiliate or intimidate or
incites hatred, serious contempt, revulsion or severe ridicule towards,
another person or group of people because of their race, sex, religion, sexuality or sexual identity. Hatred or vilification due to an attribute protected under the various equal opportunity laws is unlawful.
The ACPCC will not tolerate or accept any form of hatred or vilification due to a protected attribute of another person.
Any conduct that can possibly be observed by the public or any sort of communication either verbal or in writing to the public can be considered a public act. Workplaces can be public places.
The ACPCC may be vicariously liable for staff members found to have engaged in any form of unlawful hatred or vilification. Staff may also be sued personally or prosecuted criminally under Commonwealth or State criminal laws.
Conduct that may constitute vilification can include verbal or written statements, or even be the reproduction or distribution of already published information. Examples include:
Offensive material on the internet, including e-forums, blogs, social networking sites and video sharing sites
Offensive comments or images published in a publication such as a leaflet, flyer, internal message board or workplace intranet
Offensive speeches at public events, work functions or in the workplace
Abusive comments in any public place, such the workplace, or any other place attended in connection with employment, or
In some instances, the reproduction or distribution of already published information around the workplace.
Confidentiality
It is unacceptable for staff at the ACPCC to talk with other staff members, clients or suppliers about any complaint of discrimination or harassment without ACPCC’s express permission.
Breaching the confidentiality of a formal complaint investigation or inappropriately disclosing personal information obtained in a professional role (for example, as a manager) is a serious breach of this Policy and may lead to formal discipline.
Decisions to be based on Merit
All recruitment and job selection decisions at the ACPCC will be based on merit – the skills and abilities of the candidate as measured against the inherent requirements of the position – regardless of personal characteristics.
It is unacceptable and may be against the law to ask job candidates questions, or to in any other way seek information, about their personal characteristics, unless this can be shown to be directly relevant to a genuine requirement of the position.
Resolving Issues
The ACPCC strongly encourages any staff member who believes they have been discriminated against, bullied, sexually harassed, vilified or victimised to take appropriate action by making a complaint in accordance with the associated Procedure to this Policy.
Any staff member who has witnessed any discrimination, bullying, sexual harassment, vilification or victimisation should report this to their manager or other responsible person at the ACPCC, or can raise a complaint in accordance with the associated Procedure.
Where a complaint is substantiated that constitutes a breach of this Policy, appropriate disciplinary action will apply, and may be dealt with in accordance with the Disciplinary Policy and Procedure.  Serious breaches of the Policy will lead to termination of employment.
All parties involved in a complaint have the option of accessing personal counselling via the Employee Assistance Program provider. Contact details are available on the intranet.
Other Measures
The ACPCC may implement what training it considers necessary in relation to behavioural standards and where appropriate, will hold meetings to address standards, expectations and any issues. 
The frequency, dates and form of this training and meetings will be determined by the HR team. Compliance training will typically be offered to Employees every two years.
PROCEDURE
Refer to Corp-HR-PP-15 Grievance and Dispute Resolution Procedure
ATTACHMENTS
N/A
REFERENCES
Corp-HR-PP-15 Grievance and Dispute Resolution Procedure

Exec-Gov-PP-23 ACPCC Code of Conduct

Corp-HR-PP-47 Disciplinary Policy and Procedure

Corp-HR-PP-50 Anti-bullying and Anti-Harassment Policy

Corp-HR-PP-48 Social Media Policy 

Corp-HR-PP-23 Recruitment and Selection - Policy and Procedure 

Corp-HR-PP-43 VCS Foundation Felxible Work Safety Checklist

Exec-Gov-PP21 Whistleblower Policy and Procedure  

Corp-HR-F-58 Complaints and Grievance Form  

Corp-HR-PP-48 Social Medial Policy 




[image: Text

Description automatically generated]This is a controlled document issued by the ACPCC.  Unauthorised copies are not permitted.

Version No: 9		
Authorised by: Executive Director		Page: 3 of 8
image1.jpg
Australian Centre
for the Prevention of
Cervical Cancer




