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In the wake of #Me-too, the prevalence of sexual harassment together with foul and 

demeaning language has been laid bare. This movement has exposed the fact that 

sexual harassment in the workplace is pervasive and affects all sectors. However, the 

hospitality industry has a particularly bad reputation. One of the flashpoints of the #Me-

too movement was the men-only President’s Club dinner last year, where female staff 

spoke out about being groped, propositioned and degraded by attendees. Only days 

later, a survey was published by a particular union finding that 89% of female staff in 

the hospitality industry had experienced one or more incidents of sexual harassment in 

their working life. 

AIMS AND OBJECTIVES 

An employer must ensure that employees and others are not subjected to 

behaviour and language that they find inappropriate or offensive whilst at work. 

RESPONSIBILITIES 

Senior management must implement a policy to ensure that employees do not cause 

offence to other employees by their actions, behaviour, appearance or language in the 

workplace. 

Line management should ensure that all employees adhere to the Club’s standards 

of behaviour, and to encourage those persons who feel that they have been 

subjected to inappropriate behaviour or language to report those incidents for 

attention by management. 

IMPLEMENTATION 

1.  Behavioural standards 

All employees have a right to work in conditions that they find conducive and 

comfortable. Aggressive, loud, lewd, obnoxious and offensive behaviours and language 

may be considered inappropriate in Clubs where there is a mix of age groups, cultures 

and genders. The right of the individual to a healthy and safe workplace is an 

underpinning principle of Work Health and Safety legislation, and all Clubs must ensure 

that all employees are not subjected to mental or emotional stress due to behaviours or 

language which they may find unacceptable or offensive. 

Employees should adhere to accepted community standards of behaviour and 

language in the workplace. Language and behaviour which could be considered 

offensive by any other person should be grounds for counselling and disciplinary 

actions should be initiated against persons who continue with inappropriate behaviour 

or language. 
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Persons other than those actually involved may also find certain behaviours offensive 

even when all the parties actually involved do not. Examples would be displays of 

affection, indiscrete touching, bodily proximity and contact, lewd or ribald language or 

actions, or other actions outside of those generally considered publically acceptable. 

Consideration must be given to cultural sensitivity, religious beliefs and cultural 

practices. 

 
 

A Club may also develop and implement a code of conduct for its employees that sets out the 

standards of behaviour or appearance in the workplace. 

2. INDENTIFYING INAPPROPRIATE BEHAVIOURS 

A Club that fails to take action to prevent objectionable or inappropriate behaviour may be liable 

for large penalties under legislation and for payouts where damages are awarded to an 

aggrieved employee. 

The following list identifies workplace behaviours which are unlawful under various 

Commonwealth, State and Territory legislation. 
 
 

BEHAVIOUR INDICATORS 

 
Workplace 
harassment 

Workplace harassment is where a person is subject to behaviour that: 

 is repeated, unwelcome and unsolicited 

 the person considers to be offensive, intimidating, humiliating or threatening 

 a reasonable person considers to be offensive, intimidating, humiliating 
or threatening 

 
Sexual 
harassment 

Sexual harassment is unwelcome conduct of a sexual nature in relation to a 
person. It happens when a reasonable person would perceive the conduct to be 
offensive, Intimidating, humiliating or threatening. It has nothing to do with mutual 
attraction or friendship between people. 

 
Discrimination 

For unfair treatment to be unlawful, it has to be based on two things – why and 
where it happened. 
It is against the law to treat a person unfairly because of their: 

 sex 

 relationship or parental status 

 race 

 religious belief or activity 

 political belief or activity 

 impairment 

 lawful sexual activity 

 pregnancy 

 breastfeeding needs 

 family responsibilities 

 gender identity 

 sexuality 

It is also against the law to treat a person unfairly because of an association with a 
person from one of these groups. 
Unlawful discrimination can occur in the workplace including dealing 
with tradespeople, businesses, and State and Federal governments. 

No single culture, belief or point of view is more valid than any other and each needs to be respected 

in the workplace 



Vilification Vilification is a public act or statement that incites others to hate a person or group of 
persons because of their race, religion, gender identity or sexuality. This sort of 
hatred is illegal and can show up in a number of ways including through leaflets, 
speech, graffiti, websites and public abuse or media remarks. 

Victimisation Generally, victimisation is treating a person badly because they have: 

 made, or intend to make, or have helped a person make a complaint under 
legislation 

 refused to breach legislation, or 
 a person has provided information about a complaint. 

 

Legitimate and reasonable management actions and business processes such as actions taken 

to transfer, demote, discipline, redeploy, retrench or dismiss an employee are not considered to 

be workplace harassment provided these actions are conducted in a reasonable manner and for 

good reasons. 

A system to allow a person to lodge a complaint in a manner that will not expose them to further 

harassment and discrimination should be implemented and complaints dealt in such a way that 

the privacy and anonymity (if necessary) of the complainant is protected. 

3. PREVENTION OF INAPPROPRIATE BEHAVIOURS 

Club’s Managers and Supervisors must ensure that employees are not exposed to workplace 

harassment or inappropriate behaviours. Persons in management and line management roles 

should personally demonstrate appropriate behaviour, identify and deal with inappropriate 

behaviour, promote appropriate behaviour, treat complaints seriously and ensure that where a 

person lodges or is a witness to a complaint, that the person is not victimised because of the 

lodgement of that complaint. 

Counselling and disciplinary procedures should be arranged for persons who exhibit 

inappropriate behaviour or use of inappropriate language and their behaviour is monitored to 

ensure that their behaviour and language is of an acceptable standard. 
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