Workplace Behaviour Policy –
Workplace Behaviour Policy – Australia and
Australia
New Zealand and New Zealand
We may vary this policy at any time. A reference to this policy in any document refers to this policy as amended
from time to time.

1. Overview
Opal is proud to set high standards for acceptable workplace behaviour, over and above bare compliance
with minimum legislative requirements. Those standards are explained in this policy, which should be read
in conjunction with Opal’s Code of Conduct.
Setting and enforcing high standards for acceptable workplace behaviour is consistent with Opal putting
safety at the centre of everything, including both the physical and psychological safety of those performing
work for Opal.
Opal does not tolerate unacceptable workplace behaviour. In many cases, a breach of this policy may also
amount to unlawful or criminal conduct under applicable legislation. Any breach of this policy by an Opal
employee may lead to disciplinary action, up to and including termination of employment.
Opal provides a safe and inclusive environment and encourages everyone working for Opal to promptly
address any concerns about unacceptable workplace behaviour, regardless of whether they are a target of
or a bystander to the behaviour. All Workplace Participants have a shared responsibility to assist in
preventing unacceptable workplace behaviour in order to promote a safe working environment for
everyone.
This policy should be read and interpreted in conjunction with any applicable legislation, Awards and
collective agreements, and relevant provisions in individual employment agreements. This policy is not
intended to be incorporated into individual or collective employment agreements.

2. Application
All Opal Workplace Participants are required to comply with this policy at all times when undertaking
Work Activity.
For the purposes of this policy, “Workplace Participants” refers to:
•

Opal employees;

•

Labour Hire Workers, being individuals employed by a third party with which Opal has an agreement under
which the individuals perform work for Opal’s benefit; and

•

Contractors, being individuals who perform work for Opal’s benefit pursuant to the terms of an
independent contractor/consultancy agreement or equivalent, either directly or as a subcontractor or
employee of a subcontractor to the principal contractor.

For the purposes of this policy, “Work Activity” refers to all conduct connected with Opal in Australia and
New Zealand. This is a broad definition and includes not only conduct on Opal premises and during working
hours, but also to conduct outside of the workplace and in personal time and when using personal
technology and devices, where there is a connection to Opal.

3. What is considered acceptable workplace behaviour at Opal?
Opal expects all Workplace Participants to engage in acceptable workplace behaviour. This means:
•

Behaving at all times in a manner consistent with Opal’s Code of Conduct;

•

At all times taking reasonable care for one’s own health and safety, and for the safety of others who may
be affected by their conduct, including both physical and psychological safety;

•

Not engaging in, or directly or indirectly supporting, inappropriate discrimination (see heading 5.1);

•

Not engaging in, or directly or indirectly supporting, harassment (see heading 5.2);
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•

Not engaging in, or directly or indirectly supporting, sexual harassment (see heading 5.3);

•

Not engaging in, or directly or indirectly supporting, bullying (see heading 5.4);

•

Not engaging in, or directly or indirectly supporting, victimisation (see heading 5.5); and

•

Taking prompt and appropriate action upon suspecting or becoming aware of any unacceptable workplace
behaviour (see headings 6.1 and 6.2).

4. What if a Workplace Participant doesn’t intend to engage in unacceptable
workplace behaviour?
In determining whether or not unacceptable workplace behaviour has occurred under this policy, it is
irrelevant whether or not the Workplace Participant who engaged in the behaviour intended to engage in
unacceptable behavior.
It is the responsibility of each Workplace Participant to read and understand the behaviour required of
them under this policy and to act accordingly.

5. Unacceptable workplace behaviour
5.1.

Inappropriate discrimination

Discrimination occurs when a person or group is treated less favourably than another, and includes both
direct discrimination and indirect discrimination.
Discrimination is inappropriate when the discrimination is based on a protected attribute. For the purposes
of this policy, the following are protected attributes.
•

Race (including colour, descent or national or
ethnic origin)

•

Political opinion, belief, conviction, affiliation or
activity

•

Sex

•

Age

•

Marital status/relationship status/domestic
partnership status

•

Medical record

•

Criminal record

•

Spent conviction

•

Sexual preference/sexual
orientation/sexuality/intersex status/gender
identity/ gender history/ transgender status

•

Identity of spouse or domestic partner

•

Pregnancy or potential pregnancy

•

Breastfeeding

•

Family/carer’s responsibilities/parenthood

•

Disability/impairment (including physical,
intellectual or psychiatric)

•

Lawful sexual activity

•

Trade union/ industrial activity

•

Genetic predisposition to disability

•

Physical features

•

Religion or religious belief or religious
conviction

•

Personal association with anyone who is
identified by reference to any of the above
protected attributes

Direct discrimination happens when a person, or a group of people, is treated less favourably than
another person or group because of a protected attribute.
Example: Excluding a colleague from a team activity because they are “too old” is direct discrimination on
the ground of age.
Indirect discrimination happens where a rule, requirement or practice is applied to everyone but has an
adverse effect on people with a protected attribute, and that rule, requirement or practice is unreasonable.
Example: Requiring all team members to attend an out of hours training conference could have a potential
adverse effect on those with family/carer’s responsibilities or with a disability that impacts their working
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hours. Whether or not this amounts to indirect discrimination will depend on whether or not the
requirement is “reasonable” in all of the circumstances.
Discrimination will not be considered inappropriate, and will not constitute a breach of this policy, where
the discriminatory conduct is lawfully taken based on the inherent requirements of a particular job.
Example: Declining an overtime request because the employee has a medical certificate which limits the
number of hours they can safely work due to a disability, and the overtime would exceed those hours.

5.2.

Harassment

Harassment refers to unreasonable conduct which has no legitimate workplace function and which occurs in
circumstances where a reasonable person would have anticipated that another person could be offended,
humiliated or intimidated by the conduct.
Harassment can occur in a single act or repeated behaviour or conduct.
Examples of harassment include practical jokes, abusive language, threats and any form of unreasonable
physical contact with another person (eg striking, throwing objects, pushing, tripping, grabbing).
Repeated instances of harassment may also amount to bullying.
Harassment may also amount to inappropriate discrimination if done on the basis of a protected attribute.
Examples: Telling racist or sexist jokes in the workplace.

5.3.

Sexual harassment

Sexual harassment refers to any unwelcome conduct of a sexual nature in circumstances where a
reasonable person would have anticipated that another person would feel offended, humiliated or
intimidated.
Sexual harassment can occur in a single act or repeated behaviour or conduct.
Conduct of a sexual nature can include a broad range of behaviour, including conduct engaged in verbally,
physically or electronically. It may be overt, covert or subtle.
Overt forms of sexual harassment may be easier to identify but more subtle forms of sexual harrasment
like sexist remarks and the use of crude language are still serious and will not be tolerated. These forms of
sexual harassment can be just as harmful as overt forms of sexual harassment.
Some examples of conduct of a sexual nature include:
•

Jokes or pictures/cartoons/gifs of a sexual nature shared in person or via electronic means.

•

Physical contact such as brushing up against a person, touching, hugging, massaging, patting, pinching or
fondling, eg putting an arm around, a kiss hello, flicking bra straps, putting hands in a person’s pocket.

•

Inappropriate watching, staring or leering.

•

Displaying sexual objects or calendars/posters of a sexual nature or giving as a gift.

•

Requesting intimate images/videos.

•

Sharing intimate images/videos.

•

Sexually explicit or indecent emails, phone calls, text messages or online interactions.

•

Asking questions or making comments about a person’s sexual relationships or sexual practices.

•

Requesting or inviting a person to engage in sexual activity.

•

Innuendo, including sexually suggestive or provocative remarks, or inferences about sexual activity or
performance.
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Workplace Participants who are in an intimate relationship with each other should be cautious about the
manner in which they conduct themselves during Work Activity. While conduct towards an intimate partner
may not be unwelcome, it may amount to sexual harassment of others who may witness that conduct and
consider it to be unwelcome.

5.4.

Bullying

Bullying refers to repeated, unreasonable behaviour directed towards a worker, or group of workers, which
creates a risk to a worker’s physical or psychological health and safety.
Unreasonable behaviour is behaviour that a reasonable person, having regard to all the circumstances,
would see as unreasonable, including behaviour that is victimising, humiliating, intimidating or threatening.
Behaviour may take many forms including verbal, physical and electronic.
Repeated behaviour does not require repeated instances of the same type of unreasonable behaviour. A
pattern of behaviour involving a series of different types of unreasonable behaviour may constitute
bullying.
Some examples of conduct which may amount to bullying include:
•

Repeatedly isolating or exclusing a person from a work team;

•

Sabotaging another person’s work;

•

Interfering with a person’s work equipment or personal belongings;

•

Unreasonably criticising or ridiculing another worker;

•

Using aggressive or abusive language or gestures/body language;

•

Spreading rumours about a person or revealing sensitive confidential information about them (eg medical
conditions) to others in the workplace;

•

Making unreasonable comments about a person on social media.

Reasonable management action carried out in a reasonable manner does not amount to bullying.
Some examples of conduct which is reasonable management action and not bullying, include where
supervisors or managers reasonably:
•

direct, allocate and/or roster work;

•

set performance goals and deadlines;

•

provide feedback on a worker’s performance or conduct;

•

undertake performance management;

•

undertake counselling or disciplinary action;

•

implement organisational changes.

5.5.

Victimisation

Victimisation refers to adverse treatment of a person because they are, or could potentially be, involved in
an allegation of unacceptable workplace behaviour under this policy.
It is a breach of this policy to victimise any complainant, alleged perpetrator, bystander, witness, support
person or investigator.
Examples of victimisation include intimidating or isolating/excluding a person because of their involvement
in an allegation of unacceptable workplace behaviour.
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6. Opal’s approach to alleged breaches of this policy
6.1.

Safety and the role of Workplace Participants, bystanders and People
Leaders

The top priority for Opal and all Workplace Participants in addressing any alleged breaches of this policy is
the safety, both physical and psychological, of everyone involved.
For the safety of all Workplace Participants, it is important that any suspected or alleged breaches of this
policy are promptly raised.
It is the responsibility of all Workplace Participants to create a safe and supportive environment in which
individuals feel comfortable and empowered to raise concerns, whether they have been a target of alleged
unacceptable workplace behaviour, or they are a bystander or a witness.
The role of bystanders is particularly powerful in addressing unacceptable workplace behaviour. “The
standard you walk past is the standard that you accept.”
Opal acknowledges that its People Leaders also play a crucial role in providing leadership in relation to
acceptable workplace behaviour, by modelling acceptable behaviour and taking reasonable steps to ensure
that unacceptable workplace behaviour does not occur within their teams. People Leaders also play an
important role in ensuring that any potential unacceptable workplace behaviour within Opal is addressed
promtly and appropriately.

6.2.

Options available in relation to suspected or alleged unacceptable
workplace behaviour

A recipient of, or bystander to, suspected or alleged inappropriate behaviour has a number of options
available to them, and multiple options may be pursued:
1. Raise the concern directly with the person: This option should only be used where the person feels
safe and comfortable to have the discussion. It could be done “in the moment” when conduct has just
occurred, or at an appropriate later stage. The issue should be raised in a calm and respectful manner.
Examples: “Some people would be offended by comments like that, I would appreciate it if you didn’t make
them again”; “Your actions are making me uncomfortable, please don’t do it again”; “Your behaviour
towards our colleague just now came across very aggressive, you might want to cool off before talking next
time you are feeling that way.”
2. Report the concern to Opal:Concerns can be reported to:
•

Line management for the relevant Opal division;

•

Human Resources for the relevant Opal division; or

•

A Human Resources representative in another Opal division if desired.

Each division and site may also have specific arrangements in place for reporting concerns.
Refer to heading 6.3 below for information about how Opal will respond to a report.
3. Report the concern to an external authority:While Opal encourages Workplace Participants to report
concerns internally, Workplace Participants may wish to seek assistance from an external body or authority
with responsibility for dealing with such matters. In cases of potentially criminal conduct, Workplace
Participants are encouraged to report the matter to the police.
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6.3.

How will Opal respond to a report of unacceptable workplace behaviour?

Opal will take reasonable steps to support any Workplace Participant who believes they have experienced
unacceptable workplace behaviour, and to consult with the person about their preferred approach to the
process and outcomes arising out of the issue raised.
Even where no report of unacceptable workplace behaviour is made, Opal can take steps to address
suspected or alleged unacceptable workplace behaviour identified through other means (eg IT system
audits, review of CCTV footage, site cultural reviews, etc).
Opal will address the alleged unacceptable workplace behaviour in the manner that Opal considers most
appropriate in all of the circumstances, having regard to the safety of the Workplace Participants involved,
protecting confidentiality, any applicable legal requirements, the seriousness of the alleged conduct, and
the potential consequences.
Some examples of steps that Opal may take include some or all of:
•

Undertaking training on this policy amongst the workgroup;

•

Reminding a workgroup about the free and confidential support offered by Opal’s Employee Assistance
Program (“EAP”):

•

Facilitating a conversating between the Workplace Participants involved, to seek to resolve differences and
agree on acceptable conduct moving forward;

•

Arranging for an appropriate impartial investigator to formally investigate the allegations;

•

Reporting the alleged conduct to an external body, eg the Police or a relevant regulatory body.

If Opal decides that a formal investigation is appropriate, then:
•

All participants in the investigation process are required to maintain confidentiality;

•

All participants in the investigation process are required to be honest and respectful during the
investigation;

•

Any person accused of unacceptable workplace behaviour will be afforded procedural fairness, meaning
that the allegations against them will be explained and they will have an opportunity to respond before any
conclusions are reached, and they can have an appropriate support person with them at investigation
meetings;

•

Opal may make temporary changes to working arrangements while an investigation is underway, which
may include standing an employee down or adjusting location, timing or duties.

6.4.

What are the potential consequences of unacceptable workplace
behaviour?

Opal employees who engage in unacceptable workplace behaviour may be subject to disciplinary action,
which may extend to termination of employment.
Workplace Participants who are not Opal employees may be directed to cease having any further contact
with Opal and/or cease performing any further work for Opal.
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