
Investment NSW- Prevention of Bullying 

and Harassment 

 

Policy coverage 
 
For the purposes of this policy, the term ‘employee’ refers to all persons undertaking work 
for or engaged by Investment NSW in either a paid or unpaid capacity (‘staff’) must comply 
with this policy.  The term ‘manager’ means a supervisor or manager with the delegation to 
supervise and exercise management discretion. 
 
It applies to behaviours that occur:  
 

• in connection with work, even outside normal working hours  

• during work activities, including when dealing with colleagues and clients  

• at work-related events, for example at conferences and work-related social functions  

• on social media in interacting with colleagues or clients.  
 

Our principles 
 
Investment NSW has zero tolerance towards bullying and harassment in the workplace. 
All employees are responsible for promoting a positive work environment that is free from 
bullying and harassment. 
 
All employees have a right to expect that any incidents of bullying and harassment will be 
responded to promptly and confidentially. 
 

What is workplace bullying?  
 
Workplace bullying is defined as repeated and unreasonable behaviour directed towards a 
worker or a group of workers that creates a risk to health and safety.  
 
Repeated behaviour refers to the persistent nature of the behaviour and can refer to a 
range of behaviours over time.  
 
Unreasonable behaviour means behaviour that a reasonable person, having considered the 
circumstances, would see as unreasonable, including behaviour that is victimising, 
humiliating, intimidating or threatening.  
 
Some examples include: 

• abusive, insulting or offensive language or comments  

• unjustified criticism or complaints  

• deliberately excluding someone from workplace activities  

• withholding information that is vital for effective work performance  



 

 

• setting unreasonable timelines or constantly changing deadlines  

• setting tasks that are unreasonably below or beyond a person’s skill level  

• denying access to information, supervision, consultation, or resources to the 
detriment of the employee  

• spreading misinformation or malicious rumours  

• Changing work arrangements such as rosters and leave to deliberately inconvenience 
a particular employee or employees 

 

What is workplace bullying?  
 
A single incident of unreasonable behaviour is not considered to be bullying, however it will 
not be ignored, if identified.  
 

Reasonable management action taken to direct and control the way work is carried out is 
not considered to be bullying if the action is taken in a reasonable and lawful way. It is 
reasonable for managers and supervisors to allocate work and to give fair and reasonable 
feedback on an employee’s performance. Examples of reasonable management action can 
include but are not limited to:  

• setting reasonable performance goals, standards and deadlines  

• rostering and allocating working hours where the requirements are reasonable  

• deciding not to select a worker for promotion where a reasonable process is 
followed  

• informing an employee of their unsatisfactory work performance  

• informing an employee of their unreasonable or inappropriate behaviour in an 
objective and confidential way  

•  implementing organisational changes or restructuring  

• taking disciplinary action including suspension or termination of employment.  
 

Differences of opinion and disagreements are generally not considered to be bullying. 
People can have differences and disagreements in the workplace without engaging in 
repeated, unreasonable behaviour that creates a risk to health and safety. However, in 
some cases, conflict that is not managed may escalate to the point where it meets the 
definition of workplace bullying.  
 

What is harassment? 
 
Employees are subject to anti-discrimination laws regarding harassment in relation to 
employment. Under the Anti-Discrimination Act 1977 harassment is defined as any 
unwelcome behaviour that offends, humiliates, or intimidates a person because of their:  

• sex  

• pregnancy  

• breastfeeding  

• race  

• age  

• marital or domestic status  

• homosexuality  

• disability  
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• transgender status  

• carer's responsibilities. 
 

If a person finds a particular behaviour offensive, humiliating or intimidating, irrespective 
of how it was intended, and it relates to their sex, race, age etc as described above, then it is 
considered harassment. Such behaviour may include making offensive jokes, ignoring, 
isolating or segregating a person.  
 
Sexual harassment involves unwanted sexual advances, requests for sexual favours or other 
unwelcome conduct of a sexual nature that, in the circumstances, a reasonable person 
would expect you to be offended, humiliated or intimidated by such behaviour. It can 
include material displayed or circulated in the workplace either physically or electronically.  
Harassment may be an ongoing pattern of behaviour, or it may be just a single act. It may be 
perpetrated by a person in a position of power, such as their supervisor, or it may occur 
where there is no power relationship, for example among work colleagues.  
Harassing a person because of the sex, pregnancy etc of any of their relatives, friends, work. 
 
 

Victimisation- It is against the law for anyone to victimise, discriminate or otherwise treat a 
person unfairly because they have made a complaint, supported someone who has made a 
complaint or acted as a witness regarding bullying or harassment in the workplace 

 

The impact of bullying and harassment  

 
Workplace bullying can be harmful to the person experiencing it and to those who witness 
it. The effects will vary depending on circumstances and the individual’s characteristics and 
may include one or more of the following:  

• distress, anxiety, panic attacks or sleep disturbance  

• physical illness for example muscular tension, headaches, and digestive problems  

• reduced work performance  

• loss of self-esteem and feelings of isolation  

• deteriorating relationships with colleagues, family, and friends  

• depression  

• thoughts of suicide.  
 
 

Procedure for managing incidents of bullying and harassment  

Reporting bullying and harassment 

  
If you believe you are being bullied, you are encouraged to ask the person to stop the 
offending behaviour. If you are not comfortable dealing with the problem yourself, or your 
attempts to do so have been unsuccessful, you can raise the issue either with your manager 
or People and Culture.  
 
All reports of bullying and harassment will be treated seriously and managed promptly in 
accordance with this, other relevant NSW Treasury policies and the Government Sector 
Employment Act 2013 (GSE Act).  



 

 

 
On observing or receiving a report of workplace bullying, harassment or unreasonable 
behaviour, the manager or People and Culture representative will:  
 
1. Speak to the parties involved as soon as possible, gather information and seek local 
resolution to satisfactorily address the issue for all parties.  

• Hear all sides of the story. Discuss the issue with a view to identifying the cause and 
resolution.  

• Note the history, frequency, severity, duration and the impact of the incident or 
behaviour on individuals or the workplace to determine the level of seriousness.  

• Consider and resolve any stressors, patterns, systemic issues or other root causes 
contributing to the complaint that may be overcome, for example inefficient 
processes, lack of empowerment or gaps in leadership capability.  

• Where the allegation is substantiated, inform the employee of the next steps to be 
followed if the behaviour continues. The manager should make a written record of 
this discussion 

 

2. Consult with the relevant People and Culture Partner if an issue cannot be resolved, the 
offending behaviour reoccurs, or the unreasonable behaviour is considered serious. Options 
may include further discussion with the involved parties at the local level, mediation or 
investigation.  People and Culture will assess the matter and may appoint an impartial 
person to investigate. If this occurs, both sides will be given the opportunity to state their 
case and relevant information will be considered before a recommendation is made. People 
and Culture will manage any matter that requires investigation. 
  
3. Where an investigation report does not substantiate the occurrence of bullying or 
harassment, the manager may still need to address the particular circumstances that led to 
the investigation and any continuing interpersonal conflict or tension, for example, through 
informal mediation.  
 
4. Where an investigation finds bullying or harassment has occurred, the Chief Executive 
Officer will carefully consider the report’s findings and determine the outcome in 
accordance with section 69 of the GSE Act. 
 
5. All complaints and reports are to be treated in the strictest of confidence. Only those 
people directly involved in the complaint or in resolving it are to have access to the 
information. Inappropriate release of information to any third party with no legitimate 
involvement in the process may be dealt with as misconduct.  
There will be no victimisation of the person making the report or helping to resolve it. 
Complaints made maliciously or in bad faith will result in disciplinary action.  
 

Consequences of breaching this policy  
 

Employees found to have engaged in bullying, harassment and/or victimisation as defined in 
this policy will be in breach of the Code of Ethics and Conduct and this policy.  
Investment NSW will take disciplinary action against a person who is found to have 
breached this policy. These measures will depend on the nature and circumstance of each 
breach and may include:  
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• a verbal or written apology  

• one or more parties agreeing to participate in counselling or training  

• a verbal or written reprimand  

• disciplinary action such as demotion or dismissal.  
 
A matter managed as misconduct will be subject to the requirements of Part 8 of the 
Government Sector Employment Rules 2014 and section 69 of the Government Sector 
Employment Act 2013.  
 


