POLICY ON INAPPROPRIATE WORKPLACE CONDUCT

1. Purpose

1.1 The Judges of the Local Court are committed to ensuring that it is a safe,
healthy and respectful workplace. The Court does not tolerate
inappropriate  workplace behaviour. Some inappropriate workplace
behaviours may fall short of criminal conduct or a breach of other laws for
which there are already established procedures. Inappropriate workplace
conduct of that nature includes bullying and harassment, including sexual
harassment.

1.2 The purpose of this Policy is:

(a) to define clear standards of appropriate behaviour;

(b) toprovide asafe and secure method by which any person who is
concerned thatthis Policy has beenbreached canraise the matterin
confidence; and

(c) to set out the broad framework within which such concerns will
be addressed.

1.3 This Policy is complementary to rather than in substitution for policies on
workplace conduct which have general application to Northern Territory
public sector employees where such policies apply.

2. Application
2.1 This Policy has application to:
(@) theconductofjudicial officers and Local Court staff directly involved in
working in judges' chambers;

(b) the conduct ofjudicial officers in their dealings with other staff working
in the premises of the Local Court;

(c) allwork circumstances, including where judicial officers and Local
Court staff are required to travel or work away from chambers; and

3. all social functions conducted in the premises of the Local Court, or
otherwise under the auspices of the Court.
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4. Inappropriate workplace conduct

4.1 Inappropriate workplace conduct includes the following types of conduct.

4.2 Bullying, in the form of belittling, insulting, aggressive or intimidating conduct
towards a person or group of persons in the workplace. Bullying may include
abusive or offensive language or comments, victimisation, unjustified criticism
or complaints, or deliberate exclusion from work-related activities. Bullying
does not include the reasonable allocation of work and supervision, giving
feedback on work, justified and reasonable criticism, differences of opinion
and disagreement, and reasonable management action in the workplace.

4.3 Harassment, including sexual harassment. Harassment is unwelcome,
uninvited or unsolicited behaviour which offends, humiliates, intimidates or
belittles the person to whom it is directed. Sexual harassment includes
uninvited sexual advances, requests for sexual favours, or other uninvited
conduct of a sexual nature that could reasonably be expected to be
unwelcome, offensive, humiliating or intimidating to the person to whom it is
directed.

4.4 Victimisation, in the form of subjecting another person to a detriment or treating
that person unfairly or unequally on the ground that the person victimised has
made a complaint; is suspected of having made a complaint or of intending to
make a complaint; has sought or made an inquiry into or is witness to a
complaint; or has made allegations under legislation such as the Antj
Discrimination Act 1992 (NT), the Independent Commissioner against Corruption
Act 2017 (NT) or the Judicial Commission Act 2020 (NT).

5. Procedure for raising concerns
5.1 A complaint about inappropriate workplace conduct may be made to:

(@) aJudge or Territory Coroner;

(b) the Director Courts North or South;

(c) the Executive Director, Courts and Tribunals; or

(d) the principal officer under the Judicial Commission Act.

5.2 Where a complaint is made in relation to conduct on the part of a judicial
officer, the matter will be referred directly to the Chief Judge or, where the
complaintis in relation to the Chief Judge, to the Deputy Chief Judge.

5.3 A complaint about inappropriate workplace conduct may be made formally or
informally.
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5.4 A complaint about inappropriate workplace conduct may be made
confidentially, although if a complaint is made on that basis it may affect the
manner in which the complaint is dealt with.

5.5 A person may make a complaint about inappropriate workplace conduct
without risk of adverse repercussions.

6. Procedure for dealing withcomplaints

6.1 If the complaint is made to the Director of Courts North or South or the
Executive Director, that person will report the complaint to the Chief Judge, or
to the Deputy Chief Judge or Territory Coroner where applicable, with a view
to considering whether any further action is necessary.

6.2 Complaints and documentation generated in dealing with a complaint will be
kept confidential to the extent possible. The extent to which a complaint may
be kept confidential will depend upon:

(a) the need to investigate the complaint;

(b) the need to afford procedural fairness;

(c) the wishes of the complainant; and

(d) any statutory obligation to report particular conduct.

6.3 The procedure adopted in response to a complaint will depend upon the
circumstances.

6.4 An informal procedure focused on the resolution of the issue rather than
substantiation of the underlying complaint may be appropriate where the
person raising the concern wishes to resolve the issue informally.

6.5 A formal procedure focused on establishing whether a complaint is
substantiated will usually be appropriate where the complaint involves serious
allegations of inappropriate workplace behaviour; where informal attempts at
resolution have been unsuccessful; where the allegations made in the
complaint are deniedand the person raising the complaint wishes to proceed
with a formal investigation; or where a formal process is required under
Statute.

6.6 Investigation of complaints at a formal level will be conducted by an
independent external adviser to be appointed by the Chief Judge, the Deputy
Chief Judge or Territory Coroner where applicable; or, where appropriate,
referred to the Judicial Commission.
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6.7 Complainants will be informed, and kept informed, of the nature of the steps
that are proposed for any formal or informal resolution process and the
progress and outcome of those steps.

6.8 This Policy does not preclude the right of Local Court staff to complain directly
to another authority.

Dated: 31 August 2020

Page 4 of 4



