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1. Policy Statement/Objective(s) 

 
Shellharbour City Council is committed to and accountable to provide a positive workplace 
culture that is safe, healthy, harmonious, respectful and productive; free from bullying, 
harassment, sexual harassment, harassment on grounds of sex, violence, victimisation and 
discrimination. 
 
The objectives of the policy are to provide information and set boundaries on appropriate and 
acceptable behaviour in the workplace. 
 
This policy represents the organisation's core values of Collaboration, Accountability, 
Integrity, Respect and Sustainability in all aspects of positive working relationships and 
acceptable workplace behaviour; and will not undermine any core value in its application. 
 
This policy supports the 4 C's of Community, Councillors, Customers and Council to ensure 
a positive workplace culture that will service and provide effective outcomes to each of the 4 
C’s. 
 

2. Scope 
 
This policy applies to all employees of Council (including contractors, volunteers and 
committee members), the Councillors and Administrators. 
 
This policy applies to the above stakeholders in any of Council’s workplaces which includes 
but is not limited to work related events, meetings (on and off-site), training courses, 
conferences, workshops, business trips and any other work function such as Christmas 
parties, staff celebration events and farewells. 
 

3. References 
 
Anti-Discrimination Act (Cth) 2004 
Anti-Discrimination Act (NSW) 1977  
Anti-Discrimination and Equal Employment Opportunity olicy 
Code of Conduct for Council Staff, Contractors and Volunteers 
Digital and Social Media Policy 
Disability Discrimination Act (Cth) 1992 
Equal Employment Opportunity Management Plan 2022 
Fair Work Act (Cth) 2009 
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Information Technology Acceptable Usage Policy 
Internal Complaints Procedure 
Local Government (State) Award  
Public Interest Disclosures Act 1994 
Racial Discrimination Act (Cth) 1975 
Sex Discrimination Act (Cth) 1984 
Work Health and Safety Act (NSW) 2011  
 

4. External/Internal Consultations 
 
Executive Leadership Team (ELT) 
 

5. Definitions 
 

Bullying is repeated unreasonable behaviour (physical or mental) directed 
towards a Worker or group of workers that creates a risk to health 
and safety. 

Discrimination is either direct or indirect and occurs when a person or group of 
people, are treated less favourably than others because of certain 
personal characteristics, including sex, pregnancy, marital status, 
breastfeeding, age, disability, sexual orientation, gender identity or 
intersex status. 

Equal 
Employment 
Opportunity (EEO) 

is the principle of ensuring that all employees and potential 
employees are treated equitably and fairly, regardless of their race, 
sex, marital status, age, disability or sexual preference. 

Harassment is when a person is treated less favourably on the basis of certain 
characteristics such as race, sex, pregnancy, marital status, 
breastfeeding, age, disability, sexual orientation, gender identity or 
intersex status. 

Harassment on 
grounds of sex 

is harassment of another person on the grounds of the sex of the 
person; characteristic that relates to a person’s sex and having 
regards to all the circumstances, a reasonable person would have 
anticipated that the behaviour would have offended, humiliated or 
intimidated another person. 

Misandrist means characterised by or expressing hatred of men.  

Misogynisitc means characterised by or expressing hatred or women. 

Sexual 
Harassment 

is any unwelcome behaviour of a sexual nature that makes a person 
feel offended, humiliated or intimidated. 

Vilification is when someone says or does something in public that could make 
other people ridicule, hate or have serious contempt for a particular 
group of people. 

Victimisation is when someone punishes a person or treats another person badly 
because they have made a complaint; have participated in a 
complaint investigation or they are possibly going to complain. 

Worker means an employee, contractor, subcontractor, employee of a 
labour hire company, apprentice, trainee, and volunteer. 
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6. Variation and Review 
 
Council reserves the right to review, vary or revoke this policy. 
 
Review History -  
 

Date Policy first adopted – version 1 13 October 2009 
Date amendment adopted – version 2 15 May 2017 
Date amendment adopted – version 3 7 March 2019 
Date amendment adopted – version 4 6 September 2022 

 
 

7. Policy 
 
Shellharbour City Council strives for a harmonious workplace where everyone is treated 
with respect, fairness, and dignity. Council will not tolerate inappropriate workplace 
behaviour including but not limited to bullying, harassment, sexual harassment, harassment 
on the grounds of sex, violence, victimisation and discrimination.  
 
This policy outlines: 

• Core values and behaviours 
• Responsibilities of employees, managers/supervisors, Councillors and Administrators 
• Inappropriate workplace behaviour 
• Dealing with inappropriate workplace behaviours 

 
Core Values and Core Behaviours 
 
Shellharbour City Council’s Core Values represent who we are and how we see ourselves. 
They are integral to achieving a positive workplace culture that is free from inappropriate 
behaviour. 
 
They shape who we are as an organisation and help us build a strong, resilient culture that 
provides benefits to the 4Cs and sets us up for future success. 
 
Our values are: 

• Collaboration 
• Accountability 
• Integrity 
• Respect 
• Sustainability 

 
Core Behaviour statements represent how the Core Values are translated into the organisation 
by describing the minimum standards expected from all employees.  
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The Core Behaviour statements associated with each Core Value are listed below. 

Collaboration 
 
“Reach out” 

• We seek opportunities to develop teamwork and cooperation to 
support high performance. 

• We work together with our Community, Councillors, Customers 
and Council to achieve shared goals and the best outcomes. 

• We communicate and listen openly and honestly to ensure 
information is shared in an efficient, transparent and timely way. 

Accountability 
 
“Own it” 

• I take responsibility for what I do and what I don't do. 
• I demonstrate my commitment to deliver quality, reliable and 

professional services to our Community, Councillors, Customers 
and Council. 

• I recognise my responsibility to learn, change and improve 
performance. 

Integrity 
 
“Be true” 

• We behave professionally, ethically and reliably in everything we 
say and do. 

• We are genuine, honest and transparent. 
• We have the courage to do what is right when it’s not the easiest 

route. 

Respect 
 
“Show care” 

• I embrace diversity and welcome differences in backgrounds, 
experiences and viewpoints. 

• I am friendly, open and polite in all my communications. 
• I listen to and value the contributions of others. 
• We support a safe and healthy work environment that treats 

everyone with fairness and equity. 

Sustainability 
 
“Think tomorrow” 

• I seek to reflect community needs in the services I deliver. 
• We make decisions today that will positively impact on Shellharbour 

City and its environment for generations to come. 
• We adopt a long term view in the decisions we make and the actions 

we take so we can deliver enduring benefits to our community well 
into the future. 

• We encourage creativity, innovation and continuous improvement to 
achieve a lasting impact. 

 
It is expected that all Workers of Council the Councillors and Administrators will conduct 
themselves with due consideration to the Core Values, Core Behaviours, Code of Conduct 
and this policy. 
 
Inappropriate workplace behaviours 
 
Inappropriate workplace behaviours should be addressed and corrected when they occur, to 
ensure they do not begin to form part of the workplace culture. 
 
Factors that may contribute to a poor workplace culture, where inappropriate behaviours are 
likely, include but are not limited to: 

• Workers not exhibiting the Core Values and Core Behaviours. 
• Managers/supervisors not holding themselves accountable for the Core Values and 

Core Behaviours of themselves and the Workers reporting to them. 
• Workers lacking respect for each other’s roles and responsibilities. 
• A lack of respect for, or awareness of, differences such as race, culture, religion, 

disability, age or sexual preference. 
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• Workers under-valuing or ignoring each other’s contributions. 
• An inability to resolve conflicts effectively. 
• Poor leadership and management skills. 
• Poor communication -  verbal and written 
• Position descriptions that do not fully define responsibilities, expected behaviours and 

duties. 
• Inappropriate practical jokes. 
• Gossiping and spreading of rumours. 
• The need to adapt to sudden and significant changes to work practices or a recent 

restructure without effective communication. 
• Workers unaware of their rights. 

 
Where a Worker has been found to have engaged in behaviours contrary to this Policy and/or 
Council’s Core Values, disciplinary action may be taken, up to and including termination of 
employment. 
 
Accountabilities 
 
Councillors and Administrators 
 

• Act reasonably, justly in accordance with the law. 
• Comply with the Code of Conduct and this policy. 
• Treat other Councillors, Community, Customers and Council employees fairly 

and equitably and with respect and courtesy. 
 
CEO 
 

• Provide effective leadership by role modelling Council’s Core Values and Core 
Behaviours and acting in a manner which provides a positive example of acceptable 
workplace behaviour. 

• Take all reasonable steps to allow Council to meet its commitment to this policy. 
• Commit adequate resources and staffing for the effective implementation of this 

policy. 
• Take all reasonable steps to prevent bullying, harassment, sexual harassment, 

harassment based on sex, violence, victimisation and discrimination in the 
workplace. 

• Encourage all Directors, Group Managers, Managers, and Supervisors to commit to 
fostering a positive workplace culture that supports the Core Values and behaviours. 

• Encourage all Directors, Group Managers, Managers, and Supervisors to commit to 
fostering a positive workplace culture that is safe, healthy, harmonious, respectful 
and productive; and free from bullying, harassment, sexual harassment, harassment 
based on sex, violence, victimisation and discrimination. 

• Comply with the Code of Conduct, this policy and relevant policies and procedures. 
 
Directors, Group Managers, Managers and Supervisors 
 

• Provide effective leadership by role modelling Council’s Core Values and Core 
Behaviours and acting in a manner which provides a positive example of acceptable 
workplace behaviour. 

• Foster a positive workplace culture that is safe, healthy, harmonious, respectful and 
productive. 
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• Take all reasonable steps to prevent bullying, harassment, sexual harassment, 
harassment based on sex, violence, victimisation and discrimination in the 
workplace. 

• Effectively manage any behaviour that may constitute inappropriate behaviour by 
acting immediately on calling out inappropriate behaviour, and taking disciplinary 
action if appropriate. 

• Promote this policy ensuring Workers understand their responsibilities and what is 
expected of them.  

• Advise Workers who have been subjected to inappropriate workplace behaviour 
about the avenues available for resolving their issue, including lodging a formal 
Internal Complaints Notification Form via the Internal Complaints Procedure. 

• Provide the necessary help, support and guidance to resolve any issues to those 
that have been subjected to inappropriate workplace behaviour and to rectify 
inappropriate workplace behaviour. 

• Comply with the Code of Conduct, this policy and relevant policies and procedures. 
 
Workers 
 

• Role model Council’s Core Values and Core Behaviours. 
• Comply with the Code of Conduct, this policy and relevant policies and procedures. 
• Ensure you do not adversely affect the health, safety and welfare of others by 

engaging in bullying, harassment, sexual harassment, harassment based on sex, 
violence, victimisation and discrimination. 

• Ensure appropriate steps are taken to protect yourself from bullying, harassment, 
sexual harassment, harassment based on sex, violence, victimisation and 
discrimination. 

• If you feel you are being subjected to inappropriate workplace behaviour, report the 
behaviour. 

• Assist in eliminating bullying, harassment, sexual harassment, harassment based 
on sex, violence, victimisation and discrimination by: 

• Refusing to join in with such behaviour. 
• Supporting other Workers to say ‘no’ to bullying, harassment, sexual 

harassment, violence, victimisation and discrimination. 
• Telling the offender to stop the inappropriate workplace behaviour if witnessed. 
• Support other Workers who have been subjected to inappropriate workplace 

behaviour by using the Internal Complaints Procedure. 
• Reporting instances of bullying, harassment, sexual harassment, harassment 

based on sex, violence, victimisation and discrimination. 
• Be careful to avoid any actions that could be interpreted as sexually inappropriate 

or stereotyping people because of the group they belong to. Consider your actions, 
words and body language, to ensure such actions are not inappropriate.  

• Seek help, advice, or guidance where necessary, to ensure your own workplace 
behaviour is not inappropriate. 

 
Harassment 
 
Harassment is when a person is treated less favourably on the basis of certain characteristics 
such as race, sex, pregnancy, marital status, breastfeeding, age, disability, sexual 
orientation, gender identity or intersex status. It is unwelcome, offensive, humiliating and/or 
intimidating behaviour or comments aimed at a Worker or group that makes the Worker or 
group feel belittled, intimidated, insulted and/or offended.  
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Acts or behaviour that may appear to be humorous and/or insignificant to one Worker may 
be offensive or disturbing to another. Harassment is defined by reference to the nature and 
consequences of the behaviour, not the intent of the initiator. 
 
Harassment in the workplace may include, but is not limited to: 

• Offensive jokes or comments, suggestions or derogatory comments. 
• The distribution or display of offensive or obscene material. 
• Behaviour the other person does not want and does not return. 
• Behaviour that intimidates, offends, embarrasses, or scares them. 
• Unwanted behaviour that is either: 

o Sexual, or 
o Targets a Worker because of their race or ethno-religious background, sex, 

pregnancy, marital status, carer’s responsibilities, sexuality, gender identity, 
disability or age. 

 
Types of harassment 
 
There are many types of verbal, non-verbal and physical behaviour that could amount to 
harassment. The basic rule is that if someone finds the behaviour harassing (i.e. offensive) 
then it could be harassment. 
 
Examples of harassment include but are not limited to: 

• Sexual or suggestive remarks / comments. 
• Making fun of someone because of their race, sex, age, disability, sexuality etc. 
• Imitating someone’s accent or disability. 
• Unwanted sexual propositions. 
• Repeated, unwelcome invitations to go out with someone. 
• Spreading sexual rumours about someone. 
• Passing on or spreading of unsubstantiated information ie. hearsay or rumours. 
• Obscene and/or offensive comments, threats and/or insults. 
• Offensive or obscene music played in Council vehicles or while travelling to or from 

work related situations. 
• Offensive jokes. 
• Repeated, unwelcome questions about someone else’s private life. 
• Mobile phone ring tones. 
• Inappropriate, and/or offensive language. 
• Putting sexually suggestive, offensive or degrading / insulting material on walls, 

computer screen savers, emails, photos and/or sending such materials via 
electronic means. 

• Sending inappropriate photos / messages via mobile phones or other misuse of 
mobile phones. 

• Suggestive looks or leers. 
• Unwelcome practical jokes. 
• Mimicking someone with a disability. 
• Consistently or repeatedly ignoring someone, not sharing information pertinent to 

work, or being particularly cold or distant with them. 
• Offensive hand or body gestures. 
• Unnecessarily leaning over someone or standing too close to them. 
• Wolf whistling, leering, making inappropriate and/or offensive noises. 
• Consistently or repeatedly ignoring or dismissing someone’s contribution in a 

work meeting or discussion. 
• Unwanted physical contact eg. pinching, patting, brushing up against a person, 

touching, kissing, hugging a person against their will. 
• Pushing shoving or jostling. 
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Incidents of physical violence / aggression will be investigation and where proven, shall 
result in disciplinary action up to and including termination of employment. 
 
Sexual Harassment and harassment on the grounds of sex  
 
Sexual harassment  
 
Sexual harassment is unsolicited and/or unwelcome sexist or sexual behaviour or activity 
that the recipient sees as offensive or makes a person feel offended, humiliated or 
intimidated, and having regard to all the circumstances, a reasonable person would have 
anticipated that the behaviour would have offended, humiliated or intimidated another person. 
Sexual harassment and harassment on the grounds of sex applies to all Workers, as defined 
by this Policy and the Work, Health and Safety Act (NSW) 2011. 
 
Sexual harassment does not need to be repeated behaviour. A single incident may be 
regarded as sexual harassment. 
 
Sexual harassment may include, but is not limited to: 

• Staring or leering in a sexual manner. 
• Intrusive questions about sexual activity, inappropriate and/or unwelcomed sexual 

or physical contact, such as kissing, touching or hugging. 
• Sexual advances, invitations or requests for sexual favours. 
• Distributing emails, texts, messages with sexual content. 
• Accessing or displaying or distributing internet sites with sexual content on a 

computer, mobile phone or other device. 
• Having pictures, posters or other images at the workplace of a sexual nature. 

 
Harassment on the grounds of sex 
 
Harassment on the grounds of sex is harassment of another person on the grounds of the 
sex of a person; and/or characteristics that relates to a person’s sex, and having regards to 
all the circumstances, a reasonable person would have anticipated that the behaviour would 
have offended, humiliated or intimidated another person. 
 
Harassment on the grounds of sex does not need to be repeated behaviour. 
 
Harassment on the grounds of sex may include but is not limited to: 

• Asking intrusive personal questions based on the person’s sex, 
• Making inappropriate comments and jokes to a person based on sex, 
• Displaying images or materials that are sexist, misogynistic or misandrist, 
• Making sexist, misogynistic or misandrist remarks about a specific person. 
• Requiring a person to engage in degrading conduct based on their sex. 

 
Serious sexual harassment could also be regarded as sexual assault and may be treated as 
a crime under the Crimes Act 1900. 
 
Bullying 
 
Bullying is repeated, unreasonable behaviour directed towards a Worker or a group that 
creates risk to health and safety. Unreasonable behaviour means behaviour that a 
reasonable person, having regard to all the circumstances, would expect to victimize, 
humiliate, undermine or threaten. A single incident of unreasonable behaviour can also 
create a risk to health and safety. There is no requirement for the behaviours to be intentional 
for it to constitute bullying. 
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Bullying is physical and/or psychological behaviour and is associated with repeated and/or 
systematic patterns of behaviour. While an isolated incident of such behaviour is not 
considered bullying, it may lead to a complaint being lodged.  
 
It includes behaviour that could be expected to intimidate, offend, degrade, humiliate, 
undermine or threaten a Worker or group. It may be one-on-one, in front of other Workers or 
work-site visitors or on social media or another platform that adversely impacts a Worker or 
group in the workplace. 
 
Bullying can be from another Worker, including a co-worker, supervisor, contractor or 
manager. Bullying can occur at all levels and includes but is not limited to: 

• Continual unjustified and unnecessary comments about a Worker or group of 
Workers 

• Abusive behaviour such as threatening gestures and/or violence. 
• Aggressive, abusive and/or offensive language, including threats and/or shouting. 
• Behaviour that intimidates or humiliates. 
• Demeaning or derogatory remarks. 
• Constant unreasonable and unconstructive criticism. 
• Emails containing aggressive, abusive or offensive language, demeaning or 

derogatory remarks or comments. For more information please refer to Council’s 
Standards for Information Technology Systems and Facilities Policy. 

• Deliberate exclusion, isolation, alienation from normal work meetings or 
interaction and/or consistently ignoring someone. 

• Continually undermining someone, including encouraging other employees to 
‘gang up’ on them. 

• Spreading of rumours or unsubstantiated or slanderous information about 
other Workers, 

• Placing of unreasonably high work demands on one Worker but not on others. 
• Consistent allocation of demeaning or meaningless tasks or jobs. 
• Deliberately withholding information that someone needs to carry out their work. 

 
It is not bullying for a manager or supervisor to speak with and/or discipline a Worker about 
their performance. Performance Counselling is a necessary part of ensuring that Workers 
meet the Council’s standard of work and behaviour. Other reasonable management actions 
such as disciplinary action, work directions and orders, and allocation of work in compliance 
with operational needs and systems, do not constitute bullying. 
 
Violence 
 
Violence is a serious work, health and safety hazard that may be encountered in the 
workplace. It may occur suddenly and without provocation. It can cause physical and/or 
psychological injury and suffering. 
 
Workplace violence is any incident where a Worker is physically attacked or threatened, or 
subjected to aggression in the workplace. Violence and aggression include verbal and 
emotional abuse or threats, or a physical attack to an individual or to property by another 
individual or group. Violence includes acts of domestic violence. The impact of violence on a 
victim depends on the severity of the violence, his or her own experiences, personality and 
other factors. 
 
Examples of workplace violence include: 

• Physical acts such as: 
o Striking, kicking, scratching, biting or spitting. 
o Attacking with any type of weapon. 
o Pushing, shoving, tripping or grabbing. 
o Throwing objects. 
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• Written abuse. 
• Verbal abuse, in person and/or over the telephone and/or email. 
• Threatening to commit a violent act. 
• Robbery with physical violence or threats of physical violence, including armed 

robbery and bomb threats. 
• Malicious damage to property of Workers, customers or Council. 

 
Under NSW law, if an individual threatens to commit an act of violence against employee  
Worker, and that person believes the individual is capable of carrying out the threat, then an 
assault may be considered to have occurred (even in the absence of direct physical contact). 
 
Victimisation 
 
Victimisation is where a person is retaliated against and/or subjected to a detriment because 
they have lodges a complaint; they intend to lodge a complaint and/or they are involved in a 
complaint of unlawful conduct. Workers and/or Council Officials must not retaliate against a 
person who raises a complaint or subject them to any detriment. Where a person has 
victimised another, it will result in disciplinary action, up to and including termination of 
employment or contractual arrangements. 
 
Protection against Reprisals under Public Interest Disclosures Act 1994 
 
A public interest disclosure is the reporting of maladministration or corrupt conduct or waste 
of public money, perpetrated by an employee of a public authority. For public interest 
disclosures, you can report: 

• Corrupt conduct to the Independent Commission Against Corruption. 
• Maladministration to the NSW Ombudsman. 
• Substantial and serious waste of public money to the Auditor General. 
• Or by other means set out in the Public Interest Disclosures Act. 

 
It is against this policy and an offence under the Public Interest Disclosures Act 1994 to take 
reprisal action against anyone who makes a public interest disclosure. Taking detrimental 
action against someone, substantially in reprisal for the person making a public interest 
disclosure within the meaning of the Public Interest Disclosures Act 1994, is misconduct under 
the terms of Section 20 of the Act. Below are some examples of reprisal action. 
 
Discrimination 
 
Discrimination is either direct or indirect and occurs when a Worker or group are treated less 
favourably than others because of certain personal characteristics, including sex, pregnancy, 
marital status, breastfeeding, age, disability, sexual orientation, gender identity, or intersex 
status.  
 
Discrimination also includes a situation where a Worker and/or Council Official harasses 
another person based on the grounds of discrimination. Harassment is unwelcome conduct 
that a reasonable person would expect to offend, humiliate or intimidate. 
 
Direct Discrimination 
 
Direct Discrimination in employment occurs when a Worker is treated less favourably than 
another in their employment because of a reason or ground which is prohibited by law. The 
prohibited grounds of discrimination are set out in the Federal, State and Territory laws and 
include sex, age, race etc.  
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A full list of the grounds of discrimination which operate federally and in NSW will be relevant 
and are listed below: 
Race – when a Worker is treated less favourably because of their race, colour, nationality, 
descent, ethnic, ethnic religious or national origin, 
Sex – where a Worker is treated less favourably because of their sex, 
Marital status – when a Worker is treated less favourably because of their marital or 
relationship status, 
Carer’s responsibilities – when a Worker is treated less favourably because of their carer’s, 
family responsibilities, carer or parental status,  
Sexual preference – when a Worker is treated less favourably because of homosexuality, 
transsexually, sexuality, sexual preference, lawful sexual activity or gender identity, 
Religious belief or activity – when a Worker is treated less favourably because of their 
religious belief or activity, 
Pregnancy – when a Worker is treated less favourably because of pregnancy or potential 
pregnancy, 
Disability – when a Worker is treated less favourably because of their disability including 
physical, mental or intellectual disability, 
Breastfeeding – when a Worker is treated less favourably because of their breastfeeding 
commitments, 
Age – when a Worker is treated less favourably because of their age, 
Political belief or activity – when a Worker is treated less favourably because of their 
political belief or activity, 
Industrial/trade union membership or non-membership – when a Worker is treated less 
favourably because of their industrial/union membership or non-membership. 
 
Indirect discrimination 
 
Indirect discrimination may occur when a policy or a requirement or condition which applies 
to everyone equally, but I may in fact to operate to disadvantage a particular group because 
of a characteristic of that group, such as their sex, age, race (i.e. a prohibited ground of 
discrimination)  
 
How to Deal with Inappropriate Workplace Behaviours 
 
A Worker subjected to inappropriate workplace behaviour as outlined in this Policy has a right 
to try and resolve the matter or lodge an internal complaint under the Internal Complaints 
Procedure. For more information refer to the Internal Complaints Procedure. 
 
Breaches of this Policy may lead to disciplinary action, up to and including termination of 
employment. and/or other Council policies.  
 
A councillor subjected to inappropriate workplace behaviour as outlined in this Policy has a 
right to try and resolves the matter via the Code of Conduct or contacting the CEO. 
 
What Support is Available 
 
Counselling, assistance and support is available to all employees by contacting Council’s 
Employee Assistance Program (EAP). The professional clinical and counselling psychologists 
are qualified to deal with a range of work related and personal issues, and will handle the 
matter in a confidential manner. Please refer to the Employee Assistance Program (EAP) 
Procedure for further information. 
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8. Related Forms/Documents 
 
• Internal Complaints Notification Form 
• Equal Employment Opportunity (EEO) Management Plan 2022-2026 
• Positive Working Relationships and Acceptable Workplace Behaviour 2022 

 
 
 Note: Related forms can be located Online under “Forms” 
 

9. Attachments 
 

Nil 
 
 

Policy Authorised by: 
 
Name: Council  
 
Date:  
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