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1. Policy Statement

1.0 Sexual assault, sexual harassment and gender-based violence are not tolerated at Aquinas in
any form or to any degree. The College recognises its responsibility to provide a safe and
supportive residential and working environment and it sustains a culture where such
behaviour is completely antithetical to its value base.

1.1 The College has programmes for the education of its students so that they can effectively
avoid, prevent, recognise, and respond to sexual harassment, assault and gender-based
violence. Such programmes integrate with others that promote and support mutually
respectful relationships, sexual health and consent, making healthy choices and building a
positive community culture which draws upon Christian values.

1.2 The College is committed to prioritising a person-centred, trauma informed response to
disclosures of gender-based violence and sexual harm, responding with compassion, respect,
integrity and legal compliance to any report or disclosure made. In compliance with
specifications of the National Code for Preventing and Responding to Gender-based
violence, responses to a formal report or disclosure will occur within 48 hours.

1.3 The College will develop and review its policy on preventing and responding to Gender-
based violence and Sexual Harm at least every three years. This review will include engaging
and collaborating with students; employees; those groups who are disproportionately
affected by Gender-based violence, including women, First Nations people, culturally and
linguistically diverse communities, people with disability and people of diverse sexual
orientation and gender identity; those who have experienced Gender-based violence and
subject matter experts on Gender-based violence.

1.4 The College will align its policies with all requirements specified by the National Code for
Preventing and Responding to Gender-based Violence (2025).



(a) Key Definitions

2.1 Sexual Assault (in this policy referred to within the broader category of sexual harm) is defined
as any sexual activity to which a person has not consented, including:
(a) sexual intercourse with another person, either knowing that there is no consent or being
recklessly indifferent about that consent;
(b) continuing to have sexual intercourse where consent has been withdrawn
(c) sexual intercourse if consent is not obtained, even where the person does not physically
resist
(d) compelling another to engage in, or to continue to engage in sexual intercourse with a
person other than the offender or in an act of self penetration;
(e) unwanted oral, anal or vaginal penetration, by any part of the body of another person, or
any object, and includes oral sex;

2.1.1 Sexual assault may be a single incident or may occur over time. Sexual assault is not defined by
gender. Sexual assault is never the fault of the victim. It is important to remember that the
perpetrator is always responsible for the sexual assault. Sexual assault is a crime.

2.2 Sexual harassment (in this policy referred to within the broader category of sexual harm) is any
unwanted behaviour of a sexual nature that offends, humiliates or intimidates an individual or group
of people, and may occur as the result of a single incident or repeated incidents. The law in South
Australia says that a person sexually harasses another, if:
(a) the person makes an unwelcome sexual advance, or an unwelcome request for sexual
favours, to the person harassed; or
(b) engages in other unwelcome conduct of a sexual nature in relations to the person harassed,
in circumstances in which a reasonable person, having regard to all the circumstances,
would have anticipated that the person harassed would be offended, humiliated, or
intimidated.

2.2.1 Sexual harassment is not defined by gender; it can happen to, or be perpetrated by, anyone of
any gender.

2.2.2 Sexual harassment may include:
(a) displaying sexual material where it can be seen by others (online or in real life)
(b) sending or requesting sexually explicit pictures (including parts of one’s own unclothed
body) by mobile or online, where this is unwanted by one party
(c) unwanted sexual advances
(d) unwanted requests for sexual behaviours
(e) chants or sporting songs that are sexually-oriented in nature
(f) hazing activities that focus on sexualised jokes, actions or activities
(g) making unwanted jokes of a sexual nature
(h) stalking
(i) other unwanted behaviour of a sexual nature

2.2.3 Sexual harassment is against the law and may result in financial and other penalties. It is
unlawful for a person to cause, instruct, induce or assist another person to act in a way that
constitutes sexual harassment. This person can be penalised in the same way as the harasser. Once a
complaint of sexual harassment has been made, it is unlawful to treat a person unfavourably
because they have made a complaint.



2.3 Gender-based violence is defined as any form of physical or non-physical violence, harassment,
abuse or threat, based on gender, that results in, or is likely to result in, harm, coercion, control,
fear or deprivation of liberty or autonomy



3. Understanding factors that contribute to Gender-based violence

3.0 Gender-based violence is understood to be violence which is rooted in and reinforced by
gender inequalities, power imbalances, and societal norms surrounding gender roles.
Research undertaken in Australia shows that women and gender-diverse individuals are
disproportionately affected by systemic discrimination and unequal power dynamics.

3.1 Understanding Gender-based violence requires an acknowledgment that both the gender of
the victim, and societal attitudes toward gender, are contributing factors in cases of gender-
based violence. The term also includes violence against men when it occurs because of rigid
gender expectations, such as homophobic attacks or violence against men who do not
conform to traditional masculinity.

3.2 There are four factors that consistently predict or drive Gender-based violence:
(a) Condoning of violence against women
(b) Men’s control of decision-making and limits to women’s independence in public and
private life
(c) Rigid gender-stereotyping and dominant forms of masculinity
(d) Male peer relations and cultures of masculinity that emphasise aggression, dominance
and control

3.3 There are four reinforcing factors that do not drive Gender-based violence on their own but
can contribute to violence against women or make it worse:

(a) Condoning of violence in general, which can lead to the ‘normalisation’ of violence

(b) Experience of and exposure to, violence (particularly during childhood).

(c) Factors that can weaken pro-social behaviour, such as stress, environmental and
neighbourhood factors, natural disasters and crises, male-dominated settings and heavy
drug and alcohol consumption. These factors contribute towards a reduction in empathy,
respect and concern for women.

(d) Backlash and resistance to prevention and gender equality (actions that seek to block
change, uphold the status quo of gender relations, or re-establish male privilege and
power), which creates an environment in which there is a heightened risk of violence.

3.4 Understanding Prevention of Gender-based violence in the Aquinas context
Agquinas College operates in a context which has strong structures in place to ensure that
gender inequalities and resulting power imbalances that may lead to systemic discrimination
do not arise. At Governance level, Management level and Student Leadership level, the
College strives for an equal representation of gender, while also recognising that enrolment
trends over the past decade have seen a greater proportion of female students in residency.

3.5 An active program of education is in place to ensure that individuals at all levels of
representation understand that preventing Gender-based violence remains a priority, and
that reporting mechanisms for responding to incidences of gender-based violence are clear,
transparent and effective.

3.6 College Policies exist to ensure that students and staff are provided with clear behavioural
guidelines, which include well-defined procedures for follow up and clear consequences for
students found to be in contravention of College Policies.



4. Prevention Strategies

Aquinas College is committed to delivering a range of strategies to prevent Gender-based violence
and sexual harm, including:

4.1 Prevention communication
The College will promote and widely disseminate evidence-informed prevention communication
and key messaging across its study, work, living and social environments.

4.2 Evidence-based prevention initiatives
The College will deliver prevention initiatives, including programs and campaigns, that are
evidence-based and evaluated. Evaluation findings will inform future prevention initiatives.

4.3 Cultivating a strong College culture of respect through comprehensive training
Building and maintaining a respectful and positive culture at the College are key factors in
embedding standards where all members can be safe from harm. This culture is augmented by
programmes and initiatives which are continually reviewed and enhanced. Student leaders and
staff are trained in understanding, preventing, recognising, responding to, and managing sexual
violence. Students participate in a range of programmes, including:
(a) Sexual health training
) Respectful relationships training
) Recognising sexual harassment and assault training
(d) Consent training
) Bystander and first-responder training
(f) Training in College policies and protocols
(g) Provision of resources online, via social media and on noticeboards
(h) Links to external resources, including university-led programs and resources
(i) Risk assessment procedures for College social events
(j) Frequent verbal reinforcement of College values at formal events such as dinners,
assemblies and religious services.

4.4 Gender-based violence specific prevention education and training
The College will deliver gender-based violence-specific prevention education and training for
Students, Leadership and Staff to increase awareness and understanding of:

(a) what constitutes Gender-based violence;

(b) the factors that drive and contribute to Gender-based violence, including factors
relevant to our context, and specifically how inequality and discrimination compound to
effect Gender-based Violence, particularly for the disproportionately affected

(c) healthy, respectful and safe relationships and consent;

(d) the role of power dynamics in Gender-based violence;

(e) support services, resources and reporting channels available to a person who has
experienced Gender-based violence;

(f) ethical Bystander and compassionate responses to Disclosures and Formal Reports;

(g) builds understanding of Gender-based violence by strengthening knowledge and
capability over time.

4.5 The College will ensure that prevention education and training is:
(a) evidence-informed; trauma-informed in content and delivery; tailored to the College’s
community and context; culturally appropriate; inclusive and accessible to Students and
Staff with disabilities; designed to support ongoing learning.
(b) designed to safely manage any Disclosures that may arise in the course of the education
and training, including by providing information about available support services



(c) The College will develop this prevention education and training through collaboration

and engagement with appropriate experts; Students; Staff; people who have
experienced Gender-based violence; and those groups who are disproportionately
affected by Gender-based violence, including women, First Nations people, culturally
and linguistically diverse communities, people with disability and people of diverse
sexual orientation and gender identity.

4.6 Responding to Disclosures: education and training
The College will, as part of the onboarding process and subsequently on at least an annual basis,
deliver specialised education and training on responding to Disclosures to students in leadership
positions, leadership, staff and any other person deemed necessary. This training will:

(a)

(b)

(©)

(d)

()

teach participants how to take a Trauma-informed and Person-centred approach when
responding to Disclosures;

increase participants’ awareness of the effect of trauma, including on a person's
behaviour, memory and health and wellbeing;

take account of the needs of all members of the College’s community, particularly those
members who are disproportionally affected by Gender-based violence, including
women, First Nations people, culturally and linguistically diverse communities, people
with disability and people of diverse sexual orientation and gender identity;

be developed through engagement with or approved by an Accredited Specialist,
specialist organisation or a person with expertise in responding to Gender-based
violence; and

be designed to safely manage any Disclosures that may arise in the course of the
education and training, including by providing information about internal and external
support services and reporting channels available to a person who has experienced
Gender-based violence or sexual harm.

4.7 Monitoring and evaluation of education and training

The College will undertake ongoing monitoring and evaluation of its prevention and responding
to Disclosures education and training having regard to the learning outcomes; feedback from
participants; feedback from experts in the prevention of and response to Gender-based violence;
and any other factors the College considers relevant for the purposes of monitoring the
effectiveness of the education and training.

The College will use findings from monitoring and evaluation to inform future education training,
ensuring that training is updated on a regular basis.

4.8 Data gathering
The College seeks broad information on student’s experience of life at College through:

biannual individual review meetings with students

weekly meetings of Student Leaders which review all activities

student access to RespectX anonymous reporting platform

one-on-one pastoral meetings with students

information flow to the Dean from House Coordinators

anonymous survey of all first-year students after a month at College

anonymous survey of all students in second semester, with specific reference to sexual
assault, harassment and Gender-based violence

debriefing and evaluations processes that are held at the end of any incidence of sexual
assault, harassment and Gender-based violence.



5. Preventative Screening of Staff (including Council Members)

5.0 Screening of employees and Council Members
Agquinas College is committed to ensuring it provides a safe living and working environment for
students and staff of the College, through effective screening of new staff and clear policy guidelines.
The College will:
(a) ensure all staff, contractors and volunteers comply with the South Australian Working with
Children Check requirements

5.1.As part of the engagement process for prospective employees and Council members:

(a) candidates will be asked to declare whether they have been investigated for an allegation
of Gender-based violence, or have engaged in conduct that constitutes Gender-based
violence during the course of their previous employment

(b) any declaration made and any risks arising from this declaration will influence the final
decision when determining the candidate’s suitability for the position;

5.2.The College will require employees to declare any existing or previous intimate personal

relationship they have with:

(a) an employee, where one employee has, or is likely to have, any supervisory, oversight or
decision-making responsibilities in relation to the otheremployee; and

(b) astudent, where the employee has, or is likely to have, any academicor other decision-
making responsibilities in relation to the student; and

(c) the College will implement a conflict-of-interest management plan that includes
alternative arrangements as necessary



6. Best-practice responding & Reporting Pathways

6.1 The College will ensure that it upholds best-practice in the way it responds to reports and
disclosures of sexual assault and harassment. This includes ensuring Staff who respond to disclosures
are appropriately trained and have relevant expertise to deliver trauma-informed care. This includes:
(a) how to implement Trauma-informed and Person-centred approaches;
(a) the effects of trauma, including on a person’s behaviour, memory and health and wellbeing;

6.2 The College will ensure standards of procedural fairness are upheld at all stages of the response
and investigation process. Disclosures will be responded to consistently, fairly and effectively,
ensuring that the safety of all students and staff at the College is a priority.

6.3 The College will strive to ensure that actual or perceived conflicts of interest are avoided, and
confidences are respected as much as possible. Where confidentiality is not legally appropriate
and/or where harm to other students may be likely, the complainant(s) and the respondent(s) will be
made aware why full confidentiality may not be possible.

6.4 The College is committed to ensuring that all processes for accessible and anonymous reporting
are undertaken in a safe and timely manner.

6.4 Pathways for Disclosures and Formal Reports

Anonymous disclosures and Formal Reports of sexual assault and harassment may be made by
students, staff or third parties using multiple channels, including in-person, by email, phone, and
online, using RespectX.

6.5 Options for Disclosures and Reporting
Individuals have the option of making:

(a) adisclosure: a notification that something has happened without necessarily requesting any
specific action to be taken;

(b) an anonymous disclosure, whereby the Discloser’s identity remains anonymous. There are
limitations associated with follow up for anonymous disclosures.

(c) aformal report, which will result in a specific course of action being initiated with a formal
outcome. Formal reports are not anonymous.

6.6 Pathways for Management of Disclosures
The College will have multiple pathways for Disclosures to be managed, ensuring a proportionate and
safe response to the Disclosure, including:

(a) aresolution that is implemented with the agreement of the Discloser and Respondent;

(b) the implementation of safety measures without progressing to an investigation;

(c) adecision not to proceed to an investigation of a Disclosure in the specific circumstances;

(d) a decision to progress the Disclosure to an investigation.

6.7 Principles of the Process surrounding Responding to Disclosure
The College will have regard to the wishes of the Discloser when determining the pathway by which it
will manage the Disclosure, including before progressing a Disclosure to investigation.

6.7.1 The College will inform a Discloser that the College may investigate a Disclosure where it is
necessary for the safety and wellbeing of Students and Staff, even if this is not the Discloser’s wish

6.7.2 The College will notify the Discloser and Respondent in writing if an investigation will be
commenced. The notification will be made to the Discloser and Respondent on the same day, and the



Discloser will be notified first. The same process will apply once an outcome has been reached, unless
the Discloser requests otherwise.

6.7.3 The College will ensure both Discloser and Respondent have the opportunity to be
accompanied by a support person when they are asked about the matters which are the subject of
the Disclosure or Formal Report. The College will not assign the same staff member to support both
individuals.

6.7.4 The College will not require a Discloser or Respondent to provide physical evidence relating to
an alleged incident of sexual assault.

6.7.5 The College will take reasonable and proportionate action in respect of anonymous Disclosures
or Formal Reports where possible, including by identifying any trends andrisks to inform future
action to prevent sexual assault and harassment.

6.8 Formal Reports

6.8.1 The College will investigate all Formal Reports where the Respondent is a Student or Staff of the
College, regardless of the context in which the sexual assault, harassment or Gender-based violence
occurred.

6.8.2 A Formal Report cannot remain anonymous.
6.8.3 A formal report will result in a specific course of action being initiated with a formal outcome.

6.8.4 In relation to a Formal Report which has no connection to the College other than the status of
the Respondent as a Student or Staff, the College will consider the safety and wellbeing of Students
and Staff in determining the scope of investigation of the Formal Report.

10



7. Procedure for managing incidents of sexual assault and harassment

As an outcome of their training, the provision of resources, and the culture of the College, Aquinas
students and staff can be reasonably expected to recognise incidences of sexual harassment, sexual
assault, or denial of informed consent. If such an incident were to occur, a student or staff member
who is the target of such harassment or assault, or who is a bystander, or who later becomes aware
of an alleged incident or reasonably suspects that an incident may have occurred, should act in ways
consistent with these guidelines:

PRIORITY 1: Re-establish safety
= |nanemergency situation, where sexual assault is occurring, seems to be occurring, or is likely
to occur, the first action is to dial 000.
= |f on campus, then call the Duty Coordinator — 0432 684 905 — who will advise others in
authority, as and when appropriate.
= |f at a place where professional security is present, then alert security personnel
= |fabystander, work calmly and in concert with other bystanders to assume due responsibility
for securing the safety of the target(s) of the assault. If possible, and only if it feels safe to do
so, direct verbal and/or physical intervention may be appropriate.
PRIORITY 2: De-escalation
= Inanon-emergency situation where harassment is occurring, or where assault or harassment
may develop, the target(s) of the assault/harassment seek the assistance of others, and also
avoid words or actions that may further incite the perpetrator(s)
= Bystander(s) intervene verbally and/or physically, if safe to do so
= Then call the Duty Coordinator
= The Duty Coordinator and bystanders take responsibility to remain in place until a danger is
no longer present, and the target(s) of harassment or possible assault feel calm and safe
PRIORITY 3: Immediate follow-up and support
= All responding should be as immediate and as trauma-informed as possible, with a focus on
the person who has been or seems to have been the target of any harassment or assault
= |f an incident of sexual assault has occurred, or seems to have occurred, the health and
wellbeing of victim of the assault have first priority. It may be appropriate for the person to
go to hospital, to their room, or to somewhere else where the person feels safe and can be
supported. If person is a student and remains on campus, the Duty Coordinator (or senior
staff member if one has become involved) is responsible for continuing to check in on the
person, either personally or by ensuring someone else is going to do so.
= |f a person shows signs of shock, trauma and/or physical injury, call an ambulance.
= Medical attention and examination are important for a victim of sexual assault, and crisis
counselling from a professional may be required. With the consent of the person who has
been assaulted, contact can be made as soon as possible (preferably within 72 hours) with
SAPOL (131 444) or Yarrow Place (8226 8777; after-hours contact 1800 RESPECT / 1800 737
732); Lifeline: 131 114.
=  Further advice on relevant matters of sexual health and medical options is available from SA
Health via this link: SA Health.
= In the case of a crime or possible crime, care should be taken to preserve and/or record
evidence to assist the victim, the College and SAPOL with possible future legal processes.
= Any person involved in supporting a person who has been assaulted or the target of
harassment, or managing such a situation, should try to remain calm, be empathetic and non-
judgemental, and allow the person to regain a sense of empowerment by encouraging the
person’s own decision-making and not pushing the person to do something for which the
person may not be yet ready.
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PRIORITY 4: Reporting and recording: SEE NEXT SECTION

= Every incident of sexual harassment or sexual assault is to be reported to the College,
recorded, and appropriately managed. Through the various programmes, training and
climate of the College, a culture of reporting is nurtured.

= A person who has been the target of sexual harassment or assault is encouraged to bring this
in person to the notice of responsible person (either a House Coordinator or a senior member
of staff) as soon as possible. A support person may accompany the complainant. They may
also submit an anonymous disclosure via RespectX.
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8. Procedure for Responding to a Disclosure of Sexual Assault, Sexual

Harassment or Gender-based violence.

At all stages the College will strive to respond to a disclosure from a trauma-informed
perspective, ensuring that the complainant feels safe and supported.

Steps

Response

When a Disclosure OR
Informal Report OR
Formal Report is made
via RespectX, email, SMS
or in person to a staff
member...

Initial Response

The College will acknowledge receipt of the disclosure.

The nominated staff member will follow up within 48 hours, making contact
with anonymous Disclosers via RespectX anonymous messaging tool.

The College will offer options for immediate support as part of the response
process, encouraging the Discloser to access internal/external support options
such as EAP or other counselling support; peer support; mental health support
hotlines; or contact local GP for a mental health plan.

The Discloser will be asked to outline their desired outcome as part of the
reporting process.

The College will conduct
an Initial Review

If an investigation is deemed appropriate, the Discloser will be asked to confirm
whether they would like to proceed with an investigation involving the
Respondent, witnesses and any support persons.

The investigation will be undertaken with procedural fairness, with the
Respondent receiving a fair hearing, including the opportunity to respond to any
allegations that could influence the outcome.

The College will assess
the existence of safety
risks that require
immediate intervention
or escalation

If the initial review reveals the existence of significant health and safety risks
that require immediate intervention or escalation, this action may be taken
without obtaining the Discloser’s consent, recognising that this may be against
the Discloser’s wishes. This includes escalating the report to the Police or to the
Head of College. In this instance, appropriate support will be offered.

If a report is complex in nature, such as involving a senior member of staff or
criminal offence, the College Council and CESA should be informed. An
independent investigator may also be engaged to ensure impartiality.

All criminal offences should be immediately escalated to the Police, which does
not require any consent from the Discloser.

Confirm incident type

The incident type will be categorised as sexual harassment, bullying, gender-
based violence or other within the RespectX database.

The College will
undertake a risk
assessment

The Investigation Process

The College will
communicate the
investigation process to
the Discloser

The College will undertake a preliminary risk assessment to ensure inherent risks
are managed or mitigated. This includes providing information and assistance
for the Discloser to obtain appropriate academic adjustments and support.

If the health and safety of the Discloser or anyone else is at immediate risk, the
College will assign immediate intervention.

The College will set out the investigation process for the Discloser.

The College recognises that their case manager should strive to be impartial,
free from actual or apparent bias: it is always important that no assumptions are
made that the Respondent committed the conduct.

The College will remind the Discloser of their right to confidentiality and
protection against victimisation.

The College will provide the Discloser with the option to resolve a report
informally and remain anonymous.

If a report needs to be escalated to the Police, the College will provide advice
and support on how to do this.

The Discloser will be given the option of having their disclosure handled by
either the College or the University.

If the Discloser opts for the University to handle the disclosure, the College will
offer support to lodge a report via the University’s reporting channels.
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The Case Manager will
conduct the
investigation.

If the Discloser opts to have the College investigate the disclosure, the College
will nominate a Case Manager to conduct the investigation.

The College will set out allegations and the investigation process for the
Respondent. Note: the Discloser must consent before the Respondent may be
contacted.

Both Discloser and Respondent will be notified in writing that an investigation is
underway and what they can expect the process to entail.

The Case Manager will identify and interview relevant persons, either verbally or
by inviting a statement or written response. All interviews will be undertaken
separately with an appropriate support person if requested.

Records of the interviews will be documented, and statements or written
responses will be collated and stored in RespectX.

In the initial meeting
with the Respondent:

The Respondent will be informed that a report has been made against them that
is being investigated.

They will be provided with details of the allegations and advised of the
investigation process, including procedural fairness and burden of proof.

They will be advised of potential outcomes if the allegations are substantiated,
& directed to policies.

They will be offered the opportunity to appoint a support person.

As part of an investigation, reasonable means may be leveraged to obtain any
other relevant facts. This may involve examining evidence such as emails;
conversations on devices owned by the organisation;

internet content including social media sites; camera footage.

The College will develop
support plans for
Discloser and
Respondent.

The College will assign Staff with relevant expertise and experience to develop
tailored support plans for both parties. The College will prohibit the same Staff
from being assigned to support both the Discloser and the Respondent.

Assigning outcome
(within 2 weeks)

Having considered the facts and obtained reports from relevant individuals, the
College will assign reasonable and proportionate action. Both Discloser and
Respondent, as agreed to by the Discloser, will be notified in writing of the
outcome.

Options for outcomes

Insufficient Information
If there is insufficient information to take reasonable and proportionate action,
the Discloser will be contacted for more information.

Report does not meet criteria for sexual harassment or gender-based violence
If the report does not meet the relevant criteria, set out criteria and inform
Discloser that their report does not meet the criteria.

Provide reasons. Offer the Discloser the opportunity to add further details to
their report.

Report is substantiated
If there is sufficient evidence to substantiate the Discloser’s allegations,
reasonable and proportionate action may be assigned.

Report is unsubstantiated

e If there is insufficient evidence that the Respondent participated in acts of
sexual harassment or gender-based violence, or that the Respondent’s
behaviour breaches the organisation’s misconduct policy, then the
allegations may be found to be unsubstantiated.

e Note: While a report may be found to be unsubstantiated, this does not
necessarily mean that the Discloser’s report is not true. Rather, the
Discloser may fail to source evidence and discharge the burden of proof.

e Intentionally false allegations, or allegations that are found to be
unsubstantiated because they are frivolous or vexatious should be viewed
seriously and where found to be intentional or malicious, disciplinary action
will be considered.
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Implementing consequences

In deciding which Consider the Discloser’s preferred outcome;

consequence to Consider risks to the health and safety of the Discloser and others, and whether

implement, the College | current risk controls are adequate;

will: Ensure the consequence is proportionate to the conduct committed by the
Respondent;

Explain the range of resolutions and sanctions available if an allegation of
Gender-based Violence is substantiated against the Respondent;
Consider and implement formal consequences, assigning reasonable and
proportionate action per Behavioural Standards in Student Handbook.
Determine closing status | The College will determine the closing status, including advising

the Respondent of their option to appeal.

Follow up and ongoing The College will continue to monitor the wellbeing of the Discloser and
monitoring Respondent, ensuring that victimisation does not occur.
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Reporting process for sexual assault,

harassment & gender-based violence

Aquinas College should be a safe & supportive home for everyone.
Sexual assault, harassment & gender-based violence are not tolerated in any form, including:

Have you seen or Tell your HC,
experienced something / or a member of
that didn't feel right? staff

Would you feel more
comfortable making an _) Use RespectX to
anonymous report? make your report

You can choose to

Make an / \ forrl:‘inglkreegort
informal rePQrt Make an which will result in a
tell us that something specific course of

__has happened anonymous report action being initiated
without requesting any tell us that something has with a formal outcome.
specific action be taken. happened without telling Your name will be kept ’

SEPRIT e, confidential but will be
Please note that knowing required to help get the
your nhame can help us to full picture.

respond more effectively to
your report.

You can say what action you would like to be taken in response to your report.
Please note that if your report involves a matter of student safety, the College will
prioritise taking action for student safety.

Your report will be followed up within 48 hours & you will receive information about the
next steps. Responding to you so that you feel safe and supported is our priority.

If you choose to report something, your report will be handled with:

Confidentiality, with information shared only on a need-to-know basis.
Protection from victimisation: disclosers, respondents, and witnesses are protected from victimisation for

participating in the complaints process.

Procedural fairness: Respondents must have an opportunity to respond to allegations before outcomes
are determined.

Support options: Complainants and respondents have access to internal and external support.
Proportionate action: Outcomes will be reasonable, proportionate, and tailored to the situation.

You can find the full Gender-based Violence and Sexual Harm Policy on the Student Portal

‘Lucere et Ardere’
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9. Available Support Services

9.1 Ongoing support

The College facilitates the provision of further advice and support for students or staff who have

endured sexual harassment, assault or gender-based violence at the College.

Yarrow Place, on a free and confidential basis, which can provide 24/7 crisis counselling and advise
medical options, legal options, victim's compensation through to court preparation and court
support. A person can use the services at Yarrow Place without reporting the allegations to SAPOL.

The College provides advice on ongoing professional counselling. Staff have the opportunity to use
ACCESS. Students can use counselling services at their respective Universities. A GP can provide a
referral to a Medicare-registered psychologist. Each of these three options is free. The College can

provide introductions to private practice counsellors.

9.2 De-briefing and evaluation

Following any incident of sexual harassment or sexual assault, the College provides de-briefing for

those involved in the offence and in managing the College’s response.

The Head of College ensures that there is an evaluation of the College’s management of each matter
to see if there are any improvements that can be made to processes or any areas of College culture

that need to be enhanced.

Support Contact numbers

Duty Phone

Medical Emergencies (Health Direct)
Emergency: Royal Adelaide Hospital
Emergency: Calvary Hospital (City)
Emergency: Flinders Medical Centre
Domestic Violence Crisis Line

1800 Respect

Mensline

Yarrow Place Rape & Sexual Assault Service
Lifeline/Beyond Blue

Centrecare Counselling

Urgent Mental Health Care Centre (24 hrs)
Youth Mental Health Service (24 hrs)
SAPOL-Sexual Crime Investigation
Adelaide Integrity Unit (Make a Report)
Flinders University Counselling Service

0432 684 905

1800 022 222

08 7074 0000

08 8227 7000

08 8204 5511

1800 800 098

1800 737 732

1800 789 978

1800 817 421 (24 hours)
131114 or 1300 224 636
08 8215 6799 or 1300 667 700
0448 9100

131465

8172 5555 (business hours)
0468 672 941

08 8201 2118
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10.Disciplinary Processes and Appeals

10.1.When implementing consequences, the College will:
(a) consider the Discloser’s preferred outcome;
(b) Consider risks to the health and safety of the Discloser and others, and whether current risk
controls are adequate;
(c) Ensure the consequence is proportionate to the conduct committed by the offender;
(d) Explain the range of resolutions and sanctions available if an allegation of Gender-based
Violence is substantiated against the Respondent;

10.2. The College will implement formal consequences, assigning reasonable and proportionate
action per Behavioural Standards outlined in the Aquinas College Student Handbook. The College will
impose sanctions proportionate to the conduct substantiated inthe disciplinary process, which may
include exclusion and expulsion.

10.3. The Head of College holds accountable for their actions any student or staff member found to
have perpetrated sexual harassment. Consequences may include one or more of:

(a) formal warning

(b) suspension of residency

(c) probationary continuance of residency or employment

(d) further training or counselling

(e) referral to SAPOL

~_— — — —

10.4The Head of College holds accountable for their actions any student or staff member found to
have perpetrated sexual assault. Consequences may include one or more of:
(a) referral to SAPOL

(b) termination of residency or employment

(c) probationary continuance of residency or employment

(d) further training or counselling

(e) mediated reconciliation with the person(s) who were assaulted

10.5. The College will strive to ensure that Formal Reports are finalised as promptly as possible,
within a maximum timeframe of 45 business days, including finalisation of the disciplinary process.
Extensions will only be permitted in extenuating circumstances.

10.6. Unless a Discloser requests otherwise, The College will give written notice to the Discloser of:
(a) the outcome of the disciplinary process, including the decision and, if relevant, sanctions;
(b) reasons for the outcome;
(c) rights to make an internal and/or external complaint, including to the National Student
Ombudsman.

10.7. Inthe event that a complaint is determined to be vexatious, the options that can be taken
against the complainant may include one or more of:
(a) formal warning
(b) further counselling or training
(c) probationary continuance of residency or employment
(d) restrictions of employment, activity or contact

10.8.  Appeals

10.8.1. The Discloser or Respondent has the right to appeal the outcome of the disciplinary process
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10.8.2.

10.8.3.

10.8.4.

to a discretionay panel appointed by the College Council.

If the College gives notice of the outcome of the disciplinary process to a Discloser, the
College will also give written notice to the Discloser within 2 business days of an appeal being
lodged, advising of the Respondent’s appeal of a disciplinary decision, providing information
on potential outcomes of the appeal.

The College will ensure their Procedures are designed to allow appeals to be finalised within
20 business days. The College will only permit extensions of time to finalise appeals where
required inthe particular context. The Head of College will satisfy themselves that extensions
are only being permitted where required.

Unless a Discloser requests otherwise, The College will notify the Discloser on the same day
as the Respondent being notified of the outcome of the appeal.
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10. Glossary and Definitions

Complainant A person who has been the target of sexual assault or sexual
harassment and has brought this to the attention of the College,
either directly or through a third party

Respondent A person who has been named in a report as perpetrator of sexual
assault, sexual harassment or Gender-based violence

Support person A person who has been chosen by the Complainant to be with
them during any reporting or investigation process

Informed consent Making choices free from peer pressure and with a clear

understanding of the facts and potential outcomes of that choice.

College Members should understand that informed consent can

only be given by those who are:

e 17+ yearsold

e fully conscious and not intoxicated

e free to act without the influence of others, especially older
community members

e aware of all the relevant facts

This includes:

e being given sufficient information to understand what is being

consented
e being given a free choice to opt in or out, without adverse
consequences
e being permitted to change their mind at any time
Consent to sexual activity Consent to sexual activity in South Australia is defined in s46 of

the Criminal Law Consolidation Act 1935 (SA) as free and voluntary

agreement. Under the legislation, a person does not freely and

voluntarily agree to sexual activity if the person

e agrees because there has been force applied (this includes an
express or implied threat of force to the victim or to another
person) or because of a threat to denigrate, humiliate,
disgrace or harass the person or another person, or out of
fear;

e the person was unlawfully detained at the time of the activity;

e the person is asleep or unconscious when the activity occurs;

e the person is intoxicated to the point of being incapable of
freely and voluntarily agreeing when the activity occurs;

e the activity occurred whilst the person was affected by a
physical, mental or intellectual condition or impairment;

e the victim is unable to understand the nature of the activity;

e the victim agrees to engage in the activity with a person under
a mistaken belief as to the identity of that person;

e the person is mistaken about the nature of the activity (for
example, a person is taken not to freely and voluntarily agree
to sexual activity if they agree to engage in the activity in the
mistaken belief that the activity is necessary for the purposes
of medical diagnosis, investigation or treatment, or for the
purpose of hygiene).

Being under the influence of alcohol or drugs in not an invitation

to sexual advances or activity. Equally, being under the influence
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of alcohol or drugs is not an excuse for improper or unlawful

behaviour. Each and every time a person does anything sexual,

ranging from touching or kissing to having sex, that person must

always have the other person’s consent. Consent can be

withdrawn — if consent is withdrawn, then going ahead with

sexual activity is criminal. It is also criminal to proceed with sexual

activity if a person:

e is aware of the possibility that the person might not be
consenting; or

e does not give any thought to whether or not the person is
consenting (so-called reckless indifference).

Reckless indifference to
consent

A person is guilty of sexual assault if he or she knows that the
other person does not consent (or has withdrawn their consent)
or is recklessly indifferent as to whether the other person has
consented. Reckless indifference in the context of sexual offences
means a failure on the part of the one person to consider the
other person’s wishes, having utter disregard as to whether or not
they have consented (or withdrawn consent).

Under the legislation, a person will be found to be recklessly

indifferent to the fact of consent (or withdrawal of consent) if he

or she:

e is aware of the possibility that the other person might not be
consenting (or has withdrawn consent) but decides to proceed
regardless of that possibility; or

e is aware of the possibility that the other person might not be
consenting (or has withdrawn consent) but fails to take
reasonable steps to ascertain whether the other person does
in fact consent before proceeding;

e does not give any thought to whether or not the other person
is consenting to the act (or has withdrawn consent)

Sexual Assault

Any sexual activity to which a person has not consented, including:

e sexual intercourse with another person, either knowing that
there is no consent or being recklessly indifferent about that
consent;

e continuing to have sexual intercourse with another person
where consent has been withdrawn

e sexual intercourse if consent is not obtained, even where the
person does not physically resist

e compelling another to engage in, or to continue to engage in
sexual intercourse with a person other than the offender or in
an act of self penetration;

e unwanted oral, anal or vaginal penetration, by any part of the
body of another person, or any object, and includes oral sex;

Sexual assault may be a single incident or may occur over time.

Sexual assault is not defined by gender. Sexual assault is never the

fault of the victim. It is important to remember that the perpetrator

is always responsible for the sexual assault. Sexual assault is a

crime.

Sexual harassment

Sexual harassment is any unwanted behaviour of a sexual nature
that offends, humiliates or intimidates an individual or group of
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people, and may occur as the result of a single incident or repeated

incidents

The law in South Australia says that a person sexually harasses

another, if:

e the person makes an unwelcome sexual advance, or an
unwelcome request for sexual favours, to the person
harassed; or

e engages in other unwelcome conduct of a sexual nature in
relations to the person harassed, in circumstances in which a
reasonable person, having regard to all the circumstances,
would have anticipated that the person harassed would be
offended, humiliated, or intimidated.

Sexual harassment is not defined by gender; it can happen to, or

be perpetrated by, anyone of any gender.

Sexual harassment may include:

e displaying sexual material where it can be seen by others
(online orin real life)

e sending or requesting sexually explicit pictures (including parts
of one’s own unclothed body) by mobile or online, where this
is unwanted by one party

e unwanted sexual advances

e unwanted requests for sexual behaviours

e chants or sporting songs that are sexually-oriented in nature

e hazing activities that focus on sexualised jokes, actions or

activities
e making unwanted jokes of a sexual nature
e stalking

e Other unwanted behaviour of a sexual nature

Sexual harassment is against the law and may result in financial
and other penalties. It is unlawful for a person to cause, instruct,
induce or assist another person to act in a way that constitutes
sexual harassment. This person can be penalised in the same way
as the harasser. Once a complaint of sexual harassment has been
made, it is unlawful to treat a person unfavourably because they
have made a complaint.

Gender-based violence

Means any form of physical or non-physical violence, harassment,
abuse or threats, based on gender, that results in, or is likely to
result in, harm, coercion, control, fear or deprivation of liberty or
autonomy.

Stalking

Involves behaviours that occur on more than one occasion and
which collectively instil fear in another person or threaten the
person’s safety or mental health. Stalking can also include threats
of harm to the target’s friends and/or family. These behaviours
include, but are not limited to non-consensual communications
(face to face, phone, email, social media); threatening or obscene
gestures; surveillance; sending unsolicited gifts; ‘creeping’ via social
media/cyber-stalking; and uttering threats.
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