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Preamble

For the African Sub-Sahara International Development Agency (ASSIDA) to work safely, policies 
and regulations are required. These policies and regulations are to be adopted and implemented 
by ASSIDA and must be followed by every member, staff, volunteer and stakeholder.  Any 
subsequent changes must be adopted by 70% of the Board and ASSIDA members before 
implementation can take place. Below is the Gender Equality ASSIDA policy which will enable 
ASSIDA to work effectively.

Mr. Theophile Elongo

Managing Director



About us
The African Sub-Sahara International Development Agency (ASSIDA) is an 
international humanitarian and development agency and a registered charitable 
institution in Australia. It was established in 2013 by members of the African Sub-
Saharan region living in Australia. 

It is registered by ASIC as a non-profit, non-political and non–religious public 
company.  It is also registered by CNAC as a charitable benevolent institution.

ASSIDA members are dedicated Australian African who aim to reach the most 
vulnerable people at a grass-roots level. The organisation will strive and focus on 
building the capacity of migrants and refugees in Australia and the local rural 
population in targeted African countries destroyed by war. Our long-term vision is 
to work and assist vulnerable populations at all levels of the community from 
local, to regional and from regional to international.

We believe that ASSIDA will play a vital humanitarian role in Australia as well as 
in the targeted countries of the Sub-Saharan region of Africa by assisting those in 
desperate need.  

Our Vision

The vision of The African Sub-Sahara International Development Agency 
(ASSIDA) is to care for those in desperate need for the alleviation of poverty.

Our Values
Our primary values are to recognise all people as human beings and to be able 
to treat everyone with respect, dignity, love and modesty.  

Our Mission

Our mission is based on a collaborative action towards the eradication of poverty 
and discrimination at local and international levels.  We believe that inequalities 
in human lives persists and can be addressed through our joint effort.



Our	  Philosophy	  
Our humanitarian philosophy is to support all individuals as human beings by 
creating a positive change to their mind, environment and daily life.

	  

SEXUAL HARASSMENT POLICY

1.	  Defini3ons

For the purposes of this sexual harassment policy, the following definitions apply:

What	  is	  Harassment?
Harassment is unwelcomed and unwanted conduct and/or behaviour of all forms 
that abuse, belittle, humiliate, offend or intimidate based on grounds of race, 
religion, ethnic origin, gender, physical attributes or sexual orientation.

What	  is	  Sexual	  Harassment?
Sexual harassment is defined as unwanted or unwelcomed sexual advances, 
favours or conduct of a sexual nature which makes an individual feel humiliated, 
embarrassed, offended, intimated or where that reaction is reasonable in the 
circumstance.

Examples of sexual harassment include, but are not limited to:

• Making suggestive comments, noises, jokes or insults of a sexual nature
• Sending or accessing explicit material through online and non-online 

platforms which include but are not limited to social networking sites, 
emails, text messages etc.

• Unwanted starring of a sexual nature or stalking
• Physical assaults of a sexual nature e.g. attempt to commit such assaults, 

intentionally brushing against another employee or volunteer member with 
a sexual intent, unwanted touching etc.

• Retaliation for sexual harassment or abuse complaints



• Abusing authority and power but subjecting or threats of subjecting an 
employee or volunteer to unwanted sexual attention or conduct or 
intentionally making the performance of an employee’s job more difficult 
because of an employee’s sex.

What	  is	  discrimina3on?
Discrimination is denying an individual the right to be treated in a fair and 
equitable manner based on attributes.

What	  is	  abuse	  of	  authority	  and	  power?
Inappropriate and improper use of power and/or position against another 
individual.

2.	  Background

What	  is	  a	  sexual	  harassment	  workplace	  policy?
A sexual harassment workplace policy is a formal policy that stipulates and 
provides a comprehensive framework for all staff, employees, volunteers and any 
other members to follow and abide by. Through this framework, it will specify the 
responsibility and accountability for staff and volunteers and will include 
measurable objectives to prevent and/or eliminate all forms of sexual harassment 
in the workplace. The sexual harassment policy will state the principles and 
practices that will be implemented across all sectors in the operation of ASSIDA 
to eradicate sexual harassment and/or abuse in all forms.

Why	  have	  a	  sexual	  harassment	  workplace	  policy? 

A sexual harassment workplace policy will outline and provide a framework on 
ASSIDA’s practices and intent. This will be a vital tool for communicating 
effectively to all employees, staff, volunteers and any other members to follow 
specific standards and expectations to ensure that both men and women are 
valued, represented and rewarded in an equitable, welcoming and respectable 
manner within ASSIDA. This policy will reflect ASSIDA’s commitment to equality, 
respect for international human rights and eliminating all forms of gender 
discrimination.

What	  is	  the	  objec3ve	  of	  the	  sexual	  harassment	  policy?
In accordance with the provisions of Article 101, paragraph 3 of the Charter of 
the United Nations, every staff or volunteer member has the right to be treated 
fairly and with respect and tolerance. The objective of the sexual harassment 



policy is to contribute to global equality standards, regulations and expectations. 
Through this framework, it will draw emphasis onto the sexual harassment, 
inequality and discrimination found in the workplace and actively promote 
equality between all genders.

3.	  Introduc3on
ASSIDA recognises and values the right of every staff and volunteer member to 
perform their roles and responsibilities without being subjected to or experience 
sexual harassment in any form.

ASSIDA is fully committed and will adhere to its obligation and responsibility to 
eliminate all forms of sexual harassment in the workplace. ASSIDA is 
fundamentally committed to protecting and supporting all employees, staff, 
volunteers and another other member relevant to the organisation.	  It is the legal 
and moral obligation and responsibility of all employees and volunteers to ensure 
that the workplace is free from sexual harassment. ASSIDA will take all 
reasonable, appropriate and necessary steps to implement the sexual 
harassment policy effectively which will include procedures, standards, 
expectations and practices as set out in this document to protect and empower 
all members from discrimination, mistreatment, abuse, harassment, exploitation, 
violence and prejudice.

4.	  Applica3on
Protecting and empowering all women and men from sexual harassment, 
mistreatment and discrimination is the responsibility of all those who participate 
in the work of ASSIDA including but not limited to:

• Board members

• Staff/Employees

• Volunteers

• Contractors e.g. consultants

• Partners organisations

• Donors and supporters who visit ASSIDA projects.

• Stakeholders  

Each person is responsible for having a thorough knowledge of this policy and 
the procedures set out below, acting in accordance with this policy and 
complying with the ASSIDA Sexual Harassment Policy.

Breach of this policy will constitute an act of misconduct and is grounds for 



disciplinary action and/or termination of employment and/or participation in 
ASSIDA activities and work.

5.	  Principles
The following principles are to be applied through the progress and operation of 
ASSIDA:

• To ensure all employees and volunteers to become aware of what 
constitutes

           as inappropriate and unsafe attitudes, practice or behaviours of a sexual

           nature

• To ensure and promote awareness of volunteers and staff rights, roles 
and

           responsibilities relating to discrimination, mistreatment and harassment in

           In the workplace

• To ensure, promote and provide ASSIDA staff and volunteers in detail, the

           formal and informal processes, for investigating and resolving complaints

6.	  Policies
This policy is informed by a set of principles and recommendations that derive 
from UNICEF and the Australian Government. All policies are to be considered in 
context of ASSIDA activities, events, roles and responsibilities, domestic and 
international trips and any other relevant ASSIDA work.

• All ASSIDA employees, volunteers and members are responsible for 
monitoring and ensuring their own conduct is carried out appropriately, 
fairly and respectably in relation to ASSIDA principles and appropriate 
standards of behaviour and attitudes

• All ASSIDA employees, volunteers and members are to be educated and 
aware of the issue of harassment and discrimination, specifically sexual 
harassment, the different forms it can present itself in and the mental, 
physical, emotional and social impacts it can have on individuals and 
organisations

• All ASSIDA employees, volunteers and members are to educated and 
aware of the procedures to follow when either witnessing sexual 
harassment, mistreatment and discrimination or experiencing it yourself

• Create an empowering, welcoming and safe environment for all ASSIDA 
staff and volunteers to feel comfortable discussing allegations of sexual 
harassment as well as discrimination and mistreatment of a sexual nature



• Appoint one female and one male employee or volunteer to be trained on 
responding to, receiving and dealing with allegations of sexual harassment 
as well as discrimination and mistreatment of a sexual nature in order to 
carry out an investigation and ensure that no retaliation against an 
employee or volunteer who lodged a complaint is made

• To ensure that the organisation actively supports, protects and promotes 
this sexual harassment policy

• Implement and ensure effective and efficient procedures are in place to 
respond to allegations of sexual harassment seriously, fairly, impartially, 
sensitivity and promptly

• Ensure procedures in place include discovering what the complainant 
wants and then proceed to explain available and appropriate options

• Managers and executive staff are responsible for preventing all forms of 
sexual harassment in the workplace which includes incidents when the 
employee or volunteer has not made a formal complaint

• Advise all employees and volunteers on what creates workplace diversity
• Provide support and assistance to the complainant in relation to any 

further action to resolve the matter e.g. accompanying the complainant to 
formal interviews

ASSIDA recognises the need to create an empowering, welcoming and safe 
space within the workplace. When providing feedback, advise or counselling, this 
should be carried out in a respectable and constructive way that does not 
humiliate, threaten or harm another individual. The ASSIDA Sexual Harassment 
Policy aims to protect, promote, empower and support all men and women of all 
ages, cultures and religions in an equitable and fair manner.

7.	  Procedures
The review of allegations of sexual harassment may be divided into two parts: an 
informal resolution process and a formal resolution process.

These processes are outlined and discussed thoroughly below.

Informal	  Resolu3on	  Process

All ASSIDA employees and volunteers who believe they have been subjected to 
or threatened of being subjected to any form of sexual harassment or sexual 
discrimination and mistreatment should be advised to inform the relevant and 
appropriate manager, executive member, employer, volunteer or any other 
member who has been appointed to manage sexual harassment allegations 
immediately. All employees and volunteers should not ignore or dismiss any form 
of sexual harassment as this may be seen as an unspoken consent from the 



alleged harasser’s perspective.

Allegations can be resolved without the need for formal interventions. However, 
this depends on the circumstance. Different options available within the informal 
resolution process include, but are not limited to:

• Talk to the relevant manager, executive officer or staff

• Talk to either a female or male staff or volunteer member who has been 
appointed to manage sexual harassment allegations

• Talk to the individual who is making you feel uncomfortable or offended only if 
you feel safe to

Through informal resolution processes, this allows the matter to be addressed 
and managed efficiently, quietly and without labels being attached to anyone in 
the case where behaviours were unintentional or mistaken. Furthermore, it allows 
action to be taken to engage those accused to correct or alter their behaviours 
and attitudes.

Executive officers and managers of ASSIDA should ensure that the situation is 
resolved to the satisfaction and with consideration of the affected parties. 
However, it is vital to ensure that all investigations are carried out in accordance 
to the principles of procedural fairness which includes the alleged individual 
accused of sexual harassment to put their case forward. If the employee or 
volunteer who lodged the complaint is satisfied with the outcome of the informal 
resolution process, he or she should involve the executive office, manage or 
relevant ASSIDA member managing the situation.

Formal	  Resolu3on	  Process

For unsuccessful informal resolution processes where the individual who lodged 
the complaint is not satisfied with the outcome, this can lead to managing the 
complaint and situation through a formal resolution process. The formal 
resolution process involves record keeping and formal investigations conducted 
by one female and one male executive member or employee of ASSIDA. 
However, in specific circumstances, it would seem appropriate to appoint an 
independent volunteer or employee who is not an executive member of manager 
of ASSIDA to determine and/or recommend whether any further action should be 
required or taken. Therefore, record keeping is fundamental to the success of the 
formal resolution process.

Record	  Keeping

When addressing or managing complaints, it is crucial to document all aspects 
and actions of the situation. Keeping records will bring to light the patterns of 
behaviours or problems to be identified and corrected immediately and in a 



respectable, fair and positive manner.

It is important that investigations of allegations maintain confidentiality with all 
information provided due to the sensitivity of experiences and/or materials.  
Special and extra care should be taken to protect, assist and support those 
related to complaint processes.

8.	  ASSIDA	  Statement
ASSIDA will meet its commitment to eliminating all forms of sexual harassment 
through the following means:

Awareness: Ensure that all staff, volunteers, members and others are aware of 
the problem of sexual harassment in the workplace and the strategies and tactics 
ASSIDA will use to eliminate all forms
Prevention: Ensure, through awareness and personal and professional conduct, 
that staff, volunteers, members and others eliminate all sexual forms of 
discrimination, prejudice and mistreatment at local, national and international 
levels
Reporting: Ensure that all staff, volunteers, members and others have clear 
steps to follow where concerns arise regarding inequality and sexual harassment 
in the workplace
Responding: Ensure that adequate and reasonable action is taken to support 
those who have been subjected to or threatened to be subjected to acts of 
harassment. ASSIDA will also ensure that inequalities and violations of the 
sexual harassment policy will be taken seriously and prohibited.

In accordance that the above standards of reporting and responding are met, 
ASSIDA will ensure that it:

• takes seriously any concerns raised
• supports and empower staff, volunteers, members and any other relevant 

individual working for ASSIDA who raises concerns or who are the subject 
of concerns

• acts appropriately and effectively in instigating or co-operating with any 
subsequent process of investigation

• demonstrates responsibility to and respect for all opinions and 
perspectives expressed

• is supported by strict recruitment and selection measures that have been 
designed to minimise the possibility of recruiting individuals who may pose 
a risk to violating ASSIDA standards and expectation of equality or commit 
acts of harassment of a sexual nature

9.	  Responsibili3es	  of	  Management	  and	  Board
Management
ASSIDA Executive staff and managers are responsible for promoting awareness 



of the issue of sexual harassment in the workplace. The Board is responsible for 
the effective implementation of the ASSIDA gender equality policy and 
procedures as set out in this document and will comply with the Staff Code of 
Conduct.

Staff
ASSIDA staff and representatives are responsible for having a thorough 
knowledge of the ASSIDA policy and procedures as set out in this document, 
acting in accordance with these policies and procedures and complying with the 
Staff Code of Conduct.

Questions and Contacts
Staff who have questions or concerns or require further information in relation to 
the gender equality policy and procedures should contact their manager, 
supervisor, or the relevant ASSIDA Managing Director in Australia to further 
assist and support you.

10.	  Risk	  Management
ASSIDA considers risks assessment a priority in all public and private sectors 
and in any work, events or activity. ASSIDA’s priority is to continually work with 
and educate volunteers, staff and members in respect to appropriate and global 
standards, behaviours, attitudes, values and expectations carried out and 
conducted in the workplace.

In cases where risks are identified, mitigation and prevention strategies will be 
applied, monitored and evaluated throughout the activity, role and/or activity 
cycle.

Acts of sexual harassment is never acceptable and ASSIDA is committed to 
prevention and eliminating harassment, specifically sexual harassment, in all 
forms. ASSIDA will abide by the responsibility to protect, promote and support 
values of fairness, impartiality, justice, social equality and gender equality.

ASSIDA will not permit a person to work or volunteer with the organisation if any 
violation of this policy is committed. ASSIDA will establish a comprehensive 
process to correct any inequalities present within the organisation and ensure the 
safety and wellbeing of all members are of top priority.

11.	  Working	  with	  Partners
ASSIDA assesses partners with respect to equality, eliminating all forms of 
sexual harassment and sexual discrimination as well as ensuring that partners 
adhere to the minimum global standards and requirements.

ASSIDA’s policy and procedures must be interpreted and enforced in accordance 



with local law. There may be instances where the agency policy and procedures 
are more strict than domestic law. In these specific cases, the ASSIDA policy and 
procedures should be followed to the greatest extent as possible.

ASSIDA respects and will generally work to strengthen the diverse range of 
cultures, traditions and practices in the countries and local communities in which 
we work. However, in instances where cultural practices are clearly contrary to 
children’s rights, ASSIDA will work with the community to change such practices 
(e.g, female genital mutilation, preventing girls from attending school in order to 
carry out domestic tasks).

12.	  Policy	  Review

The ASSIDA Sexual Harassment Policy will be reviewed every year or sooner, if 
required, to ensure the organisation’s commitment and dedication to preventing 
and eliminating acts of sexual harassment in the workplace.

All stakeholders, volunteers, staff, partners and members will be consulted and/
or notified during the process of review. Any changes to this policy will be signed 
off by ASSIDA management and the board.
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