






I no longer work for the MP. I am convinced that no current employee in that office would
be prepared to speak the truth for fear of retribution.

2. Based on your experiences, what are the factors that already do, or could
contribute to a safe and respectful environment in Commonwealth parliamentary
workplaces?
A safer and more respectful environment could be created by removing the MP’s right to
dismiss staff without due discussion and liaison with the relevant staff member and
without showing very strong and validated reasons for taking that step.

Another factor would be working for an MP who has undertaken training in personnel
recruitment and management at least once during every Parliamentary term and who is
trained to take a keen interest in the well-being of staff, and who does not simply view
them as workhorses with the sole purpose of getting the MP re-elected.

A respectful parliamentary workplace environment is also where the electorate office
manager is able to hear and act upon concerns of subordinate staff and take those matters
up with the MP without putting their own position at risk.

A safer and more respectful environment could be created by having suitably skilled and
qualified staff appointed to work in electorate offices who have participated in an
appropriate recruitment and selection process before being appointed to work according to
a comprehensive job description. This provides a greater likelihood of appropriate
workloads and a suitable level of pay in return, which results in greater harmony and
respect amongst colleagues.

3. Based on your experiences, what are the factors that may contribute to workplace
bullying, sexual harassment or sexual assault in Commonwealth parliamentary
workplaces? 
Factors that may contribute are: 

• A belief on the part of many staffers that there is nobody they can turn to, and a fear on
the part of a staffer that any reporting of bullying or harassment will result in being
labelled a trouble-maker and/or the loss of their job with no reference to support their
necessary future quest for alternative employment.

• The MP’s right to terminate a staffer’s employment without warning or due reason,
which makes the employee unwilling to speak out about unjust treatment either by the MP
or by another staff member for fear of being sacked.

• The MP’s right to employ staff on the basis of a pre-existing friendship without due
investigation and consideration of their suitability for the tasks required. Inappropriate staff
can then avoid doing work by virtue of being mates with the MP, and can use their
friendship with the MP to bully other staff (particularly younger personnel) into taking on
work for which the MP’s mate has no skill or interest.

• The lack of compulsory training for MPs in personnel recruitment and management
matters. The MP whom I worked for was elected without ever having had any experience
in or exposure to personnel issues, and his approach to staff management was to ignore
personnel problems until they became really serious. Then he would lose his temper
spectacularly and threaten to sack everybody involved, which was a real disincentive to
speaking out about any personnel problems, let alone those relating to bullying or










