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Introduction 

Welcome 
The Respect, Equity and Diversity (RED) Framework is part of the ACT Government’s commitment to 
creating a positive workplace culture. It is closely linked to the ACTPS Values, Signature Behaviours 
and Code of Conduct, and to the ACTPS Performance Framework. Every person who works for the 
ACTPS should know their rights and responsibilities under the RED Framework and how to exercise 
those rights and responsibilities. 

While the focus of the RED Framework is on creating a positive workplace, no workplace is perfect. 
This is why the framework also describes to do if someone experiences or observes bad behaviour at 
work. The RED Framework is not a set of rules, it is a set of resources to help employees to navigate 
difficult issues at work.  

RED contact officers (REDCOs) are an important part of the RED Framework. They support 
employees and managers by raising awareness of the framework, and by providing information 
about the framework to anyone who needs it. 

This course is not designed to make you an expert about every type of issue you might face as a 
REDCO. While your expertise will grow with every contact you have, REDCOs are not a substitute for 
managers or human resource staff. 

During this course, we will use group discussions and case studies to facilitate learning. We 
encourage you to participate in these discussions. Some of these discussions will be about sensitive 
issues, and other learners might disclose personal information. Please respect their privacy about 
these matters. If you discuss a real workplace issue, be careful not to mentions the names of any 
individuals. 

Learning objectives 
By the end of this course you will: 

• understand what is expected of a REDCO 

• be able to inform employees about resources available under the RED Framework 

• know how to have a constructive conversation about RED issues. 
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Activity 1. Clear objectives 
One of the most important things that REDCOs do is help people to identify a pathway to resolve a 
difficult issue. This includes helping them to be clear about what resolution looks like. However, 
identifying a clear objective isn't always easy 

 What are your objectives for today. What do you want to learn from today's training? 
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Module 1: Overview 
Respect for ourselves guides our morals, respect for others guides our manners. 

Laurence Sterne 

Why the RED Framework matters 
One of your roles as a REDCO is to promote the RED Framework. In doing this, you might face 
sceptical colleagues. The following points will help you convince your colleagues of the importance 
of the RED Framework. 

• Bad behaviour costs money. The Productivity Commission estimates the cost of bad behaviour in 
Australian workplaces is between 6 billion and 36 billion dollars each year. 

• The framework works. People who have used similar frameworks report they would use it again 
if they needed to.1 

• Problems with workplace behaviour destroy morale and consume disproportionate amounts of 
management time. Using the RED Framework can reduce this. 

• Most people want to do the right thing at work, and the RED Framework helps you to do so. The 
framework is part of your organisation’s commitment to creating a positive workplace culture. 

Why REDCOs matter 
REDCOs have been part of the RED Framework since its inception in 2011. For most of that period, 
REDCOs have been one of the primary channels for ACTPS employees to discuss RED issues. 

  

 

 

1 See for example, submissions to the House of Representatives Standing Committee on Education and 
Employment report, Workplace Bullying, We just want it to stop, October 2012. 
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Overview of REDCO role 
We will discuss roles and responsibilities in more detail later today, but it is helpful to provide an 
early indication of what you will do as a REDCO – and just as importantly – what you will not be 
doing. 

Activity 2: Roles and responsibilities of RED contact officers 
RED contact officers: what they do RED contact officers: what they don’t do 
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Positive workplace culture 
It is unfortunate that so much attention is given to incidents of bad behaviour in workplaces, when 
more attention on cultivating a positive workplace might prevent them in the first place. A positive 
workplace supports employee engagement and high performance by encouraging innovation and 
creativity. 

Activity 3: Positive workplaces 
How would you describe a positive workplace culture? Write the most important things towards the 
centre of the circle. 
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Different perspectives on workplace culture 
 

Team members Managers and supervisors 

 
 

 

Activity 4: A shared understanding of respect, equity and diversity 
Some friction between people at work is inevitable. Most of this friction is caused by 
miscommunication and misunderstanding rather than malice. In some cases, good people with good 
intentions still come into conflict with each other. 

The measure of a good organisation is not the absence of friction, but how that friction is managed. 
The concepts of respect, equity and diversity are central to this. 

Your views about respect, equity and diversity might be different from your colleague’s views. The 
RED Framework contains descriptions of respect, equity and diversity, but in this activity, you will 
share your own views about these concepts. 

In your table groups, discuss what you think each of these words means at work. 
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Respect 
Many people describe respect as 'treating others the way you would like to be treated'. Is this 
enough? Does respect need to be earned? What do you think respect means? 

 

Equity 
Equity is sometimes used interchangeably with ‘equality’, but are they really the same thing? 
Should you treat everyone the same way? What do you think equity means? 

 

Diversity 
You probably think you know what diversity means – respecting different cultures, genders, 
people with disabilities etc. Is that all there is to it? Is it easy to be part of a diverse team? What 
do you think diversity means? 
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The ACTPS guide Getting the best from people at work suggests that people are engaged at work by 
‘different things at different times and in different ways’. Abraham Maslow’s hierarchy of needs 
describes this. 

 
Maslow reminds us that a positive workplace culture is built on a foundation of meeting basic needs. 
Respect, equity and diversity are relevant at all these levels. 
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Key points 
The purpose of the RED Framework is to create a positive workplace culture, but this means 
different things to different people. Some of your contacts might have simplistic views about the 
meaning of respect, equity and diversity, and you should be ready to coach them on these topics. 
This will also help you to manage unrealistic expectations in difficult situations. 

• Respect means more than simply treating other people the way you would like to be treated 
yourself. It requires employees to value and consider other people. This is not about rigid rules 
but involves ‘getting along’ with people who might have different backgrounds, personalities and 
interests. 

• Equity is not the same as equality. Equity ensures everyone is treated fairly according to their 
individual needs and circumstances. Managers and employees do not have to treat everyone the 
same way, and they are expected to make reasonable allowances and adjustments for 
individuals. 

• Diversity recognises the value of individual differences and integrates them into the workplace. 
These differences can include sex, gender, culture, age and family background. Diversity is 
essential to a positive and productive workplace, but it can also cause tension inside a team. 
Employees must not be passive about diversity – they must do more than tolerate diversity. 

  



 

© Petersen Ink 2021   Workbook | RED contact officer | v2.0 | Page 14  

  



 

© Petersen Ink 2021   Workbook | RED contact officer | v2.0 | Page 15  

Module 2: Responsibilities 
Everyone who works in the ACTPS is entitled to a respectful workplace that is free from 
inappropriate behaviour. But this entitlement comes with responsibilities. These responsibilities are 
defined in 5 areas: 

• work health and safety legislation 

• the Public Sector Management Act 1994 

• your enterprise agreement 

• the ACTPS Performance Framework 

• the ACTPS Values, Signature Behaviours and Code of Conduct. 

Each of these frameworks is connected to or supports the RED Framework. 
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Work health and safety 
Everyone knows that protecting the health and safety of each other at work isn’t just a moral 
obligation, it is a legal duty. 

The purpose of the Work Health and Safety Act 2011 is to ensure the health and safety of everyone 
at work. It requires all employees to take reasonable care for their own health and safety, and of 
others in the workplace. Employees also have a duty to cooperate with managers to help them meet 
their health and safety obligations. 

The Work Health and Safety Act 2011 requires employees to behave in a way that does not 
unreasonably create a risk to anyone else’s health and safety. It also requires employees to report 
any behaviour which might pose such a risk. This means employees have exactly the same 
obligations about workplace behaviour as they have towards other health and safety issues. 

Employees must not ignore serious issues of bad behaviour in the workplace – even if the victim 
doesn’t want them to get involved. This means 'no bystanders' for serious issues of bad behaviour at 
work. 

Notes 
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Public Sector Management Act 1994 and enterprise agreements 
ACTPS enterprise agreements provide that misconduct can occur if an employee fails to meet their 
obligations under Section 9 of the Public Sector Management Act. Section 9 comprises several 
articles which are the ‘unbreakable rules’ of service in the ACTPS. They include requirements to: 

• treat all people with courtesy and sensitivity to their rights and aspirations 

• behave in a way that is consistent with the public sector values 

• not bully, harass or intimidate anyone 

• comply with any lawful and reasonable direction given by a person having authority to give the 
direction. 

Failures to comply with these requirements may be treated as misconduct, and will normally be 
dealt with under the provisions of the employee's enterprise agreement. The consequences for 
breaches of Section 9 of the Act include: 

• written reprimands 

• financial penalties 

• transfers to another position (at or below level) 

• termination of appointment. 

 Notes 
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Values, Signature Behaviours and Code of Conduct 
The ACTPS Values, Signature Behaviours and Code of Conduct provide guidance on the sorts of 
behaviours expected of all employees. They are not prescriptive or compliance focussed, and they 
are not meant to be used as a checklist. Nonetheless, Section 9 of the Public Sector Management Act 
1994 requires employees to behave in a way that is consistent with these values. 

There are four ACTPS values and ten signature behaviours. 

In demonstrating respect… 

• We take pride in our work. 

• We value and acknowledge the contribution of others. 

• We relate to colleagues and clients in a fair, decent, caring and professional manner. 

In demonstrating integrity… 

• We do what we sat we’ll do and respond appropriately, especially when the unexpected 
occurs. 

• We take responsibility and are accountable for our decisions and actions. 

• We engage genuinely with the community, and manage the resources entrusted to us 
honestly and responsibly. 

In demonstrating collaboration… 

• We work openly and share appropriate information to reach shared goals. 

• We actively seek out other views when solving problems and value and act on feedback 
on how we can do things better. 

In demonstrating innovation… 

• We look for ways to continuously improve our services and skills. 

• We are open to change and new ideas from all sources. 

 

The Code of Conduct comprises nine additional areas that give examples of these values and 
signature behaviours.  
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ACTPS Performance Framework 
Performance management is not just about ‘what’ people do, it is also about ‘how’ they do it. The 
ACTPS Performance Framework2 describes how to align an employee’s duties with strategic 
objectives, to ensure their effectiveness and to ensure accountability for their work. The tools to do 
this include: 

• goal setting 

• learning and development 

• coaching and mentoring 

• recognition and feedback. 

The distinction between performance and behaviour is not always clear. Under-performance is 
failure to perform work duties to the required standard. This could include non-compliance with 
policies or rules, or poor interaction with colleagues. If the under-performance is deliberate, or if it 
continues despite directions from management, it might be misconduct. 

While serious RED issues may be dealt with as a health and safety or misconduct issue, less serious 
RED issues are likely to be dealt with by managers having a structured conversation with their 
people. In these cases, the tools, guides and templates in the ACTPS Performance Framework should 
be used. 

Notes 
 

 

 

 

2 https://www.cmtedd.act.gov.au/employment-framework/performance-framework/actps-performance-
development 
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Activity 5: Roles and responsibilities of all employees 
 

 

Activity 6: Roles and responsibilities of managers and supervisors 
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Module 3: Inappropriate behaviour 
While the main purpose of the RED Framework is to cultivate a positive workplace environment, 
behaviour will sometimes fall short of expectations. These issues won't always have a clear right and 
wrong. Some people will have strong views about what happened, but these views won't always be 
reasonable. Other people might be unsure of their position and are looking for validation. In both 
cases, you should help people who contact you to understand the difference between reasonable 
behaviour and inappropriate behaviour. 

 

Wherever possible, employees should address any type of unacceptable behaviour before it 
escalates and becomes an incident of workplace bullying. 

The RED Framework applies to all forms of unacceptable workplace behaviour – 
not just incidents that satisfy the legal definition of work bullying. 
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Work bullying 
Inappropriate behaviour may range from isolated and minor incidents to more severe issues of work 
bullying. Work bullying is a term that is often misunderstood, and it has a definition that is worth 
discussing. 

Activity 6. Test your knowledge 
Which types of behaviours might be work bullying? 

 yes/no why/why not 

   

Unwelcome   

Unsolicited   

Intimidating   

Threatening   

Humiliating   

Abusive   

Offensive   

Others   

 Can work bullying behaviour be: 

Physical   

Psychological   

Emotional   

Verbal   

Against an individual   

Against a group   

Against someone more senior   

 Does the behaviour need to be: 

Repeated   

Intentional   

Is it work bullying if someone: 

Feels bullied   
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Reasonable management action 
How do we determine if someone’s behaviour has been unreasonable? Is it simply up to the boss, or 
is there some kind of ‘reasonable person test’? 

Activity 7. Reasonable management action 
Read and discuss this hypothetical case study taken from the ACTPS guidelines for resolving 
workplace issues. 

Mira works in the purchasing department of a large organisation. She has been there for 6 months 
and works with 6 other staff. The department is busy, and the work is routine and shared evenly 
among the 7 workers. On a regular basis, Mira falls behind schedule with her tasks. To help 
develop her admin skills and improve her work performance, the purchasing manager asked Mira 
to attend a 2-day training course. Mira feels humiliated and singled out, even though her manager 
assures her that her job is not under threat. 

Mira is genuinely feeling humiliated. Is this an example of a manager’s abuse of power? Is this 
reasonable? Is it work bullying? 
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A person might believe they have been mistreated, but that doesn’t always mean the other party 
has done something wrong. These conflicting perceptions are a common cause of workplace friction. 
Perceptions are important, but the most important factor is to decide if the behaviour was 
unreasonable. 

The Fair Work Commission3 lists three elements to reasonable management action: 

• the behaviour must be management action 

• it must be reasonable for the management action to be taken 

• the management action must be carried out in a manner that is reasonable. 

Examples of management action include: 

• directing and controlling the way work is carried out 

• performance appraisal 

• counselling for misconduct 

• modifying a worker’s duties 

• meetings to discuss underperformance. 

Management action does not need to be perfect or ideal for it to be reasonable. For management 
action to be reasonable, it should be: 

• lawful 

• comply with your organisation’s policies and procedures. 

Whether management action was taken in a reasonable manner will depend on the action, facts and 
circumstances leading to the action. A reasonable manner will be: 

• justified by the situation 

• timely 

• thorough 

• transparent. 

REDCOs do not need to be lawyers, and you should avoid discussing legal interpretations of RED 
issues because this may become adversarial. If an issue is so serious that it needs a lawyer to explain 
it, then it is outside your area of responsibility. In these situations, contact your REDCO Coordinator 
or human resources team. 

 

 

3 https://www.fwc.gov.au/anti-bullying-benchbook/when-worker-bullied-at-work/reasonable-management-
action 
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Module 4: Taking action 
The RED Framework describes several ways to respond to issues of bad workplace behaviour. These 
include options for action by people who have experienced or observed bad behaviour, and options 
for managers and executives. 

Options for action 
The RED Framework encourages employees and managers to take action before something 
escalates to work bullying. For example, inappropriate behaviour is often best resolved if the person 
who experienced or observed the behaviour speaks direct to the person who behaved badly. If this 
does not resolve the issue, it can be escalated to managers. More serious issues can be referred 
direct to managers as the first course of action. 

The options for action are organised into three levels based on how serious or complex the issue is. 

 

 

 

 

 

 

 

 

 

 

 

 

  

Level three 
misconduct 

Level two 
managers and supervisors 

Level one 
supported self-resolution 
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Level one: self-resolution 
Supported self-resolution is for low impact issues where the person who experienced or observed 
the behaviour is confident they can resolve the RED issue themselves. They might discuss the issue 
with their manager, but they are the person who takes action. 

Activity 8: Self-resolution 
What are some of the things an employee could do to resolve a RED issue themselves? 

 

Self-resolution is normally the quickest and most effective way to deal with a RED issue. But it can be 
daunting for an employee to talk to someone who has upset them, especially if they don’t have a 
good relationship with the other person. Be ready for this self-doubt, and don’t underestimate how 
hard this will be for the employee. Helping them to prepare for the conversation will make a big 
difference. 
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Level two: management resolution 
Level two is where the supervisor or manager works with the person who has experienced bad 
behaviour to resolve the RED issue. This level of action is for issues where employees do not feel 
confident enough  to resolve the issue themselves. Options for action at this level are called 
restorative processes and resolution techniques. They include: 

• constructive conversations with affected parties 

• directed solutions 

• coaching and mentoring 

• adjustments to duties, shifts or work locations 

A longer list of options for action at level two is contained in the ACTPS guide Resolving workplace 
issues – Resources for managers and supervisors. 

While level two action is likely to require some difficult conversations, it does not involve 
investigations, disciplinary action or misconduct processes. These processes are managed at a higher 
level. 

Notes 
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Level three: misconduct 
Level three options for action in the RED Framework are for serious or complex issues. These will 
normally require investigation, and if they involve misconduct, they will be managed under Section H 
of an employee's enterprise agreement. 

Notes 
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Preliminary assessments 
If a manager observes inappropriate behaviour or if a RED issue is brought to their attention, they 
must do a preliminary assessment. This assessment is not an investigation; it is a quick fact-finding 
activity to help the manager decide what further action is required. This includes deciding at which 
level the issue should be resolved. 

Preliminary assessments should be started as soon as possible, and should stop as soon as the 
manager has enough information to decide what to do next. If an employee is concerned about their 
manager's bias or independence, they may ask for the issue be elevated to a more senior manager. 

There is no template for a preliminary assessment. It may be as simple as considering the issue, or it 
might involve obtaining additional documents. In some cases, it might involve talking to the 
complainant, or briefly talking to witnesses.  

The key outcome of a preliminary assessment is a decision on what to do next. There are six options 
available to managers, which align with the three levels of action described in the RED Framework: 

• no further action to be taken 

• counselling or other remedial action 

• refer the matter for resolution through the procedures set out in your enterprise agreement or 
through other channels such as public interest disclosure policies 

• commence an underperformance process 

• recommend to the delegate that the matter be investigated under the misconduct and discipline 
process in section H6 of your enterprise agreement 

• if the allegation is thought to be vexatious or knowingly false, recommend to the delegate that 
action be taken against the person who made the allegation. 

If a manager does a preliminary assessment and recommends level three action (such as a 
misconduct investigation), a more senior manager or human resources manager may overrule this. If 
appropriate, the issue might be referred back to the manager for level two resolution. 

During the preliminary assessment, managers should also find out what the complainant expects 
regarding actions and outcomes. This is a factor, but not the only factor, in their decision. Additional 
guidance on preliminary assessments is available from the ACTPS employment portal in the 
workplace behaviours toolkit Preliminary assessments. It includes guidance on impact assessment 
and an optional format to record the manager's assessment. 
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Likely issues and scenarios 
Despite what you might think, the incidence of bad behaviour in the public sector is not high. In this 
section we will look at what the most common issues are and the risk factors that indicate your own 
work area is exposed. 

Activity 9. Likely issues 
What types of issues do you think will be brought to REDCOs? 
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Extreme issues 
There are some types of behaviour that fall outside the RED Framework. They include self-harm or 
suicidal behaviours, violence, and illegal drug use. These issues are serious, but they aren't common, 
and REDCOs aren't trained or expected to handle them. If you suspect one or more of these issues 
might be relevant, you must talk to your REDCO Coordinator or human resources area. 

Activity 10. Know your limits 
What are some indicators that could suggest one of these serious issues is present? 
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Risk factors and controls 
While the RED Framework provides good options to take action against unacceptable workplace 
behaviour, it is better to prevent such behaviour in the first place.  

Activity 11. Risks and controls 
What are the most common risk factors for 
unacceptable behaviour at work? 

What can be done to control these risk 
factors? 
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Obstacles to action 
We have discussed the merits of the RED Framework, but it isn't always easy to do what it 
recommends. Many people will be daunted by the prospect of taking action, and some of them will 
hope you will resolve the issue for them. However, as discussed earlier, your role is not to resolve 
issues, but to help employees to take action themselves. 

What then, can you do to encourage more decisive action in the people who contact you? What are 
the most significant obstacles to action, and what can be done about them? 

Activity 12. Obstacles to action 
What are some likely obstacles to action on RED 
issues? 

What can REDCOs do to overcome these 
obstacles? 
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Module 5: Conducting a RED conversation 
There is no single ‘script’ for a RED conversation. Each contact will be different, and you should be 
flexible enough to adapt to each circumstance. 

There are, however, some things to consider when preparing for, conducting and following up the 
conversation. 

Preparing for a RED conversation 

Activity 13. Preparing for a RED conversation 
What should you do before a RED conversation starts? 
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Conducting a RED Conversation 

Activity 14. Conducting a RED conversation 
What should you do during a RED conversation 
starts? 

What should you not do during a RED 
conversation 
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Rapport 
Your effectiveness as a REDCO will depend on the willingness of people to talk to you. They will be 
grappling with a sensitive issue, and may be reluctant to share too many details with you. They will 
certainly not be receptive if you are inattentive or judgmental.  

This means you need to establish rapport with the people who contact you. Rapport requires active 
listening. 

Activity 15. Active listening 
You probably already know what is involved in active listening. List the components of active 
listening here. 

 

Are you a good listener? Don’t underestimate how hard it is to listen. You cannot do it for more than 
30 minutes or so without a break. You cannot actively listen and establish rapport if you have 
distractions, competing priorities, or if you are tired. If you cannot actively listen to someone who 
has contacted you, then re-schedule. You do them no favours if they are talking but you aren't 
listening. 



 

© Petersen Ink 2021   Workbook | RED contact officer | v2.0 | Page 38  

Following up a RED conversation 

Activity 16. Following up a RED conversation 
What should you do after a RED conversation has finished? 
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Confidentiality and privacy 
Everyone who approaches a REDCO must be confident the discussion will not be repeated elsewhere 
without their consent. Your meeting should take place in a private space and you should tell the 
employee of your obligations towards privacy. 

Exceptions 
There are some situations where the right to privacy changes. You must report information to your 
local human resources team if: 

• you think someone is at serious risk of injury or harm 

• you think a crime has occurred or will take place. 

You must get verbal agreement about these exceptions before proceeding with the discussion. 

Conflicted parties 
If both parties to a RED issue contact you, you cannot be the REDCO for both people. If you think this 
might occur, raise it with the first party to approach you. Explain there is a chance that when you 
decline the contact from the other party, they will guess why. These conflicts can get messy if you 
don’t raise them first. 

RED contact reports 
REDCO correspondence and discussions should be documented and filed in a secure place. Sensitive 
papers, including hand written notes, should be disposed of in accordance with your directorate's 
information handling system. 

For every contact, REDCOs must submit a RED contact report to collect statistical information about 
RED matters. You must explain this to the employee who contacts you. None of the collected 
information will identify them, but ask for their permission to fill out the report.  

Contact reports must not contain any details that will identify an employee. For example, if the 
contact is from a small business unit do not include the name of the business unit. If the employee 
does not consent to your filling out the report, you must submit the report noting that a contact 
occurred but with no other details.  

The contact report should be completed as soon as possible after the meeting, and a copy sent to 
your REDCO Coordinator. If you have more than one meeting with the same person about an issue, 
you should submit only one report per issue. If the same person approaches you about a new issue, 
you should submit a new report. Destroy your copy of the report as soon as your REDCO Coordinator 
confirms receipt of the report. Until that time, completed reports must be kept in a lockable filing 
cabinet.  

A copy of the RED contact report is in the Guidelines for REDCOs and is also attached to this 
workbook. 
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Notetaking 
Ask employees for permission to take notes at the start of the discussion, and offer them a copy of 
those notes. Don't take notes during the meeting if the employee doesn't want you to. If you do take 
notes, don't try to write everything down. Take just enough notes so you can recall the issues with 
clarity if needed. 

Never record a RED conversation with an employee. It is illegal to do so without the other person's 
consent, and it might create tension during the meeting. Note taking is better because it ensures you 
are actively listening during the conversation. 

Management confidentiality 
While REDCOs are bound by strict confidentiality, managers and human resources staff are not 
bound by the same restrictions. Any member of the ACTPS who receives an allegation of misconduct 
must report it, even if the source of the allegation does not want them to. This is especially true 
where there is a work health or safety risk. 

This can cause problems if the complainant asks to remain anonymous. This is because the other 
party has a right to know the details of an allegation made against them – including the name of the 
person who made the complaint. Some issues, such as public interest disclosures, protect an 
individual’s identity, but in most cases the identity of complainants will be revealed during the 
resolution process. 

The principles of procedural fairness mean that people subject to an investigation for misconduct 
will normally be allowed a copy of the investigation report. Complainants do not have the same 
right. However, managers must not disclose sensitive information about the workplace to anyone 
unless they are involved in resolving the issue. 

Open door protocol 
The RED Framework is only as good as the people who apply it. Sometimes employees might be 
unwilling to bring a RED issue to their manager for action. They might think their manager is 
complicit in the problem, or they might think the manager is the cause of the problem. Managers 
might also ignore an issue because they are busy or  lack the confidence to deal with it. Any of these 
situations will leave an employee feeling isolated and frustrated. 

If an employee is not willing to take an issue to their manager, or if they are not happy with the 
action taken by their manager, they can approach any other supervisor, manager or executive with 
their issue. This is called the open door protocol. It is designed for situations where a manager is an 
obstacle to resolution instead of a pathway to resolution.  

The most likely alternative manager an employee can go to is a higher level manager. They can, 
however, take a RED issue to their human resources areas or to any other manager they feel 
comfortable approaching. 
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When an employee takes an issue to another manager, that manager is obliged to respond. They 
may ask why they have been approached, and they may endorse the actions taken by the 
employee's own manager. They must, however, give a fair hearing to the person who approached 
them. 

Notes 
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Module 6: Next steps 
There hasn't been time in this course to explore every aspect of what a REDCO might encounter, and 
your learning is not over. Resources will vary across the ACTPS, but there will always be someone 
you can reach for advice and support. Your first line of support will be your REDCO Coordinator, but 
human resources teams are also good options for advice and support. 

My REDCO Coordinator is: 

Phone: 

Email: 

 

My supporting human resources staff contact is: 

Phone: 

Email: 

The ACTPS Employment portal also contains several resources to help you in your role. 

RED Contact Officers.4 This site contains a summary of the responsibilities of REDCOs and a link to 
the ACTPS guidelines for REDCOs.5 

Introduction to the Respect, Equity and Diversity Framework.6 This set of resources explains the RED 
Framework. 

Resolving Workplace Issues.7 This set of resources provides guidance for employees and managers 
about encouraging a positive workplace and about responding to inappropriate behaviour. 

 

 

  

 

 

4 https://www.cmtedd.act.gov.au/employment-framework/workplace-behaviours/red-contact-officers-redcos 
5 https://www.cmtedd.act.gov.au/__data/assets/pdf_file/0005/824477/REDCO-Guidelines.pdf 
6 https://www.cmtedd.act.gov.au/employment-framework/workplace-behaviours/the-respect,-equity-and-
diversity-red-framework 
7 https://www.cmtedd.act.gov.au/employment-framework/workplace-behaviours/resolving-workplace-issues 
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Attachment A: Questions during a RED conversation 
Good questions will give you information about an issue. They also help the person who contacted 
you to better understand what happened and what to do next. 

Use this space to write down questions you could use during a RED conversation. 

 

 

 

 

 

 

 

 

 



 

© Petersen Ink 2021   Workbook | RED contact officer | v2.0 | Page 46  

Attachment B: Preparing to be  REDCO 
Each REDCO brings different skills and experience to the role. This diversity is important, but there 
are some core qualities that help all REDCOs. 

Self-assessment 
What types of knowledge, experience and qualities are need by REDCOs? Are there any areas you 
should work on to help you perform this role? 

Required or desirable Self-assessment and action plan 

Knowledge  

Experience  

Qualities  
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