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Child Protection & Wellbeing 
 
A safe environment: 
A safe environment is one where the risk of harm is minimised and employees and 
clients feel secure.  Harm relates not only to dangers in the physical environment, but 
also refers to violence, physical threats, verbal abuse, threatening gestures, neglect, 
emotional or psychological harm, sexual harassment and abuse, grooming behaviour and 
racial vilification. 
 

A supportive environment: 
A supportive environment facilitates and enhances the social, academic, physical and 
emotional development of children, young people, employees and all those involved with 
the work of the organisation.  A supportive environment strives to be one in which: 
 

• Children are treated with respect and fairness by staff and other young people; 

• Members of the organisation feel valued; 

• Effective professional relationships are established and maintained; 

• Support and encouragement are essential aspects of the working environment; 

• Non-discriminatory language and behavioural practices are defined, modelled and 
reinforced by members of the organization; 

• Consultation takes place on matters relating to Dunlea Centre’s work. 
 

Because of its particular mission, Dunlea Centre has strong imperatives for committing 
itself to fostering the well being of children and young people, and to protecting them 
from any form of neglect or abuse.  
 

Dunlea Centre is totally committed to maintaining practices that create a culture of 
safety within which children, young people and employees are supported and protected.  
 

‘The preventive system must be in our characteristic; never harsh punishments; never words 
that humiliate; never sharp reprimands in the presence of others. Let our words be gentle, 
patient and loving; no sarcastic remarks; never strike anyone, even lightly. Let every Salesian 
make himself the friend of all and never harbour thoughts of getting even. Let him be quick to 
forgive and never rake up the past. Kindness in speaking, in working, in giving advice will win 
over everyone”. 
(An extract from a letter of Don Bosco to Don Costamagna, 10/8/1885). 
 
The Salesian approach promotes an atmosphere of kindness, tolerance, acceptance and 
forgiveness. It is based on a fundamental belief and hope in the ability of all young people 
to change. 
 

This policy outlines Dunlea Centre’s preventative aspects of child protection, as well as 
guidelines for responding to child protection issues. This policy will assist this 
organisation and its employees to understand the broader concepts of child protection 
and their specific responsibilities in relation to child protection by providing clear and 
consistent guidelines for all to follow. 
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Legislative Requirement: 
Dunlea Centre is committed to compliance with the NSW Child Protection Legislation, 
principles of duty of care, and other legislative obligations that impact upon the 
provision of safe and supportive environments. To this end, we have processes in place 
to ensure that all NSW Child Protection legislative requirements are met. 
 

In this policy, Dunlea Centre reaffirms its commitment to the legislative requirements 
contained in the following Acts that relate to child protection in New South Wales: 
 

 Act  Key Issue 

 Ombudsman Act 1974  All government departments, public 
authorities and certain non-government agencies in 
NSW are required to respond to allegations against 
employees and to notify the Ombudsman of 
reportable allegations or convictions. 

 Commission for Children and 
Young People Act 1998 

 Agencies are required to use the new 
WWCC Guidelines to screen people who apply to 
work in child-related positions in their organisation. 
Notify CCYP of relevant employment proceedings. 

 Child Protection (Prohibited 
Employment) Act 1998 

 Employees, who work in certain unsupervised 
child related positions, are required to complete a 
‘Prohibited Employment Declaration’ and to declare if 
he/she is a ‘prohibited person’. 

 Children and Young Persons 
(Care and Protection) Act 1998 

 Mandated employees are required to report 
to the ‘Helpline’ of DoCS any children and young 
people whom they suspect to be at ‘risk of harm’. 

 Children Legislation 
Amendment (Wood inquiry 
recommendations) Act 2009 

 Implements ‘Keep them Safe” reforms 

Education amendment 
(school attendance) Act 2009 
Education Act (1990) part 5 

 Providing information to DET 

 Health & safety risks arising from student 
behaviour 

 
Definitions: 
Risk of Harm: 
A child or young person is at risk of significant harm if serious concerns exist for the 
safety, welfare and wellbeing of the child and young person because of the presence of 
one or more of the following circumstances: 
 

• The child’s or young person’s basic physical or physiological needs are not being 
met or at risk of not being met. 

• The parents/carers have not arranged and are unable or are unwilling to arrange 
for a child or young person to receive necessary medical care. 

• The child or young person has been, or is at risk of being, physically or sexually 
abused or ill treated. 

• The child or young person is living in a household where there have been 
incidents of domestic violence and, as a consequence, the child or young person 
is at risk of serious physical or psychological harm. 
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• A parent/carer has behaved in such a way towards the child or young person 
that the child or young person has suffered or is at risk of suffering serious 
psychological harm’.  

• Parents/carers have not made proper arrangements for their child’s education 

• A series of omissions/incidents establish a pattern of risk of significant harm. 
 

 

Allegation:  
An allegation against an employee might involve behaviour that is reportable conduct or 
behaviour that is exempt from notification to the Ombudsman but is required to be 
investigated by the organisation, (see 3.8).   (Ombudsman Act 1974) 

Child: 
Includes all children and young people up to the age of 18 years. 
(Ombudsman Act 1974) 
 

Note: this definition is different from that contained in the Children and Young Persons (Care and 
Protection) Act 1998. 
 

Conviction of Reportable Conduct: 
This means any conviction of a person, in NSW or elsewhere, of an offence involving 
reportable conduct, (refer to 3.10) and includes a finding by a court that a charge for 
such an offence is proven even though the court does not proceed to a conviction. 
 
Employee: 
An employee is a person who is employed by the organisation, whether or not they are 
employed to work directly with children, as well as anyone from outside the 
organisation who is engaged to provide services to children such as contractors, foster 
carers, volunteers, students on placement, instructors of religion. 
 

Exempt Behaviours: 
Allegations against employees, that are exempt from notification to the Ombudsman 
are: 
 

• Conduct that is reasonable for the purposes of the discipline, management or 
care of children, having regard to the age, maturity, health or other 
characteristics of the children and to any relevant codes of conduct or 
professional standards 

• The use of physical force that, in all the circumstances, is trivial or negligible, but 
only if the matter is to be investigated and the result of the investigation 
recorded under workplace employment procedures, or 

• Conduct of a class or kind exempted from being reportable conduct by the 
Ombudsman under s. 25CA. 

 
 
 

Head of Agency: 
The Head of Agency is usually the chief executive officer or other principal officer of the 
organisation. The regulations may specify the person who is to be regarded as the head 
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of a particular agency for the purposes of this definition. The Executive Director is the 
head of Agency at Dunlea Centre for the purposes of the Ombudsman Act. 
 

Internal investigation of an allegation: 
This involves a process where an organisation: 
 

• Gathers all relevant facts. 

• Makes a decision as to whether an allegation is sustained or not sustained. 
• Provides information to assist any relevant employment proceedings. 
 

Reportable allegation: 
An allegation of reportable conduct against a person or an allegation of misconduct that 
may involve reportable conduct and must include: 
 

• Identification of a person who is a current employee of the organisation 

• An alleged offence or description of offending behaviour that meets the 
definition of reportable conduct 

• A person who was a child at the time of the alleged offence or behaviour 
described. 

 

Reportable Conduct: 

• Any sexual offence, or sexual misconduct, committed against, with or in the 
presence of a child (including a child pornography offence), or; 

• Any assault, ill treatment or neglect of a child, or; 

• Any behaviour that causes psychological harm to a child, whether or not, the 
child consented to the behaviour. 

 
Note: The Commission for Children and Young People Act 1998 contains the same definition. 
 
Prevention strategies: 
Dunlea Centre opposes any child abuse practices and absolutely supports and fosters 
child protection and child abuse prevention.  
 
Preventative steps that Dunlea Centre will take include: 

• Developing policies, procedures and support materials in accordance with the 
child protection legislation to facilitate the implementation of all child protection 
responsibilities the organisation has;  

• Requiring employees to sign off their acknowledgement and understanding of the 
child protection policy and procedures; 

• Ensuring the policy is dated and a review date is set; 

• Having a code of conduct that defines appropriate and inappropriate behaviours; 

• Providing information and training in best practices to members of the 
organisation relevant to their respective roles and responsibilities in creating safe 
and supportive work environments to minimise reportable conduct occurring; 

• Providing information and training in the associated areas of confidentiality, 
privacy, and freedom of information to relevant employees; 

• Implementing thorough employment procedures (refer to Module 11); 
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• Providing information to families/carers and the community on the child 
protection strategies that have been adopted by this organisation to help raise 
awareness of child protection issues. 

 
Key Responsibilities: 
While the Executive Director holds responsibility as Head of Agency all staff retain 
responsibility to report Risk of  Significant Harm to DOCS. This should be done with 
the knowledge of Manager and Executive Director. Where any allegation involves the 
Executive Director, reports should be made to the Provincial of the Salesians via his 
representative on the Board. 
 

Executive Director: 

• Developing, disseminating and monitoring compliance of policies and processes; 

• Regularly reviewing policies and procedures at least annually; 

• Providing developmental opportunities and support for staff at least annually; 

• Establishing and maintaining appropriate staff recruitment, selection and 
screening processes; 

• Establishing and maintaining appropriate procedures for dealing with allegations 
of staff misconduct; 

• Collaborating with other relevant agencies; 

• Providing information about child protection policies to parents/carers and the 
community. 

 

Managers: 

• Managing incidents in accordance with this policy and other relevant employer 
and statutory requirements: 

• Supervising the reporting to DoCS of any child reasonably expected of being at 
risk of harm; 

• Reporting to the Executive Director allegations of child abuse against employees, 
which must ultimately be reported to the NSW Ombudsman’s Office. 

• Providing appropriate opportunities for staff to become familiar with relevant 
child protection policies and procedures, along with their own relevant 
responsibilities at least annually. 

• Providing a summary of the child protection policy and procedures to casual 
employees and authorised volunteers. 

• Informing parents/carers of the child protection policy and associated 
procedures. 

 

Employees: 

• Participating in training initiatives designed to assist the recognition of abuse and 
neglect of children and young people, and the implementation of relevant policies 
and procedures. 

• Reporting to the Executive Director and DOCS any suspicion, on reasonable 
grounds, that a child or young person for whom the organisation is responsible, 
is at risk of significant harm. 
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• Providing support, within the range of normal duties, to children and young 
people who have experienced abuse or neglect. 

• Maintaining appropriate confidentiality in relation to all incidents or allegations of 
abuse of a child or young person. 

• Providing information that has been lawfully requested to support child 
protection issues and procedures.  

• Ensuring they communicate positive Behaviour Management strategies with 
parents and challenge any comments that condone any form of abuse.  

 

Risk Assessment: 
Dunlea Centre offers a service to children who are ‘at risk’ because of problematic 
family and /or educational and/or behavioural issues. In supervising boys for 24 hours 
per day Boys Town staff need to be vigilant in all areas. Particular care needs to be taken 
when supervising certain activities (water activities, overnight activities or other 
activities) that might be dangerous and necessitate formal Risk Assessments.  
 

Risks to staff in relation to Child Protection will be minimised as long as staff adhere to 
Dunlea Centre’s Code of Professional Standards.  
 

Documentation and Record Keeping: 
(Examples of the proformas and forms that relate to the policy are contained in an Appendix to this 
policy. The following points need to be recorded). 
 

All documents relating to allegations against employees are confidential. 
 

Information regarding notifications to the Ombudsman are kept indefinitely and are 
stored in a secure location separate to the employee’s general employment file. 
 

At Dunlea Centre, the person responsible for keeping and storing the records is the 
Executive Director. Only persons who need to know about the allegation in an 
investigation (ie the investigator) may seek access to relevant records. 
 

Rights of all Parties: 
Decision making processes are in place to ensure the safety and the well being of 
children and employees during the investigative process. 
 

Any allegation or conviction of reportable conduct will be forwarded to the 
Ombudsman (for employees of designated agencies, this also includes any allegations or 
convictions for reportable conduct outside work hours). 
 

Employees’ rights will be upheld in the event of an allegation being made against them; 
for example: 
 

• Completing an investigation of an allegation against an employee. The Head of 
Agency will inform the employee of the substance of any allegation against them 
and provide the employee with a reasonable opportunity to put their case 
forward (The Head of Agency will decide the timing and the particular form this 
will take, ensuring the investigation is not compromised). 
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• If the finding is adverse, the employee will be allowed to add a dissenting 
statement. 

 
Employees and parents/carers have the right to complain to the Ombudsman if they are 
not satisfied with the organisations response to their complaint about the outcome or 
the way the organisation’s investigation was conducted. 
 

Dunlea Centre is committed to: 

• Acting fairly and without bias; 

• Conducting an investigation without undue delay. 

• Ensuring that the case is not investigated or determined by someone with a 
conflict of interest. 

• Encouraging all parties to maintain confidentiality during the investigation. 
• Ensuring that the outcome is supported by evidence and the decision making 

process is clearly documented. 
 

Support Available: 
Children who are involved or affected in any way will be supported through Dunlea 
Centre’s pastoral care arrangements. 
 

Employees who have received disclosures, or who have been the subject of allegations, 
will be offered appropriate and timely support by the Executive Director and their 
Manager. 
 

Relevant staff members will be informed of the ACCESS Employee Assistance Program. 
 
Reporting, disclosing or exchanging personal information for the purposes of 
child wellbeing: 

• Dunlea Centre will comply, at all times with the federal Privacy Act (1988) and 
the National Privacy Principles. 

• From time to time Dunlea Centre may : 

• report certain information of students or employees 

• disclose certain information of students or employees 

• seek information about prospective students or employees for the 
purposes of Child Wellbeing 

• In such cases Dunlea Centre will be guided by the NSW Interagency 
guidelines available on the ‘Keep them Safe’ website. 
www.community.nsw.gov.au/kts/guidelines/info_exchange/info_index.htm 
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4.(b).  Allegations of reportable conduct:  
 

Investigation -Outcome & Consequent Action: 
On Receipt of an ‘allegation’ and after consultation with DoCS where there may be a 
current concern that a child is ‘at risk of harm’, the Director prepares a confidential file. 

Director- Authorises an investigation, and appoints Investigator/s. 

NOTE– The need for the Investigator/s to first clarify the allegation/s with the 
complainant (if appropriate). 

Dunlea Centre will continue to investigate allegations that may be below the threshold 
of ‘significant’ harm. 

Director will inform the employee: 

• That a child protection matter has arisen.  

• That an allegation has been made (giving only to the general nature of the 
allegation/s) 

• That an investigation has been authorized by the Director, and naming the 
Investigator’s appointed. 

• That confidentiality is imperative, in the interest of all parties and due process. 

• Of support offered by Dunlea Centre and by an arranged counseling service. 

• Of arrangements for the initial meeting of the employee with the investigators/s-
provided in writing. (The initial meeting with the Investigators/s is usually shortly 
after informing of the allegation/s) 

• That they may have a ‘support’ person present at the interview with the 
investigator/s. 

• Of their right to contact the union. 
 

Director ensures that the relevant documentation and chronology of events is 
supplied to the investigator/s. 

The Investigation- 

Generally the procedure for conducting the investigation will be :- 

• Clarification of the allegation/s with the complaint and/or alleged victim/s, where 
appropriate. 

• Conduct an initial interview with the employee-(employee may have support 
person present). 

• To provide details of the allegation/s-the allegations are provided in writing-and 
to provide sufficient knowledge of available evidence for the employee to 
respond. 

• To invite a response to the allegation/s-a written response will be sought, within 
a reasonable time after the interview. 

• To invite the employee to nominate lines of inquiry for the investigator/s to 
follow. 

• To confirm the employee is aware of their right to contact the union. 
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• Interview other witness (where appropriate) and obtain any further relevant 
documentation. 

• Conduct a return interview with the employee-(employee may have a support 
person present) 

• Where necessary, to put any further allegation/s-provided in writing– and to 
receive a further response 

• To further interview on the allegations, obtaining any further clarification. 

• To ensure the employee has sufficient knowledge of (and opportunity to respond 
to) the evidence being considered in order to make the finding/s. 

 

Investigator/s make finding/s and develop recommendations. 
Where possible, this is usually at the same meeting as in (4).   
The employee is- 

• Advised of the finding/s and key recommendation/s, and  

• Invited to respond to the finding/s 

• Investigator/s report to the Director the results of the Investigation-advising of 
the finding/s and recommendation/s. 

 

The Director-       

• Accepts/rejects findings 

• Accepts/rejects the recommendation/s 

• Decides on the course of action 

• Implements decision 
 
Letter from Director–  
To the employee advising of the finding/s of the investigation and any disciplinary or 
other action. 
 

Where appropriate, employee meets with Director regarding any ongoing management 
issues and to close the matter. 
 

Employer meets any other relevant requirements. 
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4.(c). Child Protection & Support Document 
 

This document is to assist staff implement Dunlea Centres policies that relate to child 
protection and well being. 
 

Some general points and principals: 

• Dunlea Centres’ policies are designed to ensure staff and students are safe and 
feel secure. 

• Staff are encouraged to report any instances where they believe a staff member 
or student may be at risk of harm.  

• Staff are obliged to report any child at ‘risk of significant harm’ to their Manager 
and to Community Services. 

• Prior to employment, all staff are screened and found to be eligible for child 
related employment 

• Should any staff member be convicted of ‘reportable conduct’ they must inform 
the Executive Director who will initiate a risk assessment. 

 
Risk of Significant Harm 

• Under ‘Keep them Safe’ legislation, Dunlea Centre staff must report any 
incident where a child might be at ‘risk of significant harm’. 

• To assist determine if a matter amounts to significant harm, the ‘Keep them 
Safe’ website has an online decision tree (www.keepthemsafe.nsw.gov.au). 

• Staff should report all matters of concern to their Manager . 
 
Reportable Conduct 
Given the history of some students at Dunlea Centre it is not uncommon to find 
students use aggressive / inappropriate language in addition to inappropriate behaviors. 
 

On occasions such language /action could be construed as an allegation of reportable 
conduct. 
 

Dunlea Centre treats all allegations seriously and staff should report all incidents 
where the incident could be construed as an allegation of reportable conduct. 
 

In such cases the Director will take steps to see if an allegation has been made. 
 

Where it is deemed an allegation has not occurred, the Executive Director will ensure 
the child is counseled. 
 

Where it is deemed an allegation has occurred, the Executive Director will launch a 
formal investigation. 
 
Investigations 

• When an investigation into reportable conduct is required, the Executive 
Director will ensure staff are made aware of their rights. 

• The Executive Director will appoint an investigator who is trained in conduct 
investigations into child protection matters. 
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• The investigation will be conducted with due process. 

• The Ombudsman will be notified of any reportable allegations and the results of 
any investigation. 

• The Commissioner for Children and Young People will be informed of any 
employment proceedings that may result from an investigation. 

 

 

 


