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How the standards work
The standards are designed to support workplaces on
their culture change journey to address gendered abuse in
the workplace, support people affected by gendered
abuse wherever it may occur and to achieving gender
equality within the workplace. The standards and criteria
are interrelated so that an evidence requirement in one
criterion may also satisfy the requirements of other criteria.
The program provides workplaces with robust tools to
support the mapping of this approach.

There are two aspects of accreditation:  Accredited
workplaces and Leading workplaces.

An accredited workplace must satisfy the minimum criteria.
Leading workplaces are those that demonstrate mature
workplace practices that exceed the criteria and build
upon work achieved during accreditation across the
maturity continuum.

These aspects demonstrate an evolutionary development
in addressing gendered abuse and achieving gender
equality within the workplace.

Broadly speaking, accreditation requires a workplace to
establish and implement practices, policies and
procedures to create a healthy and safe workplace culture
as outlined in the standards. Achieving accreditation for
the first time takes 12 months from the date of onboarding
and occurs through a series of workshops.

Once a workplace is awarded accreditation it stands for a
period of 1 year from the date of assessment and
evaluation. At the expiration of this period, workplaces
uphold their accredited status by adopting the Leading
workplace status, by way of annual membership to the
program as outlined in service agreements.

Finally, Workplaces adopting the annual membership
option sustain their Leading status by way of annual report
submitted to White Ribbon Australia. This requires
workplaces to uphold their commitment to gender equality
by continuing to demonstrate their commitment to
addressing gendered abuse through the building upon the
national and industry metrics on addressing gender
equality as outlined in the program standards.

The
Standards
and how they work

Annual membership
Accredited workplaces join our
exclusive annual member benefits
program, recognised as a Leading
Workplace. This membership
provides:

Connection with other
workplaces and best
practices

Access to expert
guidance and advice to
continue this important
work

Continuous improvement
practices for the safety
and wellbeing of your
people

Member only events
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Figure 5 – Accreditation Phases

Workplace strategy and
insight
Impactful, sustainable
practices
Policy, procedures and
process
Workplace safety
Response to Persons
experiencing PEVA/PUVA

PHASE 1
PREPARATION

People leader learning
Team member learning
Collaboration and
partnerships
Community engagement
Response to members of
the publlic

PHASE 2
IMPLEMENTATION

Preparing evidence
Selecting evidence
Evidence assessment
Celebrating accreditation
Accreditation experience

PHASE 3
EVALUATION

Workplace accreditation occurs across three phases over a 12-month
period.

Evaluation
An independent assessment panel evaluates
workplace submissions for accreditation in line
with the standards and criteria. This panel has a
combination of skills and experience across the
program standards, which ensures evaluation is
conducted by professionals with relevant
expertise and credibility.

Help and support
We are here to guide you to achieving
accreditation. Each workplace has a dedicated
Accreditation Partner for direct contact, we also
have a team available to provide you with any
support you need.

Please contact your Accreditation Partner or the
team workplaces@whiteribbon.org.au

Throughout these phases workplaces are
enrolled in a series of workshops to support
their journey to accreditation. These
workshops focus on the key milestones you
must achieve to work towards gaining
accreditation.

Further information about the implementation
of these standards is available to workplaces
undertaking accreditation as outlined in the
National Accreditation Standards - Practice
Manual. 

Standards
in Practice
and how we approach it

5.6 Persons experiencing violence/abuse (PEVA)/Persons using violence/abuse (PUVA)
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Program standards
An integrated approach to achieving gender equality in the workplace draws on our evidence-based approach
and is underpinned by key principles within the program standards. These standards are designed to focus on
solutions that fall into the primary, secondary and tertiary responses to gendered violence and abuse.

Workplace strategy and
insight
Impactful, sustainable
practices
Policy, procedures and
process
Workplace safety

COMMITMENT AND
GOVERNANCE

People leader learning
Team member learning
Communication and
influence
Collaboration and
partnerships
Community engagement

CAPABILITY AND
CULTURE

Response to PEVA
Response to PUVA
Response to members of
the public

RESPONSE AND
SUPPORT

Table 1 – Accreditation Standards and Criteria

TUH Health Fund

‘The program provides 
 guidance for organisations to
take actionable steps to
ensure a safe working
environment for their people,
to prevent domestic and
family violence and to address
gender inequality.  
Additionally, the access to the
best practice library is a
fantastic resource for
organisations to develop,
refine and enhance their
approach'.
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Standard
One
Commitment and Governance
Criteria: 1.1 Workplace strategy

DEFINITION

The workplace demonstrates sustained commitment to gender equality through its strategic approach, its
practices and utilises people insights to inform opportunities for growth. The workplace creates the
employment conditions necessary for achieving gender equality.

RATIONALE

Gender equality requires recognition that the workplace has a role to play in creating societal change. This
change can be affected through a strategic approach that focuses on short-, medium- and long-term goals.

The workplace is required to be proactive in creating employment conditions and people experiences that
are designed to achieve gender equality and build healthy cultures.

Strategic plan that defines program of work
and identifies progress indicators.
A strategic plan to address gender differences
is endorsed by the Board or most senior level of
management.
A named senior executive is identified as having
specific responsibility for overseeing the
implementation of the plan.
Short, medium and long-term targets are set for
addressing gender inequalities.
Sufficient resources are allocated to achieve
and sustain gender equality and its associated
program of work.
An internal communication strategy to support
the strategic plan 

REQUIREMENTS

1.

2.

3.

4.

5.

6.

Internal audit conducted demonstrating
gaps/opportunities against National
Accreditation Standards
Strategic/operational plan that outlines, short,
medium and long-term goals, endorsed by
Board/Senior Leaders, defining progress
measures/indicators that inform sustainable
practices
Clear leadership accountability for plan
outcomes
Commentary on progress towards meeting the
organisation's gender equality strategic plan
where available
Budgetary allocations that support the success
of the program/s e.g., resourcing, training,
program etc.

MINIMUM EVIDENCE 
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Criterion: 1.2 Impactful, sustainable practices

DEFINITION

The workplace demonstrates active commitment to gender equality and the prevention of
gendered abuse. It adopts clear leadership frameworks of accountability and adopts
suitable and sustainable practices to support a safe and healthy workplace culture.  

The workplace measures its people experiences to ensure they inform strategic
approaches to creating a safe and healthy workplace culture.  

RATIONALE

Gendered abuse is based on gender inequality and workplaces are required to
demonstrate their approach to address this sustainably within their workplace. 

Achieving gender equality requires meaningful and measurable change within the
workplace driven by measurable targets that mature over time.   

To ensure sustainability of the workplace changes and actions implemented, leaders need
to demonstrate their active,  support and organisational governance of the program
beyond the point of successful accreditation. 

 The Board/Senior leadership consistently and
publicly demonstrate ongoing commitment to
preventing gendered abuse and achieving
gender equality within the workplace. 
 Annual reports  

 Emphasise the workplace's ongoing
commitment to addressing gendered
abuse.  
 Include commentary on progression
towards gender equality targets set in the
gender equality strategic plan. 
 Include a summary of actions that have or
will be taken to ensure that medium and
long-term gender equality targets will be
met. 
 Are made publicly available via the
company website. 

 Budgetary allocations linked to gender equality
targets and relevant training requirements. 
 Workplace benchmarks internal cultural
attitudes to gender equality to inform strategy.
The workplace sets measurable targets for
addressing identified drivers of gendered
abuse process over the short, medium, and long
term. 
 Insights align to the workplace strategic
approach and inform measurable progress to
creating culture change over time. 

REQUIREMENTS

1.

2.
a.

b.

c.

d.

3.

4.

5.

Leadership capability/expectations
incorporated into position descriptions 
Statements of commitment embedded within
public communications and reporting channels
(website, annual report etc.) 
Job descriptions of team members allocated in
whole or part to the implementation of the
program 
References to annual reports or relevant
sections of the annual reports 
Commentary on progress towards meeting the
workplaces's gender equality strategic plan 
Annual operational plan  
Survey overview/people insights that
incorporates mandatory questions 
Progress indicators/metrics 

MINIMUM EVIDENCE 
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Criterion: 1.3 Policy, procedures and process

DEFINITION

The workplace adopts a minimum set of policies necessary to establish and maintain a framework to
support and sustain an environment where gendered abuse is not tolerated and where gender
equality is supported. 

RATIONALE

A core set of policies is required to support and build awareness, capacity and capability in the
workplace to address gendered abuse, support people affected by abuse and to promote gender
equality in the workplace and our communities. 

The workplace has the following, or an
equivalent, core policies in place: 

Equal Pay Policy  
Sexual Harassment Policy 
Domestic Violence Policy including
specific reference to Family and
Domestic Violence Leave  
Workplace Violence Policy 
Recruitment and Selection Policy 
Workplace Health and Safety Policy 
Social Media policy concerning abuse
of social media by staff and
cyberbullying. 
Diversity and Inclusion Policy  
Bullying and Harassment Policy  
Parental Leave Policy 
Whistle-blowers Policy 
Code of Conduct 
Procurement practices to ensure
values alignment

Monitoring and review mechanism
designed to monitor awareness of and
take up of the policies. 
Strategies that promote gender equality
amongst its suppliers and associates
through its socially responsible
procurement practices. 

REQUIREMENTS

1.

a.
b.
c.

d.
e.
f.

g.

h.
i.
j.

k.
l.

m.

2.

3.

Copies of the policies 
Details of monitoring and review process 
documentation showing how people
access governance documents  
Examples of internal communications that
explain policies and targets that promote
gender equality to suppliers and associates.

MINIMUM EVIDENCE 
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Criterion: 1.4 Workplace safety

DEFINITION

The workplace takes seriously its approach to individual safety and risk mitigation in relation to
gendered abuse or violence through risk management strategies. 

RATIONALE

By enhancing existing risk management practices to integrate gendered abuse and individual safety
plans, workplaces can be well equipped in the event of an incident or scenario occurring in or
affecting the workplace. 

Risk assessment that focuses on scenario-
based risk in the workplace related to gendered
violence/abuse. It must prioritise individual
safety and outline incident
responses/processes.

REQUIREMENTS

1. Risk assessment 
Safety plan 
Incident response procedure/plan
Scenario-based learning and testing
of procedures/tools under criterion
2.1 People Leader learning 

MINIMUM EVIDENCE 

10.
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EXPERT STATUS

Workplaces wishing to develop internal training modules to meet this requirement must apply to White Ribbon
Australia to be endorsed as such.

Step 1 - Understand the Unit Mapping requirements using the WRA Unit Mapping tool

Step 2 – Submit application to WRA Accreditation team for endorsement using the application form

Step 3 – Once endorsed, develop learning modules for implementation and continue learning cycles in line with
requirements.

11.

Standard
Two
Capab i l i t y  and  Cu l t u re
Criterion: 2.1 People leader learning

DEFINITION

People leaders and key incident response contacts receive expert training in achieving gender equality and
preventing, recognising and responding to gendered abuse and training.

RATIONALE

People leaders are required to undergo regular expert training in preventing, recognising and responding in relation to
gendered abuse. People Leaders are not usually professional counsellors and are not expected to provide this service
but rather should support and refer to a specialist.

People Leaders undergo training designed to support the development of understanding of gender inequality and its
impact on individuals, families and the workplace.

REQUIREMENTS

1. Minimum of 80% of People Leaders have
received training in preventing, recognising
and responding in relation to gendered abuse
at the point of submission of evidence for
accreditation.
2. Training must have taken place in the
preceding 12-month period and must be
ongoing as part of annual learning cycles or in
line with other regular learning cycles.
3. Training must also be a part of the onboarding
process for new people leaders.
4. The training must test policy and procedure
associated with the program of work based on
scenario type disclosures/incidents in the
workplace.
5. A learning plan that outlines a sustainable approach
to maintain and mature this learning. 
6. An organisation can apply for expert status
when seeking to develop their own learning
modules to achieve this criterion. See note
below on how to apply.

Learning plan detailing the strategy to be adopted
by the workplace to ensure all People Leaders
receive training and that new people leaders
receive training during onboarding/induction 
Training policy
Overview of completed learning detailing analysis
of the percentage of management who have been
trained
Examples of how feedback is used to monitor and
improve quality of delivery
Training communication and engagement plan
Training testimonials from participants
Training partner insights
Learning module insights
Where endorsed, expert status requirements

MINIMUM EVIDENCE 
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Criterion: 2.2 Team member learning

DEFINITION

The workplace provides non-compulsory expert training to its people on the prevention of gendered
abuse and promotion of gender equality.

RATIONALE

Expert training is made available to all team members at all levels. This training can be part of existing
programs such as risk management, induction programs, Work Health and Safety or gender equality
training.

 All team members receive training addressing
gendered abuse and gender inequality as part
of their induction process.
All team members are offered free ongoing
training to refresh and develop their
understanding of gendered abuse and gender
inequality.

REQUIREMENTS

1.

2.

Learning plan
Communication and engagement plan
Training testimonials from participants
Training partner insights
Learning module insights
Examples of how feedback is used to
monitor and improve quality of delivery

MINIMUM EVIDENCE 
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'The information was comprehensive in detailing the many tactics

of Domestic and Family Violence (DFV), the impacts on

victims/survivors and children, the signs you may see in someone

experiencing DFV and what you might say to raise the issue and

have a non-judgmental empathic conversation using open and

explorative questions. The same insights about raising the issue

with men using violence and abuse in your work place or

community were really helpful'.

Course participant testimonial

12.



Standard O
ne - C

om
m

itm
ent &

 G
overnance

Criterion: 2.3 Communication and influence

DEFINITION

The workplace adopts internal and external communication practices that reinforce messaging around gender
equality and ending gendered violence/abuse. These practices support the success of the workplace strategic
plan.

The workplace’s outward presentation and messaging reinforces and reflects a workplace culture of gender
equality and a zero tolerance of gendered abuse. The workplace also advocates for the prevention of
gendered abuse in the public sphere.

RATIONALE

Workplaces have an important role in promoting gender equality. The workplace is required to ensure team
members are aware of issues surrounding gender inequality and its impact on gendered abuse, individuals and
family and the workplace. The workplace is required to ensure team members are aware of and understand
how it will respond if an issue is identified, including the support it provides to people who are experiencing
gendered abuse. 

A workplace can and should leverage their reach in the community to promote gender equality and the
prevention of gendered abuse through its position of influence with contractors and other persons conducting
business or undertaking (PCBU). The workplace is required to ensure its external presence aligns with their
internal strategies and messaging to prevent gendered abuse and address gender inequality.

An internal communication strategy for zero
tolerance of gendered abuse.
Audience analysis to ensure plans meet people
where they are at (e.g., remote/isolated workers
are considered, cultural and gender
sensitivities).
 The internal communication strategy
references all or any associated workplace
policies.
Communication delivery modes should be
diverse to ensure that all stakeholders are
included in the messaging.
 The internal communication strategy should be
reviewed and updated on a regular basis to
ensure relevancy.
External messages should reflect an
organisational commitment that prevents
gendered abuse and promotes gender equality.

REQUIREMENTS

1.

2.

3.

4.

5.

6.

Communication plans/strategy
Examples of messaging 
Social impact examples
De-identified storytelling
Expectations of contractors
Media policy
Code of conduct/contractor induction
requirements
Organisation’s website sets out the
commitment to addressing gendered abuse
and gender equality

MINIMUM EVIDENCE 
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Criterion: 2.4 Collaboration and Partnerships
DEFINITION

The workplace develops proactive, meaningful partnerships in collaboration with external expert providers that
build and enhance its capacity to prevent gendered abuse within the workplace and provide support to its team
members if abuse occurs.

Expert providers are defined, such as Employee Assistance Program service providers, sector frontline service
providers, and behaviour change program providers.

RATIONALE

The workplace’s knowledge and capacity to prevent and respond to gendered abuse will be expanded and
enhanced by working with experts from outside the workplace.

The workplace’s ability to provide support to team members who are experiencing or have experienced
gendered abuse will be expanded and enhanced and will be able to do so in a culturally appropriate way.

(People leaders are not usually professional counsellors and are not expected to provide this service but should
be able to support and refer to a specialist).

Prevent gendered abuse in the workplace.
Support women who have experienced or
are experiencing gendered abuse.
To develop the capacity and capability to
support victims of gendered abuse.
To develop the capacity and capability to
support any person potentially using
violence/abuse when they seek support to
avoid becoming abusers.
Support activities beyond the workplace to
help prevent gendered abuse in
communities where the workplace
operates.
Develop and monitor mechanism to monitor
employee engagement.

REQUIREMENTS

1. The workplace demonstrates they have
developed and/or expanded meaningful
relationships with appropriate expert external
organisations to:

a.
b.

c.

d.

e.

f.

Memorandum of Understanding
Team member stories
EAP agreement/service offerings linked to
gendered violence/abuse support
Accessibility of this service and information
relating to the service
Details of arrangements with advisory and
training organisations
Details of activities beyond the workplace
Policies and protocols for referrals
Details of mechanisms for monitoring and
measuring employee engagement with
associated programs of work that are
grounded in privacy and confidentiality

MINIMUM EVIDENCE 
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Criterion: 2.5 Community engagement

DEFINITION

The workplace develops proactive, meaningful partnerships in collaboration with external community services
or programs that build and enhance its capacity to prevent gendered abuse.

RATIONALE

Workplaces are part of the community in which they exist, both as a workplace entity and through their team
members who are also members of the community. A workplace can and should leverage this influence in the
prevention of gendered abuse.

This occurs through the workplace and its team members engaging in activities within their community to
promote gender equality, active and equal partnerships between women and men, and the prevention of
gendered abuse.

The workplace must demonstrate
organisational engagement in the community
through activities and campaigns to prevent
gendered abuse.
The workplace demonstrates support for the
work of other organisations to prevent or
respond to gendered abuse.

REQUIREMENTS

1.

2.

Involvement in community activities 
Evidence of community impact/support
programs
Volunteering programs linked to gender
equality
Memorandum of Understanding with external
services
De-identified impact stories/measures
Examples of organisational involvement in
community activities or campaigns to highlight
and prevent gendered abuse
Examples of supporting other organisations
working to prevent or respond to gendered
abuse

MINIMUM EVIDENCE 
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Standard
Three
Response and Support

Criterion: 3.1 Response to persons
experiencing violence or abuse (PEVA)

DEFINITION

Where an issue of abuse is identified, team members are
supported to ensure their safety; provided with discretionary
support/flexible work arrangements where needed and referred to
professional services and other support services.

RATIONALE

Creating mechanisms for people to disclose experiences that are
founded on safety and support is critical to helping those affected
by abuse and violence.
The process of workplace response must be clearly defined.
Workplaces are required to have procedures articulating the
agreed process between people leaders and team members in
relation to support and referral pathways.

People Leader responsibilities are clearly defined.
Managers are not expected to be counsellors, but
rather support and refer the PEVA to specialist
services.
Workplace procedures and support resources
should include:

Leave entitlements for PEVA of violence to
address issues relating to the violence (legal
commitments, counselling, change of
residence, etc.).
Options for flexible work arrangements where
these are needed to prevent or deal with
violence (such as changed times of
employment, location of employment, etc.).
Workplace safety plans must be in place
enabling victims of gendered abuse to be
signposted to specialist support.

REQUIREMENTS

1.

2.

a.

b.

c.

Referral procedures 
Disclosure process 
Safety plan process  
Response kit 

MINIMUM EVIDENCE 
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Criterion: 3.2 Response to persons using violence or abuse (PUVA)
DEFINITION

When a team member is alleged to have perpetrated violence within the bounds of the workplace, the
workplace has clear procedures for referral to the police where the allegation is a criminal matter, and actions
to be taken in non-criminal matters. 

The workplace implements programs to encourage and support those who consider themselves to be likely to
become PUVA to seek to alter their behaviour.  

RATIONALE

The workplace is required to have clear policies and processes in place to manage incidents of gendered
violence or abuse that occur within the bounds of the workplace. This includes using tools of the trade to
perpetrate criminal acts inside or outside the workplace.  

It is further required to encourage PUVA and potential PUVA to connect with professional and specialised
support services. 

When an employee is alleged to have
perpetrated abuse within the bounds of the
workplace, the organisation has clear
procedures for referral to the police where the
allegation is a criminal matter, and actions to be
taken in non-criminal matters to ensure
accountability of perpetrators.  
Procedures are in place to communicate with
police on legal matters.  
Allegations of sexual and physical assault within
the bounds of the workplace should be
immediately referred to the police without
internal investigation.  
Other non-criminal allegations should be
investigated internally through a defined
procedure that ensures natural justice for the
alleged perpetrators but also ensures the
immediate safety of the alleged victim.  
The procedures should specify the
consequences for breaches of the Code of
Conduct or equivalent (including warnings and
ultimate loss of employment).  
Procedures should also specifically cover
workplace scenarios – see checklist instances. 
Grievance and complaints systems should be
accessible, operational and timely, and include
principles of natural justice. 
Multi-modal communication strategies are
employed to support potential or actual PUVA
who may wish to self-refer to support services. 
EAP support services include the capacity to
respond to potential or actual PUVA. 

REQUIREMENTS

1.

2.

3.

4.

5.

6.

7.

8.

9.

Referral procedures 
Response kit that focuses on scenarios and
procedures 
Procedures for breaches of the Code of
Conduct. 
Procedures for referral to the police. 
Grievance procedures. 
Disciplinary procedures. 
Copy of the Grievance and complaints system 
Details of procedures to be followed when the
victim and alleged perpetrator/ perpetrator
both work for the organisation and one party
needs to be relocated. 
Details of procedures for lodging a complaint
against a senior colleague 
Whistle blower policy to protect colleagues who
report gendered abuse within the workplace 
Confidentiality and privacy policy and
procedures. 
Referral’s protocol - when to refer and to whom
to refer to 
Entitlements policy demonstrates commitment
to equality and diversity 
List of referral services and contact details. 
Details of EAP support for PUVA

MINIMUM EVIDENCE 

17.
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Criterion: 3.3 Response to members of the public 
DEFINITION

The workplace equips its people to safely adopt the role of upstander/active bystander through clear practices
and response processes to incidents of gendered abuse or violence involving members of the public. This
approach must be founded upon personal safety and knowledge. 

Where appropriate and possible, the workplace addresses the needs of its customers who are affected by
gendered abuse based on its service offering and implements considered practices to provide support and
referral pathways for professional services. 

RATIONALE

The workplace equips its people to safely adopt the role of upstander/active bystander through clear practices
and response processes to incidents of gendered abuse or violence involving members of the public. This
approach must be founded upon personal safety and knowledge. 

Workplaces have an opportunity to consider their service offering to customers and provide mechanisms for
support to persons affected by gendered violence and abuse in line with its services. 

The workplace clearly outlines the expectations
of its people when witnessing an public incident
of violence/abuse, prioritising personal safety. 
The workplace has considered and where
possible implemented solutions, for its
products/services and the potential support it
may offer to its customers affected by
gendered abuse. 

REQUIREMENTS

1.

2.

Response procedure 
Referral procedure  
Safety processes 
Incident management 
Disclosure process  
Support package / discretionary support
options scenario-based case studies for
customers 
Confidentiality and privacy policy and
procedures 

MINIMUM EVIDENCE 
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Access to both libraries is granted by the Accreditation team upon

commencement of the program. 

You will have received a link via email, once you follow this link we suggest

bookmarking the libraries in your internet browser for easy reference.

RESOURCE
LIBRARY
A key element to a successful
evidence portfolio is the use of
templates and checklists designed
to make navigating the
accreditation process easier for
workplaces. 

BEST PRACTICE
LIBRARY
Throughout the accreditation
journey, many workplaces
provide examples of what is
considered best practice when
relating to specific criteria.
These examples are provided to
other workplaces to adapt to
their own working environments
and to showcase what has
worked well for others.

Resources
to guide you along the way

The Workplace Accreditation Program provides participants with
access to key document libraries to support their success.

19.



If you are in immediate danger, call 000 for Police and
Ambulance help if you are in immediate danger.
1800RESPECT 
1800 737 732

This is a 24-hour national sexual assault, family and domestic violence counselling line for any
Australian who has experienced, or is at risk of, family and domestic violence and/or sexual
assault.

Individuals can also access local support services and search the internet using Daisy, a free app
developed by 1800RESPECT that protects user privacy.

Men's Referral Service 
1300 766 491

This service from No to Violence offers assistance, information and counselling to help men who
use violence. 

Mensline Australia 
1300 789 978

Supports men and boys who are dealing with family and relationship difficulties. 24/7 telephone
and online support an information service for Australian men.

Lifeline 
13 11 14

Anyone across Australia experiencing a personal crisis or thinking about suicide can call 13 11 14, or
text 0477 13 11 14 at night (6pm-midnight AEDT). Someone will help put you in contact with a crisis
service in your state or territory. 

Kids Help Line 
1800 551 800

Free, private and confidential, telephone and online counselling service specifically for young
people aged between 5 and 25 in Australia. 

Elder Abuse Help Line
1800 353 374

Free information and support services for people who experience or witness the abuse of an older
person. Operating hours vary.

Financial Counselling Australia
1800 007 007

Access free resources and advice from a private financial counsellor. Call 1800 007 007 to speak
to someone in your state.

Beyond Blue
1300 22 4636

Information and support to help everyone in Australia achieve their best possible mental health,
whatever their age and wherever they live.

13 Yarn
13 92 76

The first national crisis support line for mob who are feeling overwhelmed or having difficulty
coping. They offer a confidential one-on-one yarning opportunity with a Lifeline-trained
Aboriginal & Torres Strait Islander Crisis Supporter.

Support
who to contact for help

20.

http://tel//000/
http://www.1800respect.org.au/
http://www.1800respect.org.au/
http://www.1800respect.org.au/
https://www.1800respect.org.au/daisy
http://www.ntv.org.au/get-help
http://www.ntv.org.au/get-help
http://www.mensline.org.au/
http://www.mensline.org.au/
http://www.lifeline.org.au/
http://www.lifeline.org.au/
http://www.kidshelpline.com.au/
http://www.kidshelpline.com.au/
https://www.eapu.com.au/helpline
https://www.financialcounsellingaustralia.org.au/
https://www.beyondblue.org.au/
https://www.13yarn.org.au/



