
I
I

PSAC LAUNCHES
,STOP WORKPLACE VIOLENCE"

CAMPAIGNWORKPLACE
VIOLENCE

I
î,

The Public Service Alliance of Canada has

launched a new campaign, "Stop Workplace
Violence," to empower members to deal

effectively with individual and institutional
workplace violence.

What is workplace violence?
. Any action, conduct, threat or gesture that

causes harm, injury or illness

. lncludes bullying

. Can have serious physical and psychological
consequences to a person's health

. Workplace violence is a health and safety issue.

It may be a human rights violation and, in some
cases, a crime. ln this campaign, we will focus
on the health and safety aspects of workplace
violence.

PSAC has developed three resources to help
stop violence at work: a video, a toolkit and
a training program.

Campaign video
A new video was developed featuring PSAC

members describing their experiences with
workplace violence and tools that are available

It can be viewed at
psa cu n i o n.calstopwo rkp I acevi o I e nce

Toolkit
As part of the "Stop Workplace Violence"
campaign, a violence prevention toolkit was
developed and includes the followrng topics:

1 . lntroduction

2. What is workplace violence and bullying?

3. Get the stats

4. Definition of violence, harassment
and discrimination

5. Domestic violence at work

6. What can locals do?

7. Filing a workers compensation claim

8. Criteria for an effective workplace violence
prevention policy

9. Violence/bullying risk factor checklist

10. Glossary

Training

For this campaign, PSAC has developed a violence
prevention training program. lt includes:

. Two-day violence prevention course

. 45-minute module that can be delivered
in the workplace at lunch time or during
working hours

. Webinar

. E-learning course

,rga,

Visit psacunion.calstopworkplaceviolence.ca to view campaign materials as well as campaign video
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WHAT IS
WORKPLACE VIOLENCE

AND BULLYING?

What is workplace violence?

Any action, conduct, threat or gesture of a
person toward an employee, in or outside
their workplace that can reasonably be
expected to cause the employee harm,
injury or illness.

Work-related factors that increase the risk
of violence
. Working with the public

. Handling money, valuables or prescription drugs
(e.9. cashiers)

. Carrying out inspection or enforcement duties
(e.9. government employees)

. Providing services, care, advice or education
(e.9. health-care workers, teachers)

. Working with unstable or volatile persons
(e.9. social services, or criminal justice system
employees)

. Working alone, in small numbers (e.9. store
clerks), or in isolated or low traffic areas (e.9.

washrooms, storage areas, utility rooms)

. Working in community-based settings (e.9.

nurses, social workers and other home visitors)

. Working during periods of intense
organizational change (e.9. downsizing)

. Belonging to a human rights protected group
that is portrayed negatively or stereotyped in

the public (i.e. Aboriginal people, people with
disabilities, racialized people, GLBT people, etc.)

What is bullying?

Bullying is characterized by an individual
or group of indíviduals behaving in a
certain way to gain power over another
person. lt usually involves a pattern of
behaviour that is intended to intimidate,
offend, degrade, humiliate or exploit a

known vulnerability.

Examples of bullying
. Spreading malicious rumours, gossrp,

or innuendo

. Excluding or isolating someone socially

. lntimidating a person

. Undermining or deliberately impeding
a person's work

. Physically abusing or threatening abuse

. Removing areas of responsibilities without cause

. Constantly changing work guidelines

. Establishing impossible deadlines that will set up

the individual to fail

. Withholding necessary information or
purposefully giving the wrong information

. Making jokes verbally or through e-mail that
are offensive

o lntruding on a person's privacy by pestering,
spying or stalking

. Assigning unreasonable duties or workload
which are unfavourable to one person (in a way
that creates unnecessary pressure)
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. Underwork - creating a feeling of uselessness

. Yelling or using profanity

. Criticising a person persistently or constantly

. Belittling a person's opinions

. Blocking applications for training, leave or
promotion

. Tampering with a person's personal belongings
or work equipment

lmpact of bullying
. Absenteeism

. Turnover and recruitment problems

. Risk for errors and accidents

. Stress and anxiety

. Decreased morale, productivity and motivation

What can you do?
. Stay calm

. lf possible, firmly tell the person his or her
behaviour is unacceptable and ask them to stop

. Ask to have a supervisor, a union member or
steward present when communicating with
this person

. Document the incidents (dates, witnesses,
comments, etc.)

. Ask your union for help: they are there to help
and support you

Responsibilities of the employer
. The employer has a legal obligation to make

sure the workplace is free from harassment,
discrimination, violence and bullying.

. Bullies need to know their actions will not be
tolerated and if they continue, they will be
disciplined.

. lnteractions with staff and clients should be
closely monitored.

. Bullies should be referred to anger management
and respectful workplace seminars.

. Referral to an EAP counsellor is appropriate
since bullies often have been bullied themselves.

. lf the bully is threatening bodily harm or attacks,
report it to the police. An incident report
should be completed and sent to the employer
immediately.
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Workplace bullying
The Workplace Bullying lnstitute conducted
a survey in 2012 of 552 full-time employed
Canadians and found the following:

45% of respondents said they were bullied.

Sources of bullying were:24o/o coworker, 23%
immediate boss, 17% higher manager, 17o/o

external to company (e.9. customers)

. only one-third of workers reported the bullying
to HR.

. One-third of bullied workers said it caused them
health problems.

. 260/o of bullied workers stopped the bullying by
quitting their jobs.

Workplace harassment
. A 2014 Queens University poll found IhaI23%

of Canadians have experienced workplace
harassment.

. A 20'14 Angus Reid survey reported than one
quarter (28%) of Canadians have experienced
sexual harassment in their place of work or at
a work-related function (43% women and
12o/o men).

Federal public service:
. According to the 2014 Public Service Employee

Survey, 19% of federal government workers
reported being the victim of harassment in the
workplace.

. One-quarter of those who experienced
harassment took no action and only 7o/o filed
a grievance or formal complaint.

The following sources of harassment were
reported: individuals with authority over them:
630/o; co-workers: 50%; members of the
public: 9%; individuals workin g for them 7o/o;

individuals from other departments or agencies

5%; individuals for whom they have custodial
responsibility (e g. prison inmates): 4%.

a

Physical violence in the workplace

ln 2007 , Statistics Canada released a report called

Criminal Victimization in the Workplace. Highlights
from the report include the following:

. Nearly one-fifth of all incidents of violent
victimization, including physical assault, sexual

assault and robbery, occurred in the victim s

workplace

. 7 1o/o of the workplace violent incidents were
classified as physical assaults.

. Men and women were equally likely to have

reported experiencing workplace violence.

. 27o/o of incidents involving male victims resulted

in injuries, compared with 17% of those
involving female victims.

Domestic violence
. A 2013-14 University of Western Ontario

- Canadian Labour Congress (CLC) survey
reported that a third of women (33%) have

experienced domestic violence.

. Of that number, 81o/o stated that this negatively
affected their work performance, 53o/o stated
that at least one type of abusive behavior
happened at or near the workplace and 38%
stated it impacted their ability to get to work.
(CLC 2014 survey "Can work be safe when
home isn't?").
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! DEFINITIONS OF VIOLENCE,
HARASSM ENT AN D DISCRI M I NATION

UNDER DIFFERENT LAWS
IN CANADA

(b) in the course of employment, to differentiate
adversely in relation to an employee,

on a prohibited ground of discrimination.

FEDERAL

Canada Labour Code, Regulation XX, part ll

Violence

20.2\n this Part, "work place violence" constitutes any
action, conduct, threat or gesture of a person towards
an employee in their work place that can reasonably
be expected to cause harm, injury or illness to that
employee.

Canada Labour Code, part lll, section 247.1

Sexual harassment

Any conduct, comment, gesture or contact of a sexual
nature

a) that is likely to cause offence or humiliation to any
employee; or

b) that might, on reasonable grounds, be perceived
by that employee as placing a condition of a sexual
nature on employment or on any opportunity for
training or promotion.

Canadian Human Rights Act,
part l, sections 3 (1-2), 7 and 14 (1(c) and 2)

Prohibited grounds of discrimination

3. (1) For all purposes of this Act, the prohibited
grounds of discrimination are race, national or
ethnic origin, colour, religion, age, sex, sexual
orientation, marital status, family status, disability
and conviction for an offence for which a pardon
has been granted or in respect of which a record
suspension has been ordered.

(2)Where the ground of discrimination is

pregnancy or child-birth, the discrimination shall be

deemed to be on the ground of sex.

Employment

7 . lt is a discriminatory practice, directly or indirectly,

(a) to refuse to employ or continue to employ any
individual, or

Harassment

14. (1) lt is a discriminatory practice,

(c) in matters related to employment,

to harass an individual on a prohibited ground of
discrimination.

Sexual harassment

(2) Without limiting the generality of subsection (1),

sexual harassment shall, for the purposes of that
subsection, be deemed to be harassment on
a prohibited ground of discrimination.

ALBERTA

Occupational Health and Safety (OHS) Act,
part l, section I

Violence

Whether at a work site or work related, means the
threatened, attempted or actual conduct of a person
that causes or is likely to cause physical injury;

Alberta Human Rights Act, section 7(1)

Discrimination

7(1) No employer shall

(a) refuse to employ or refuse to continue to employ
any person, or

(b) discriminate against any person with regard
to employment or any term or condition of
employment, because of the race, religious beliefs,
colour, gende¡ physical disability, mental disability,
age, ancestry, place of origin, marital status, source
of income, farnily status or sexual orientation of
that person or of any other person.
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BRITISH COLUMBIA
OHS regulation, section 4.27

Violence

The attempted or actual exercise by a person, other
than a workeç of any physicalforce so as to cause injury
to a workeç and includes any threatening statement
or behaviour which gives a worker reasonable cause to
believe that he or she is at risk of injury.

Human Rights Code, sections 2 and 13 (1)

Discrimination and ¡ntent

2 Discrimination in contravention of this Code does
not require an intention to contravene this Code.

Discrimination in employment

13 (1) A person must not

(a) refuse to employ or refuse to continue to employ
a person, or

(b) discriminate against a person regarding
employment or any term or condition of
employment because of the race, colour, ancestry,
place of origin, political belief, religion, marital
status, family status, physical or mental disability,
sex, sexual orientation or age of that person or
because that person has been convicted of a

criminal or summary conviction offence that is

unrelated to the employment or to the intended
employment of that person.

MANITOBA
OHS regulation, section 1(1)

Violence

(a) the attempted or actual exercise of physical force
against a person; and

(b) any threatening statement or behaviour that gives
a person reasonable cause to believe that physical
force will be used against the person.

Harassment

Any objectionable conduct, comment or display by a

person that

(a) is directed at a worker in a workplace;

(b) is made on the basis of race, creed, religion,
colour, sex, sexual orientation, gender-determined
characteristics, political belief, political association
or political activity, marital status, family status,
source of income, disability, physical size or weight,
age, nationality, ancestry or place of origin;

and

(c) creates a risk to the health of the worker.

Human Rights Code,
Part ll, sections 9 (1-2) and 19 (1-2)

Discrimination

9(1) ln this Code, "discrimination" means

(a) differential treatment of an individual on the basis

of the individual's actual or presumed membership
in or association with some class or group of
persons, rather than on the basis of personal merit;
or

(b) differential treatment of an individual or group
on the basis of any characteristic referred to in
subsection (2); or

(c) differential treatment of an individual or group on
the basis of the individual's or group's actual or
presumed association with another individual or
group whose identity or membership is determined
by any characteristic referred to in subsection (2);

or

(d) failure to make reasonable accommodation for the
special needs of any individual or group, if those
special needs are based upon any characteristic
referred to in subsection (2).

lnterpretation

9(1 .1) ln this Code, "discrimination" includes any act
or omission that results in discrimination within the
meaning of subsection (1), regardless of

(a) the form of the act or omission; and

(b) whether the person responsible for the act or
omission intended to discriminate.

Appl icable characteristics

9(2) The applicable characteristics for the purposes of
clauses (1Xb) to (d) are

(a) ancestry, including colour and perceived race;

(b) nationality or national origin;

(c) ethnic background or origin;

(d) religion or creed, or religious belief, religious
association or religious activrty;

(e) age;

(f) sex, including sex-determined characteristics or
circumstances, such as pregnancy, the possibility of
pregnancy, or circumstances related to pregnancy;

(g) gender identity;

(h) sexual orientation;

(i) marital or family status;

() source of income;

(k) political belief, political association or political
activity;



(l) physical or mental disability or related
characteristics or circumstances, including reliance
on a service animal, a wheelchair, or any other
remedial appliance or device;

(m) social disadvantage.

Harassment

19(1) No person who is responsible for an activity or
undertaking to which this Code applies shall

(a) harass any person who is participating in the
activity or undertaking; or

(b) knowingly permit, or fail to take reasonable steps
to terminate, harassment of one person who is

participating in the activity or undertaking by
another person who is participating in the activity
or undertaking.

Harassment

19(2) ln this section, "harassment" means

(a) a course of abusive and unwelcome conduct or
comment undertaken or made on the basis of any
characteristic referred to in subsection 9(2); or

(b) a series of objectionable and unwelcome sexual

solicitations or advances; or

(c) a sexual solicitation or advance made by a person
who is in a position to confer any benefit on, or
deny any benefit to, the recipient of the solicitation
or advance, if the person making the solicitation or
advance knows or ought reasonably to know that
it is unwelcome; or

(d) a reprisal or threat of reprisal for rejecting a sexual
solicitation or advance.

NEW BRUNSWICK

No definitions of violence or harassment in OHSAct.

Human Rights Act, sections a (1) and 10 (1 and 2)

Discrinrination in employment

4(1) No employer, employers' organization or other
person acting on behalf of an employer shall, because

of race, colour, religion, national origin, ancestry, place

of origin, age, physical disability, mental disability,

marital status, sexual orientation, sex, social condition or
political belief or activity,

(a) refuse to employ or continue to employ any
person, or

(b) discriminate against any person in respect

of employment or any term or condition of
employment.

Sexual harassment

10(1)t. I "sexually harass" means engage in vexatious
comment or conduct of a sexual nature that is known
or ought reasonably to be known to be unwelcome.

10(2) No employer, representative of the employer or
person employed by the employer shall sexually harass

a person employed by the employer or a person seeking
employment with the employer

NEWFOUNDLAND AND LABRADOR
OHS regulation, section 22.1

Violence

The attempted or actual exercise by a person, other
than a worker, of physical force to cause injury to
a worker, and includes threatening statements or
behaviour which gives a worker reason to believe that
he or she is at a risk of injury.

Human Rights Act,
Part ll, sections 9 (1-4),10,14(1),17 and 18 (1-2)

Prohibited grounds of discrimination

9(1) For the purpose of this Act, the prohibited grounds
of discrimination are race, colour, nationality, ethnic
origin, social origin, religious creed, religion, age,

disability, disfigurement, sex, sexual orientation, gender
identity, gender expression, mantal status, family status,
source of income and political opinion.

(2)Where this Act protects an individual from
discrimination on the basis of sex, the protection
includes the protection of a female from discrimination
on the basis that she is or may become pregnant.



(3)Where this Act protecis an individual from
discrimination on the basis of disability, the protection
includes the protection of an individual from
discrimination on the basis that he or she

(a) has or has had a disability;

(b) is believed to have or have had a disability; or

(c) has or is believed to have a predisposition to
developing a disability.

(4)Where this Act protects an ¡ndividual from
discrimination on the basis of a prohibited ground
of discriminatron, it also protects the individual from
discrimination on the basis of

(a) 2 or more prohibited grounds of discrimination
or the effect of a combination of prohibited
grounds; and

(b) the individual's association or relationship,
whether actual or presumed, with an individual
or class of individuals identified by a prohibited
ground of discrimination.

lntent

10. Dlscrimination in contravention of this Act does not
require an intention to discriminate.

Discrimination in employment

14. (1) An employer, or a person acting on behalf of
an employeç shall not refuse to employ or to continue
to employ or otherwise discriminate against a person
in regard to employment or a term or condition of
employment on the basis of a prohibited ground of
discrimination, or because of the conviction for an
offence that is unrelated to the employment of the
person.

Harassment in establishment prohibited

17. A person in an establishment shall not harass
another person in the establishment on the basis of a

prohibited ground of discrimination.

Sexual solicitation prohibited

18. (1)A person who is in a position to confer, grant
or deny a benefit or advancement to another person
shall not engage in sexual solicitation or make a sexual
advance to that person where the person making the
solicitation or advance knows or ought reasonably to
know that it is unwelcome.

(2) A person who is in a position to confer or deny a
benefit or advancement to another person shall not
penalize, punish or threaten reprisal against that person
for the rejection of a sexual solicitation or advance.

NORTHWEST TERRITORIES
ANd NUNAVUT
OHS regulation, section 34.1

Harassment

Subject to subsections (2) and (3), a course of vexatious
comment or conduct at a work site that

a) is known or ought reasonably to be known to be
unwelcome; and

b) constitutes a threat at the work site to the health
or safety of a worker.

OHS regulation, section 35.1

Violence

Attempted, threatened or actual conduct of an
individual that causes or is likely to cause injury, such
as a threatening statement or behaviour that gives a
worker a reasonable belief that he or she is at risk of
rnJUry.

NWT Human Rights Act,
Part2, sections 5 (1-3), 6,7 (1) and 14 (1-2)

Prohibited Grounds of Discrimination and lntent

5. (1) For the purposes of this Act, the prohibited
grounds of discrimination are race, colouç
ancestry,nationality, ethnic origin, place of origin,
creed,religion, age, disability, sex, sexual orientation,
gender identity, marital status, family status, family
affiliation, political belief, political association, social
condition and a conviction that is subject to a pardon or
record suspension.

Pregnancy

(2) Whenever this Act protects an individual from
discrimination on the basis of sex, the protection
includes, without limitation, the protection of a female
from discrimination on the basis that she is or may
become pregnant.

Disability

(2. 1 ) Whenever this Act protects an individual f rom
discrimination on the basis of disability, the protection
includes the protection of an individual from
discrimination on the basis that he or she

(a) has or has had a disability;

(b) is believed to have or have had a disability; or

(c) has or is believed to have a predisposition to
developing a disability.



Multiple grounds, association

(3) Whenever this Act protects an individual from
discrimination on the basis of a prohibited ground
of discrimination, it also protects the individual from
discrimination on the basis of

(a) two or more prohibited grounds of discrimination
or the effect of a combination of prohibited
grounds; and

(b) the individual's association or relationship, whether
actual or presumed, with an individual or class of
individuals identified by a prohibited ground of
discrimination.

lntent

6. Discrimination in contravention of this Act does not
require an intention to discriminate.

Employment

7. (1) No person shall, on the basis of a prohibited
ground of discrimination,

(a) refuse to employ or refuse to continue to employ
an individual or a class of individuals; or

(b) discriminate against any individual or class of
individuals in regard to employment or any term or
condition of employment.

Harassment

14. (1) No person shall, on the basis of a prohibited
ground of discrimination, harass any individual or class

of individuals

(a) in the provision of goods, services, facilities or
accommodation;

(b) in the provision of commercial premises or
residential accommodation; or

(c) in matters related to employment.

Harass

(2) ln subsection (1), "harass", in respect of an

individual or class of individuals, means engage in a
course of vexatious comment or conduct that is known
or ought reasonably to be known to be unwelcome by

the individual or class.

Nunavut Human Rights Act,
Part 2, sections 7 (1,4-6),8 and 9 (1)

Prohibited grounds of discrimination

7. (1) For the purposes of this Act, the prohibited
grounds of discrimination are race, colour, ancestry,

ethnic origin, citizenship, place of origin, creed, religion,

age, disability, sex, sexual orientation, marital status,

family status, pregnancy, lawful source of income and a

conviction for which a pardon has been granted.

Pregnancy and adoption

(4) Whenever this Act protects an individual from
discrimination on the basis of sex, the protection
includes, without limitation,

(a) the protection of a female from discrimination on
the basis that she may become pregnant or may

adopt a child; and

(b) the protection of a male from discrimination on the

basis that he may adopt a child.

Multiple grounds, association

(5) Whenever this Act protects an individual from
discrimination on the basis of a prohibited ground
of discrimination, it also protects the individual from
discrimination on

the basis of

(a) two or more prohibited grounds of discrimination
or the effect of a combination of prohibited
grounds; and

(b) the individual's association or relationship, whether
actual or perceived, with an individual or class of
individuals identifìed by a prohibited ground of
discrimination.

Harassment

(6) No person shall, on the basis of a prohibited ground
of discrimination, harass any individual or class of
individuals

(a) in the provision of goods, services, facilities or
contracts;

(b) in the provision of commercial premises or
residential accommodation;

(c) in matters related to employment; or

(d) in matters related to membership in an employees'
organization, trade union, trade association,
occupational or professional association or society,

employers' organization or co-operative association
or organizatìon.
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Intent

8. Discrimination on the basis of one or more prohibited
grounds is a contravention of this Act whether or not
there is an intention to discriminate.

Employment

9. (1) No person shall, on the basis of a prohibited
ground of discrimination,

(a) refuse to employ or refuse to continue to employ
an individual or a class of individuals; or

(b) discriminate against any individual or class of
individuals in regard to employment or any term
or condition of employment, whether the term
or condition was prior to or is subsequent to the
employment.

NOVA SCOTIA
OHS regulation, section 2 (f)

Violence

Any of the following:

(i) threats, including a threatening statement or
threatening behaviour that gives an employee
reasonable cause to believe that the employee is at
risk of physical injury,

(ii) conduct or attempted conduct of a person that
endangers the physical health or physical safety of
an employee,

Human Rights Act,
Part l, sections 4, 5 (1-3) and 8 (1-3)

Meaning of discrimination

4 For the purpose of this Act, a person discriminates
where the person makes a distinction, whether
intentional or not, based on a characteristic, or
perceived characteristic, referred to in clauses (h) to
(v) of subsection (1) of Section 5 that has the effect
of imposing burdens, obligations or disadvantages
on an individual or a class of individuals not imposed
upon others or which withholds or limits access to
opportunities, benefits and advantages available to
other individuals or classes of individuals in society.

Prohibition of discrimination

5 (1) No person shall in respect of

(a) the provision of or access to services or facilities;

(b) accommodation;

(c) the purchase or sale of property;

(d) employment;

(e) volunteer public service;

(f) a publication, broadcast or advertisement;

(g) membership in a professional association, business
or trade association, employers' organization or
employees' organization, discriminate against an
individual or class of individuals on account of

(h) age;

(¡) race;

0 colour;

(k) religion;

(l) creed;

(m) sex;

(n) sexual orientation;

(na) gender identity;

(nb) gender expression;

(o) physical disability or mental disability;

(p) an irrational fear of contracting an illness or
disease;

(q) ethnic, national or aboriginal origin;

(r) family status;

(s) marital status;

(t) source of income;

(u) political belief, affiliation or activity;

(v) that individual's association with another individual
or class of individuals having characteristics referred
to in clauses (h) to (u).

(2) No person shall sexually harass an individual.

(3) No person shall harass an individual or group with
respect to a prohibited ground of discrimination. 1991

Employment

B (1) No employment agency shall accept an inquiry
in connection with employment from an employer
or a prospective employee that, directly or indirectly,
expresses a limitation, specification or preference or
invites information as to a characteristic referred to in
clauses (h)to (v) of subsection (1) of Section 5, and
no employment agency shall discriminate against an
individual on account of such a characteristic.

(2) No person shall use or circulate a form of application
for employment or publish an advertisement
in connection with employment or prospective
employment or make an inquiry in connection with
employment that, directly or indirectly, expresses
a limitation, specification or preference or invites
information as to a characteristic referred to in clauses
(h)to (v) of subsection (1) of Section 5.

(3) The exceptions referred to in Section 6 apply mutatis
mutandis to subsections (1) and (2).



ONTARIO
OHS Act, section 1 (1)

Violence

(a) the exercise of physical force by a person against a

worker, in a workplace, that causes or could cause
physical injury to the worker,

(b) an attempt to exercise physical force against a
worker, in a workplace, that could cause physical

injury to the worker,

(c) a statement or behaviour that it is reasonable for a

worker to interpret as a threat to exercise physical

force against the worker, in a workplace, that
could cause physical injury to the worker.

OHS Act, section 1(1)

Harassment

Engaging in a course of vexatious comment or conduct
against a worker in a workplace that is known or ought
reasonably to be known to be unwelcome.

OHS Act, section 32.0.4

Domestic Violence

lf an employer becomes aware, or ought reasonably
to be aware, that domestic violence that would likely
expose a worker to physical injury may occur in the
workplace, the employer shall take every precaution
reasonable in the circumstances for the protection of
the worker.

Ontario Human Rights Code,
Part l, sections 5 (1-2), and 7 (2-3)

Employment

5. (1) Every person has a right to equal treatment with
respect to employment without discrimination because

of race, ancestry, place of origin, colour, ethnic origin,
cìtizenship, creed, sex, sexual orientation, gender

identity, gender expression, age, record of offences,
marital status, family status or disability.

Harassment in employment

(2) Every person who is an employee has a right to
freedom from harassment ìn the workplace by the
employer or agent of the employer or by another
employee because of race, ancestry, place of origin,
colouç ethnic origin, citizenship, creed, sexual

orientation, gender identity, gender expression, age,

record of offences, marital status, family status or
disability.

Harassment because clf sex in workplaces

7. (2) Every person who is an employee has a right to
freedom from harassment in the workplace because

of sex, sexual orientation, gender identity or gender

expression by his or her employer or agent of the
employer or by another employee.

Sexual solicitation by a person in position
to confer benefit, etc.

(3) Every person has a right to be free from,

(a) a sexual solicitation or advance made by a person

in a position to confer, grant or deny a benefit
or advancement to the person where the person

making the solicitation or advance knows or ought
reasonably to know that it is unwelcome; or

(b) a reprisal or a threat of reprisal for the rejection of
a sexual solicitation or advance where the reprisal

is made or threatened by a person in a position to
confer, grant or deny a benefit or advancement to
the person.

PRINCE EDWARD ISLAND
OHS Act, section 52.1

Violence

The threatened, attempted or actual exercise of any
physical force by a person other than a worker that can

cause, or that causes, injury to a worker, and includes
any threatening statement or behaviour that gives a
worker reasonable cause to believe that he or she is at
risk of ìnjury.

Human Rights Act, section 6 (1 and 3)

Discrimination

6. (1) No person shall refuse to employ or to continue
to employ any individual

(a) on a discrìminatory basis, including discrimtnation
in any term or condition of employment; or

(b) because the individual has been convicted of
a criminal or summary conviction offence that
is unrelated to the employment or intended
employment of the individual.

(3) No person shall use or circulate any form
of application for employment or publish any
advertìsement in connection with employment or
prospective employment or make any inquiry in

connection with employment that directly or indirectly
expresses any limitation, specification or preference or
invites information that is discriminatory.
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QUEBEC
Labour Standards Act, section 81 .18

Psychological harassment

Psychological harassment at work is vexatious behaviour
in the form of repeated conduct, verbal comments,
actions or gestures:

. that are hostile or unwanted

o that affect the employee's dignity or psychological
or physical integrity

o that make the work environment harmful.

The definition of psychological harassment found in
the Act respecting labour standards includes sexual
harassment at work and harassment based on any one
of the grounds listed in section 10 of the Charter of
Human Rights and Freedoms.

Chafter of Human Rights and Freedoms,
Chapter 1.1, sections 10, 10.1, 16, and 18.2

10. Every person has a right to full and equal
recognition and exercise of his human rights and
freedoms, without distinction, exclusion or preference
based on race, colour, sex, pregnancy, sexual
orientation, civil status, age except as provided by
law, religion, political convictions, language, ethnic or
national origin, social condition, a handicap or the use
of any means to palliate a handicap.

Discrimination exists where such a distinction, exclusion
or preference has the effect of nullifying or impairing
such right.

10.1. No one may harass a person on the basis of any
ground mentioned in section 10.

16. No one may practise discrimination in respect of
the hiring, apprenticeship, duration of the probationary
period, vocationa I tra i n i n g, promotion, tra nsfer,
displacement, laying-off, suspension, dismissal or
conditions of employment of a person or in the
establishment of categories or classes of employment.

18.2. No one may dismiss, refuse to hire or otherwise
penalize a person in his employment owing to the
mere fact that he was convicted of a penal or criminal
offence, if the offence was in no way connected with
the employment or if the person has obtained a pardon
for the offence.

SASKATCHEWAN
EmploymentAct, section 3-1 (1) (l)

Harassment

Any inappropriate conduct, comment, display, action or
gesture by a person:

(i)that either:

(A) is based on race, creed, religion, colour, sex, sexual
orientation, marital status, family status, disability,
physical size or weight, age, nationality, ancestry or
place of origin; or

(B) subject to subsections (4) and (5), adversely affects
the worker's psychological or physical well-being
and that the person knows or ought reasonably to
know would cause a worker to be humiliated or
intimidated; and

(ii) that constitutes a threat to the health or safety of the
worker;

OHS regulation, section 37.1

Violence

The attempted, threatened or actual conduct of a

person that causes or is likely to cause injury, and
includes any threatening statement or behaviour that
gives a worker reasonable cause to believe that the
worker is at risk of injury.

Human Rights Code, Part ll, section 16 (1-3)

Discrimination prohibited in employment

16(1) No employer shall refuse to employ or continue
to employ or otherwise discriminate against any person
or class of persons with respect to employment, or
any term of employment, on the basis of a prohibited
ground.

(2) No employee shall discriminate against another
employee on the basis of a prohibited ground.

(3) No employment agency shall discriminate against
any person or class of persons in receiving, classifying,
disposing of or otherwise acting on applications for the
agency's service or in referring an applicant or applicants
to an employer or anyone acting on an employer's
behalf on the basis of a prohibited ground.
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YUKON
No def initions of violence or harassment in OHS Acf.

Human Rights Act, sections 7, 9 (b), and 14 (1-2)

Prohibited grounds

7 lt is discrimination to treat any individual or group
unfavourably on any of the following grounds

(a) ancestry, including colour and race;

(b) national origin;

(c) ethnic or linguistic background or origin;

(d) religion or creed, or religious belief, religious
association, or religious activity;

(e) age;

(f) sex, including pregnancy, and pregnancy related
conditions;

(g) sexualorientation;

(h) physical or mental disability;

(i) criminal charges or criminal record;

(j) political belief, political association, or political

activity;

(k) marital or family status;

(l) source of income;

(m) actual or presumed association with other
individuals or groups whose identity or
membership is determined by any of the grounds

listed in paragraphs (a) to (1).

Prohibited discrimination

9 No person shall discrìminate

(b) in connection with any aspect of employment or
application for employment;

Harassment

14(1) No person shall

(a) harass any individual or group by reference to a

prohibited ground of discrimination;

(b) retaliate or threaten to retaliate against an

individualwho objects to the harassment.

(2) ln subsection ('l), "harass" means to engage in a
course of vexatious conduct or to make a demand or a

sexual solicitation or advance that one knows or ought
reasonably to know is unwelcome
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WORKPLACE
VIO LE N CE

ì
CRITERIA FOR AN EFFECTIVE

WORKPLACE VIOLENCE
PREVENTION POLICY

A violence prevention policy is a written
statement by an employeç with the input
of the union, stating their commitment
to protect the health and safety of
employees in that workplace.

Employers under federal jurisdiction must develop
and post a workplace violence prevention policy
under section 20.3 of the Canada Occupational
Health and Safety Regulations, part XX:

Workplace violence prevention policy

20.3 The employer shall develop and post at a
place accessible to all employees a workplace
violence prevention policy setting out, among
other things, the following obligations of the
employer:

(a) to provide a safe, healthy and violence-free
workplace

(b)to dedicate sufficient attention, resources
and time to address factors that contribute
to workplace violence including, but not
limited to, bullying, teasing, and abusive
and other aggressive behaviour and to
prevent and protect against it

(c) to communicate to its employees
information in its possession about factors
contributing to workplace violence

(d) to assist employees who have been
exposed to workplace violence

(Provinces and territories may have similar
requirements.)

Criteria for an effective workplace
violence prevention policy

1. lt needs to have a purpose

r Why is this policy important and what is

its objective?

r lt can include a statement to the effect that
all forms of violence (including bullying and
harassment)will not be tolerated in the
workplace.

2. lt should be dated and clearly indicate
to whom it applies

r lt can either show the date it was approved
or the date it will take effect and should be

reviewed on a regular basis.

r lt should identify all persons that are covered
by the policy, including the general public that
have access to the workplace.

3. lt should provide definitions
r lt can use the definition of violence in the

legislation under the Canada Labour Code'.

workplace violence is "any action, conduct,
threat or gesture of a person towards
an employee in their workplace that can

reasonably be expected to cause harm, injury
or illness to that employee."

r lt can also include other definitions of violent
behaviours such as bullying, harassment or
mobbing. The impact of domestic violence
on workers should also be considered in the
definitions.
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4. lt should define roles and responsibilities

Under part XX of the Canada Occupational Health
and Safety Regulations, employers are responsible
for:

. ensuring the participation of health and
safety committee members or representatives

. developing a policy

. identifying contributing factors

. assessing those factors

. choosing controls and prevention measures

. responding to occurrences

. ensuring employee education and training

What is the role of the health and safety
committee?

What is expected of employees?

5. Compliance, procedures, reporting
and training

r What controls are in place to ensure preventive
measures are being followed by managers and
workers?

r Have procedures been implemented for
summoning immediate assistance in case of
violent incidents?

r How will management investigate and deal
with incidents or complaints in a fair and timely
manner?

r What measures exist to report and monitor
incidents of workplace violence?

r What is the employer's training plan for
workers to deal with violence in the workplace?

r How will it be provided? (timeframe, frequency,
resources and target group)

r Have the health and safety committee members
or representatives been involved in the violence
prevention program?

t

D

REMEMBER: When the employer is legally required to develop
a violence prevention policy, the union must also be involved.

Make sure that the employer communicates their policy
to all employees and training is provided to everyone.
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WORKPLACE VIOLENCE & BULLYING . RISK FACTOR CHECKLIST

This checklist is designed to assist employees to identify signs of
violence/bullying in their workplace. Any problems should be reported
to your employer and your union health and safety representative.
To use this checklist, tick the risk factors that apply to your workplace.

Risk factor evaluation:
I = highly unlikely/not possible

By identifying risks you will highlight potential areas for improvement

This checklist and suggested control measures are not exhaustive.
You may need to consider other factors unique to your workplace
and consider a broader variety of approaches and risk controls.

2 = unlikely/remote 3 = possible 4= likely/very possible 5= highlylikely/certain

SUGGESTED RISK CONTROL MEASURES

5

INDICATORS OF HIGHER RISK

432

RISK A55E55MENT

INDICATORS OF LOWER RISK

1
NO

IDENTIFIED

YES
RISK FACTORS

(HighlighUprioritize the measures that apply)trtrtrtrtrtrtr1. Physical Environment

lmplement systems to limit entrance for public.

Provide passes to staff with secure entry access.

Update employee list.

lmplement physical barriers if possible

lnstall alarm and/or video surveillance systems

Develop systems when employees enter
or leave work

Discuss safety measures with landlord

Entry and exits separate from public

No system in place

lsolated parking lot with
minimal or no lighting

Same entrance for
public and staff

No procedures to limit
entrance for guestl
publidex-employees

No barriers
to entrance

High crime area

Employee lD cards and
guesVpublic passes

with sign in/out

Coded doors/
security doors

Alarms/ closed circuit
video system

Safe location

Parking lot well lit
and secure

Designated public
entry doors

tr

tr

tr

tr

ft

ft

tr

tr

tr

E

tr

tr

Building & parking location
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RISK FACTOR YE5 NO f 2 3 4 5 RISK CONTROL MEASURES:

L Physical Environment D tr tr E tr tr tr (HighlighVprioritize the measures that apply)

Clients/public

Offices to meeV
interview clients

Elevators & washrooms

u

tl

E

tr

tr

tr

tr

tr

tr

E
tr

tr

tr

o

tr

D

tr

D

tr

tr

tr
tr

Works in day time
with others, does not deal

with money

lndividual security systems
(cell phones, alarms,

2-way radio)

No physical contacts, provides
service to general public

Alarms, furniture layout,
window or opening in room

to escape quickly

Designated safe area for
staff to assemble in case

of emergency

Employees are visible
and can be heard

Panic button or alarm

Reception area has barriers
(screens) and secure doors

to offices; ample space

Clear exit signs, good lighting
and no obstruction, panic

bars to allow escape

Can be locked after hours

Restricted access

Works alone or in remote
location, can work evening

or nights, may deal with money
or deny service to client

No individual security system
in place

Deals with disgruntled clients,
abuse of alcohol

or drugs, convicts, mental
or physical illness

No alarm system, furniture can
limit exit, closed space, difficult

to leave quickly

No place to meet for safety
in case of emergency

Difficult to see or hear most
employees

No system in place

No barriers between staff
and public; crowded area

Confusing signage, poor
lighting, obstructed exit door

Open/accessible without
restriction

Open to everyone

lmplement preventative systems so workers can
check in on a regular basis if they work alone

or in evening/at night.

Provide security measures if working with money
or difficult clientele (security guard).

Provide necessary equipment to staff based
on nature of work

Implement procedures to deal with d¡fflcult
or violent clients, monitor violent incidents.

Advise co-workers and supervisor of any safety
concerns before meeting w¡th h¡gh risk client.

Offices to meet clients need to be visible from
outside and must provide quick exit to workers

Review or develop procedures for staff
to assemble in case of emergency

Review office layout so staff are not isolated
in certain areas of workplace

lnstall personal security measures

lmplement buddy system.

Review office and reception layout to limit public
access to staff offices.

Expand waiting area if possible.

Verify and improve signs and lighting.

lmplement or update emergency exit procedures
and provide regular practices.

Limit access after normal working hours

Provide washrooms and elevators for staff only

Stain¡¿ells & exits

Office layout
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RISK CONTROL MEASURES

(HighlighVprioritize the measures that apply)

5

trtr
43

tr
2

tr
1

tr
NO

tr
YE5

tr
RISK FACTOR

2. Work Characteristics
& Equity

Develop and implement systems to support
and protect diversified staff.

Train employees - for example,
valuing workplace diversity and tolerance.

Train managers to dealwith employees
at higher risk.

lmplement a contact officer system

to provide support and advice.

lmplement a 'buddy' or mentoring system
for new workers.

Monitor workplace relationships.

Provide all employees with information
at induction on workplace policies and procedures

relating to violence/bullying prevention.

Promote principles of dignity and respect.

lnappropriate behaviou r

towards vulnerable staff
tolerated and ignored.

Lack of appropriate
com mun ication processes

to report discrimination, abuse
and improper conduct.

Lack of trust in management's
willingness to resolve issues.

Lack of adequate integration
and acceptance by privileged

workers.

Systems to support
and monitor

the integration
of employees.

Accepting differences,
flexibility and diversity.

Appropriate supervision.

tr

tr

trtr

tr

tr

New or inexperienced
employees

lnjured employees
& employees on

return to work plans

Employees who are
in equity groups:

women, Aboriginal, racially
visible, GLBL and persons

with disabilities

(HighlighUprioritize the measures that apply)trtrtrtrtrDtr3. Organizational
Change

Plan all organizational change ensuring you

maintain effective communication throughout.

Consult with affected employees as early as possible

Ensure employees are aware of the impacts to their
job and the timeline for the changes being made.

Request and act on feedback throughout
the organizational change.

Ensure employees have access to relevant support,
incl uding employee representatives.

Review and evaluate change
management processes.

High levels of unplanned
and reactive change.

Confusion

Ambiguity

Uncertainty

Long-term stability

Predictability

Continuity

Certaintytr
tr
tr

tr

tr

trtr
tr
E
fl

tr

tr

Constant change in work
procedures

Contracting out
employment opportu nities

or workloads

Change in supervisor
or manager

Si gnificant technological
change

Restructuring

Downsizing
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RISK FACTOR YE5 NO I 2 3 4 5 RISK CONTROL MEASURES:

Poor interpersonal skills
among management

Lack of appropriate
leadership training

Over-relaxed,
lax management styfes

- inadequate or absent
supervision, little or no

guidance provided
to employees,
responsibilities
inappropriately

& informally delegated
to subordinates

Autocratic, authoritarian
management style - strict
& directive, no flexibility,

no involvement
of employees

in decision-making

tr

tr

tr

tr

u

e

E

tr

Collaborative

Consultative

Fair

Personal interactions

Supportive

Positive

Accessible

Effective communication

Autocratic:

Task emphasis

No involvement of employees
in decision-making.

Strict

Directive

Lack of trust

Poor delegation

Tight controls

Poor interpersonal skills

Over-relaxed:

Lack of direction

Lack of supervision

Unclear role

Lack of responsibility

Lack of support

Lack of clear systems,
procedures and processes.

Accou ntabi I ity to encou ra ge positive leadersh i p.

Management supervision, support and training
as part of a culture that emphasizes open
communication, support, mutual respect

and participative management styles.

Leadership coaching, including providing
constructive feedback, communication skills,

democratic or part¡cipative leadership.

Mentor and support new
and poor performing managers.

Regular feedback and leadership skills
refresher training.

lmplement and review performance improvement
or development plans.

lnclude leadership questions in exit interviews
and employee opinion surveys.
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RISK CONTROL MEASURES:54321NOYE5RISK FACTOR

(H ighl i ghUprioritize the measures that a pply)trtrE5. Lack of Appropriate
Systems

Consult with our employees
on possible job redesign.

Develop and implement policies
and standard operating procedures

Review and monitor both work loads
and staffing levels.

Review available resou rces.

lmprove the availability of flexible working
arrangements and reduce excessive working hours.

Provide clear job descriptions that outline
roles and responsibilities.

Ensure employees receive regular
constructive feedback.

Request regular feedback from all staff
over concerns about roles and responsibilities.

High levels of uncertainly
around roles & responsibilities.

Lack of clarity around
expectations.

Poor communication channels.

Excessive and unrealistic
work demands.

Poorly trained staff

Clearly defined job roles
and responsibilities.

Clear work requirements

Clear lines of authority.

Well organized and realistic
workloads and job demands.

D

tr

E

tr

tr

tr
tr
tr

D

tr

tr

D

tr

tr

Q

E
tr
tr

tr

tr

Unclear or unreasonable
performance measures

Unreasonable timeframes
or targets

Lack of support systems

Absence of specific
policies on harassment,

anti-discrimination,
bullying or violence

in the workplace

Staff shortages

Lack of experience

Lack of defined
job descriptions,

policies & procedures

Uncertainty about job
requirements & the way
work should be done

Poorly designed work
schedules

Lack of resources
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Absence of informal
conflict resolution process

Negative perception of
accommodation measures

Exclusion or isolation of
employees from others

lnterpersonal conflict

Negatively competitive
work environment

lnadequate or
no consultation

Poor communication

Critical & negative
interactions

RISK FACTOR

tr

u

tr

tr

tr

tr

tr

tr

YES

E

tr

tr

tr

tr

u

I
tr

NO 1 2

Open communication.

C larity regarding standards
of behaviour.

lnclusion management.

Resolution process for
managing interpersonal

conflicts.

3 4

Poorly managed and unresolved
conflicts and disputes.

High levels of
interpersonal conflict.

Exclusion and isolation
tolerated.

5

Develop, implement and promote
a conflict management process.

Provide training - for example, diversity
and tolerance, addressing conflict in the workplace,

i nterpersona I com munication a nd interaction.

Ensure policies and systems are in place
encouraging managers and employees

to report and deal with unacceptable behaviour.

Provide appropriate recognition.

Treat all employees with fairness and consistency.

Communicate openly at all levels and involve
employees in decision-making processes

that affect their work.

Use performance indicators measuring
positive people management sk¡lls.

RISK CONTROL MEASURES:
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GLOSSARY

Abuse: To hurt or inflict damage on another
person, either emotionally, physically or both.

Accident: An unplanned event that causes harm

to people or damage to ProPertY.

Assault: Applying force intentionally on another
person, directly or indirectly, wrthout that person s

consent. Also when a person attempts or threatens

to apply force.

Workplace bullying: Bullying is a form of
harassment. Repeated, persistent aggressive

behaviour between employees in or outside a

workplace that escalates over time and leads

to victimization of a person. lt includes any

inappropriate conduct or comments by a person

toward a worker (that the person knew or
reasonably ought to have known would cause that
worker to be humiliated or intimidated). lt excludes

any reasonable action taken by an employer
relating to the management of workers.

Discrimination based on a prohibited ground:
is the unequal, unfair and differential treatment of
individuals who are members of particular social

groups that have been historically disadvantaged.

Discrimination may be based on race, nationality,

ethnicity, sex, gender identity, sexual orientation,
age, religion, marital or family status, criminal

conviction, or physical or psychiatric disability.

Discrimination may be overt differential treatment
or it may also be systemic or institutionalized in

policies, procedures and practices. lf a behaviour or
practice has a drsproportionate, negative effect on

a particular group, this is discrimination.

Domestic violence: Any form of physical, sexual,

emotional or psychological abuse, including

financial control, stalking and harassment. lt occurs

between opposite or same-sex intimate partners,

who may or may not be married, common law, or

living together. lt can also continue to happen after

a relationship has ended.

Harassment: Act of engaging in a course of
vexatious comment or conduct against a worker
that is known or ought reasonably to be known to
be unwelcome.

Harassment includes:
a) verbal, physical or visual forms of harassment;

b) behavior or expression that could offend any

reasonable person;
c) inappropriate conduct that may or may not be

intentional;
d) a series of conduct or comments that happens

one time or over a period of time, if the
incident is serious, egregious or constitutes a
threat;

e) incidents where the victim does not expressly

object to the harassment;
f) unwelcome comments or conduct which may

or may not be directed at a specific person;

and
g) comments or conduct that ridicule or disparage

a group that could cause humiliation, insult,

apprehension or disruption that poisons the
environment.
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Harassment (personal): also known as non-
human rights harassment, is not limited to the
"grounds" and is defined as repeated conduct
which is hostile or unwanted, and includes
verbal comments, actions or gestures that affect
a members dignity, psychological integrity
or physical integrity, resulting in a harmful
environment.

Harassment (psychological): Any vexatious
behaviour in the form of repeated and hostile or
unwanted conduct, verbal comments, actions
or gestures that affects an employee's dignity or
psychological or physical integrity and that results
in a harmful work environment for the employee.

Harassment (human rights): Harassment based
on human rights grounds or "prohibited grounds,,
listed in human rights legislation such as race,
nationality, ethnicity, sex, gender identity, sexual
orientation, age, religion, marital or family status,
criminal conviction, or physical or mental health
related disability. Some territorial human rights
legislation includes social status as a "prohibited
ground" as well.

Harassment (sexual): Harassment of a sexual
nature. lt can include touching, comments, sexual
jokes or unwanted sexual suggestions or advances.

Mobbing: A type of group behaviour by co-
workers to exclude, punish or humiliate a targeted
worker. lt is best described as group bullying.

Rudeness: Offensive or undignified behavior
that is deemed to be socially unacceptable or
inconsiderate. lt does not constitute bullying unless
it is aimed towards a target with the intent to
victimize.

Workplace violence: "Any action, conduct,
threat or gesture of a person toward an employee
in their workplace that can reasonably be expected
to cause harm, injury or illness to that employee."


