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Glossary 

 Joint Health and Safety Committee (JHSC): the JHSC at each service point consists of at least three 
members, including two members elected by staff and one member appointed by the members 
of the management team. The main purpose of the JHSC is to ensure that health and safety issues 
are identified and addressed. 

  

 Employee: a person who has an employment relationship with the Centre de santé 
communautaire Hamilton-Niagara Inc. (CSCHN). In the following text, the masculine and feminine 
genders are used interchangeably and the choice of one or the other is intended only to lighten 
the text or to reflect the gender of the position.  

 

 Member of the Management Team: a person who holds a coordinating or leading position in the 
CSCHN.  

 

 Staff: all those working at the CSCHN (employees, volunteers, interns, and supernumeraries).  
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1. Goals and objectives 

The CSCHN makes every effort to ensure that all staff members work in an environment free from 
violence, harassment, and discrimination. The safety and security of the staff of the CSCHN is of 
paramount importance. 

 
This policy and its procedures are intended to establish a framework for dealing with situations involving 
discrimination, threats, harassment, and violence against all those who enter our workplaces and 
participate in our activities. They also aim to prevent risks in order to increase the protection of all those 
involved. 

  
The CSCHN will conduct an ongoing assessment of workplace violence and identify factors that contribute 
to workplace violence. 

 
This policy shall be reviewed annually. 
 

2. The legal basis for this policy  

Under section 23 of the Occupational Health and Safety Act (OHSA), the CSCHN prohibits all forms of 
workplace violence and harassment. In addition, other laws may apply such as existing federal and 
provincial harassment and discrimination legislation, the Canadian Human Rights Act, the Canada Labour 
Code, the Canadian Charter of Rights and Freedoms, and the Ontario Human Rights Code. The Criminal 
Code also provides protection against physical and sexual assault. This policy must not conflict with the 
existing legislative framework in this area. In the event of a disagreement with the legislative framework, 
all laws take precedence over this policy.  
 

3. Fields of application 

The Discrimination, Violence and Harassment in the Workplace Policy applies to all staff, clients and board 
members of the CSCHN. Visitors and other stakeholders who have a direct relationship with the CSCHN 
must also respect this policy. 
 
This policy applies in all situations involving harassment, discrimination, or violence in the workplace, or 
during official or other social activities, or electronically.  
 

4. Non-tolerance  

The CSCHN has a zero-tolerance philosophy for violence, discrimination, or harassment in the workplace. 
This means that no acts of discrimination, harassment, aggressive behaviour, violence, or verbal or 
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physical threats will be tolerated at the CSCHN. The CSCHN is committed to issuing a statement to all staff 
members stating its opposition to all acts of violence, including domestic violence. 
 
Violation of this policy may result in disciplinary action, including suspension, termination of employment, 

prohibition from entering the building and/or the laying of criminal charges.  
 

5. Definitions 

The terms used here have the meaning given to them in the Ontario Human Rights Code. R.S.O. 1990, 
chapter H.19, as amended (hereinafter referred to as the Code); protections against discrimination and/or 
harassment based on these particulars will be interpreted under the Code. 

 

a. General definitions  

 Complainant: a person who submits a formal written complaint under this policy. 
 

 Employee: a person who has an employment relationship with the CSCHN. 
 

 Respondent: a person who is the subject of allegations of acts that may constitute a contravention 
of this policy. 

 

 Workplace: any place where work activities are carried out, including premises, places where 
work-related social activities take place, places other than the premises of the CSCHN where work 
is to be carried out, and work-related travel, conferences, and training sessions.  

 

b. Workplace violence  

1) The use of physical force by a person against a member of staff in a workplace which could 
cause physical injury to that person; 

2) Attempt to use physical force against a member of staff in a workplace that could cause 
physical injury; 

3) Words or conduct that can reasonably be interpreted by a member of staff as a threat to 
use physical force against him or her in a workplace that could result in bodily harm (under 

the Occupational Health and Safety Act). 
 

Examples of workplace violence are: 
 
1) verbally threatening to attack a member of staff; 
2) leaving threatening messages or sending threatening emails; 
3) threatening someone with a fist; 
4) brandishing a weapon; 
5) hitting or trying to hit someone;  



 

  

 

DISCRIMINATION, VIOLENCE AND 

HARASSEMENT IN THE WORKPLACE 

Date of approval by the Board of Directors January 17th, 2022 
 

 6 of 14 

 

6) throwing an object at a colleague; 
7) sexually abusing someone; 
8) kicking an object on which a worker is standing, such as a ladder; 
9) attempting to run over a person with a vehicle or equipment, such as a forklift.  

 

c. Harassment at work 

This is when a person adopts a course of conduct characterised by vexatious remarks or gestures 
against a member of staff in a workplace when he or she knows or ought reasonably to know 
that the remarks or gestures are unwelcome. It may occur at work or in a work-related place or 
activity, including in a social setting. In addition, the Code and this policy protect staff from 
harassment at work because of their race, ancestry, place of origin, colour, ethnic origin, 
citizenship, creed, sex, sexual orientation, gender identity, gender expression, age, occupation 
of accommodation, marital status, same-sex partnership, family status, disability, physical or 
mental capacity, economic or social status, or the existence of a criminal record (note that the 
CSCHN is required to exclude any person with a criminal record that may reasonably be 
expected to pose a risk to the safety of the CSCHN 's clientele or property). 
 
Everyone has the right to be free from humiliating, aggressive or annoying behaviour. 
Harassment can include, but is not limited to: 
 
1) making degrading jokes or unwanted (offensive) remarks about appearance, physical 

features, religious affiliation, ethnic origin, sexual orientation, disability or other; 
2) making jokes or innuendoes intended to demean, ridicule, intimidate or offend; 
3) bully or persecute someone; 
4) repeatedly making malicious or intimidating phone calls or sending e-mails; 
5) posting illustrations or photos of a sexual and explicit nature, racist or sexist or otherwise 

offensive or derogatory (e.g., posters, emails, social media); and 
6) committing acts of vandalism. 
 
Harassment at work also includes what is often called "psychological harassment" or "personal 
harassment". 
 
In general, the remarks or gestures are repeated. They may occur over a relatively short period 
of time (e.g., within one day) or over a long period of time (e.g., over weeks, months, or years). 
However, there may be situations where the act occurs only once. 

 

d. Sexual violence or assault 
This is defined as any act of a sexual nature committed by an individual that may cause bodily 
harm to another person who has not consented to it. 
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e. Sexual harassment 

Under the OHSA, sexual harassment in the workplace means: 

 a course of conduct involving vexatious remarks or gestures against a worker in a 
workplace on the grounds of sex, sexual orientation, gender identity or gender 
expression, where the person knows or ought reasonably to know that the remarks 
or gestures are unwelcome; 

 making sexual solicitations or advances while in a position to grant or deny the worker 
a benefit or promotion and who knows or ought reasonably to know that such 
solicitations or advances are unwelcome. 

 
Sexual harassment in the workplace can involve words or actions related to the sex, sexual 
orientation or gender of a worker or group of workers in the workplace that are known or ought 
to be known to be offensive, embarrassing, humiliating, or degrading. It may also include 
behaviour intended to intimidate or alienate a person. 
 
The following behaviours may constitute sexual harassment at work: 
 

 asking questions, having a conversation, or writing about sexual activities; 

 using foul and vulgar language or humour in relation to a person's sexuality, sexual 
orientation or gender; 

 posting or circulating pornographic sexual images in print or electronic format or making 
offensive sexual jokes; 

 leering or looking at someone inappropriately; 

 invading a person's personal space; 

 engaging in unnecessary physical contact, including inappropriate touching; 

 asking for hugs, dates or sexual favours; 

 making gender-related comments about a person's physical characteristics or 
mannerisms or reducing that person to gender stereotypes; 

 verbally abusing, mocking or threatening someone because of their gender or sexual 
orientation; 

 threatening a worker with punishment or penalty if he or she refuses sexual advances. 
 
Behaviour involving inappropriate sexual touching may constitute a criminal offence in the same 
way as sexual assault. The police should be contacted in such cases. 

 

f. Discrimination 

According to the Code, discrimination is a distinction of a person, or a group of persons based 
on prohibited grounds. The Code prohibits actions that discriminate against certain people on 
the basis of one of the grounds protecting them in a protected social sector. These grounds are 
as follows:  
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 race, 
 ancestry, 
 the place of origin, 
 the colour, 
 ethnicity, 
 citizenship, 
 belief (religion), 
 gender (including pregnancy) 
 sexual orientation, 
 sexual identity, 
 the expression of sexual identity, 
 disability, 
 age (18 years and over, 16 years and over for housing tenure), 
 marital status (including same-sex partners), 
 family status, 
 social assistance status (for housing only), 
 the existence of a criminal record (for employment only). 

 
The social areas protected are: accommodation (housing); contracts; employment; goods, 
services, and facilities; and membership of a trade union or business or professional association. 
The CSCHN is required to exclude any person with a criminal record that may reasonably be 
expected to pose a risk to the safety of clients or to the property of the CSCHN. 
 
Discriminatory distinctions have the effect of erecting barriers, creating obligations or 
disadvantages that prevent or limit access to employment opportunities, advancement, 
learning, benefits, or advantages available to other staff and clients of the CSCHN. For example, 
discrimination in the workplace includes, but is not limited to: 
 
1) refusing to hire someone because they are not a Canadian citizen; 
2) refusing to cooperate or work with a person because of their sexual orientation; and 
3) refusing to promote a person on maternity leave. 

 

g. Systemic discrimination 

Any seemingly neutral practice, policy, guideline, or regulation that excludes members of 
certain groups on grounds unrelated to employment or not justified by the safety or proper 
functioning of the CSCHN. Systemic discrimination may include, but is not limited to: 
 
1) physical barriers preventing access to a building or service; 
2) unfair hiring selection criteria not based on required skills or not relevant to the job; and 
3) parental leave for women only. 
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h. Unhealthy climate 

Behaviour, gestures, words, or activities that are not necessarily directed at a particular person 
or group, but which make the work environment offensive, hostile, or tense. Unhealthy climate 
may include, but is not limited to: 
 
1) behaviours, the use of condescending language or terminology that reinforces prejudice, 

undermines self-esteem, or negatively affects working conditions; 
2) the circulation or display of degrading, offensive, sexually oriented, or racist material; and 
3) inappropriate and/or defamatory language. 

 

i. Domestic violence 

Domestic violence pervades the workplace, putting victims and their co-workers at risk and 
leading to losses in productivity, higher health costs, increased absenteeism, and higher staff 
turnover. 

 
For the purposes of this policy, domestic violence refers to any set of coercive measures used 
by an individual to harm another person with whom he or she has a personal relationship 
(spouse, friend, relative) in order to intimidate them. In order to gain power over and dominate 
the victim, the individual may use, among other things, physical force, verbal harassment, or 
manipulation. 
 
Under the criteria of the Ontario Employment Standards Act (2000), a person who is a victim (or 
whose children are victims) of domestic or sexual violence can take advantage of domestic or 
sexual violence leave. The Act provides for up to 10 days and 15 weeks of leave per calendar 
year for specific purposes when an employee or their child is experiencing domestic or sexual 
violence or the threat of such violence. The first five (5) days of such leave in a calendar year 
shall be paid. For more information on this leave, see the Ontario Employment Standards Act. 
 

6. Responsibilities 

a. Responsibilities of the Executive Director 

1) Providing training and education for all staff in relation to this policy; 
2) Fostering a work environment that is free from discrimination, violence, and harassment, 

and that encourages diversity and inclusion; 
3) Conducting a workplace risk assessment to identify the potential for violent incidents to 

occur. The assessment shall consider situations that are found in similar workplaces and 
those that are unique to the CSCHN work environment. The Joint Health and Safety 
Committee (hereafter JHSC) shall be informed of the results of the assessment; 
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4) Reassessing the risk of workplace violence as often as necessary to ensure the ongoing 
protection of staff from violence. The results of the reassessment will be reported to the 
JHSC; 

5) Providing certain staff with information, including personal information, about a person 
with a history of violent behaviour if it is foreseeable that the staff member will encounter 
that person in the course of his or her work and the risk of workplace violence is likely to 
expose the staff member to physical harm; 

6) Taking all reasonable precautions in the circumstances for the protection of staff if the 
CSCHN is made aware of a situation of domestic violence that is likely to expose staff to 
physical harm in the workplace; 

7) Reviewing all reports of workplace violence in a timely, objective, and sensitive manner; 
8) Facilitating the provision of medical care and appropriate support to all persons directly or 

indirectly affected by a workplace incident; and 
9) Informing the JHSC of all incidents of workplace violence within four days of the incident 

and the committee will review them and develop recommendations to eliminate potential 
risks and hazards. 
 

b. Responsibilities of the members of the management team 

1) To be aware of, understand and act upon the direction of the Executive Director regarding 
the responsibilities of the CSCHN to prevent and respond appropriately to discrimination, 
harassment, and violence in the workplace; 

2) Informing staff of any potential or actual hazards of which they are aware that threaten the 
health or safety of staff; 

3) Taking all reasonable precautions in the circumstances to ensure the protection of staff; 
4) Ensuring that new staff are trained in this policy; and 
5) Ensuring that the policies of the CSCHN are followed by their team members. 

 

c. Responsibilities of staff 

1) Acting respectfully towards others at work and in any work-related activity; 
2) Ensuring their own immediate safety in the event of imminent workplace violence and then 

reporting the incident to the police or a manager, depending on the nature of the situation. 
Staff are required to report immediately any act of violence or threat that a reasonable 
person would consider potentially dangerous, committed against them or witnessed by 
them; 

3) As soon as possible, the person who witnessed or reported the incident should fill in the 
Workplace Discrimination, Violence and Harassment Incident Report form;   

4) Cooperating in any investigative and problem-solving activities under this policy; 
5) Participating in education and training programs and be able to respond appropriately to 

any instances of workplace violence, harassment or discrimination; 
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6) In cases where there is no immediate danger, staff should make a confidential report by 
completing the Workplace Discrimination, Violence and Harassment Incident Report Form; 
and 

7) Understanding and complying with this policy and all related procedures. 
 

7. Reporting incidents of violence, discrimination, and harassment 

at work 

The Executive Director is committed to investigating and responding to all incidents and complaints of 
workplace violence, harassment, and discrimination in a fair and timely manner, respecting the privacy of 
all concerned to the greatest extent possible, in accordance with established procedures.  

 
Reports of incidents of discrimination, violence, and harassment in the workplace (where there is no 
imminent danger) should be forwarded to the Executive Director who will act as the contact person for 
the application of the procedure for the prevention of violence, discrimination, and harassment in the 
workplace.  

  
The Executive Director distributes the report to the members of the Investigation Committee established 
to review any possible incidents of workplace violence and harassment, as described in the related 
procedure (see the procedure on Reporting Incidents of Discrimination, Violence and Harassment in the 
Workplace).   
 

8. Incident and complaint investigation  

To protect employees from workplace harassment, the CSCHN must ensure that incidents and complaints 

of workplace harassment are investigated appropriately in the circumstances.  

This provision is intended to ensure that the CSCHN intervenes in cases of workplace harassment, whether 

it has received a formal complaint from an employee or has otherwise become aware of the incident.  

Depending on the incident or complaint, a workplace harassment investigation may be conducted by: 

 An internal workplace committee formed by the Executive Director; or 

 A person from outside the organisation (such as a private investigator, human resources 

professional or lawyer).  

The person conducting the investigation should not be involved in the incident and should not report 

directly to the alleged harasser.  

A complex investigation may include the following steps: 
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 Reviewing the description of the incident or the details of the complaint, including any relevant 

documentation; 

 Conducting one or more interviews with the employee who has allegedly been harassed; 

 Conducting one or more interviews with the alleged harasser if they work for the same employer; 

 Conducting one or more interviews with the alleged harasser if he or she is not an employee and 

if it is possible and appropriate to do so; 

 Conducting separate interviews with relevant witnesses; 

 Reviewing relevant documents or other evidence collected in the course of the investigation 

(emails, notes, photographs, or videos); 

 Deciding whether the complaint or incident falls within the definition of harassment at work; 

 Preparing a report summarising the incident or complaint, the steps taken during the 

investigation, the evidence gathered, and the conclusions reached (e.g., the situation does or does 

not amount to workplace harassment, or it was not possible to make a decision). 

 

a. Results of the survey  

The CSCHN shall ensure that the employee who is alleged to have been harassed is provided with a written 

summary of the results of the workplace harassment investigation and the corrective action that has been 

or will be taken as a result of the investigation. This information must also be provided to the alleged 

harasser who works for the CSCHN. 

The purpose of this provision is to ensure that the above-mentioned persons remain informed of the 

follow-up to the incident or complaint and of the investigation of the incident or complaint. 

The results should be recorded in a summary document outlining the findings of the investigation. If the 

investigation reveals that the situation amounts to harassment at work, the document should include the 

corrective measures taken. 

 

9. Privacy 

In order to protect the interest of the complainant, the person complained of, and others who may report 
discrimination, harassment or an incident of violence and who testify in an investigation of such 
complaints, conversations, discussions, and other forms of communication relating to such cases shall be 
confidential except where disclosure of certain information is absolutely necessary for the effective 
investigation of a complaint. 

 
All meetings, interviews and other verbal communications relating to a complaint shall be held in-camera. 
All computerised documents relating to a complaint are accessible only by the person mandated to 
investigate the complaint and are stored electronically. All documents relating to a complaint shall be 
dated and kept electronically and/or under lock and key for a period of five years and then destroyed by 
the person mandated to deal with the complaint. 
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Only those persons duly mandated to deal with the complaints lodged have access to these documents. 

10. Retaliation 

The CSCHN will not tolerate retaliation against anyone who reports a possible incident and provides a 
report in good faith as set out in this policy. However, any person who intentionally submits a fraudulent 
and slanderous report may be subject to disciplinary action. These safeguards apply to any person who 
cooperates with a complaint investigation.  
 
Disciplinary action may also be taken against anyone who retaliates against anyone who reports 
discrimination, violence, or harassment in the workplace. 
 

11. The Workplace Violence and Harassment Prevention 

Program 

All staff members of the CSCHN are informed of this policy and trained in the procedures for reporting 
incidents of workplace violence and harassment. This orientation includes training on domestic violence 
and the impact on victims and the workplace.    
 
Copies of the Workplace Discrimination, Violence and Harassment Policy, as well as posters providing 
relevant information and other materials of interest, are posted in visible and accessible locations for 
staff, clients, and visitors to the CSCHN. 
 
The violence and harassment prevention program at the CSCHN includes an action plan to implement the 
recommendations of the risk assessment, regular training for staff, an orientation program for new staff, 
and the CSCHN 's investment in the professional development of its staff on a number of topics including 
crisis management, office communication, and working with clients posing security risks. 
 

12. Support for victims of violence  

The procedure under this policy identifies the support that the CSCHN provides to all victims of workplace 
violence and harassment. In addition, the CSCHN ensures that its policies and practices do not discriminate 
against, and are sensitive to the needs of, victims of workplace violence, including domestic violence. 

 
We provide all staff members of the CSCHN with information on services available to assist them in dealing 
with issues related to workplace violence, including family violence. Information about these resources is 
posted on the CSCHN health and safety noticeboards.  
 



 

  

 

DISCRIMINATION, VIOLENCE AND 

HARASSEMENT IN THE WORKPLACE 

Date of approval by the Board of Directors January 17th, 2022 
 

 14 of 14 

 

13. Responsibility for disseminating this policy  

The CSCHN Executive Director ensures that all members of the management team apply this policy and 
that it is always available in electronic or hard copy format to all staff members. A copy of the Workplace 
Discrimination, Violence and Harassment Policy signed by the Executive Director is posted in the reception 
areas of the Vanier, Hamilton and Welland sites. 
 


