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Policy no 2006-HR-06 Policy on Harassment 

 

Approved:  Resolution no 060426-HR-0201 

Revised: Resolution no CC-100929-HR-0019 
CC-190626-HR-0213 

Origin: Human Resources 

 
 
Legal framework 
 
Act Respecting Labour Standards, CQLR, chapter N-1.1, sections 81.18 to 81.20, 123.6 to 123.16 
Charter of Human Rights and Freedoms, CQLR, sections 1, 4, 10, 10.1, 16 and 46 
Civil Code of Québec, CQLR, sections 3, 6, 7, 35, 36, 1457, 1458, 1463 and 2087 
Act Respecting Occupational Health and Safety, CQLR, section 9 and section 51, subsections 3 and 5 
Canadian Human Rights Act, RSC, chapter H-6, section 14 (2) 
Collective Agreements in effect 
 

 
NOTE: The masculine gender, when used in this document, refers to both women and men.  No discrimination is intended. 
 
1.0 PREAMBLE 
 

1.1�� The Sir Wilfrid Laurier School Board is determined to not tolerate any form of harassment and intends 
to maintain and promote a working and learning environment respectful of the dignity and 
psychological and physical integrity of any person to whom this policy applies. 
 

1.2��
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5.1.1.  The following are examples, but not an exhaustive list, of actions defined as harassment: 
 

a)�� physical, verbal and written threats or aggression; 
 
b)�� unwelcome remarks, jokes, insinuations and/or mockeries based on a person’s 

physical characteristics and/or appearance, sexual orientation, age, sex, civil status, 
ethnic and/or national origin, culture, religion, etc.; 

 
c)�� ostracizing a person, refuse to talk to him, not invite him to informal activities from work, 

refuse all communication, etc.; 
 
d)�� displaying of sexist, racist and/or other offensive material, or graffiti with a sexist, racist, 

cultural, ethnic, or religious content; 
 
e)�� jokes causing personal humiliation or embarrassment and placing individuals in danger 

or having a negative impact on their performance; 
 
f)�� hazing and/or initiation rites; 
 
g)�� concupiscent looks and/or obscene or suggestive gestures; 
 
h)�� unwelcome questions and/or comments on a person’s sexual life; 
 
i)�� unwelcome sexual advances; 
 
j)�� behaviours, comments, gestures and/or contacts of a sexual nature susceptible of 

offending and/or humiliating a person;  
 
k)�� intimidation; 
 
l)�� condescension, paternalism and/or protective attitude undermining personal self-esteem 

and/or having a negative impact on a person’s performance and/or working conditions; 
 
m)�� attempts to discredit a person by making false allegations of incompetence, criminal 

offences, harassment, denunciation, etc., with the intent of causing prejudice to this person; 
 
n)�� scream at a person, depreciate his work or reprimand him in front of others, assign tasks 

that are quite inferior or superior to qualifications, refusal to assign responsibilities or 
assign humiliating tasks, constantly make negative remarks and persistently criticize; 

 
o)�� abuse of powers in order to harm the person by intimidation, threats, blackmail and 

coercion; 
 

p)��
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6.6�� If asked, the principal, the centre administrator, the immediate supervisor or the Director of Human 

Resources may help the complainant complete the Harassment Complaint Form. 
 
 

7.0 INQUIRY PROCESS 
 

7.1 As soon as a complaint has been filed, the complainant and the respondent (person concerned by 
the complaint) must be convened, in writing, by the Director of Human Resources to a meeting 
(separately) to be informed that a complaint for harassment has been received and to determine the 
severity of the complaint and make a decision as to the intervention required. The notification must 
indicate that the complainant and the respondent may be accompanied by a person of his choice or 
his union representative when applicable.   

 
7.2 If a formal inquiry is necessary, the Director of Human Resources will: 
 

-�� inform the respondent in writing of the nature of the complaint and inform him of his rights; 
-�� inform the respondent that there will be a formal inquiry; 
-�� mandate an external, independent and impartial inquirer; 
-�� receive the report of the inquiry that will indicate if there was or not harassment. The report may 

contain recommendations. 
 
7.3 The inquirer may request the use of any resources to assist in carrying out the inquiry. 
 
7.4 The inquiry should be completed within 30 working days of the filing of the complaint.  
 
7.5 The inquiry will normally consist of personal interviews with the complainant and the respondent. 

Other persons who are aware of the incident and/or the circumstances surrounding the complaint 
may also be interviewed. Every person interviewed must sign a Confidentiality Agreement Form. 

 
7.6 The inquiry will ascertain the following information: 
 

a)�� the circumstances; 
 
b)�� a description of the incident(s); 
 
c)�� past incidents or repeated behaviours;  
 
d)�� the relationship between the parties involved and the context where the alleged incidents took 

place; 
 
e)�� any form of consent or obvious disapproval from the complainant when the incidents took place. 
 

7.7 On the recommendation of the Director of Human Resources, the School Board may, at any time, 
take administrative preventive measures if there is a substantial risk of recurrence or aggravation. 

 
7.8 The inquirer shall provide a written report to the Director of Human Resources. The report shall 

include the following: 
a)�� Whether the allegations are deemed founded; 
b)�� A summary of the events; 
c)�� Results from the investigation; 
d)�� Recommended corrective measures, if applicable. 
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7.9 If the allegations are deemed to be founded in whole or in part, the School Board shall respect the 
following procedure, taking into account the findings of the inquiry as far as possible:  

 
a)�� When feasible, the School Board will attempt to resolve the complaint in an informal manner, 

such as a meeting of the complainant and the respondent that leads to an apology or other 
resolution that is satisfactory to the complainant. 

 
b)�� If an informal resolution is not feasible, fails or is impractical in the circumstances, the School Board 

may take any measure or recourse provided for in the collective agreements, administrative by-
laws and provincial and federal laws in effect. This includes a warning, a reprimand, suspension 
or dismissal if deemed appropriate. For a respondent who is not an employee of the School Board, 
the School Board may take all other means available under the law. 

 
 7.10 The Director of Human Resources must inform in writing as soon as possible the complainant and 

the respondent of the findings of the inquiry. 
 
 
8.0 REPRISALS 
 

8.1 The School Board will take disciplinary measures and/or other measures against any employee 
and/or individual who takes reprisals against a person who filed a complaint or is involved in an 
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11.0 FOLLOW-UP 
 
 11.1 Should there be any corrective measures to implement the School Board will inform the complainant 

and respondent’s immediate supervisor of the findings of the inquiry. 
 
 11.2 The School Board must pay special attention to the complainant and respondent, as well as to any 

other person involved, notably by informing them of the services available through the Employee 
Assistance Program.  

 
 11.3 The complainant and respondent’s immediate supervisor must follow up on any measures taken by 

the School Board pursuant to the findings of the inquiry, in particular by holding individual meetings 
with the complainant and respondent to ascertain that the measures implemented are respected and 
enquire about the work climate and any negative behaviour that could require an intervention from 
his part.  

 
 11.4 The complainant and respondent’s immediate supervisor may, at any time, request the assistance 

of the Human Resources Department for the im
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HARASSMENT COMPLAINT FORM 

 
 
 
1. Name of complainant:  _______________________________________________________________________  
 
 
2. Address:  __________________________________________________________________________________  
 
 
3. Place of work or school/centre:  ________________________________________________________________  
 
 
4. Person(s) suspected of harassment (respondent): 
  
  ______________________________________________________________________________________  

  ______________________________________________________________________________________  
 
 
5. Nature of the allegations: 
  
  ______________________________________________________________________________________  

  ______________________________________________________________________________________  

  ______________________________________________________________________________________  

  ______________________________________________________________________________________  
 
 
6. Date(s), time(s) and place(s) where the incident(s) took place: 
  
  ______________________________________________________________________________________  

  ______________________________________________________________________________________  
 
 
7. Did anyone witness the incident?   yes   no 
 
 If yes: 
 
 a) Name(s) of witness(es): 
  
  ______________________________________________________________________________________  

  ______________________________________________________________________________________  
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