
COMPANY BULLYING POLICY AND PROCEDURE




	 	Corporate policy 
 
 
 
 Good morning, 

On April 20, 2009, the Ontario Government introduced Bill 168, the Occupational Health and Safety Amendment Act (Violence and Harassment in the Workplace) 2009 which amended the Occupational Health and Safety Act (“OHSA”) to impose new obligations on employers with respect to workplace violence and harassment. The Bill became law on June 15, 2010.

Previously under our company’s policies that were developed to respond to the legal requirements under Part III.0.1 of the OHSA that addresses Workplace Violence and another one that addresses Workplace Harassment did not include an actual policy on Workplace Bullying. It has come to our understanding after detailed review that Workplace Bullying is a form of harassment and can also be a type of Workplace Violence. Keeping with this notion, the Human Resources Department has now included a Workplace Bullying policy in addition to the existing Corporate Policy Manual under s.32.0.1 of the Occupational Health and Safety Act. 

Please review the process and policy below for reporting Workplace bullying. 

Colleagues: Please notify you’re managers as soon as possible if bullying has occurred.

Managers: Please report ANY bullying reported to you (as defined in the policy below) within 72hours to HR.
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Subject:  Bullying in the Workplace: Addition to Violence & Harassment 
	Corporate Policy No.   EmployeLaw.LAW.4110   	Date Issued:   April 9, 2017
	Application:   
	This Policy governs all colleagues of Poushi Inc./Aziz Inc. and its Commercial Businesses (collectively, the “Company”).   


1.0 Purpose  
The Company is committed to providing employment and a workplace free of bullying in addition to company violence, harassment and discrimination Policy. This Policy reaffirms the responsibilities of all colleagues in advancing this goal.  
2.0 Definitions 
i. “Bullying” It is important to distinguish between normal worker conflict and workplace bullying. Bullying is defined as repeated, persistent, continuous behaviour as opposed to a single negative act and is generally associated with a power imbalance between the victim and perpetrator, where the victim feels inferior. It is negative and persistent abuse. The following are examples of workplace bullying behaviours: 

a. Social isolation
b. Rumors
b. Personal attack of a person’s private life and/or personal attributes
a. Excessive or unjustified criticism
b. Over monitoring of work
c. Verbal aggression 
d. Withholding information
e. Withholding job responsibility
f. Trivial fault finding
g. Replacing proper work with demeaning job
h. Setting unrealistic goals or deadlines

ii. “harassment” means any inappropriate conduct, comment, display, action or gesture 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 any other prohibited ground under applicable human rights legislation); or 
b. adversely affects a colleague’s psychological or physical well-being and that the harasser knows or ought reasonably to know would cause the colleague to be humiliated or intimidated; or that constitutes a threat to the health or safety of a colleague. 

iii. Harassment includes “sexual harassment”, which means:  

a. engaging in a course of aggravating comment or conduct against a colleague because of sex, sexual orientation, gender identity or gender expression, where the course of comment or conduct is known or ought reasonably to be known to be unwelcome; or 
b. making a sexual solicitation or advance where the person making the solicitation or advance is in a position to confer, grant or deny a benefit or advancement to the colleague and the person knows or ought reasonably to know that the solicitation or advance is unwelcome.
  
iv. “violence” means an aggressive physical act or any threat or attempt to exercise physical force against another person. Violence includes domestic violence that gives rise to the threat of violence in the workplace, as well as violence that is exercised or threatened in the workplace by a customer or any other person not employed by the Company.   

3.0 Bullying is Prohibited 
The Company prohibits bullying in any form and is committed to making every reasonable and practicable effort to ensure that no colleague is subjected to Bullying: 

a) In the workplace; 
b) Outside the workplace but involving Company colleagues; and 
c) At Company work-related or sponsored events.  
 
4.0 The Company recognizes that workplace violence is an occupational health and safety hazard that can result in physical and emotional harm to colleagues, ultimately bullying. Risk assessments are performed at all Company work locations to identify workplace violence and harassment that may arise from the nature of the workplace, type of work conditions or conditions of work. The Company develops measures and procedures to prevent and control identified risks, and respond to and investigate incidents or threats of workplace bullying leading to violence, including domestic violence/ intimidation, and harassment.   
5.0 Responsibilities 
a) Colleagues who witness or become aware of bullying in any form must report such misconduct to their manager or supervisor or to the appropriate Human Resources (HR) representative. 
b) Managers and supervisors who become aware of bullying must initiate positive steps to remedy the circumstance, whether or not the victim of the bullying be it violence, harassment or discrimination wishes to initiate the complaint process and whether or not the offending party or the victim is working within the manager or supervisor’s scope of responsibility. 
c) All colleagues are expected to cooperate with the investigation of a complaint or incident of bullying in addition to the companies violence, harassment or discrimination policy in the workplace.   
6.0 Complaint Procedure 
	6.1 Bullying 
a) A colleague experiencing or witnessing bullying should, where reasonable and appropriate, tell the offending person to stop. If the colleague is not comfortable confronting the offending person, or if the bullying continues after the person has been told to stop, then the colleague (“complainant”) should report the harassment to the manager or supervisor or to the appropriate HR representative. In accordance with applicable provincial legislation respecting bullying and/or discriminatory practices, the complainant may have the right to: 
i. request the assistance of an occupational health officer to resolve the  complaint; and 
ii. file a complaint with the provincial Human Rights Commission or Tribunal. 

This complaint procedure is not intended to discourage or prevent the complainant from exercising any other legal rights pursuant to any other law.  
b) Following a complaint, management will conduct an investigation. The names of the complainant, alleged harasser (“respondent”), and any witnesses, and the circumstances related to the complaint will not be disclosed to any person except where disclosure is: 
i. necessary for the purposes of investigating the complaint, protecting workers, or taking corrective action with respect to the complaint; or 
ii. Required by law. 

c) The respondent will be offered a chance to respond to the complaint.  The investigation will be completed in a fair and timely manner and a resolution will be implemented immediately after the investigation is completed. The complainant and the respondent will be notified, orally and/or in writing of the outcome of the investigation and of corrective action that has or will be taken.   
d) Reasonable action taken by the Company relating to the management and direction of colleagues or the workplace is not workplace bullying.   
.   
7.0 Compliance 
a) The Company will undertake corrective action if it is determined that a person under the Company’s direction has subjected a colleague to violence, harassment or discrimination. Such action may include discipline, up to and including termination of employment for cause. 
b) A complaint made under false pretences or retaliation in any form against a person involved in a complaint or an investigation is a serious breach of this Policy and may result in discipline up to and including termination of employment for cause.  
c) If a colleague wishes to appeal the outcome of an investigation, he or she may do so by contacting the EVP, Human Resources & Labour Relations, who will review the circumstances of the incident(s) and any conclusions reached.   
d) The Company is committed to honesty and integrity in all that we do. Colleagues who suspect a violation of this Policy or any other Company policy or procedure must report it to their Manager, HR Representative, or The Whistleblower Program. A violation of the Company’s policies or procedures is considered a violation of the Company’s Code of Conduct.  
8.0 Supporting Documents 
Respect in our Workplace Colleague Handbooks 
Workplace Violence Investigation Procedure 
Company Code of Conduct 
9.0 Interpretation 
Responsibility for the interpretation of this Policy rests jointly with the Executive VicePresident & Chief Legal Officer and the Executive Vice-President, Human Resources & Labour Relations.    
10.0 Review 
This Policy will be reviewed annually.   
 
 
 
