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HARASSMENT AND VIOLENCE - What the data is telling us
THE LABOUR PROGRAM ONLINE SURVEY IN EARLY 2017

0,
60/) reported having experienced harassment; 41% Tt o
30% said they had experienced sexual harassment; s S
21% reported experiencing violence; and 0 resolve an incident they reported.
3% said they had experienced sexual violence.

2017 INSIGHTS WEST POLL OF 451 WORKING WOMEN IN CANADA

S5 et i some s, b e arare A (i G,
. 34% were concerned that they would be perceived as trouble makers
. 30% thought their employer would not do anything about what happened
= 27% feared retaliation from the harasser

2013 WESTERN UNIVERSITY AND CANADIAN LABOUR CONGRESS NATIONAL SURVEY ON
DOMESTIC VIOENCE IN THE WORKPLACE
33.6 % reported having experienced domestic violence (DV); of which:

53.5% said DV continued at work;

18.2% reported the abuser physically came to the workplace; and

14.5% said the abuser contacted co-workers/employer.




DRIVING CULTURE CHANGE

The Government of Canada’s Strategy to address workplace
harassment and violence are built on three pillars:

PREVENTING

ncidents of harassment
and violence from occurring
through education and
awareness.

SUPPORTING
affected employees and employers.
throughout the resolution process.
To this end, each employer has to
have a policy which tells
complainants where to obtain
support, e.g. through an

Employee Assistance Plan.

RESPONDING
toincidents effectively though
arobust investigation process,
which | will delve into shortly;
and,

Infact, legislation requires
mandatory training for
staff, especially managers;
The federal government has created a

imber and online information
hub. Steady flow of calls even though
legislation not in force for about 1.5
years. As well, Canada will fund pilots
Such as the CAW women'’s office to
provide guidance.
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BILL C-65 - What Makes it Unique?

BILL C-65

Builds on best practices
to provide a unique
single comprehensive

SUPPORT:
Workplace policies
to speak to employee
Support; Labour Program.
Outreach hub

BILL C-65 - Key el ts of the prop d regulations

» Employers must respond to a notification of an incident of harassment and
violence as soon as possible or within 5 ealendar days.

Timelines for the * The resolution process must be completed within six months from the time

resolution process the employer was made aware of an incident

* Employers must i h

within six months

persans (CP)

= Must be mutually agreed upon by the complainant and respondent

= CP must have in cand and

Competent Person Canada Labour Code and the Canadian Human Rights Act

« In the event that parties cannot agree on a CF, employer can come to the
Labour Program and one will be identified

of

* Must be co-developed with the Policy Committee/Workplace Committee
Harassment and Violence ; " ! o
Pravantion Ralicy * Must detail: how to submit a complaint, the mandatory training, what is
behaviour, cutline I measure that will be taken.

« Farmer employee , within three months after leaving the organization, will
have the right to notify employers of an incident
policy, what steps they willtake in the

Former Employee and »
« Employers will have ta stipulate in t
Family Violence
event that there are concerns that a situation of family violence may make its
way into the warkplace.




