
 
 

WORKPLACE ANTI-HARASSMENT AND ANTI-VIOLENCE POLICY 
 
 
A policy addressing workplace harassment promotes a working environment of dignity and respect and helps keep 
Ontario’s workplaces healthy and safe. 
 
All workers should know what workplace harassment is and how to report it. Employers should encourage workers to 
report workplace harassment so that appropriate action can be taken to stop unwelcome conduct. 
An employer is required to prepare a workplace harassment policy under the Occupational Health and Safety 
Act (OHSA). 
 
-------------------------------------------------------------------------------------------------------------------------------------------------------------- 
Workplace harassment and violence will not be tolerated against or by any person in the workplace, including 
supervisors, workers, customers, contractors, visitors or any other third parties.  Everyone in the workplace must be 
dedicated to preventing workplace harassment and violence.  Managers and employees are expected to uphold this 
policy, and will be held accountable. 
 
This policy prohibits physical or verbal threats – with or without the use of weapons – intimidation, or violence in the 
workplace to minimize risk of injury or harm resulting from violence or harassment.  

 

Harassment and Sexual Harassment 
 
This policy prohibits all types of harassment. 
 
Workplace Harassment is defined as: 

• 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; or 

• workplace sexual harassment. 
 
Workplace Sexual Harassment is defined as: 

• engaging in a course of vexatious comment or conduct against a worker in a workplace 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 

• 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 worker and the person knows or ought 
reasonably to know that the solicitation or advance is unwelcome. 

 
Some examples of sexual harassment are: 

• asking for sex in exchange for a benefit or a favour; 

• repeatedly asking for dates, and not taking “no” for an answer; 

• demanding hugs; 

• making unnecessary physical contact, including unwanted touching; 

• using rude or insulting language or making comments toward other individuals; 

• calling people sex-specific derogatory names; 

• making sex-related comments about a person’s physical characteristics or actions; 

• saying or doing something because you think a person does not conform to sex-role stereotypes; 

• posting or sharing pornography, sexual pictures or cartoons, sexually explicit graffiti, or other sexual 
images (including online); 

• making sexual jokes; or 

• bragging about sexual prowess. 

 
A reasonable action taken by an employer or supervisor relating to the management and direction of workers or the 
workplace is not workplace harassment. 
 



 
Violence  
 
This policy also prohibits all types of violence. 
 
Workplace violence, including but not limited to: 

• The exercise of physical force by a person against a worker, in a workplace, that causes or could cause 
physical injury to the worker; 

• An attempt to exercise physical force against a worker, in a workplace, that causes or could cause physical 
injury to the worker; 

• A statement or behavior that is reasonable for a worker to interpret as a threat to exercise physical force 
against a worker, in a workplace, that causes or could cause physical injury to the worker; 

• Physical acts (e.g., hitting, shoving, pushing, kicking, sexual assault); or 

• Any threat, behaviour or action which is interpreted to carry the potential to harm or endanger the safety of 
others, result in an act of aggression, or destroy or damage property. 

 

Risk of Violence 
 
An assessment of the risks of workplace violence or physical injury that may arise from the nature, type, and/or 
conditions of work will be taken from time to time. The assessment will take into account the circumstances specific to 
workplace and the circumstances that would be common to similar workplaces 
 

Ensuring Your Safety 
 
An employee has a right to refuse work where they have reason to believe that workplace violence is likely. An 
employee is not expected to remain in a threatening situation and may choose to leave such situation without 
hesitation and without fear of reprisals. 
 

Complaints & Complaint Resolution 
 
Every employee has the right to make a complaint regarding workplace harassment, sexual harassment, and violence 
by another employee, Manager, vendor, or client.  
 

Documentation  
 
The complaint should answer Who, What, Where and When questions. 
 

Investigation 
 
All known incidents of workplace harassment and/or violence are investigated and to the extent appropriate based on 
the nature of each incident and the actual or potential threat it posed to worker safety. 
 
The degree of formality of the investigation will depend on the seriousness of the complaint. An informal investigation 
conducted by the Investigator may be sufficient to resolve less serious complaints. However, in cases where the 
allegations include harassment, sexual harassment, bullying, or violence, the Investigator will conduct a formal 
investigation.  
  
Decision.  Both the complainant and respondent(s) will receive written notice of the decision within 14 days following 
the interview process. The written decision will include detailed reasons and remedies, if applicable. 
 

Confidentiality 
 
Information obtained about an incident or complaint, including identifying information about any individuals involved, 
will not be disclosed unless the disclosure is necessary for the purposes of investigating or taking corrective action with 
respect to the incident or complaint, or is otherwise required by law. 
 



 
Protection from Reprisal 
 
Persons who make a complaint, as well as anyone else who is involved, will not be penalized for doing so. Such 
actions constitute reprisal and are prohibited by the Ontario Human Rights Code.  
 

Discipline 
 
Progressive discipline procedures will take the following factors into consideration when deciding on appropriate 
sanctions:  

• The severity of the offence; 

• Intent; 

• Whether the offence was an isolated incident or involved repeated acts; 

• Mitigating or aggravating circumstances; 

• Whether there was an imbalance in power between the parties; 

• Sanctions applied in similar cases. 
 
The range of disciplinary sanctions may include but are not limited to a written reprimand, suspension, and termination 
of employment. In addition, the respondent may be required to participate in a harassment or violence awareness 
program. Both the complainant and respondent will be informed of the final decision in writing. 
 

Malicious Complaints 
 
It is also a violation of this policy for anyone to knowingly make a false complaint of violence or harassment, or to 
provide false information about a complaint.  
 
 

 
 
By providing information and instruction to employees on the employer’s workplace harassment policy and program, 
including how to report workplace harassment, is an important step to help protect workers and protect the employer.  
 
Documentation of training and instruction should be kept by the employer for at least one year and reviewed as 
needed.  
 
For the most up-to-date laws around workplace harassment in Ontario, visit the government's website. 
 
 

https://www.ontario.ca/page/code-practice-address-workplace-harassment
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