
May 20, 2014

Unifor Local Union Presidents, Recording Secretaries, Unit Chairpersons
National Executive Board and National Representatives

Re: Harassment, Bullying or Violence

Greetings,

Unifor, at its founding convention adopted “Harassment in the Workplace” and “Harassment at
Union Events” policies. I would ask each and every local union to circulate these policies, display
on their union bulletin boards and have it published in their local union newspapers.

Our new union is tremendously diverse. We represent more women, workers of colour, religious
minority members, lesbian, gay, bisexual and trans members, and workers with disabilities than
ever before. Our differences strengthen us. When all our members know that the union belongs
to them and is there for them, we are a powerful force for creating greater equality in the
workplace, union and society.

Unifor believes that every individual has the right to dignity and respect both within the union and in
the workplace. The responsibility of creating and preserving a safe and harassment-free
environment is a collective one assumed by all Unifor members. Unifor shall endeavor to provide
leadership in setting standards of behaviour which reflect our commitment to equality.

We will need the cooperation of all local union leadership to help create a workplace environment
free of harassment, bullying or violence. All of us, as union members must challenge harassment
whenever it occurs. We must ensure that the dignity of our brothers and sisters is not threatened
by harassment, bullying or violence.

If you need further information please contact Human Rights Director Vinay Sharma at
vinay.sharma@unifor.org.

In solidarity,

Jerry Dias
National President
JD/vs/so:cope343

Attachment: Harassment in the workplace policy, Harassment Policy for Union Events, Anti-harassment statement at Union events
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HARASSMENT IN THE WORKPLACE

Harassment is not a joke. It is cruel and destructive behaviour against others that can have
devastating effects. Harassment, by co-workers in particular, is contrary to our basic union
principles of solidarity and equality.

It is an expression of perceived power and superiority by the harasser(s) over another
person, based on their: sex, race, creed, colour, religion, ethnic origin, place of origin,
sexual orientation, political affiliation, gender identity, gender expression, marital status,
family status, disability, language, age, conviction for which a pardon has been granted,
social and economic class, activism and participation in the union.

Harassment on any of these grounds can be made the basis of a complaint to most
provincial and federal human rights commissions.

Harassment can be defined as any unwelcome action by any person, in particular, by
management, customer, client and\or co-worker, whether verbal or physical, on a single or
repeated basis, which humiliates, insults or degrades.

“Unwelcome” in this context means any actions which the harasser knows, or ought
reasonably to know, are not wanted by the victim of the harassment.

Sexual harassment is any unwanted attention of a sexual nature, such as remarks about
appearance or personal life, offensive written or visual actions, like graffiti or degrading
pictures, physical contact of any kind, or sexual demands.

Racial harassment is any action, whether verbal or physical that expresses or promotes
racial hatred in the workplace such as racial slurs, written or visually offensive actions, and
jokes or other unwanted comments or acts.

Harassment based on religion includes defamation of religious imagery, mockery of
religious practices, customs or religious wear, etc. It may involve singling out a person or a
group for mistreatment based on their actual or perceived religion.

Bullying and personal harassment are deliberate actions such as offensive, malicious
and/or cruel behaviour with the aim to humiliate, intimidate, undermine, or destroy the
character or confidence of an individual or group of individuals, which may include teasing,
ridicule, mobbing, repeating gossip or any other act or words that could psychologically hurt
or isolate a member from other members, clients or peers. The policy includes any member
in any type of relationship for example, domestic, intimate, common law partnerships.



By pitting certain groups of workers, such as women or workers of colour, against others,
harassment creates a climate of intolerance and division among the membership. By
eroding our unity and strength, it can weaken our effectiveness at the bargaining table or on
a picket line.

It is the responsibility of management to ensure that the workplace is free of harassment.
But just leaving the issue up to management is not good enough. Many of our employers
still do not have harassment policies and processes to deal with complaints. If that is the
case, we urge all locals to use the following procedure set out in this policy. Further, we
strongly recommend that locals negotiate in their collective agreement the
UNIFOR Harassment in the Workplace policy including the joint procedure.

Our goal as a union must be to help create a workplace environment free of harassment.
That means not only dealing with complaints when they arise, but also watching for
instances of harassment and confronting the source.

The role of local union is crucial in combating harassment. If a worker believes that he or
she is being harassed at work and wants help, the incident must be brought to the
immediate attention of the unit chairperson and the local union president.

The experience of harassment can be overwhelming for the victim. People often react with
shock, humiliation and intense anger. Therefore, the victim of harassment may not always
feel comfortable going through the normal channels for resolving such a problem.

Because of the sensitive and personal nature of harassment complaints, especially racial
and sexual harassment; the victim may prefer initially to seek other assistance. This could
be any local union elected person or official, including a workplace women’s advocate,
member of the women’s committee, human rights committee and employment equity
committee. This person could assist the harassment victim in bringing the incident(s) to the
attention of the top local union leadership.

The local union president and the unit chairperson must contact the UNIFOR national
representative, and if necessary, they will meet with a senior company representative(s) to
carry out an investigation. The issue must be handled with confidentiality, and is to be
resolved within 10 working days of notifying the unit chairperson and local union president.
An extension to the ten day time limit may be granted with written request to the National
President’s office.

The national representative must notify the UNIFOR national human rights department
about the complaint and its resolution.

Any resolution of harassment complaint must reflect the serious nature of such acts, and
send a clear signal that they will not be tolerated.

All of us, as union members must challenge harassment whenever it occurs. We must
ensure that the dignity of our brothers and sisters is not threatened by harassment.
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Unifor Statement Re: Anti-harassment at Union events

Unifor believes that every individual has the right to dignity and respect both within the union

and in the workplace.

Harassment is not a joke. It is cruel and destructive behaviour against others that can have

devastating effects.

Harassment is contrary to our basic union principles of solidarity and equality.

Harassment is an expression of perceived power and superiority by the harasser(s) over

another person or group.

Harassment and Bullying are unwelcome, unwanted, and uninvited; may be expressed verbally

or physically; is usually coercive, and can occur as a single incident or on a repeated basis. It

comprises actions, attitudes, language or gestures, which the harasser knows, or reasonably

ought to know, are abusive, unwelcome, or wrong.

Our goal as a union must be to help create an environment free of harassment. That means

not only dealing with complaints when they arise, but also watching for instances of

harassment and confronting the source.

All of us, as union members must challenge harassment whenever it occurs. We must ensure

that the dignity of our brothers and sisters is not threatened by harassment.

Unifor will not tolerate any form of harassment, bullying or violence within the union

environment, whether it is at the Local, Regional, Québec or National level. Such actions will

be dealt with according to Unifor’s Harassment Policy for Union Events.

Please note the above is a condensed version of the Unifor harassment policy for union

events. A detailed copy of the policy will be made available upon request.
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Unifor Harassment Policy for Union Events (One Pager)

Unifor believes that every individual has the right to dignity and respect both within the union
and in the workplace. The responsibility of creating and preserving a safe and harassment-free
environment is a collective one assumed by all Unifor members. Unifor shall endeavour to
provide leadership in setting standards of behaviour, which reflect our commitment to equality.

Unifor will not tolerate any form of harassment, bullying or violence within the union
environment, whether it is at the Local, Regional/Québec or National level. Such actions may
result in sanctions being taken against a member pursuant to Unifor’s Harassment Policy for
Union Events Procedures for Unifor members.

Union environment means any Unifor event and/or any event in which a member is
participating on behalf of Unifor including but not limited to conventions, meetings, seminars,
councils, courses and conferences whether it be at the Local, Regional/Québec or National
level.

Harassment is an expression of perceived power and superiority by the harasser(s) over
another person or group, based on their: sex, race, creed, colour, religion, ethnic origin, place of
origin, sexual orientation, political affiliation, gender identity, gender expression, marital status,
family status, disability, language, age, conviction for which a pardon has been granted, social
and economic class, or activism and participation in the union.

Harassment is unwelcome, unwanted, and uninvited; it may be expressed verbally or physically;
it is usually coercive, and it can occur as a single incident or on a repeated basis. It comprises
actions, attitudes, language or gestures, which the harasser knows, or reasonably ought to
know, are abusive, unwelcome, or wrong. It may include but is not limited to:

 Unwelcome remarks, jokes, innuendoes, taunts, or other discriminatory communication
in any media;

 Insulting or malicious gestures or practical jokes which cause someone embarrassment
or discomfort;

 Ridiculing, degrading or expressing hatred or intolerance, whether verbally, in writing or
physically;

 Display of offensive or pornographic material/pictures, graffiti, or other materials;
 Placing unreasonable limitations on someone because of a perceived need (e.g.,

disability, pregnancy, etc.);
 Leering (sexually suggestive staring);
 Defamation of religious imagery;
 Mockery of religious practices, customs or religious wear;
 Demands for sexual favours;
 Unnecessary physical contact such as touching, patting, or pinching;
 Making comments about one’s appearance or personal life; or
 Expressing or promoting racial hatred.

Bullying and personal harassment are defined as deliberate actions, mobbing, offensive,
malicious and/or cruel behaviour with the aim to humiliate, intimidate, undermine, or destroy the
character or confidence of an individual or group of individuals. Bullying and personal
harassment may include an abuse of power or perceived power by one person or group over
another that degrades an individual. Bullying behaviour is often persistent and part of a pattern,
but it can also occur as a single incident. It is usually carried out by an individual, who ought
reasonably to have known that her/his actions are unwelcome or unwanted. It can also be an
aspect of group behaviour. The policy includes any member in any type of relationship, for
example domestic, intimate, common law partnerships.

Some examples of bullying and personal harassment include but are not limited to:

 Abusive and offensive language;
 Insults;



 Teasing;
 Spreading rumour and innuendo;
 Unfair blame for mistakes;
 Deliberate exclusion;
 Practical jokes;
 Belittling or disregarding opinions or suggestions;
 Public criticism.

Context is important in understanding bullying, particularly verbal communication. There is a
difference between friendly insults exchanged by long-time work colleagues and comments that
are meant to be, or are taken as demeaning.

Union environment violence is defined as any physical assault or threat of physical assault
occurring in the union environment. This policy covers any person accompanying a Unifor
member attending a Unifor event.

Examples of union environment violence include, but are not limited to:

 Striking, punching, slapping, or assaulting another person;
 Fighting or challenging another person to fight;
 Grabbing, pinching, or touching another person in an unwanted way, whether sexually or

otherwise;
 Engaging in dangerous, threatening or unwanted horseplay;
 Possession of firearms, explosives, or other weapons that are intended by their design

to inflict fatal injury;
 Threatening harm or harming another person, or any other action or conduct that implies

the threat of bodily harm;
 Stalking (i.e., the repeated following, calling or harassing of another person combined

with making of a verbal, written or implied threat of harm); or
 Any other act that would arouse fear in a reasonable person in the circumstance.

Harassment, bullying and violence complaints at Unifor events will be taken seriously and will
be dealt with immediately.

If you believe you have any of the above issues, you can take action:

1. If possible, make it clear you do not welcome such behaviour. You can do so either on your
own, verbally or in writing, or with the assistance of another party. Indicate that you will take
further action if the behaviour continues.

2. If the inappropriate behaviour persists, approach one or more of the designated
ombudspersons who will attempt to resolve the matter informally and quickly. You may ask the
designated ombudsperson (s) for help right away - If you are unwilling to approach the harasser
directly.

3. Each incident will be handled confidentially and quickly, with particular sensitivity for the
complainant.

4. The resolution at this stage would include, but not be limited to, apologies, reprimands and
possible expulsions from the event at which the incident/s occurred (including the expulsion of
third parties). Where the safety of any individual is compromised or a criminal act is alleged to
have occurred, the appropriate authorities shall also be contacted.

5. Where the matter cannot be resolved informally, the Complainant may file a formal complaint
in writing to the National Anti-harassment Coordinator at the national office. The designated
ombudsperson(s) will provide you with specific procedures to do so.

FOR THIS UNIFOR FUNCTION, YOUR DESIGNATED OMBUDSPERSON(S) WILL BE:

ALL MESSAGES WILL BE TREATED CONFIDENTIALLY
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