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1. Purpose
The Bearspaw Community Association (“BCA”) is committed to providing a respectful, inclusive, and safe environment for all Representatives interacting with BCA, including employees, Board members, volunteers, contractors, and members of the public.
This includes compliance with the Alberta Occupational Health and Safety Act, Regulation, and Code, which requires employers to address workplace harassment and violence and to maintain both a physical and psychologically safe workplace.
This policy outlines expectations for respectful behaviour and provides a process for addressing concerns related to bullying, harassment, sexual harassment, violence or any inappropriate conduct.
2. Scope
This policy applies to all employees, Board members, volunteers, contractors, and members and third parties (“Representatives”) interacting with BCA. It applies to conduct that occurs:
· In the workplace or on BCA property 
· During BCA-related activities or events 
· In communications (including email, phone, and social media) 
· Where behaviour impacts BCA’s work environment 

3. Definitions
Workplace Incivility 
Workplace incivility is low-intensity, disrespectful behaviour such as rudeness or dismissiveness, that violate basic norms of workplace respect.
Workplace incivility can create a climate of psychological unsafety, undermine morale, and contribute to stress, burnout, and disengagement. Even when not intended to cause harm, it can have a cumulative impact that damages relationships and the overall work culture. All employees share responsibility for addressing incivility when it occurs and fostering a respectful, inclusive work environment.
Examples include, but are not limited to:
· Interrupting or talking over others in meetings.
· Ignoring or dismissing colleagues’ input or ideas.
· Using sarcasm or mocking tones in conversation.
· Consistently failing to greet or acknowledge colleagues.
· Making offhand comments that belittle others’ work.

Harassment
Harassment is any unwelcome conduct, comment, gesture, or contact—whether verbal, physical, or visual—that is known or ought to be known to cause discomfort, humiliation, or insecurity. Harassment may occur as a single incident or a pattern of behaviour over time. It includes conduct that is offensive, demeaning, or intimidating, and it can target an individual or a group of people.
Harassment can be based on personal characteristics, such as race, gender, religion, sexual orientation, or disability, or it can be more generalized but still cause harm. It differs from normal work disagreements or performance management; harassment crosses the line into conduct that is harmful, disrespectful, and contrary to the principles of a safe and inclusive workplace.
Examples include, but are not limited to:
· Slurs or derogatory language targeting personal characteristics.
· Persistent teasing or offensive jokes.
· Humiliating remarks or public shaming.
· Displaying offensive or discriminatory materials in the workplace.
· Mimicking or mocking someone’s accent, mannerisms, or disability.
· Spreading hurtful or demeaning content via social media or internal messaging.
Sexual Harassment
Sexual harassment is a form of harassment that involves unwelcome sexual advances, requests for sexual favours, or other verbal, visual, or physical conduct of a sexual nature. It can create an intimidating, hostile, or offensive work environment and can occur between colleagues, supervisors and employees, or between employees and third parties.
Examples include, but are not limited to:
· Repeated romantic pursuits that are unreciprocated and unwelcome.
· Sharing sexual or suggestive jokes, anecdotes, content or images.
· Staring or making sexually suggestive gestures.
· Unwanted touching of any kind.
· Sexual comments about someone’s appearance or clothing.
· Making sexual advances linked to job opportunities.
Bullying
Bullying is repeated, targeted behaviour meant to intimidate, offend, degrade, or humiliate. It is an abuse of power and control, whether through overt actions (like yelling) or subtle actions (like social exclusion or persistent criticism) that erodes a person’s safety, self-worth, and well-being. It is different from normal disagreements and can involve anyone in the workplace, including third parties.
Examples include, but are not limited to:
· Spreading false or malicious rumours.
· Undermining work or withholding information.
· Yelling or using intimidating language.
· Deliberately excluding someone from meetings, conversations, or team activities.
· Sabotaging a colleague’s work.
· Public humiliation.
· Unreasonable workloads or deadlines meant to cause failure.
Violence
Workplace violence is any threatened, attempted, or actual use of physical force that can cause physical injury or psychological harm to an employee or other person in the workplace. This includes actions or threats that create fear or intimidation, regardless of whether physical harm occurs.
Examples include, but are not limited to:
· Threatening to physically harm someone (verbally or through gestures).
· Throwing or breaking objects to intimidate others.
· Hitting, slapping, punching, pushing, or kicking.
· Threatening emails, texts, or phone calls.
· Cornering or blocking someone’s exit to intimidate them.
· Using weapons or objects to threaten or injure someone.
· Intentionally damaging property (e.g., smashing a phone or computer) as an act of intimidation.
Sexual Violence
Sexual violence includes any sexual act or attempt carried out through coercion, force, threats, or without consent. It includes a wide range of behaviours, from unwanted sexual touching to sexual assault. It is a serious violation of dignity with lasting impacts on physical, emotional, and psychological health.
Examples include, but are not limited to:
· Forcing or pressuring someone to engage in sexual activity against their will.
· Intentionally touching or groping someone in a sexual manner without consent.
· Using threats or intimidation to obtain sexual acts.
· Taking advantage of someone who is unable to give consent due to intoxication, unconsciousness, or intimidation.
· Sharing explicit sexual images or videos of someone without their consent.
· Coercing someone to perform sexual acts in exchange for job related benefits.

Domestic Violence
BCA recognizes that domestic violence can have profound impacts on the safety, well-being, and work performance of employees. Domestic violence includes any form of abuse or violence by a partner or family member, whether it occurs in the home or extends into the workplace. While domestic violence often occurs outside of work, its impacts—such as emotional distress, threats to safety, or the risk of violence following an employee to the workplace—are real and significant.
BCA takes domestic violence seriously and will work with affected employees to ensure their safety, dignity, and continued employment. Employees are encouraged to speak with their leader to discuss supports, accommodations, and resources. 
4. Expected Behaviour
All Representatives are expected to treat others with respect, professionalism, and courtesy, and to communicate in a constructive and appropriate manner. It is expected that all employees work collaboratively and in good faith and avoid behaviour that could reasonably be perceived as offensive, intimidating, or disrespectful.
5. Responsibilities
All Representatives of BCA
· Understand and comply with this Policy
· Conduct themselves respectfully
· Report concerns in good faith
· Treat others respectfully and professionally
· Speak up if you experience or witness inappropriate behaviour, if safe to do so; seek support if needed.
· Prioritize personal safety during violent incidents
· Report any incidents of harassment, bullying, or violence—including those involving external parties—to the General Manager or Board Chair immediately
· Participate fully in investigations
· Maintain confidentiality
Board Members / Leaders
· All of the above, and
· Model respectful behaviour and promote a culture of psychological and physical safety 
· Take concerns seriously and act promptly 
· Do not interfere with investigations 
· Proactively minimize risks of harassment, bullying, and violence.
· Ensure employees understand the Policy and reporting procedures.
· Address all incidents promptly—even without a formal complaint.
Any person associated with BCA who fails to comply with this Policy will be subject to discipline up to and including termination of employment or termination of contract.
6. Legislative Compliance
This policy is intended to meet the requirements of the Alberta Occupational Health and Safety Act, Regulation, and Code relating to harassment and violence prevention.
BCA will:
· Take all reasonable steps to prevent and address workplace harassment and violence 
· Provide a process for reporting and investigating concerns 
· Ensure Representatives can raise concerns without fear of retaliation
7. Reporting Concerns
Representatives are encouraged to raise concerns as soon as possible. Concerns may be reported to: a) supervisor or manager, b) the Board Chair, or c) another designated Board member.
If the concern involves one of the above Representatives, it may be reported to an alternate Board member.
8. Investigation Process
BCA will:
· Acknowledge the complaint,
· Review the information in a fair and timely manner, 
· Conduct an investigation (by an internal or external investigator), where appropriate, and
· Maintain confidentiality to the extent possible.
Findings will be based on a balance of probabilities.
Outcomes
Where a concern is substantiated, BCA may take appropriate action, including:
· Education or coaching  
· Removal of responsibilities  
· Board action (e.g., discipline or removal from the Board)
· Disciplinary action, up to and including termination (for employees, volunteers and contractors) 
· Other corrective action as determined by the Board  
Non-Retaliation
Retaliation against any individual who raises a concern in good faith or participates in an investigation is strictly prohibited.
False or malicious complaints
Complaints made in bad faith or with malicious intent may result in disciplinary action, up to and including termination of employment.
Confidentiality
All parties involved are expected to maintain confidentiality. Information will only be shared as necessary to investigate and address the concern.
9. Policy Compliance
Failure to comply with this policy may result in corrective action appropriate to the individual’s role, including: 
· Education or coaching  
· Removal of responsibilities  
· Board action (e.g., discipline or removal from the Board) 
· Disciplinary action, up to and including termination (for employees, volunteers and contractors) 
· Other corrective action as determined by the Board  
10. Review of Policy
This policy will be reviewed periodically and updated as required to reflect changes in operations, risks, or legislation.


Approvals and Reviews
This policy has been reviewed and approved by the Board of Directors of the Bearspaw Community Association.

Board Chair: _______________________________ 

Secretary: _______________________________

Date Adopted: ___________________________

Date Updated: ___________________________
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