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7.33 SEXUAL HARASSMENT

01 PURPOSE
& To create and maintain aworkplace free of sexua harassment
# To ensure a confidentia complaint procedure for employees and volunteers victimized
by sexud harassment.

TheRed Deer Public Library iscommitted to a hedthy work environment free of harassment for dl
our employees and volunteers. To this extent, the Red Deer Public Library has developed this
policy intended to prevent sexua harassment of employeesand to dedl quickly and effectively with
any incident that might occur. The Red Deer Public Library seeksto provide a safe, hedlthy and
rewarding work environment for employees and volunteers. Sexua harassment will not be
tolerated by Red Deer Public Library.

.02 DEFINITION
Sexual Har assment

Sexua Harassment isany behaviour that issexua in nature and isunwelcome. The AlbertaHuman
Rights Commission defines sexua harassment asfollows

“Sexud harassment, being discriminaion on the grounds of sex, is a violation of the
Individud’s Rights Protection Act. Unwanted sexual advances, unwanted requests for
sexud favours, and other unwanted verba or physica conduct of asexua nature condtitute
sexud harassment when:

1 Submission to such conduct ismade ether explicitly or implicitly aterm or condition
of an individud’ s employment,

2. Submissionto or rgection of such conduct by anindividua affectsthat individud’s
employment.”

Sexua harassment isillegd under the provisions of the Individua’ s Rights Protection Act.
Sexud harassment can include such things as pinching, patting, rubbing or leering, dirty jokes,

picturesor pornographic materias, comments, suggestions, innuendos, and requests or demands of
asexud nature.

The behaviour need not be intentiona in order to be considered sexud harassment. Itisoffensve
and in many cases intimidates others.
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PROCEDURE
If you are being sexually harassed:
1 Tdl theindividud hig her behaviour isunwelcome and ask him/ her to stop.

2. Keep arecord of incidents (dates, times, locations, possible witnesses, what
happened, your response). Y ou do not have to have arecord of eventsin order tofilea
complaint, but arecord can strengthen your case and help you remember detailsover time.

3. File a complaint. If, after asking the harasser to stop hig/ her behaviour, the
harassment continues, report the problem to one of the following:

a) Y our Supervisor
b) A Department Manager
) The Library Director

You aso have the right to contact the Alberta Human Rights Commission to file acomplaint of
sexud harassment. If circumstances warrant it, the police can be contacted to file a charge of
assaullt.

Dealing with a complaint

1 When a complaint is received, an investigation will be undertaken immediately and all
necessary steps taken to resolve the problem.

2. The complainant and the aleged harasser will both beinterviewed aong with any individuas
who may be ableto providerdevant information. Theinvestigation will be performedin asdiscreet
and confidential afashion aspossble. All information will be kept in confidence.

3. If the investigation reveds evident to support the complaints of sexud harassment, the
harasser will be disciplined appropriately. Discipline may range from awritten warning up to and
including dismissd, and the incident will be documented in the harasser’ sfile.

No documentation whatsoever will be placed in the complainant’ sfilewherethe complaintisfiledin
good faith, whether the complaint is upheld or not.

4, If the investigation fails to find evidence to support the complaint, there will be NO
documentation concerning the complaint placed in the file of the aleged harasser. Confidentia
counsdlling will be made available to dleged harassers in cases where complaints have not been
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upheld.

5. Regardless of the outcome of asexua harassment complaint, where complaintsaremadein
good faith, the employee or volunteer lodging the complaint, as well as anyone providing
information, will be protected from any form of retaiation by either co-workersor superiors. This
includes protection from demoation, unwanted transfer, denid of opportunities, aswell asharassment
of the individua as a result of hig her having made a complaint or having provided evidence
regarding the complaint.

RESPONSIBILITY

Employeesor Volunteers

Employees or volunteers who believe they have been the subject of sexud harassment have the
respons bility to advise the offender that the action is unacceptable behaviour and is unwelcome,

Supervisors

Itisthe respongbility of adirector, manager, or any person supervising one of more employeesor
volunteersto:

1 Takeimmediate and appropriate action to deal with incidents of sexual harassment
whether brought to their attention or persondly observed.

2. Report al incidents to the Director.

3. Apply appropriate discipline.

Under no circumstances should acomplaint be dismissed or downplayed or the complainant told to
ded with it himsdf or hersdlf.

The Director

The Director is accountable to ensure that athorough investigation is completed and, if necessary,
recommend appropriate action.




