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Policy Title:   Harassment Preven�on 

Last Approved:  February 2025 

BACKGROUND 

The Saskatchewan School Boards Associa�on (‘Associa�on’) believes that every individual has the right 
to perform their du�es of employment free from harassment in the workplace. The purpose of this 
policy is to cul�vate a respec�ul workplace through preven�on and resolu�on of harassment and 
discrimina�on. 

Under The Saskatchewan Employment Act, employers are required to develop and implement a 
harassment policy within their workplace. This policy focuses on the rights and obliga�ons set out in the 
Act and in The Saskatchewan Human Rights Code, 2018. The Associa�on is expected to take all 
complaints of harassment and discrimina�on seriously. The Associa�on is commited to implement, 
maintain, promote and further develop this policy in order to promote a produc�ve and respec�ul 
workplace and to prevent and stop harassment. 

APPLICATION 

This policy applies to all employees, execu�ve members of the Associa�on, contractors with the 
Associa�on directly working with employees or Execu�ve or on Associa�on premises, and to all 
individuals par�cipa�ng in Associa�on ac�vi�es. The Associa�on recognizes that its employees could be 
subjected to harassment by others who atend Associa�on ac�vi�es or conduct business with the 
Associa�on. In these circumstances, the Associa�on acknowledges its responsibility to support and assist 
the person subjected to such harassment. 

For the purposes of this policy, harassment can occur anywhere work is being performed or logically 
connected to the workplace including but not limited to the office, off-site mee�ng loca�ons and travel, 
over the phone and online using the Associa�ons telephone, email and messaging systems, and at 
employment-related social func�ons. 

A. In the event of a conflict between any provisions of this policy and applicable law, the applicable law 
shall apply. 

Nothing in this policy precludes an employee from accessing their rights pursuant to: 

a) The Saskatchewan Human Rights Code, 2018; 

b) The Saskatchewan Employment Act which includes reques�ng the assistance of an occupa�onal 
health officer; 

c) The Workers’ Compensation Act, 2013; and 

d) Any other legal avenue available. 

B. Outsourcing 

1. The person who ini�ates the hiring of a contractor who will perform services for the Associa�on shall 
ensure that all contracts include language requiring the contractor to comply with the provisions of 
this policy. 

2. The person ini�a�ng and/or supervising the contract shall monitor compliance by the contractor 
with the policy and shall immediately report any breaches to Employee and Labour Rela�ons.  
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POLICY STATEMENT 

1. The Associa�on shall provide a work environment which is suppor�ve of the produc�vity, the dignity 
and self-esteem of every employee.  

2. The Associa�on does not condone harassment of any kind and expects its employees and any other 
individuals on Associa�on premises or at Associa�on sponsored events not to par�cipate in or to 
condone such behaviour.  

3. Compliance with the provisions of this policy is a condi�on of employment.  

3.1 OBJECTIVES  

a. This policy is designed to:  

i. increase awareness of the issue of harassment;  

ii. encourage employees to report all incidents;  

iii. provide a process for employees to report incidents; 

iv. provide a process for inves�ga�on when required;  

v. ensure a fair inves�ga�on;  

vi. ensure any report of harassment is kept in confidence, except as necessary to inves�gate 
and resolve the situa�on; and  

vii. facilitate fair resolu�on. 

b. The Associa�on shall:  

i. make every reasonable effort to ensure that no employee is subject to harassment in the 
course of par�cipa�ng in Associa�on ac�vi�es;  

ii. promptly inves�gate reports of harassment (see Workplace Inves�ga�on process); and  

iii. take correc�ve ac�on respec�ng any person under the Associa�on’s direc�on who subjects 
any employee or other person to harassment.  

3.2 WHAT CONSTITUTES HARASSMENT  

To cons�tute harassment either of the following must be established:  

a. Repeated conduct, comments, displays, ac�ons or gestures;  

b. A single, serious occurrence of conduct, or a single, serious comment, display, ac�on or gesture 
that has a las�ng, harmful effect on the employee.  

3.3 HARASSMENT IS NOT  

a. For the purpose of this policy, harassment does not include any reasonable ac�on that is taken 
by the employer, or a Director rela�ng to the management and direc�on of employees or the 
place of employment including day to day managerial/supervisory func�on, decisions and 
ac�vi�es involving work assignment, performance management and instruc�on, workplace 
inspec�ons, implementa�on of appropriate workplace rules or disciplinary ac�on, unless these 
func�ons are performed in a manner which cons�tutes harassment as defined in this policy.  

b. Normal social contact and friendly rela�ons between employees and/or others that are part of 
the work environment, based on an objec�ve view of mutual consent.  
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c. Conduct that all par�es agree is welcome and not offensive, unless it is within the context of 
prohibited grounds.  

d. Conflict, rudeness or disagreement in the workplace, where it does not meet the defini�on of 
harassment in this policy.  

3.4 CATEGORIES OF HARASSMENT  

Specific categories of Harassment included within the Act defini�on are harassment based on prohibited 
grounds, sexual harassment and personal harassment:  

1. Harassment based on Prohibited Grounds – any inappropriate conduct, comment, display, ac�on or 
gesture by a person that is:  

• based on religion, creed, marital status, family status, sex, sexual orienta�on, disability, age, 
colour, ancestry, na�onality, place of origin, race, or perceived race, receipt of public assistance, 
gender iden�ty; or  

• adversely affects the employee’s psychological or physical well-being and that the person 
knows or ought reasonably to know would cause a worker to be humiliated or in�midated; and  

• that cons�tutes a threat to the health or safety of the employee.  

It includes objec�onable acts, comments or displays that demean, belitle, or cause personal humilia�on 
or embarrassment, and acts of in�mida�on or threat made on the basis of prohibited grounds. 
Harassment can be a form of discrimina�on.  

2. Sexual Harassment – is unsolicited, unwelcome conduct, comment, display, ac�on, gesture or 
physical contact of a sexual nature by a Respondent directed at a Complainant in a workplace that is 
offensive, unsolicited or unwelcome to the Complainant. It may include, but is not limited to:  

• Any implied or expressed threat of reprisal for refusal to comply with a sexually oriented 
request;  

• Unwelcome remarks, jokes, innuendoes, proposi�ons, or taun�ng about a person’s body, a�re, 
sex, sex life or sexual orienta�on;  

• Distribu�ng or displaying pornographic or sexually explicit pictures or materials;  

• Unwelcome physical contact such as touching, pa�ng or pinching, cornering and close body 
contact, with an underlying sexual connota�on;  

• Unwelcome invita�ons or requests, direct or indirect to engage in behaviour of a sexual nature; 
or  

• Refusing to work with or have contact with an employee on-the-job because of their sex, gender 
or sexual orienta�on. 

3. Personal Harassment – is inappropriate conduct, comment, display, ac�on or gesture by a 
Respondent directed at a Complainant in a workplace that:  

• Adversely affects the Complainant’s psychological or physical well-being; and  

• Which is known or ought reasonably to be known to cause the Complainant to be humiliated or 
in�midated.  

Personal harassment may involve repeated conduct. It may also involve a single, serious incident that 
causes a harmful effect on the Complainant. Examples of personal harassment include:  
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• Verbal or writen abuse or threats;  

• Insul�ng, derogatory or degrading comments, profanity, jokes, gestures, or writen materials;  

• Bullying;  

• Personal ridicule or malicious gossip;  

• Refusing to work or co-operate with others;  

• Shunning, isola�on or ostracizing;  

• Stalking; or 

• Interference with or vandalism of personal property or Associa�on property. 

4. Internet Harassment or Cyberbullying 

Internet harassment, also referred to as “cyberbullying”, is the term used to describe the use of the 
technology to bully, harass, threaten, or maliciously embarrass. It can involve behaviours such as, but is 
not limited to: 

• Sending unsolicited and/or abusive and threatening emails, texts, phone calls either directly or 
indirectly to the vic�m; 

• Sending viruses by email or text; 

• Making defamatory messages on-line (via email, texts, facebook, etc.); and 

• Crea�ng online content that depicts the vic�m in a nega�ve way. 

3.5 RIGHTS & RESPONSIBILITIES  

Each employee is responsible to:  

i. Refrain from causing or par�cipa�ng in the harassment of another employee;  

ii. Cooperate in iden�fying, repor�ng, and in the inves�ga�on of harassment when an inves�ga�on 
is warranted;  

iii. Take personal responsibility for their ac�ons;  

iv. Speak up if they are subject to harassment by directly telling the offending person to stop prior 
to repor�ng the incident or by repor�ng the incident to Employee and Labour Rela�ons; 

v. Maintain confiden�ality in accordance with this policy when involved in any aspect of a 
harassment allega�on; and 

vi. In situa�ons where harassing or bullying has occurred or is alleged to have occurred using the 
Associa�on’s technology (computers, smartphones, etc.)  

a. Report the incident(s) to Corporate Services; 

b. Save all offending communica�ons for evidence purposes electronically and do not edit 
in any way; 

c. Keep a log of the ac�vity including dates and �mes and share it with Corporate Services; 

d. If the harasser is known to you, make it clear that you do not want them to contact you 
again and if the harasser is unknown to you “block” the sender a�er saving the 
communica�ons as per above; 
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e. Do not reply to unsolicited, offensive or harassing communica�ons if the harasser is not 
known to you. By responding, you confirm your email (for example) is ac�ve and valid; 
and 

f. Do no open atachments as they may contain viruses. 

Each Director is responsible to:  

i. Follow this policy and associated procedures. 

ii. Ensure employees under their direc�on are aware of this policy and the process to report a 
Complaint of Harassment.  

iii. Ensure workplace conduct of those under their direc�on is appropriate and in compliance with 
this policy.  

iv. Be a role model by se�ng a good example.  

v. Foster a work environment consistent with the values of the organiza�on where harassing 
behavior is not tolerated.  

vi. Respond immediately to allega�ons of harassment and no�fy the Senior Consultant, Employee 
and Labour Rela�ons.  

vii. Treat all allega�ons of harassment seriously and confiden�ally.  

viii. Take necessary correc�ve ac�on where harassment has occurred in the workplace.  

3.6 PREVENTION  

The Associa�on recognizes the importance of preven�ng harassment and is commited to clarifying its 
objec�ves with respect to harassment through communica�on and consistent applica�on of this policy 
and suppor�ng educa�on and awareness on harassment. The founda�on of a respec�ul workplace is 
demonstrated through the SSBA CARES principles  

3.7 FILING A COMPLAINT  

In order to file a formal complaint, Employees are to contact the Senior Consultant, Employee and 
Labour Rela�ons. Formal complaints must be made in wri�ng and should be documented using 3.0-A 
Harassment Complaint Form. 

REFERENCES 

“The Saskatchewan Employment Act, Part III Occupa�onal Health and Safety” 

“The Saskatchewan Human Rights Code, 2018” 


