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2.2

2.3

3.1

4.1

To ensure that employees, students, contractors, volunteers and visitors to the Laurentian
University workplace and learning environment are protected from Discrimination and
Harassment.

To ensure that individuals who believe that they are being subjected to acts of Discrimination
and Harassment have mechanisms to access and/or report complaints.

To ensure that individuals are guided to available recourse if they believe that they are subject
to Discrimination and Harassment, or become aware of situations involving violence.

This Program applies to all employees, students, contractors, volunteers and visitors to the
Laurentian University workplace and learning environment.

The definitions as outlined in the Policy are to be utilized in this Program.
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5.4  The role of the Equity, Diversity and Human Rights Office is to:
541 Offer support and guidance to the Laurentian Community with respect the Policy and

this Program;
5.4.2
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6.4.4 The Equity, Diversity and Human Rights Office is an impartial, neutral source of
information about Harassment, Discrimination and the interpretation and
implementation of the Policy and this Program. The Equity, Diversity and Human

Rights Office is not an advocate for either party.
6.4.5 One
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6.7
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6.14  All complaints must be initiated as soon as possible and within one year of the most recent
alleged incident occurring. In extenuating circumstances, and at the discretion of the Equity,
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8.2.4 Be informed about the progress of the matter.
8.25 Be treated fairly.
8.2.6
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For clarity, no investigation shall be undertaken unless the complaint establishes a
prima facie
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allegations, or rebut the Respondent’s contradictory evidence or affirmative
defence.

10.4.2  The Respondent is provided with a summary of the Complainant’s reply, which ends
this stage of the process.

10.5
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10.6

10.7

10.6.1

10.6.2

10.6.3

10.6.4

10.7.1

anyone who can provide information, records or details regarding an allegation or
the circumstances surrounding a complaint. When material facts are not in dispute,
interviewing witnesses may be unnecessary.

During the investigation, every attempt will be made to interview the Complainant
first. Usually the Respondent will be interviewed second because they have the right
to reply fully to the allegations made against them and to name their witnesses.

In all circumstances, interviews with witnesses will occur after the Complainant and
the Respondent have been given an opportunity to be interviewed.

There is an obligation on members of the Laurentian University Community to
cooperate in the investigation of a complaint.

If a Respondent refuses to cooperate, in most cases it will be both possible and

appropriate to proceed with an investigation without a statement (response) or
interview of the Respondent.

The investigator may decide to suspend any investigation in the event that the
situation is appropriate for, and the parties
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10.10.45 President and Vice-

Page 14 of 22



10.12

10.13

10.11.5

10.11.6

10.11.7

10.12.1

Complainant, as the case may be, and their Union or Employee Association prior to
making a final decision in regards to corrective measures/disciplinary action.

Within five (5) working days of the meeting noted above, the decision maker shall
notify the Respondent and/or Complainant, as the case may be, and Union or
Employee Association in writing as to whether corrective measures shall be taken
and/or discipline shall be imposed, the nature of the corrective
measures/disciplinary action, the reasons for it and the events being relied upon to
support it.

The Equity, Diversity and Human Rights Office will provide a copy of the Notice of
Decision to the Complainant and their Union or Employee Association
representative.

Within ten (10) working days or sooner from the date where corrective
measures/disciplinary action has been communicated or from the time of the
meeting with the Complainant and the Respondent, the decision maker will institute
corrective action, remedies and /or any changes in work.

Laurentian University will make every reasonable effort to remedy the effects of the
Discrimination and Harassment. The Complainant may receive one or more remedies
depending on the severity of the matter and how they were affected. These
remedies include but are not limited to a:

10.12.1.1 verbal or written apology from the Respondent;

10.12.1.2 compensation for lost wages;

10.12.1.3 job or promotion that was denied;

10.12.1.4 compensation for lost tuition;

10.12.15 transfer of the student with the student’s consent from one course or

section to another;

10.12.1.6 reassignment of graduate supervisors;
10.12.1.7 commitment that they will not be transferred, or will have a transfer

reversed, unless they choose to move; and/or

10.12.1.8 change in work or study conditions or arrangements.

10.12.2

10.13.1

No record of the complaint, investigation or decision will go in the Complainant’s
official personnel or student file, if the complaint was made in good faith.

An individual who has Discriminated against, and/or Harassed another individual or
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14.3

14.4

151

16.1

allegations, and the specific nature of the allegations, at the earliest possible point in the
process.

In limited situations it may be necessary to convey appropriate information to the
Administration in order for Laurentian University to fulfill its obligation as employer and policy
enforcer.

Also, notice as prescribed in section 10.2 of this Program will be made.

Any personal information about an individual collected in respect of the Policy and this
Program, is pursuant to The Laurentian University of Sudbury Act, 1960. Such information will
only be used for the purposes and functions outlined in the Policy and this Program. If an
individual has any questions about the collection, use, and disclosure of this information please
contact the Senior Administrator responsible for the Policy and this Program.

The Policy and this Program are part of a tetralogy of Laurentian University policies that
support learning and working places free from Discrimination, Harassment, violence and
sexual violence including:

16.1.1  Laurentian University Code of Student Rights and Responsibilities

16.1.2  Laurentian University Policy on Response and Prevention of Sexual Violence
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practical jokes that embarrass or insult someone, based on one of the prohibited grounds;
unwanted physical contact such as and not limited to touching, pinching, patting, grabbing,
or brushing against another individual, etc;

vandalism of personal property.

4.1 Examples of Bullying include but are not limited to:

discrediting an individual, spreading rumours, ridiculing them, humiliating them, calling into
guestion their convictions or their private life;

preventing an individual from expressing themselves: constantly interrupting them,
prohibiting them from speaking to others;

no longer talking to them at all, denying their presence, distancing them from others;
destabilizing an individual by making fun of their convictions, their tastes and/or their political
opinions;

undermining or deliberately impeding a individual's work by withholding necessary
information or purposefully giving the wrong information;

aggressive behaviour such as finger pointing, standing close to an individual in an aggressive
manner, pounding of fist against desk or wall;

verbally abusive behaviour such as yelling, insults, threats and name calling.

spreading malicious rumours or lies;

unreasonably criticizing the performance of an individual;

impeding an individual’s efforts at promotions or transfers;

messages, including voice mail, electronic mail, online chats, and comments posted on
websites, that are threatening, derisory or defamatory;

hazing or any other type of physical activity that intimidates or threatens a student with an
unreasonable risk of harm or that adversely affects the mental or physical health or safety of
the student.
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e any behaviour, verbal or physical, of a gender or sexually oriented nature that interferes with
the academic or work environment of an individual or group or creates an intimidating or
hostile, or offensive atmosphere.

6.1 Examples of systemic Discrimination include but are not limited to:
e apolicy requiring a height or weight requirement for participation in a school activity or as an
employment criterion in a designated trade that is so high that it has the effect of excluding
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