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This document has been developed to meet the requirements of the Ontario Health and
Safety Act (OHSA) and the Sexual Violence and Harassment Action Plan Act. It is the
intention of First to comply with all requirements and expectations of the law1, including
those of the Ontario Human Rights Code.
This policy replaces First’s previous policies: Sexual Misconduct Policy (1995), AntiHarassment Policy (2002) and Healthy Congregations Policy (2013). This policy and
program are supported by First’s Safe Steps Policy and Program (2017) and Health and
Safety Policy (2012).

1. Statement of Principle
First Unitarian Congregation of Toronto (“First”) affirms the right of all people to be free
and protected from incidents of harassment, sexual harassment, sexual misconduct and
violence (“harassment and violence”).
The definitions that apply to this policy and program are set out in Schedule A.

2. Commitment
First is committed to providing an environment in which everyone, including staff, are
treated with respect and dignity and which is free from harassment and violence. Acts of
harassment or violence against or by any staff, member or friend of the congregation or
any other person will not be condoned or tolerated.
Everyone is expected to uphold this policy and to work together to prevent harassment
and violence.
Staff, congregational members and friends are encouraged to raise any concerns about
harassment and/or violence, and to report any incidents or threats to a trusted member
of staff, supervisor, Executive Committee, or Board.
There will be no negative consequences for a report made in good faith.
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This policy is based on the Ministry of Labour, Training and Skills Development document “Guide to
Occupational Health and Safety Act” available at https://www.ontario.ca/document/guide-occupationalhealth-and-safety-act and the Ontario government webpage “Workplace Violence and Workplace
Harassment” https://www.labour.gov.on.ca/english/hs/topics/workplaceviolence.php.
The ministry has produced other resources in addition to this guide, including a Code of Practice for
Workplace Harassment, which can be used to help workplaces comply with the workplace violence and
workplace harassment requirements in the Occupational Health and Safety Act. For more information,
please see the Ontario Ministry of Labour website (ontario.ca/labour).
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Information provided about an incident or complaint will not be disclosed except as
necessary for safety of members, to protect the parties involved, to investigate the
complaint, to take corrective action or as otherwise required by law
All reports or complaints of incidents of harassment and/or violence will be responded to
in a fair, transparent and timely manner
First will:
• Conduct a risk assessment of the work environment and any off-site location to
identify potential risks that could impact the organization and the health and
safety of staff, members and friends. Based on the risk assessment First will
institute measures to eliminate or control any identified risks.
• Develop and implement a harassment and violence prevention program that will
include, at a minimum, guidance for:
o Responding to reports of harassment and/or violence;
o Initial communications with the complainant and the respondent;
o Conducting an investigation and resolving the complaint;
o Interim actions that may be taken by First during the investigation of the
incident and review of the finding’s report;
o Reporting the findings, response and any corrective actions that may be
required; and
o Engaging external parties where appropriate (e.g., the police, legal
counsel, or the Children’s Aid Society).
• Provide training to its staff and leaders about its program and procedures for
responding to all reports, complaints or incidents.
Anyone with a complaint may, at any time, bring their complaint to:
• The Ontario Human Rights Commission;
• The Ministry of Labour, Skills Development and Training; and/or
• The police, if the complaint is of a criminal nature.
This policy must be:
• Posted in a conspicuous place in the workplace;
• Consulted whenever there are concerns about harassment and/or violence; and
• Reviewed annually.
This policy applies to all areas of congregational life, either within the premises of 175
St. Clair Ave. West in Toronto, at an off-site location, on any social media or other
online platform.
Signed:
Signature of the highest management level
Date:
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Schedule A to the Harassment, Sexual Harassment, Sexual Misconduct and
Violence Prevention Policy and Program: Definitions
Child abuse:
• According to the Child, Youth and Family Services Act of Ontario, child abuse is
physical and/or emotional abuse, including child neglect.
Complainant:
• A person who has made a complaint about another individual who they believe
committed an act of violence or harassment against them.
Respondent:
• A person whom another individual has accused of committing an act of violence
or harassment.
Harassment, including workplace harassment:
• Engaging in a course of vexatious comment or conduct against another that is
known or ought reasonably to be known to be unwelcome. Harassment may be a
pattern of behaviour or more than one incident; however, a single significant
incident may be considered as harassment.
• Workplace harassment is not:
o A reasonable action taken by an employer or supervisor relating to the
management and direction of workers or the workplace.
o Note that differences of opinion or minor disagreements between co-workers
would also not generally be considered workplace harassment.
Sexual harassment, including workplace sexual harassment:
• Engaging in a course of vexatious comment or conduct because of sex, sexual
orientation, gender identity, or gender expression, where the course of comment
of conduct is known or ought reasonably to be known to be unwelcome. Sexual
harassment may include making a sexual solicitation or advance where the
person making the solicitation or advance is in a position to confer, grant or deny
a benefit or advancement to the other person, which is known, or ought
reasonably to be known that the solicitation or advance is unwelcome. Sexual
harassment may be a pattern of behaviour or more than one incident; however, a
single significant incident may be considered as sexual harassment.
Sexual misconduct (Religious Professionals):
• While sexual misconduct may take the form of sexual harassment, it involves the
additional factor of inappropriate use of power or authority for sexual purposes.
The Unitarian Universalist Ministerial Fellowship Committee also refers to
“inappropriate, unprofessional or unbecoming” conduct in its documents
regarding clergy sexual misconduct. Examples include any behaviour defined

3

within sexual harassment but may also extend to engaging in a sexual
relationship with a staff member or parishioner.
Violence, including workplace violence:
• The exercise of physical force by a person against another, that causes or could
cause physical injury to the other; an attempt to exercise physical force against
another, that could cause physical injury to the other; or a statement or behaviour
that is reasonable for a worker to interpret as a threat to exercise physical force
against the other that could cause physical injury to the other.
Domestic violence:
• A person who has a personal relationship with a staff member – such as a
spouse or former spouse, current or former intimate partner or a family member –
may physically harm, or attempt or threaten to physically harm, that person at
work. In these situations, domestic violence is considered workplace violence
and falls within the parameters of this policy and its related programs.
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