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ESSENTIAL ELEMENTS OF A WORKPLACE VIOLENCE AND 

HARASSMENT POLICY AND PROGRAM 

 

Key Definitions: Define “workplace violence”, “workplace harassment” and “workplace sexual 

harassment”.  The definitions should incorporate the definitions used for each of these terms under 

the Ontario Occupational Health and Safety Act (OHSA).  The definition of “workplace harassment” 

should also reflect that a reasonable action taken by an employer or supervisor related to the 

management or direction of a worker or the workplace is not workplace harassment. 

 

Risk Assessment: Outline the employer’s workplace violence risk assessment process. 

 

Disclosure of Risk of Violent Behaviour: Confirm how the employer will meet its obligation to 

disclose information to an employee who is expected to encounter, in the course of their work, an 

individual with a history of violent behaviour that may pose a risk of workplace violence likely to 

result in physical injury. 

 

Emergency Assistance:  Confirm the measures and procedures a worker should follow to summons 

immediate assistance when workplace violence occurs, or is likely to occur.  

 

Prohibited Behaviour: Outline behaviour and conduct that is prohibited under the Policy and 

Program.  This may include, but not be limited to: 

 

• engaging in workplace violence, workplace harassment and sexual harassment. 

   

• engaging in a reprisal against an individual who has made a complaint or participated in an 

investigation under the Policy and Program. 

 

• disclosing information discussed in the course of a workplace investigation with any other 

worker (save for a union representative, if applicable). 

 

Reporting and Investigation Process: At a minimum, the Policy and Program should: 

 

• include measures and procedures for a worker to report an incident of workplace violence or 

harassment.  This includes measures to allow a report to be made to a person other than the 

employer or supervisor, if the employer or supervisor is the alleged harasser. 

 

• set out how the employer will investigate and deal with an incident or complaint of 

workplace violence or harassment. 
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• confirm the employer will ensure an investigation is conducted into any incident or 

complaint of workplace harassment that is appropriate in the circumstances. 

 

• confirm that information about an incident or complaint of workplace harassment, including 

identifying information about any individual(s) involved, will not be disclosed unless the 

disclosure is necessary for the purpose of investigating or taking corrective action with 

respect to the incident or complaint, or is otherwise required by law. 

 

Follow-Up: The Policy and Program should indicate that the employer will ensure the worker who 

has allegedly experienced workplace harassment and the alleged harasser, if they are a worker of the 

employer, are informed in writing of the results of the investigation and any corrective action that 

has, or will be, taken as a result. 

 

Additional Considerations: An employer should remember: 

 

• A Workplace Harassment Program must be developed in consultation with the joint 

health and safety committee (or a health and safety representative). 

 

• All workers must be provided with information and instruction on a Workplace 

Harassment Policy and Program, as appropriate. 

 

• To post the Workplace Violence and Harassment Policy and Program in a conspicuous 

location in the workplace. 

 

• To review the Workplace Violence and Harassment Policy and Program as often as 

necessary but at least annually to ensure that it adequately implements the Policy. 

 

The information contained in this article is provided for general information purposes only and does not 

constitute legal or other professional advice, nor does accessing this information create a lawyer-client 

relationship. This article is current as of February 2021 and applies only to Ontario, Canada, or such 

other laws of Canada as expressly indicated.  Information about the law is checked for legal accuracy as 

at the date the article is prepared, but may become outdated as laws or policies change.  For clarification 

or for legal or other professional assistance please contact Sherrard Kuzz LLP. 

 

 

 
 

 

 


