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Dealing with complaints of harassment:
TIPS FOR LOCAL UNION ACTIVISTS

1. Assure the person that you take
their complaint seriously. Let
them know that you are aware
how difficult it is to come
forward with a complaint. Be a
listener not a judge. If the
situation was bothering her or
him, it is the right thing to come
forward.

2. Ask if the person is comfortable
discussing the problem with
you. Assist them in contacting
one of the union’s designated
counsellors.

3. If applicable, provide them with
a copy of the union and
company policy.

4. Let the person know the options
available in pursuing a
complaint. These options
include:

a. union to investigate and attempt
to mediate a resolution

b. union to approach management
to investigate

c. union to file a grievance

d. filing a complaint with the
Human Rights Commission in
some circumstances

e. criminal or civil charges with
police investigation

5. Confidentiality: Reassure the
person that your discussions
and their comments will not be
shared with the alleged harasser
or any witnesses. If the
complaint becomes a formal
grievance or complaint, some
parts of the case may become
pubilic.

6. Ask the person to document the
incident(s) in writing. The
documentation needs to
include:

a. time and place of the
incidents(s)

b. names of witnesses (if any)

<. what the harasser did and said
(word for word if possible)

d. what they did or said and how
she/he felt about it

7. Make sure that there are some
union members or community
counsellors who can provide
emotional support to the
person.

8. In some cases, the victim may
need to take sick leave or file a
workers’ compensation claim or,
if absolutely necessary, a
temporary re-assignment could
be made. After discussing this
with the victim, make sure that
you obtain help to facilitate this
process as quickly as possible.







In the Union

m The United Steelworkers Anti-

harassment Policy or “Yellow
Sheet” is read out at the beginning
of all union events. Printed on
bright yellow paper, the policy
defines harassment and how
harassment can undermine union
solidarity and respect for human
rights, principles fundamental to
the labour movement. At union
schools and conferences,
harassment complaints counselors
are identified in the event someone
has an incident they need to be
investigated confidentially.

Issues of harassment and
discrimination are now included in
the union’s education courses so
stewards, health and safety
activists, workers’ compensation
advocates, local union officers and
negotiating teams can better
handle and prevent incidents.

m Human Rights are Workers’
Rights is a course offered by the
union to human rights activists and
union leadership. The program
helps activists deal with incidents
of harassment and discrimination
and work with leadership and
human rights committees to
challenge inequality and racism
inside and outside of our
workplaces.

m Challenging harassment and
bullying does not mean shutting

11

down respectful and constructive
debate. Disagreements and
differences of opinion can help us
to find new and better solutions in
an atmosphere of respect.
Steelworkers offer support to
officers and chairpeople who need
some assistance in building and
maintaining a healthy “atmosphere”
at all union meetings and events.
While it may not be easy, it is really
important for officers to quickly
deal with negative behaviour. ‘We
can’t make people like each other.”
But we can help to create an
environment at our meetings and
events where harassment and
bullying will not be tolerated.

Members of the Steelworkers are
“governed” by the Constitution of
the United Steelworkers of
America. The constitution clearly
states that no member should treat
another in a way that is hurtful or
disrespectful. In the event that a
member feels they have been
treated in a “non-union” like way,
they can use the procedures
outlined in the constitution to try
and resolve the situation. In
Canada, where an issue of
harassment is at the root of a
conflict between two members, the
union’s anti-harassment
counsellors may help to resolve the
situation in a confidential and
timely manner. The constitution
process can not be used by a
member who may be “retaliating”
for a grievance or complaint that
may have been filed in the
workplace.






Points to remember:

m Harassment is illegal. frightening interactions, which are
hard to sort out, can be stressful

m Harassment devalues workers; it for you as well. This is normal. Ask

destroys their self worth and
confidence inside and outside the
workplace.

m Harassment is one person’s
attempt to demonstrate power over
another person. People in lower
paying and less secure positions -
often women, visible minorities,
people with disabilities and
aboriginal people - are most likely
to be targets of harassment.

m Harassment can “poison” the work
environment, affecting work
performance and endangering the
safety of the work and his or her
co-workers. Undermining
someone’s personal dignity and
pride, harassment, if unchallenged,
can lead to accidents and
prolonged illness.

m Our goal is to achieve harassment
free workplaces, union schools, and
conferences.

m You may be uncomfortable when
someone comes to you with a
complaint, especially if you haven’t
dealt with such situations before.
Listening to accounts of hostile,
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another activist to give you the
support and information you need
or call to “brainstorm” with one of
the union’s harassment complaint
counsellors. The situation will not
just go away no matter how badly
you may want it to. The member is
looking to you for help, support,
and advice.

"m When discussing cases of

harassment, be careful to protect
confidentiality. The Steelworkers
anti-harassment policy applies to
all members and officers of the
union. Do not mention names when
discussing cases. Use the term’s
“victim”, “alleged harasser” and
“witness”. We do not have a right
to identify someone and make him
or her feel unsafe in the workplace.
We need to try to keep discussions
to those individuals who must be
involved in a case and ask that

conversations be kept confidential.

m If there is more than one member

of the bargaining unit involved, the
union has a responsibility to
represent the interests of each of
them.






Important Information

(See page one of the inside cover of the phone book for some of these telephone
numbers: get others from your local union officers)

Police: National office:

Distress Centre: Staff Representative’s name and
number:

Hospital:

District Harassment Counsellor(s):

Women's Centre/Shelter:

Emergency Shelter: Union Steward(s):

Family Doctor:

Local Union Executive:

Nearest Steelworker office:

District or Sub-District office:
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