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HARASSMENT 
 

Background 
 

All members of the education community have a right to work and learn in a respectful 
environment that is free from harassment. 

 
Prairie South School Division is committed to taking every reasonably practical measure 
to create and maintain work environments where employees, students and volunteers are 
treated with respect and dignity. The Board recognizes its responsibility to provide 
education regarding harassment, and to provide the opportunity for training to resolve 
situations that occur. The Board is committed to taking corrective action respecting any 
person under the Board’s direction who subjects any person to harassment. 

 
Procedures 

 
1. Definition of Harassment 

This harassment administrative procedure covers the following: 
 

1.1 Harassment Based on Prohibited Grounds 

This includes any inappropriate conduct, comment, display, action or gesture 
by a person that: 

1.1.1 Is made on the basis of race, creed, religion, colour, sex, sexual 
orientation, marital status, family status, disability, physical size or 
weight, age, nationality, ancestry or place of origin; and 

1.1.2 Constitutes a threat to the health or safety of the worker. 

This type of harassment is prohibited in the The Saskatchewan Employment 
Act and The Saskatchewan Human Rights Code. 

 
1.2 Sexual Harassment 

1.2.1 Sexual harassment is conduct, comment, gesture or contact of a sexual 
nature that is offensive, unsolicited or unwelcome. 

1.2.2 Sexual harassment may include: 

1.2.2.1 A direct or implied threat of reprisal for refusing to comply 
with a sexually orientated request 

1.2.2.2 Unwelcome remarks, jokes, innuendos, propositions or 
taunting about a person’s body, attire, sex or sexual 
orientation 
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conference or training session at the request of the employer is 
covered within this administrative procedure. 

 
1.4.3 Other situations that do not constitute harassment include: 

1.4.3.1 Physical contact necessary for the performance of the work 
using accepted industry standards 

1.4.3.2 Conduct which all parties agree is inoffensive or welcome 

1.4.3.3 Conflict or disagreements in the workplace, where the 
conflict or disagreement is not based on one of the 
prohibited grounds 

Harassment can exist even where there is no intention to harass or offend another. 
Every person must take care to ensure his or her conduct is not offensive to another. 

 
2. Employer’s Commitment 

 

2.1 Prairie South School Division will take all complaints of harassment seriously. 
We are committed to implementing this administrative procedure and to 
ensuring it is effective in preventing and stopping harassment, as well as 
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2.2.3.2 When necessary, other visitors to the workplace will be 
informed that certain conduct directed towards staff will not 
be tolerated or allowed to continue. 

 
3. Employee’s Duty 

3.1 In accordance with Part III of The Saskatchewan Employment Act, all workers 
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5. Taking Action to Stop and Prevent Harassment 

In taking action to stop harassment and prevent its reoccurrence, Prairie South School 
Division will be guided by the following considerations and options. 

5.1 Individual Awareness and Counselling 
 

5.1.1 Individuals may not be aware of the effects of their behavior. In many 
cases, speaking to the person in private about the inappropriate 
behavior will be enough to resolve a situation. 

5.1.2 In certain instances, it may be more effective for a supervisor to speak 
with the offending person or to arrange and facilitate a meeting 
between the complainant and alleged harasser. 

5.1.3 Complainants should not be encouraged to confront the alleged 
harasser if they are reluctant to do so, if the alleged harassment is of a 
very serious nature or if the alleged harasser denies engaging in the 
alleged conduct. 

5.2 Interim Action 

5.2.1 A department manager or superintendent may have grounds to believe 
that a complainant will be exposed to continued harassment or reprisal 
while waiting for the investigation or resolution process to occur. The 
department manager or superintendent must take immediate action to 
protect the worker from continued harassment or reprisal. Any interim 
action should respect the alleged harasser’s rights based on the 
employment contract or collective bargaining agreement in place. 

5.2.2 Considering the above-mentioned rights, the department manager or 
superintendent’s action may include: 






