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I. BCIT SEXUAL HARASSMENT POLICY

—_— —

POLICY STATEMENT

It is the policy of BCIT to ensure a learning and working envirorment free of

sexual harassment where cammunity members are treated with dignity and respect.

e —

The policy may be applied in any sexual harassment incident adversely affecting

the business of BCIT occuring on or off campus, even ocutside working hours. This

- =

policy is not intended to be used to handle complaints arising from
discriminatory treatment based on an individual's gender. BCIT will deal with

gender harassment by means of a General Harassment Policy.

To ensure that the members of the Institute Community are aware of their rights

under the policy, as well as the definition and effect of sexual harassment, an

ongoing educational program will be established as an integral part of this

policy.
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DEFINITION OF SEXUAI, HARASSMENT

BCIT considers Sexual Harassment as:

b)

d)

uwanted sexual attention of a persistent or abusive nature, made by a

person/s who know/s or ought reascnably to know that such attention is

unwanted;

implied or expressed promise or reward for complying with a sexually

oriented request;

implied or expressed threat or retaliation in the form of actual retaliation

or the denial of opportunity, for refusal to camply with a sexually oriented

request;

sexually oriented remarks and behaviour which may reasonably be perceived to

create a negative psychological and emotional enviromment for work and

study.

I
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II. BCIT PROCEDURES FOR DEALING WITH SEXUAI, HARASSMENT OCOMPIAINTS

A. INTRODUCTTON

1. Respansibility of BCIT Cammmity Members:

The Institute recognizes that the prevention of sexual harassment is a shared

responsibility among its members. BCIT commmity members who believe they have

beensubjectedtosemmlharassnertarestmrglyenoanagedtomketheir
objections known to the harasser. Where this is inappropriate or ineffective,

camplainants are encouraged to consult a Counsellor and/or to seek the assistance

of the Sexual Harassment Advisory Committee Chairperson. Administrators or
supervisors of an activity who are aware of unresolved sexual harassment
incidents are encouraged to refer the Camplainants to the Sexual Harassment

Advisory Committee for assistance.

2 Retaliation and Frivolous or Vexatious Camplaints

Retaliation against an individual who has requested that offensive behaviour or
actions cease, or who has filed a complaint, whether substantiated or

unsubstantiated, may itself result in disciplinary action by the Institute.

-_ - =

The Institute may take disciplinary action in cases where frivolous or vexatious

camplaints are submitted.
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3. Recognition of Existing Routes:
This policy does not supercede existing grievance channels within the Institute's

collective agreements. It also acknowledges other available external routes for
seeking redress including the Human Rights Council of B.C., criminal charges and
civil action. The Institute will continue its handling of a sexual harassment

carplaint even if the Human Rights Council has received a similar camplaint.

4. Application of Sexual Harassment Policy (Refer Table 1, Page 5):

The Institute policy will apply in all cases except:

a) where there is a collective agreement in force which includes dealing with
sexual harassment concerns, and
b) both the camplainant and the respondent are part of the same bargaining

unit.

5. Jurisdiction:
The Institute policy may be applied in any sexual harassment incident adversely
affecting the business of BCIT occuring on or off campus, even outside working

hours.
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6. Confidentiality:
Confidentiality must be maintained by all parties to the greatest extent

possible:

a) so that those who consider themselves to have been sexually harassed may
feel free to came forward, and

b) to protect the reputation of all individuals involved.

The Respondent and any parties actively involved in addressing the camplaint
(Sexual Harassment Policy Advisors, Mediators, Sexual Harassment Complaint Review
Panel members) will be provided with this information only at the point that they

become actively involved in the complaint.
However, an individual accused of an offence and subject to sanctions must be
informed of the allegations. This information must include the name of the

Camplainant as well as details of the complaint.

7. Time Limits:

These procedures contain time limits within which the elements of the process
should be accomplished. However, where circumstances demand it, "at’ the
discretion of the Chairperson of the Sexual Harassment Advisory Committee,

rescheduling may take place provided that all parties involved in the process are

pramptly advised of time changes and the reasons for them.

M| mER| S MM =) Sm| mm SR W, mE) .| M) Saw) W me Ceic
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B. INFORMAL, PROCEDURE

114 General Information

Wherever possible, anyone believing that they have been subjected to sexual
harassment should make their objections directly known to the harasser.

If this is ineffective or inappropriate, the camplainant may wish to seek the
assistance of any of the following:
a) supervisor, manager, dean, director and/or
b) a counsellor and/or
C) the Chairperson of the Sexual Harassment Advisory Committee and/or
d) the appropriate representative of their bargaining unit (if
applicable).

The Camplainant is encouraged to keep a private written record of the details of

the incident(s), especially if the alleged harassment continues.

2% Consultation with a Counsellor (Optional)

Where either a Complainant has been unsuccessful in his/her attempts to resolve
the situation or there has been scme hesitancy on the Camplainant's part to deal
with the situation alone, he/she is encouraged to discuss this with a BCIT
Counsellor. The Counsellor will provide confidential support, a copy of the
"Sexual Harassment Policy and Procedures", and information about the procedures.
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3. Consultation with the Sexual Harassment Advisory Comnittee Chairperson.

When the Camplainant has been referred to the Chairperson, or when the
Camplainant has contacted the Chairperson directly, the Chairperson and the
Camplainant will discuss the camplaint, the Sexual Harassment Policy and the

Sexual Harassment procedures.

If the Complainant indicates a desire to pursue further action, the Chairperson
will request the Complainant to provide a signed, written camplaint, including:

a) the name(s) of the Respondent(s)
b) date(s), time(s), location(s) of the alleged incident(s)
C) name(s) of any witness(es), and

d) any other pertinent information.

s |

4. Action By Chairperson:
Upon receipt of the signed written complaint, the Chairperson will:

a) inform the Respondent that the camplaint has been received, and provide
a copy of the complaint to the Respondent on the same working day or

the next working day.

b) appoint a Sexual Harassment Policy Advisor for the Complainant, and
another Sexual Harassment Policy Advisor for the Respondent within two

(2) working days of receipt of the original written camplaint by the

Chairperson.
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5. Possible Withdrawal of Camplaint:

Orneﬁxewrittencatplaintrasbeenreceivedbyﬂledmixpexson,ardthe
Chairperson has informed the Respondent, the Camplainant may withdraw the
camplaint, in writing.

This withdrawal of the camplaint does not 1limit the right of the Respondent to

request a camplete investigation.

6. Sexual Harassment Policy Advisors' Action:

a) One Sexual Harassment Policy Advisor will consult with the Camplainant
and the second Sexual Harassment Policy Advisor will consult with the
Respondent. They will provide their respective parties with advice
about an appropriate course of action, within five (5) working days of
receipt of the written camplaint by the Chairperson.

b) After the individual consultations, and within nine (9) working days of
the receipt of the original written camplaint by the Chairperson, the
Sexual Harassment Policy Advisors will meet to discuss the possibility

of mediation.

If mediation is rejected, the Sexual Harassment Policy Advisors will inform the
Chairperson immediately. The Chairperson will then write to the Respondent and
to the Complainant to inform them that mediation has been rejected and that the
Formal Administrative action may be used.
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7. Mediation Accepted

When mediation is accepted, the Sexual Harassment Policy Advisors will report

this to the Chairperson, who will then appoint a professional mediator external

to BCIT, within ten (10) working days of receipt of the written camplaint.

a)

b)

When mediation is successful, the mediator shall report to the

Chairperson within 20 days of receipt of the camplaint. Options for
resolution shall be of a voluntary or informal nature and shall not
include the power of formal administrative action such as discipline.
If resolution is achieved as a result of mediation, a written copy of
the resolution shall be signed by the Camplainant and the Respondent
and witnessed by the mediator. A copy of the written camplaint, the
mediator's report, and the resolution shall be maintained by the
Chairperson in a confidential file. After a pericd of seven years from
the date of mediation, if no further allegations are registered, all

documentation of the incident will be removed from the file.

If mediation is unsuccessful, the mediator will report this to the

Chairperson within a maximm of twenty (20) working days of receipt of
the written complaint. The Chairperson will write to the Complainant

and to the Respondent to inform both parties that the Formal

Administrative Action may be used.

] ]
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In the event that mediation has failed to resolve the dispute, and that the
intent is to proceed to Formal Action, written notification of intent to proceed
to Formal Action must be delivered to the Chairperson, by either the Camplainant
or the Respondent, within five (5) working days of the conclusion of mediation.
The original, signed camplaint provided by the Camplainant will be used in the
formal administrative process.

working days of receipt of the written complaint by the Chairperson.

rejection of mediation.
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C. FORMAL ADMINISTRATIVE ACTTON

1. Mediator's Role in Formal Administrative Action

In the event that the complainant or respondent proceed to formal administrative

action, the mediator will not give evidence at the formal process.

2. Formal Administrative Action (Formal Actian):

When Formal Action has been invoked the following procedures shall be followed.
These procedures contain time limits within which the elements of the process
should be accamplished. However, where circumstances demand it, rescheduling may
take place provided that all parties involved in the process are promptly advised

of time changes and the reasons for them.

a) In the event that the Complainant has directly invoked the Formal
Action, the Chairperson shall inform the parties of receipt of a
complaint within two (2) working days and shall ensure that both

parties have a copy of the complaint.

b) The Chairperson shall invite the Respondent to provide the Chairperson

with a written response to the complaint within five (5) working days.

c) The Chairperson shall deliver a copy of the Respondent's written
response to the Complainant inviting the complainant to submit a

written reply or rebuttal to the response within five (5) working days.

.‘ i ‘

i



d)

e)
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The Chairperson shall appoint a Sexual Harassment Camplaint Review
Panel to review the case and to have campleted its work and reported to
the President within twenty (20) working days of initiation of the

Formal Process.

The Panel shall review the documents and may interview the Camplainant,
Respondent and witness(es) and shall report their decision with a
recamendation for redress and/or discipline. Both the Camplainant and
the Respondent will be given equal opportunity to discuss their case
with the panel.

The Camplainant and the Respondent will be allowed to hear all of the
evidence and the Camplainant and the Respondent will be given the
opportunity to cross-examine each witness and the other party.

The Panel, before interviews of Camplainant, Respondent, witness(es),
or involved parties, must ensure that all parties are informed of their
right, under this policy, to be accompanied by a person of their

choice.

If any of the parties decide to be accampanied by a lawyer during the

formal administrative action, this must be cammnicated to all parties

so that they, too, have the option of retaining a lawyer if so desired.
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f) The Panel shall report to the President. The President:

i) will review the Panel's proceedings and conduct any further

investigation and interviews as necessary, ard,

ii) within ten (10) working days of the receipt of the Panel's report,
shall discuss his/her investigation with the Sexual Harassment
Review Panel, make a decision, and advise the parties in writing
with a copy to the Panel and the Chairperson of the Sexual

Harassment Committee.

3. Appeals

Either the Respondent or the Complainant may initiate a written appeal to the
Chairman of the Board of Governors within twenty (20) working days of the Formal
Administrative Action with a copy to the President. The appeal must make clear

what aspects of the decision are being appealed.

The Board of Governors may interview the Camplainant, Respondent and members of
the Panel, and shall take whatever other steps are necessary to gain
familiarization with those aspects of the decision being appealed. The Board of
Governors will receive copies of the written materials to assist in its
investigation. The Board of Governors, within thirty (30) working days of the
receipt of the appeal shall deliver a written decision to the parties with copies

to the President and to the Chairperson.

There are no further recourses provided by this policy to the parties.

- T T T N - T e




1

Page 15

4. Records
The Sexual Harassment Chairperson will keep an anonymous statistical record of

all incidents.

If the decision of the President involves the implementation of discliplinary
action, a record of that decision will be placed in the appropriate

personnel /student file.

Confidential files including the written camplaint and docaumentation of any
subsequent action shall also be maintained by the Chairperson. After a period of

seven years, if there have been no further incidents, these files shall be

removed.

5. Retaliation and Frivolous or Vexatious Camplaints

Retaliation against an individual who has requested that offensive behaviour or
actions cease, or who has filed a complaint, whether substantiated or

unsubstantiated, may itself result in disciplinary action by the Institute.

The Institute may take disciplinary action in cases where frivolous or vexatious

complaints are submitted.

In cases of frivolous or vexatious complaints, the Respondent has the right to
request that the Sexual Harassment Committee Review Panel submit recommendations

to the President for corrective action.
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BCIT SEXUAL HARASSMENT POLICY AND PROCEDURES OOMMITTEE MEMBERS

Qurrent Camittee Members:

Jahn Eliasen
Chief Instructor
Carpentry

Heather Hyde
Coordinator
Counsellors

Val Karpinsky
Director
Student Services

Wendy Pentland
Student Rep
Health Sciences Chairperson

Susan Ney
Employee Relations Manager
Personnel /Employee Relations

Past Comittee Members:

Judi Bainbridge

Pat Carroll

Helen Grien

Quentin Iake
AnnMarie laperriere
Brenda Pengelly
Rosita Pohl

Austin Werner

Current Recording Secretary:

Sandie Mooney
Secretary to Director
Student Services

Original Recording Secretary:

Eve Jarvie
Secretary to Vice President
Student Services & BEducational Support

Paula Pick

Acting Vice President

Student Services & Educational
Support

Jannie Scriabin

Associate Dean
Laboratory Science

Jean Spence
Counsellor

Chuck Spong
Program Head
Operations Management
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The purpose of the Sexual Harassment Advisory Camittee is two—fold: first,
to establish an awareness of the effects of sexual harassment and provide an
educational program to create an enviromment free of sexual harassment; second,

to address any camplaints which may arise.
The Sexual Harassment Advisory Cammittee reports directly to the President

through the Chairperson on a quarterly basis or following a camplaint.

Membership:

The Sexual Harassment Advisory Committee will consist of ten (10) members.
Each of the following five (5) Institute bodies will appoint one (1) member
to the Sexual Harassment Advisory Committee.
1. BOGEU Instructional Unit
2. Staff Society
3. BOGEU Support Staff
4. Student Association
5% Management
These five (5) appointed members will solicit volunteers from the Institute
Comunity to fill the remaining five (5) positions on the Sexual Harassment
Committee. The appointed members will review the list of volunteers and select
five (5) individuals, at least one of whom is to be a student. In this selection
process, the appointed members will consider securing an appropriate gender mix
and appropriate representation of the Institute Community.

The President will appoint a Chairperson from amongst the committee members.
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Duties:

Specifically the duties will be to:

a)

b)

d)

f)

review the work and recammendations of the Sexual Harassment Policy
Advisors and Mediators and facilitate the implementation of the Policy
(it should be emphasized that the only members of the Sexual Harassment
Advisory Committee who have access to the details of the Camplaint are
the Chairperson and any other members also acting in the capacity of a

Sexual Harassment Policy Advisor);

annually review the Sexual Harassment Policy and Procedures and consult
the Institute commnity regarding changes. The Sexual Harassment
Advisory Committee will submit the results of its review and any

recammendations to the appropriate approval body.

appoint six (6) candidates for the Sexual Harassment Complaint Review

Panel after consultation with the Advisor(s):;

ensure that there is a list of qualified, extermal mediators available

on an on—call basis.

recommend the budget of the various operations involved in the pursuit

of the Policy;

meet at the request of the President, request of Advisor(s) or as

needed to accomplish the duties.
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g) co-ordinate and participate in training with the Advisors, and Sexual
Harassment Camplaint Review Panel members. All those being trained
will receive an overview of sexual harassment. The Advisors, and
members of the Sexual Harassment Camplaint Review Panel will receive

specific training related to their roles.

h) provide direction about the educational program to be implemented by

the Sexual Harassment Policy Advisors.

3. SEXUAL HARASSMENT POLICY ADVISORS

Purpose:

The purpose of the Sexual Harassment Policy Advisors is to assist the
Camplainant and Respondent to resolve sexual harassment complaints before such
camplaints reach the formal process, and to educate the Institute commnity about
the prevention of sexual harassment and the existence of a BCIT Sexual Harassment

Policy.

Reporting Relationship:

The Sexual Harassment Policy Advisors report to the Chairperson of the

Sexual Harassment Advisory Cammittee:

- W W = O W W W W W W W O W @ W O ws  =m
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The Institute cammmity will be requested to provide naominations of
individuals to serve as Sexual Harassment Policy Advisors.

An information meeting will be held to inform the nominees about:

a) The BCIT Sexual Harassment Policy and Procedures, and

b) The proposed role of the Advisors.

Nominees interested in pursuing the role will submit an application for the
position. The Sexual Harassment Advisory Cammittee will appoint the successful
candidates and inform the Institute cammunity of these appointments.

A minimm of two (2) Advisors, one female, one male, will be appointed for a
period of two years according to the procedure cutlined above, with the option of

re-appointment.

4. SEXUAT, HARASSMENT OOMPIATNT REVIEW PANEL:

Purpose:
The role of the Sexual Harassment Camplaint Review Panel is to review

camplaints as received under the Formal Administrative Action of the policy, and

make recommendations to the President.

Reporting Relationship:

The Sexual Harassment Complaint Review Panel reports to the Sexual

Harassment Advisory Committee.
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Membership:

A Sexual Harassment Camplaint Review Panel shall consist of three (3)
unbiased members chosen by the Advisor(s) from a list of six (6). The three (3)
shall camprise both sexes.

At all times, there shall be a list of six (6) staff members available to be
chosen for a Review Panel. The six (6) shall be appointed by the Sexual
Harassment Advisory Comittee from among willing and interested candidates after
consultation with the Advisor(s). The six (6) shall be representative of the
work areas of the Institute, e.g. students, instructors, support staff,
administration, and shall, when possible, camprise three (3) of each sex.

All six Sexual Harassment Complaint Review Panel candidates shall be kept
current on the intentions, procedures, amendments and use of the Sexual

Harassment Policy of the Institute.

5. EDOCATTON:

To be a widely supported, visible policy, it is desirable that the issue of
sexual harassment attain a high priority. The Institute commnity needs to
become aware of not only the existence of this policy, but also of the problem of
sexual harassment and means of dealing with it. Ways of establishing this

awareness should include:

a) the publication of the recognition/rationale, definition and a
flowchart of the procedure in campus publications (e.g. Calendar,

Student Handbook, Institute and Student newspapers) ;

- w W = e W W W = W W S = w O e ws s
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an initial “establishing awareness" program conducted by the Sexual

Harassment Advisory Camittee members;

the provision of workshops to the Institute commmity on an "as

requested" or "as needed" basis by the Advisors;

the development and distribution of pamphlets and posters outlining the
procedure, the available educational rescurces and information on what

constitutes or does not constitute sexual harassment;

interaction by Advisors with extermal groups regarding BCIT's

experience with sexual harassment and the Institute's policy.

an annual report will also be made available to the Institute community

as part of the educational program.
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TIME SBOUENCE

INFORMATL, PROCEDURE:

Camplainant may see a Counsellor. Counsellor refers Camplainant to Chairperson, or

Camplainant may see Chairperson directly. Camplainant wishes to proceed to INFORMAL

PROCEDURE.
Upon receipt of written camplaint: (working day 1
a) Chairperson provides copy of written (by working day 1 or 2

canplaint to Respondent.

b) Chairperson appoints Sexual Harassment Policy (by working day 2 or 3
Advisor for Camplainant and Sexual Harassment
Policy Advisor for Respondent.

C) Sexual Harassment Policy Advisors individually (by working day 5
consult with respective parties.

d) Sexual Harassment Policy Advisors discuss (by working day 9
possibility of mediation.

e) Mediator may be appointed. (by working day 10

f) When unsuccessful mediation results, (by working day 20

mediator reports to Chairperson

g) When successful mediation results, mediator (by working day 20
reports to Chairperson.

h) When mediation unsuccessful, notice of intent (by working day 25
to proceed to Formal Action must be given to
Chairperson within 5 working days.

i) When mediation rejected, the Sexual Harassment
Policy Advisors will report the rejection to
the Chairperson immediately, or at the latest,
within 9 working days of receipt of the written
camplaint.

Jj) When mediation rejected, either party may provide
notice of intent to proceed to Formal Action by
working day 3 of receipt of mediation.

-
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TIME SBQUENCE

FORMAL, PROCEDURE:

b)

9)

receipt of written camplaint:

When Formal Action invoked without previous
Informal Procedure, Chairperson informs Complainant
and Respondent, and provides copy of camplaint.

If Informal Process was attempted but unsuccessful
or rejected, Respondent has 5 working days to
submit response to original written complaint.

Camplainant submits written signed rebuttal.

Chairperson arranges for Panel to camplete review
of case and forwards results of review to President.

The President will make a final decision.

The Camplainant or the Respondent may appeal to
the Board of Govermnors.

Board of Governors announces decision.
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(working day 1

(by working day 2

(by working day 7

(by working day 12

(by working day 20

(by working day 30

(by working day 50

(by working day 80




