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Canadian Human Rights Review Tribunal, where her complaint was 
substantiated in 1983, finding the government and harasser guilty. This 
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providing a healthy work enviromnent.
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Introduction
This booklet is about SEXUAL HARASSMENT/ASSAULT, STEMMING 
FROM A PERSON'S EMPLOYMENT, commonly known as sexual 
harassment. Its main objective is protecting employment, and employment 
rights.
This booklet is primarily written for residents of Ontario. Women in the 
Province of Ontario can work for employers that are either Federally or 
Provincially regulated. Each individual should determine which regulations 
and policies are relevant to their own employment situation. While each 
employment situation may be different this booklet contains a general 
discussion of both Federal and Provincial Legislation, employer obligations 
and policies, and protection under collective agreements.
The only major study of its kind in Canada undertaken by the Canadian 
Human Rights Commission in 1981 showed that over one and a half million 
Canadians have been sexually harassed. Of these fewer that 2% ever 
made a formal complaint to an outside agency2. Sexual harassment, like 
sexual assault or wife battering, will not go away by staying silent. It can 
only be lessened by actively fighting back, by understanding that it is not a 
personal problem, that we are not responsible for the harassment, assault, 
or battering.
Laws and attitudes on these issues have changed. It is now an offence 
under the following: The Ontario Human Rights Act; The Canadian Human 
Rights Act; The Canada Labour Code; Treasury Board; and Ontario 
Government Policy against personal and sexual harassment. Many large 
employers now have a specific policy against sexual harassment. 
Protection against sexual harassment is provided for in many collective 
agreements. Many unions have a policy protecting members from sexual 
harassment/assault by other union members.
Sexual harassment/assault stemming from an employment or union 
membership situation is now well recognized. We must recognize that 
these can also be criminal offenses. The connection must be made that 
sexual harassment can also mean sexual assault. If that is the case the 
police should become involved. Seek help from a Sexual Assault Support 
Centre, particularly in cases of sexual assault and cases of sexual 
harassment that are difficult for the complainant to cope with.
Do not feel that if the police become involved your rights as an employee 
will be looked after: it is very unlikely they will be. YOU, and I do mean you, 
have to ensure that your employment rights are protected. Do not hesitate 
to seek professional help, even medical counselling; (Note: not all 
counsellors are sensitive to the problem of sexual harassment, you may 
have to go to more than



one to find the counsellor you are comfortable with.) It is common that the effects
of both sexual harassment and sexual assault often require professional help.

Sexual harassment/assault is no longer seen as a personal problem but is
now recognized as a social problem, one that the union we belong to and the
employer we work for have a legal responsibility to provide protection from.

What is Sexual Harassment/Assault?
The Ontario Human Rights Code, 1981, provides a remedy for three 
common types of sexual harassment:
"The first type is "a course of vexatious comment or conduct that is known 
or ought reasonably to be known to be unwelcome" perpetrated by the 
person's landlord, someone acting for the landlord, a co-tenant, a person's 
employer, someone acting for the employer, or a co-worker. Examples of 
this type of behaviour include repeat~ sexual remarks, or physical contacts, 
that are degrading.”
"The second type of behaviour is a sexual advance or solicitation made by 
a person

who is in a position to grant or deny a benefit to another. This is a 
contravention of the Code when the person making the solicitation 
or advance knows, or should know, that such behaviour is 
unwelcome. Unwelcome advances from a professor or teacher to a 
student, from a landlord to a tenant, or from an employer to an 
employee are examples of this type of behaviour."
"A third type of prohibited behaviour occurs when a person who is in 
a position to grant or deny a benefit threatens or institutes a reprisal 
against the person who rejected his or her sexual advance. An 
example is the denying of a promotion or firing of an employee 
because the employee has refused a sexual proposition."3 The 
Ontario Women's Directorate's definition of sexual assault is: "a) 
Sexual assault is any form of non-consensual, coerced or unwanted 
sexual activity/touching.
b) Sexual assault is an act of violence, control, domination.
c) Sexual assault is unfortunately a much too frequent part of 
women's lives.
Conservative statistics document that:
"1 in 4 women will be sexually assaulted at some time in their lives; I 
in 17 women will be raped at some time in their lives.''4
The Canadian Human Rights Act includes sexual harassment as 
one of a number of prohibited grounds of discrimination. Their list is 
as follows:
"Harassment may be related to any of the discriminatory grounds 
contained in the Canadian Human Rights Act. Such behaviour may 
be verbal, physical, deliberate, unsolicited or unwelcome: it may be 
one incident or a series of incidents, while the following is not an 
exhaustive list, harassment may include: verbal abuse or threats;
unwelcome remarks, jokes, innuendoes or taunting about a person's 
body, attire, age, marital status, ethnic or national origin, religion, 
etc;
displaying of pornographic, racist or other offensive or derogatory 
pictures; practical jokes which cause awkwardness or 
embarrassment; unwelcome invitations or requests, whether indirect 
or explicit, or intimidations;
leering or other gestures;
condescension or paternalism which undermine self-respect; 
unnecessary physical contact such as touching, patting, pinching, 
punching; physical assault;"5
























