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1. PURPOSE 
Western Stevedoring (the “Company”) is committed to preventing occurrences of 
harassment and violence, and physical or psychological injuries or illnesses. The 
Company is committed to providing a work environment in which all Employees, 
Contractors, Visitors and Customers are treated with respect and dignity, a workplace 
which is free from all forms of harassment and violence, including harassment or 
violence of a sexual nature or which is based on a Protected Ground established in the 
Canadian Human Rights Act. 

 
This policy seeks to prevent and respond to workplace harassment and violence of any 
type, and effectively address any incident that might occur. 

 
Note: This policy applies broadly to all Western Stevedoring Company Limited 
subsidiaries that are regulated by the Federal Government. 

 
2. PROHIBITED CONDUCT 
All occurrences of harassment and violence within the scope of this policy are strictly 
prohibited. In addition, reprisal against anyone who, in accordance with this policy, 
reports an alleged occurrence of harassment and violence, or who participates in an 
investigation into harassment and violence, is also strictly prohibited. 

Any Employee who breaches this policy may be subject to discipline (in accordance 
with their CBA, if applicable), up to and including termination of employment. 
Furthermore, all individuals and organizations must keep confidential all information 
received about an occurrence or alleged occurrence of harassment and/or violence, 
except as expressly set out in this policy. 

 
3. APPLICATION OF THIS POLICY 
This policy applies to all Employees, Contractors, Visitors, and Customers at The 
Company or who are engaged in work, work-related activities and/or work-related 
relationships both on Company property and outside of Company property. This policy 
applies to all occurrences of workplace harassment and violence, including sexual 
harassment and sexual violence, family violence and third-party violence. 
Note: This policy applies to all Employees, defined as: 

● Union Employees, employed directly by the Company or dispatched to work 
for the Company; and 

● Non-union Employees including Management 
 

3.1 Collective Agreement Application 
Nothing in this policy shall be interpreted as restricting or altering the rights of the 
parties under their respective collective agreement.
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4. DEFINITIONS OF HARASSMENT AND VIOLENCE 
4.1 General Definition of Harassment and Violence 
The Canada Labour Code (the Code) defines harassment and violence at subsection 
122(1) as “any action, conduct or comment, including of a sexual nature that can 
reasonably be expected to cause offence, humiliation or other physical or psychological 
injury or illness to an Employee, including any prescribed action, conduct or comment.” 

HARASSMENT 
Harassment can include, but is not limited to any of the following acts or attempted acts: 

● Spreading rumours or gossip about an individual or group 
● Cyber bullying (threatening, spreading rumours, or negatively talking to or about 

someone online) 
● Threats made over the phone, by email, or through other medium to an 

Employee, including from an (ex)partner or family member 
● Making offensive jokes or remarks 
● Playing unwanted practical jokes, including hazing and other pranks 
● Socially excluding or isolating someone 
● Unwanted remarks about a person’s body, clothes, or appearance 
● Stalking or inappropriately following a person 
● Tampering with someone’s work equipment or personal belongings, or impeding 

a person’s work in any deliberate way 
● Vandalizing or hiding personal belongings or work equipment 
● Persistently criticizing, undermining, belittling, demeaning or ridiculing a person 
● Misusing authority or creating hardship or targeting an individual or group, 

including: 
● Arbitrarily changing work guidelines 
● Restricting information or setting impossible deadlines that will lead to failure 
● Blocking applications for leave, training, or promotion in an arbitrary manner 
● Intruding on a person’s privacy 
● Intruding on a person’s personal space 
● Public ridicule or discipline 
● Unwelcome physical contact 
● Sexual innuendos/insinuation 
● Unwanted and inappropriate invitations or persistent invitations, gifts, messages, 

calls, or requests, including of a sexual nature 
● Displaying offensive posters, cartoons, images or other visuals 
● Engaging in any of the actions, conduct and comments outlined above against a 

person because of that person’s race, nationality or ethnic origin, colour, religion, 
age, sex, sexual orientation, gender identity or expression, marital status, family 
status, genetic characteristics, disability or any of the other prohibited grounds 
that are listed in the Canadian Human Rights Act 

● Using workplace resources (i.e. the work email, phone, computer, etc.) to stalk or 
intimidate an (ex)partner or other third party
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● Making aggressive, threatening, or rude gestures 
● Retaliation of any kind (e.g. in the forms of threats, punitive or disciplinary action, 

bribery, etc.) for submitting a notice of occurrence 
 

HARASSMENT IS NOT 
Harassment is not any of the following: 

● Consensual workplace banter and interactions (unless the banter includes hurtful 
remarks about others or causes offence, humiliation, or other physical or 
psychological injury or illness, especially if they pertain to any of the prohibited 
grounds listed above) 

● Reasonable Management action carried out in a fair way, such as day-to-day 
actions by a supervisor or Manager related to performance, absenteeism, 
assignments, discipline, workplace inspections, implementation of health and 
safety measures, and dismissal – as long as it is not abusive or discriminatory 

● Workplace disagreements, although if a conflict is poorly handled or left 
unresolved, it can lead to harassment 

 
VIOLENCE 

Violence may include but is not limited to the following acts or attempted acts: 
● Verbal threats or intimidation 
● Verbal abuse, including swearing or shouting offensively at a person 
● Contact of a sexual nature 
● Sexual assault 
● Kicking, punching, scratching, biting, squeezing, pinching, battering, hitting or 

wounding a person in any way 
● Attack with any type of weapon 
● Spitting at a person 
● Homicide 

 
4.2 Other Definitions 
For the purposes of this policy: 
a) Code means the Canada Labour Code, as amended 
b) Committee means the Workplace Health and Safety Committee 
c) Company Employees includes ILWU members employed directly by the Company 

or dispatched to work for the Company, and non-union supervisors, Managers, 
administrators, and all other staff members. 

d) Designated Recipient means a work unit or person in a workplace that is 
designated by an Employer to receive notices of occurrence. 

e) Customers are non-Employees of the Employer such as, but not limited to 
Contractors, Truck Drivers, Delivery Drivers, Vessel Super Cargos and Cargo 
Expeditors 

f) Regulation means the Workplace Harassment and Violence Prevention 
Regulations, as amended
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g) IPG means Interpretation, Policies and Guidelines of the Regulation 
h) Principal party means an Employee or Employer who is the object of an 

occurrence. 
i) Protected Ground means an individual’s race, national or ethnic origin, colour, 

religion, age, sex, sexual orientation, gender identity or expression, marital status, 
family status, genetic characteristics, disability and conviction for an offence for 
which a pardon has been granted or in respect of which a record suspension has 
been ordered. 

j) Responding Party Means the person who is alleged to have been responsible for 
the occurrence in a notice of occurrence provided 

k) Witness is a person who witnessed an occurrence or is informed of an occurrence 
by the Principal Party or Responding Party. 

l) Workplace means any place where an Employee is engaged in work for the 
Employee’s Employer as per 122(1) of Code. 

m) Notice of Occurrence is a report, complaint, or notification of an occurrence under 
this policy. 

n) Occurrence is an occurrence of harassment and/or violence. 
o) Person Designate is designated by the Employer to receive complaints alleging 

Employer’s failure to fulfill the requirements of the Regulation or Code relating to a 
notice of occurrence 

 
5. ROLE OF THE COMPANY 
The role of the Company in relation to harassment and violence in the workplace 
includes: 
● Committing to the prevention of harassment and violence in the workplace 
● Ensure that each individual involved in the joint role of the Company and Committee 

is qualified to do so by virtue of their training, education or experience 
● Make this policy available to all Company Employees 
● Make the Emergency Procedures available to all Company Employees (Appendix A) 
● Ensure that every Company Employee is provided with training as required by this 

policy and the Regulation 
● Designate a person or work unit as the Designated Recipient 
● Ensure that the Designated Recipient is provided with the requisite training prior to 

assuming their duties under the Regulation 
● Ensure that the Designated Recipient preform their duties as prescribed in the 

regulations and this policy 
● Make available to all Company Employees information concerning support 

measures in their geographical area 
● In the case of a completed investigation into an occurrence, provide a copy of the 

investigator’s report to the principal party, responding party, and the workplace 
committee 

● Jointly determining with the workplace committee which recommendations from the 
investigator’s report should be implemented 

● Implement all recommendations that were jointly determined with the Committee
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● Ensure that the resolution process is completed within a year after the day a notice 
of Occurrence is received, subject to temporary absence of a Principal Party or 
Responding Party from work as set forth in the Regulation 

● Jointly reviewing and, when necessary, updating this policy with the workplace 
committee at least once every three years or following any change to an element of 
this policy 

● Jointly conducting a workplace assessment with the workplace committee, and 
jointly monitoring, reviewing, and updating as necessary and required by code. 

● Jointly developing emergency procedures with the workplace committee. After each 
implementation jointly reviewing and, when necessary, updating the emergency 
procedures with the workplace committee 

● Deploying the workplace emergency procedures whenever an incident, including an 
incident of family violence/domestic violence, poses an immediate danger to the 
health and safety of an Employee or there is a threat of such an incident 

● Jointly developing or identifying harassment and violence prevention training with 
the workplace committee to be delivered to all Employees, Employers and 
Designated Recipients. 

● Jointly reviewing and, when necessary, updating the training with the workplace 
committee at least once every three years and following any change to an element 
of the training 

● Reporting occurrences of harassment and violence that result in a fatality to the 
Minister of Labour within 24 hours of being notified of an occurrence 

● Providing the Minister of Labour an annual report that aggregates data on all 
occurrences of harassment and violence by March 1st of every year 

● Complying with all other aspects of the Regulations and the Code as it relates to 
harassment and violence 

6. ROLE OF WORKPLACE COMMITTEE 
The role of the workplace committee in relation to harassment and violence prevention 
includes: 
● Jointly developing and reviewing, when necessary, updating this policy with the 

Company at least once every three years or following any change to an element of 
this policy. 

● Jointly conducting the workplace assessment and making recommendations to the 
Company regarding preventative measures 

● Jointly conducting a workplace assessment and jointly monitoring, reviewing, and 
updating every three years or as necessary and required by code. 

 
● Jointly developing emergency procedures to be implemented if an Occurrence or a 

threat of an Occurrence poses an immediate danger to the health and safety of a 
Company Employee 

● Jointly reviewing after each implementation and when necessary, updating the 
emergency procedures 

● Jointly identifying appropriate harassment and violence training
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● Jointly reviewing and, when necessary, updating the training at least once every 
three years and following any change to an element of the training. 

● Jointly developing or identifying a list of investigators for harassment and violence 
complaints with the Company (Appendix B) 

● Where appropriate, checking in with the Company, if necessary, with a view to 
compliance with the Regulations and the Code 

● Jointly determining with the Company which of the investigator’s recommendations 
from the investigator’s report are to be implemented 

7. ROLE OF EMPLOYEES 
The role of all Employees in relation to harassment and violence prevention at the 
Company include: 
● Refraining from perpetrating harassment and / or violence 
● Take the harassment and violence prevention training as jointly identified 
● Reporting all occurrences of harassment and violence to their supervisor or the 

Designated Recipient when they experience or witness harassment and / or violence 
● If the principal party or the responding party is the Employer, the notice must be 

provided to the designated recipient 
● Where appropriate, making every reasonable effort to resolve an occurrence through 

negotiated resolution process 
● Cooperating with an investigator and the investigation process if involved in an 

investigation of an occurrence 
● Refraining from retaliatory behaviour against the Principal Party, Responding Party, 

witnesses and any other individuals who are involved in the resolution process for an 
occurrence 

● Respecting the confidentiality of the information shared throughout the resolution 
process of an occurrence 

 
8. ROLE OF DESIGNATED RECIPIENT 
The Designated Recipient will: 
● Receive all notices of Occurrences when the Company is the Principal Party or 

Responding Party and all other Occurrences reported to them in accordance with 
this policy 

● Conduct an initial review of every Notice of Occurrence 
● Following the initial review, the occurrence is deemed to be resolved if the notice 

does not contain the name of the principal party or does not allow their name to be 
determined. 

● Contact the Principal Party as per the Regulation within seven (7) days of receiving 
a notice of Occurrence 

● Contact the non-anonymous Witness within seven (7) days of receiving a notice of 
Occurrence in order to confirm receipt 

● Provide the Responding Party with all required information as per the Regulation 
upon first contact
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● Inform principal party, responding party, and witnesses of their right for (union/non- 
union) representation under the code 

● Initiate negotiated resolution with the principal party within 45 days after the day on 
which the notice of an occurrence is received 

● Conduct a review of every notice of an occurrence with the principal party against 
the definition of harassment and violence outlined in the Code and/or regulations, 
and in this policy 

● Make every reasonable effort to resolve an occurrence of harassment and violence 
for which a notice of an occurrence is provided 

● Initiate conciliation if the principal and responding party agree to participate in 
conciliation and agree on who is to facilitate the conciliation 

● Provide notice of investigation to the principal and responding parties if an 
investigation is requested by the principal party 

● In the case of an investigation, selecting a person to act as an investigator from the 
list of investigators developed or identified jointly by the Company and workplace 
committee 

● Ensuring that the investigator selected for an investigation possesses the necessary 
knowledge, training and experience required by the Regulations 

● Ensuring that the investigator has provided a written statement to designated 
recipient, principal party, and responding party indicating that they are not in a 
conflict of interest with respect to the occurrence 

● Providing the investigator with all the information that is relevant to the investigation 
● Providing at minimum monthly status updates to the principal and responding party 

on the status of the resolution process 
● End the resolution process as per the request of the Principal Party 
● Initiate an investigation of the occurrence if the occurrence is not resolved by 

reasonable efforts and/or the Principal party requests an investigation 

9. FACTORS THAT CONTRIBUTE TO WORKPLACE HARASSMENT 
AND VIOLENCE 
There are a number of factors that can contribute to workplace harassment and 
violence. These factors can be divided into four general categories: customer 
characteristics, work environment, job factors and other external factors. 

Please see Appendix C for Workplace Assessment/Preventative Measures Plan 
 

10. WORKPLACE ASSESSMENTS 
The Company and the Workplace Committee will jointly conduct a workplace 
assessment to determine risk factors for harassment and violence, and to develop and 
implement preventative measures related to harassment and violence. Additionally, 
the Company and Workplace Committee will jointly monitor the workplace assessment 
and update the assessment as required, such as when risk factors have changed, or a 
change compromises the effectiveness of a preventative measure. Further, the
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Company and Workplace Committee will jointly review the assessment every three 
years and, if necessary, update it. 

 
A review, and update if necessary, to the workplace assessment must be conducted 
when resolution procedures outlined in this policy cannot proceed because the principal 
party to the complaint chooses to remain anonymous. A workplace assessment must 
also occur at any time when an Occurrence: 

● Is not resolved by negotiated early resolution, 
● A principal party chooses not to proceed with the resolution process 
● The responding party to the complaint is not an Employee or the Company. 

 
The purpose of the review and update of the workplace assessment is to: 

● Determine what happened, taking into account the circumstances of the 
occurrence 

● Determine whether all risk factors have been appropriately identified 
● Develop new preventive measures, if needed, to mitigate the risk of a similar 

occurrence. 
 
11. EMERGENCY PROCEDURES 
Emergency procedures must be available at all sites to be implemented when an 
occurrence poses an immediate danger to health and safety of an Employee or which 
poses a threat of such occurrence. 

 
The Emergency Procedures must be jointly developed, After each time they are 
implemented, reviewed, and if necessary updated. Those procedures can include but 
are not limited to: 

1. Violence, sexual violence, domestic violence 
2. Hazardous threats by a person 
3. Bomb Threats 

 
Company Employees may also report suspected criminal activity to law enforcement. 
For emergencies or instances where bodily harm is reasonably an issue, Company 
Employees should contact law enforcement by dialing 911. For non-emergency 
situations, Company Employees can contact local law enforcement. 

 
Emergency contact information for the Company is: Darcy Hinds, Director, Health & 
Safety, Quality & Environment, 604-904-2852 dhinds@westeve.com. Please see 
Appendix A for site specific ERP and contact.

mailto:dhinds@westeve.com
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12. TRAINING 
The Company will ensure that all of its Employees receive jointly developed training on 
harassment and violence prevention. The training must be specific to the culture, 
conditions and activities of the waterfront industry, and include: 
● Elements of the workplace harassment and violence prevention policy 
● The relationship between harassment and violence and the Protected Ground(s) of 

discrimination set out in the Canadian Human Rights Act; 
● How to recognize, minimize, prevent and respond to workplace harassment and 

violence 
 

All training will be provided within three (3) months of hire or, for current Employees, 
within one (1) year of the specified enforcement date of January 1, 2021, and thereafter 
at least every three (3) years, or following any update to the training. Training will also 
be provided as reasonably needed if an Employee is involved in an Occurrence, the 
Employee performs a new role that materially increases the risk of harassment and 
violence. 

 
The Company will provide all individuals appointed as Designated Recipients with jointly 
developed training on harassment and violence and their specific duties prior to 
assuming their duties under the Regulation, and thereafter at least every three (3) 
years. 

 
All training will be jointly reviewed and updated if necessary, at least once every three 
(3) years and following any change to an element of training 

 
13. REPORTING AND ADDRESSING HARASSMENT AND VIOLENCE 
Below is a summary of the resolution process and how a principal party or witness can 
submit a notice of an occurrence. 

 
Employees or non-Employees who experience or witness harassment and / or violence 
in the workplace must notify the designated recipient or the Company. 
A principal party or witness may, orally or in writing provide the Company or the 
designated recipient with notice of occurrence. Unionized Employees may also report 
harassment and violence to their union representatives. All reports of occurrence given 
to the Company or union representatives must be forwarded to the Designated 
Recipient. 

 
The Company has designated the following individuals to receive complaints of 
harassment and violence: 
● Primary Designated Recipient: Jeanette O’Brien, Director Human Resources, 

Administration and Community Relations, 604-904-2873, dr@westeve.com 
● Alternate Designated Recipient: Kim Stegeman-Lowe, Vice President, People, 

Technology, and Sustainability 604-904-2873, dr@westeve.com

mailto:dr@westeve.com
mailto:dr@westeve.com
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How to Report Harassment and Violence 
A Principal Party or Witness may report a Notice of Occurrence to the Designated 
Recipient or a Company Manager. Reports may be made anonymously. 

 
Reports of a Notice of Occurrence should be made in writing or verbally. A report of an 
Occurrence should include the following information: 
● The name of the Principal Party, if known 
● The name of the Responding Party, if known 
● The date of the occurrence 
● A detailed description of the Occurrence 

 
If an Employee or individual is not able to provide this information in written form, they 
may provide this information to the Designated Recipient orally, who will then transcribe 
the information for them on the form. 

 
A reporting Witness who is not anonymous will be notified of receipt of the report, within 
seven (7) days after the day the report is received by the Designated Recipient or 
Company Manager. A former Employee may make a complaint or report up to three (3) 
months after employment has ended with the Company. 

 
Within seven (7) days after the day on which Notice of Occurrence is provided the 
Designated Recipient, the principal party will: 
● Be notified that the reported notice of occurrence has been received or they have 

been named or identified as the principal party in a notice provided by a witness, as 
the case may be 

● Be informed on how to access this policy 
● Receive explanation regarding the steps of the resolution process 
● Be informed that they may be represented during all steps of the resolution process 

 
On the first occasion that the Responding Party is contacted by the Company or 
Designated Recipient regarding the reported allegation, the Responding Party will: 
● Be informed that they have been named or identified as the Responding Party in the 

notice of an occurrence 
● Be informed on how to access this policy 
● Receive explanation regarding the steps of the resolution process 
● Be informed that they may be represented during all steps of the resolution process. 

 
Notice of an Occurrence can be addressed in four phases. A principal party, responding 
party, or witness may be accompanied or represented by a union representative, friend, 
partner, colleague, or person of their choosing, at any time during the resolution process 

 
1. Initial Review 
The first phase of the resolution process is the initial review. The Designated Recipient
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will conduct an initial review to determine whether the notice of Occurrence includes all 
the required information. If the report does not contain the name of the Principal Party or 
allow the identity of the Principal Party to be determined, the Occurrence will be 
deemed to be resolved following the initial review. 

 
2. Negotiated Resolution 
Negotiated resolution is a form of informal resolution where the principal party meets 
with the Company or designated recipient to discuss the occurrence, clarify what was 
submitted in the notice of occurrence, and attempt to reach resolution. 

 
Negotiated resolution is mandatory for all those who wish to proceed with the resolution 
process. During this phase the Principal Party, the Company/Designated Recipient and 
Responding Party (if contacted) will make every reasonable effort to resolve the 
occurrence. The Responding Party does not have to be informed of the Principal Party’s 
notification or be involved in the early resolution at this stage of the resolution process if 
the Principal Party does not wish for the Responding Party to be notified and/or 
involved. The Company or Designated Recipient must initiate negotiated resolution 
within forty-five (45) days of when Notice of Occurrence was provided. 

 
During negotiated resolution, the principal party will be asked to meet, either in person 
or by phone, with the Designated Recipient for an initial discussion regarding the 
occurrence. During this discussion, the Designated Recipient and the principal party will 
review the notice of occurrence that was provided against the definition of harassment 
and violence in the Code and try to make a joint determination as to whether the 
occurrence meets the definition. If both the Designated Recipient and the principal party 
agree that the occurrence does not meet the definition, then the occurrence will be 
deemed resolved. If the Designated Recipient and the principal party do not agree as to 
whether the occurrence meets the definition, and the principal party wishes to continue 
with the resolution process, then the principal party has the option of either continuing 
with negotiated resolution, or pursuing conciliation and/or an investigation. 

 
The Company will seek clarification, if necessary, regarding the details of the 
occurrence and what the Principal Party is seeking in terms of resolution. 

 
The Designated Recipient will schedule a series of meetings with the principal party 
and, where applicable, the responding party, to discuss the occurrence and attempt to 
achieve resolution. The responding party does not have to be informed of the principal 
party’s notice of occurrence or be involved at this stage of the resolution process if the 
principal party does not wish for them to be notified and/or involved. The Designated 
Recipient will arrange for the necessary meetings to take place. 

 
3. Conciliation 
A principal party and responding party may engage in conciliation at any time during the 
resolution process. However, conciliation can only proceed if both the principal party 
and the responding party mutually agree to engage in conciliation and agree on the
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person who will facilitate the conciliation (Appendix D). Further, conciliation can only 
proceed if an investigator has not provided their final investigation report. 

 
 

4. Investigation 
The final phase of the resolution process is an investigation by a qualified investigator. 
As noted above, a Principal Party may choose to proceed directly to investigation 
without conciliation. A Principal Party may also choose not to proceed to investigation. If 
an Occurrence is resolved by negotiated resolution or conciliation prior to the 
investigator providing their report, the investigation must be ended. 

 
If investigation is chosen by the Principal Party, the Company/Designated Recipient 
must provide both the Principal Party and Responding Party with notice that an 
investigation is to be conducted (the “Investigation Notice”). 

 
The Company/Designated Recipient must select one of the following persons to act as 
the investigator: 

a) In the case where the Company and the Committee have jointly developed or 
identified a list of persons who may act as an investigator, a person from that list 

b) In any other case, 
1. A person that is agreed to by the Company/Designated Recipient, the 

Principal Party and the Responding Party 
2. As per regulations, If no agreement is reached within 60 days after the day 

on which the Notice of Investigation is provided, a person from among 
those whom the Canadian Centre for Occupational Health and Safety 
identifies as having the required knowledge, training and experience 

 
The Company/Designated Recipient must provide the investigator that is chosen or 
appointed to conduct the investigation with all information that is relevant to the 
investigation. 

 
After the investigation is concluded, the investigator must provide a final report to the 
Designated Recipient/Company, Principal Party, Workplace Committee, and 
Responding Party. The investigator’s report must include: 

● A general description of the Occurrence 
● A summary of the investigator’s analysis and findings 
● The investigator’s recommendations to eliminate or minimize the risk of a similar 

Occurrence, if any 
 

The report will not disclose, directly or indirectly, the identity of any persons involved in 
the Occurrence or resolution process. The Company and the Committee will jointly 
determine which of the recommendations set out in the report are to be implemented, 
and the Company will then implement the jointly agreed upon recommendations.
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14. REPRESENTATION 
A principal party, responding party, or witness may be accompanied or represented by a 
union representative, friend, partner, colleague, or person of their choosing, at any time 
during the resolution process. 

 
15. REPRAISALS 
Parties involved in an Occurrence are forbidden from seeking retaliation. If Employees 
experience any retaliatory action or threat of retaliatory action from the Responding 
party, witnesses, Management or other people within or outside the organization, they 
should inform the Designated Recipient immediately. 

 
16. PRIVACY 
All information to be kept confidential, except in circumstances where disclosure is 
required to fulfill this policy, the responsibilities of the Company / Designated 
Recipient, and/ or as otherwise required by law. Nothing stated within this policy shall 
be used to circumvent applicable collective agreements. 

 
A Principal Party, Witness, Responding Party or Representative, Designated Recipient / 
Company, may, where reasonably necessary, disclose such information to comply with 
this policy, to protect a person(s), to engage in adjudication arising from the 
Occurrence, to obtain legal advice, or as otherwise required by law. 

 
17. RECOURSE AVENUES 
Employees can pursue multiple recourse avenues for their occurrence, including filing a 
grievance with the Union, pursuing recourse under the Canadian Human Rights Act with 
the Canadian Human Rights Commission or pursuing recourse under the Criminal 
Code. 

 
18. SUPPORT MEASURES 
Employees can access a list of medical, psychological or other support services 
available. Please see Appendix E for location specific support measures 

 
19. NOTICES SUBMITTED IN BAD FAITH 
Notices of harassment and violence that are identified throughout the resolution process 
as having been made in bad faith will be subject to disciplinary action. 
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20. COMPLAINTS RELATED TO EMPLOYER NON-COMPLIANCE WITH 

THE CODE OR REGULATIONS 
In accordance with section 127.1 of the Code, if the Employee believes that the 
Employer or designated recipient has failed to comply with the Code or Regulations 
when responding to a notice, the Employee must follow the amended Internal Complaint 
Resolution Process (ICRP) that came into force in 2021, outlined below: 
 
● you must notify your supervisor, or the person who is designated in the Harassment 

and Violence Prevention (HVP) Policy [see paragraph 10(2)(k) of the Regulations], of 
the contravention of the Code or Regulations as required by subsection 127.1(1.1) of 
the Code 

 
● you must attempt to resolve the complaint with your supervisor, or the person who is 

designated in the HVP Policy, as soon as possible as required by subsection 127.1(2) 
of the Code, and 

 
● if the matter is not resolved, you can refer the complaint to the Labour Program as 

outlined at paragraph 127.1(8) (d) of the Code. However, the Labour Program’s role is 
not to make a determination as to whether the occurrence is founded. The Labour 
Program’s role is to ensure that the workplace parties comply with the requirements of 
the resolution process outlined in the Regulations 

 
Contact Person Designated: Dave Lucas at 604-904-2836 

 

21. AMENDMENT AND COMPLIANCE WITH THE CODE AND THE 
REGULATION 
The Company and Committee will review and revise this policy as required to ensure 
compliance with the Code and the Regulation. In the event that this policy is 
inconsistent with the Code and/or the Regulation, the offending provision is deemed to 
be amended as required to be consistent with the Code and the Regulation, and this 
policy will be updated as soon as reasonably possible, following joint review by the 
Company and Committee. 

 
This policy will also be reviewed and revised given changes that may occur at the 
Company (e.g. a change in the Designated Recipient(s)). 

 
In addition, the Company and Committee will review and update this policy as 
appropriate as required in the applicable Regulations and its corresponding IPGs. 

 
22. APPENDICES 
APPENDIX A - Location Specific ERP Contacts 
APPENDIX B - Investigators  
APPENDIX C - Factors that contribute to harassment and violence 
APPENDIX D - List of Conciliators [TBD] 
APPENDIX E - Support Services 

James Prasad
ADDED
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APPENDIX A – LOCATION SPECIFIC ERP CONTACTS 
 

ERP CONTACTS 
VANCOUVER ISLAND  
ILWU 508 / 514 
 
     EMERGENCY CONTACTS TELEPHONE 
     Emergency Services (Police, Fire, EMS) 9-1-1 
     ILWU Local 508 | Local 514 250-246-1259 (508) | 604-298-9684 (514) 
     Tidal Island General Manager 250-618-2785 
     Western Stevedoring Assistant Manager 250-710-8378 
     OGDEN POINT   

General Manager/MFSO 778-823-2855 
Safety Director 604-993-0262 
Security Guard (when ship working) 250-386-8648 
COWICHAN BAY  
Office 250-748-5206 
Locker Head Foreman 250-715-7646 
CROFTON  
Security Guard 250-246-6142 

     ISLAND TERMINALS  
Security Guard 250-616-7977 
NANAIMO ASSEMBLY WHARVES  
Security Guard 250-619-3380 
PORT ALBERNI  
Security Guard 250-731-5692 

      GOLD RIVER  
Security Guard 250-283-7842 | Radio channel “6” 
KULTUS COVE  
Canadian Coast Guard 250-480-2600|Marine Radio Channel “16” 
 
 

 

Who To Alert After Incident  
ILWU Local 508, Local 514 250-246-1259 (508) | 604-298-9684 (514) 
JHSC member See JHSC call list 
Longshore EAP  604-254-7911 | 778-222-4621 
President, Stevedoring and Terminals 604-418-4720 
VP, Stevedoring and Terminals 604-619-7901 
Safety Director 604-993-0262 
Transport Canada Marine Security 1-888-857-4003 
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FRASER SURREY DOCK 
ILWU 502 / 514 
 

Who To Alert During Incident Telephone 
Emergency Services (Police, Fire, EMS) 9-1-1 
On Duty Dock/Ship Superintendent 604-582-2224 | ship superintendent 

# 
Ship Ops General Manager/ Operations Manager 604-364-1222 | 778-838-7547 
On Site Security Guard 604-813-6856 | 604-582-2235 

Who To Alert After Incident  
ILWU Local 502, Local 514 604-580-8882 (502) | 604-298-

9684 (514) 
JHSC member See JHSC call list 
Longshore EAP  604-254-7911 
VP Stevedoring and Terminals 604-619-7901 
Transport Canada Marine Security 1-888-857-4003 

 

 
LYNNTERM  
ILWU 500 / 514 
 

Who To Alert During Incident Telephone 
Emergency Services (Police, Fire, EMS) 9-1-1 
On Duty Dock /Ship Superintendent 604-904-2861 | ship superintendent # 
Ship Ops General Manager/  Operations Manager 604-364-1222 | 778-838-7547 
On Site Security Guard 604-904-2875 
First Aid Attendant On Standby 

Who To Alert After Incident  
ILWU Local 500, Local 514 604-254-7131 (500) | 604-298-9684 (514) 
JHSC member See JHSC call list 
Longshore EAP  604-254-7911 
Transport Canada Marine Security 1-888-857-4003 

 
NORTHERN BC 
519/514 
 

Emergency Services (Police, Fire, EMS) 9-1-1 
Ship Superintendent ship superintendent # 
Western Stevedoring Assistant Manager 250-710-8378 
On Site Security Guard 604-904-2875 
First Aid Attendant On Standby 

Who To Alert After Incident  
ILWU Local 500, Local 514 604-254-7131 (500) | 604-298-9684 (514) 
JHSC member See JHSC call list 
Longshore EAP  604-254-7911 
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Transport Canada Marine Security 1-888-857-4003 
 
 

APPENDIX B – INVESTIGATORS  
 
Either party may suggest names of investigators as well as the investigators credentials to 
the principal party, responding party and employer or designated recipient. The person that 
is agreed to by the employer or designated recipient, the principal party and the responding 
party will act as the investigator. 
 
APPENDIX C - FACTORS THAT CONTRIBUTE TO HARASSMENT AND VIOLENCE 
 
The workplace assessment and prevention plan can be found in the public sharepoint under 
WORKPLACE HARASSMENT AND VIOLENCE PREVENTION  
 
APPENDIX D – CONCILLIATORS  

 
Either party may suggest names of conciliators as well as the conciliators credentials to the 
principal party, responding party and employer or designated recipient. The person that is 
agreed to by the employer or designated recipient, the principal party and the responding 
party will act as the conciliator. 
 
 
APPENDIX E – SUPPORT SERVICES  
 
ILWU/BCMEA Waterfront Industry Employee Assistance Program 
24 hours a day / 365 days a year 
 
ILWU - BCMEA Employee Assistance Program (longshorehelp.com) 
 
Call (604) 254-7911 for 24/7/365 for confidential access to immediate crisis support, 
program information, or referral to a counsellor or one of the other work-life wellness 
services 
 
Western Stevedoring Employees  
 
Confidential assistance with all issues of daily living anytime provided through the Life 
Balance Program RBC Insurance.  
 
Use their website http://www.lifeworks.com/ to get a complete listing of topics and useful 
articles. Appointments and phone calls can be scheduled via their contact us page, 
http://www.lifeworks.com/ContactUs/index.aspx  
 
User ID: unumenglish  
Password: unumenglish  
 
Counsellors are also available 24/7 at 877-630-6701 to answer your questions and share 
their knowledge. Your call is free and completely confidential. 

https://sharepoint.westeve.com/Public%20Documents/Forms/AllItems.aspx?RootFolder=%2FPublic%20Documents%2FWORKPLACE%20HARASSMENT%20AND%20VIOLENCE%20PREVENTION&FolderCTID=0x01200049EE842750B1C046A12E9C4D1C2A623A&View=%7B911DC817%2D7EB0%2D40B2%2D9957%2D82803C772F0B%7D
https://www.longshorehelp.com/
tel:604254791
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