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2.2.21: Code of Conduct 
 
Revised: June 21, 2012 
 

Responsibility: Vice-President, People and Culture and Vice-President, Legal Services, General 

Counsel and Corporate Secretary. 
 

•    Statement 

•    Application 

•    Responsibility 

•    References 

 

STATEMENT 

CBC/Radio-Canada is Canada's national public broadcaster and one of its largest cultural 

institutions. In the fulfillment of this critical role, this Code of Conduct outlines the values and 

expected behaviours that guide CBC/Radio-Canada employees in all activities related to their 

professional duties. By committing to these values and adhering to the expected behaviours, 

CBC/Radio-Canada employees strengthen the ethical culture of the public sector and contribute to 

public confidence in the integrity of all public institutions. 
 

This Code of Conduct fulfills the requirements under the Public Servants Disclosure Protection Act. 

Effective April 2, 2012, all federal public sector employees as well as employees of certain Crown 

Corporations such as CBC/Radio-Canada, are required to adhere to the Code of Conduct as a term 

and condition of employment. 
 

In addition to this Code of Conduct, employees are expected to be familiar with and comply with 

CBC/Radio-Canada’s various policies and guidelines that guide and govern their behaviour in the 

performance of their day-to-day activities. Employees are expected to conduct themselves in a 

manner consistent with those policies and this Code of Conduct.  Failure by an employee to comply 

with the provisions of the Code of Conduct and any of CBC/Radio-Canada policies may result in 

disciplinary action against the employee, up to and including, immediate dismissal. 
 

This Code is subject to the Broadcasting Act, which protects the CBC/Radio-Canada’s “journalistic, 

creative and programming independence in the pursuit of its objects and the exercise of its powers.” 

This Code respects CBC/Radio-Canada’s arm’s-length relationship to the government and the 

independence enjoyed by its employees in the exercise of their duties, which are also governed by 

CBC/Radio-Canada’s Journalistic Standards and Practices. 
 
 
 

https://io.cbcrc.ca/#STATEMENT
https://io.cbcrc.ca/#APPLICATION
https://io.cbcrc.ca/#RESPONSIBILITY
https://io.cbcrc.ca/#REFERENCES
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APPLICATION 

Acceptance of these values and adherence to the expected behaviours is a condition of employment 

for every CBC/Radio-Canada employee, regardless of their level, position or union affiliation. 

Employees shall confirm annually to their immediate supervisor that they have read and 

understood this Code of the Conduct. 

 
RESPONSIBILITY 
All questions pertaining to the interpretation or application of this policy should be referred to 

the Vice-President, People & Culture or the Vice-President, Legal Services, General Counsel and 

Corporate Secretary. 
 

EXPECTED BEHAVIOURS 
 
This Code of Conduct is intended to offer a broad range of guidance about the standards of 

integrity and business conduct, but no code can address every situation that individuals may 

encounter.  For this reason, the Code of Conduct does not relieve employees of the responsibility 

and accountability to exercise good judgment and, in circumstances where they are unsure as to 

the proper course of action, to seek guidance from others. 
 

Employees who are also managers are in a position of influence and authority that gives them 

a particular responsibility to exemplify the values contained in this Code of Conduct. 
 

RESPECT FOR DEMOCRACY 
 
The system of Canadian parliamentary democracy and its institutions are fundamental to serving 

the public interest. CBC/Radio-Canada employees recognize that: 

 
•    elected officials are accountable to Parliament, and ultimately to the Canadian people, and 

•    it is essential to our democratic system to have a non-partisan public sector and a 

free and independent news media. 

 
RESPECT FOR PEOPLE 

 
Treating all people with respect, dignity and fairness is fundamental to our relationship with the 

Canadian public and contributes to a safe and healthy work environment that promotes 

engagement, openness and transparency. The diversity of our people and the ideas they generate 

are the source of our innovation. 

INTEGRITY 

Integrity is the cornerstone of good governance and democracy. By upholding the highest ethical 

standards, CBC/Radio-Canada employees conserve and enhance public confidence in the 

honesty, 

fairness and impartiality of the Corporation. 
 
STEWARDSHIP 

CBC/Radio-Canada employees are entrusted to use and care for public resources responsibly, 

for both the short term and long term. 
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EXCELLENCE 

Excellence in the design and delivery of CBC/Radio-Canada policies, programs and services is 

beneficial to every aspect of Canadian public life. Engagement, collaboration, effective 

teamwork and professional development are all essential to a high-performing organization. 
 

CBC/Radio-Canada employees are expected to conduct themselves in accordance with 

these expected behaviours, as listed below. 
 

1. Respect for Democracy 
 
Subject to the Broadcasting Act, CBC/Radio-Canada employees shall uphold the 

Canadian parliamentary democracy and its institutions by: 
 

1.1 Respecting the rule of law and carrying out their duties in accordance with 

legislation, policies and directives in a manner that is and appears to be non-partisan 

and impartial. 
 

1.2 Loyally carrying out the mandate of CBC/Radio-Canada as set out in the Broadcasting 

Act, for which it is accountable to Parliament and Canadians. 
 

1.3 Providing decision makers of CBC/Radio-Canada with the information, analysis and 

advice they need, always striving to be open, candid and impartial. 
 

2. Respect for People 
 
CBC/Radio-Canada employees shall respect human dignity and the value of every person by: 
 

2.1 Treating every person with respect and fairness. 
 

2.2 Valuing diversity and the benefit of combining the unique qualities and strengths 

inherent in a diverse workforce. 
 

2.3 Helping to create and maintain safe and healthy workplaces that are free from 

harassment and discrimination. 
 

2.4 Working together in a spirit of openness, honesty and transparency that 

encourages engagement, collaboration and respectful communication. 

3. Integrity 

CBC/Radio-Canada employees shall serve the public interest by: 
 
3.1 Acting at all times with integrity and in a manner that will bear the closest public scrutiny, an 
obligation that may not be fully satisfied by simply acting within the law. 
 
3.2 Never using their official roles to inappropriately obtain an advantage for themselves or to 
advantage or disadvantage others. 
 
3.3 Taking all possible steps to prevent and resolve any real, apparent or potential conflicts of 

interest between their official responsibilities and their private affairs in favour of the public 

interest. 
 

3.4 Acting in such a way as to maintain the Corporation's trust. 
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4. Stewardship 
 
CBC/Radio-Canada employees shall use resources responsibly by: 

4.1 Effectively and efficiently using the public money, property and resources managed by 

them. 
 

4.2 Considering the present and long-term effects that their actions have on people and the 

environment. 
 

4.3 Acquiring, preserving and sharing knowledge and information as appropriate. 

5. Excellence 

CBC/Radio-Canada employees shall demonstrate professional excellence by: 
 

5.1 Providing, subject to the Broadcasting Act, fair, timely, efficient and effective services 

that respect Canada's official languages 
 

5.2 Continually improving the quality of policies, programs and services they provide. 
 

5.3 Fostering a work environment that promotes teamwork, learning and innovation. 
 
AVENUES FOR RESOLUTION 
 
The Expected Behaviours are not intended to respond to every possible ethical issue that might 

arise in the course of an employee's daily work. When issues arise or there might be a possible 

breach of this Code of Conduct, employees are obliged to immediately notify their immediate 

manager.  The immediate manager is responsible for immediately notifying the local Human 

Resources Business Partner. If the breach involves their manager or where it is otherwise 

inappropriate to directly notify their manager, employees can notify their local Human Resources 

Business Partner instead.  The Vice-President, People & Culture, shall determine, jointly with the 

Vice-President, Legal Services, General Counsel and Corporate Secretary, whether a formal 

investigation is warranted. 
 

However, if employees have information that could indicate a serious breach of this Code of 

Conduct, they can bring the matter to the Senior Officer Disclosure pursuant to the provisions found 

in Policy 

2.9.04: Disclosure of Wrongdoings(“Whistleblower Policy”).   A serious breach of the Code of 

Conduct falls within the definition of “Wrongdoing” under the Disclosure of Wrongdoings Policy. 
 
CBC/Radio-Canada will protect any employee from retaliation who, in good faith, raises a concern 

in accordance with this Code of Conduct.  In other words, employees will not be penalized or 

disciplined for making a complaint in good faith. 

 

Members of the public who have reason to believe that a CBC/Radio-Canada employee has not acted 

in accordance with this Code of Conduct can bring the matter to the Ombudsman (if it involves news 

or information programming) or Audience Relations (for all other matters). 
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REFERENCES 
 

•    Values and Ethics Code for the Public Sector (Public Servants Disclosure Protection Act). 

•    CBC/Radio-Canada’s Journalistic Standards and Practices. 
 

 
 
I acknowledge that I have read CBC's Code of Conduct 2.2.21 in its entirety, I understand the content thereof, 
and acknowledge that I am signing this voluntarily. 
 
 
 
 
___________________________________      _________________________________ 
Employee Signature                                            Date 
 
 
 
 
___________________________________      _________________________________ 
Witness Signature                                               Date 
                                             
 
 
Please return a fully executed copy by email to Farah Ali in People & Culture. 

 

 

http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=25049
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2.2.15: Anti-Discrimination and Harassment 
Effective date:  February 1, 2010 

Responsibility: Vice-President, People and Culture 

 Statement 

 Application 

 Description 

o Definitions 

o Mechanisms for Redress 

o Discipline and Reprisals 

o Confidentiality 

o Chain of Communication for Addressing Concerns or Complaints 

 Responsibility 

 References 

 History 

 

STATEMENT  

CBC/Radio-Canada’s Commitment: 

CBC/Radio-Canada is committed to: 

 provide an inclusive workplace environment free of discrimination and harassment, 

including sexual harassment, 

 support the productivity, personal goals, dignity and self respect of all its employees and 

potential employees, and  

 promote sensitivity to individual differences. 

CBC/Radio-Canada will make every reasonable effort to ensure that no employee is subjected to 

discrimination and harassment in the workplace. In particular, CBC/Radio-Canada accepts 

responsibility to ensure that its policies, practices, work arrangements and facilities do not have 

https://io.cbcrc.ca/#STATEMENT
https://io.cbcrc.ca/#APPLICATION
https://io.cbcrc.ca/#DESCRIPTION
https://io.cbcrc.ca/#Definitions
https://io.cbcrc.ca/#Redress
https://io.cbcrc.ca/#Discipline
https://io.cbcrc.ca/#Confidentiality
https://io.cbcrc.ca/#Chain
https://io.cbcrc.ca/#RESPONSIBILITY
https://io.cbcrc.ca/#REFERENCES
https://io.cbcrc.ca/#HISTORY
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unlawful discriminatory effects on those individuals protected under the Canadian Human Rights 

Act. 

Further, CBC/Radio-Canada will not tolerate any behaviour, including from independent contractors 

and other individuals with whom CBC/Radio-Canada does business, that conflicts with the spirit or 

intent of the Canadian Human Rights Act, or any other human rights laws that are applicable to 

CBC/Radio-Canada’s operations within or outside Canada. 

APPLICATION   

This policy applies to all CBC/Radio-Canada employees.  

  

DESCRIPTION   

The CBC/Radio-Canada considers all forms of discrimination, including discriminatory and sexual 

harassment, to be unacceptable; will not tolerate its occurrence; and will make every reasonable 

effort to ensure that no employee is subjected to it. 

  

As per the definitions below, discriminatory and sexual harassment are specific forms of 

discrimination. 

  

Further, for any violence or threats of violence in the workplace, please refer to CBC/Radio-

Canada’s Policy 2.2.22: Prevention of Work Place Violence. 

  

Definitions:      

 1) Discrimination means: 

 denying an individual employment, or goods and services, based on a prohibited ground as 

described below; or 

 differentiating adversely between individuals in the course of employment, or in the 

provision of goods and services, based on a prohibited ground as described below. 

Prohibited grounds are described as:  

  

Age Family status 

Race Marital status 

Colour Sexual Orientation 

Religion Pardoned conviction 
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National or Ethnic Origin Mental or physical disability 

Sex (including pregnancy and childbirth) 
 

 

2) Discriminatory Harassment means:  

Any conduct, comment, gesture or contact based on any of the prohibited grounds, listed above:  

 that is likely to cause offence or humiliation to any employee or customer, or 

 might reasonably be perceived as placing a condition on employment, employment 

opportunities (e.g. training, promotion) or the provision of goods and services. 

Discriminatory harassment will have taken place if it is known or ought to have reasonably been 

known that the behaviour in question was unwelcome or inappropriate in the workplace. 

Examples include: 

 unwelcome remarks, jokes or taunts about an individual’s racial background, colour, place of 

birth, citizenship or ancestry (or other prohibited ground); 

 display of derogatory, racist or offensive pictures or material 

 the refusal to work with an individual on the basis of his or her racial background (or other 

prohibited ground) 

For other forms of harassment that do not involve one of the prohibited grounds listed above, please 

refer to CBC/Radio-Canada’s Policy 2.2.21: Code of Conduct and/or where applicable, the Respect in 

the Workplace provisions contained in one’s collective agreement.  

3) Sexual Harassment means: 

As defined in the Canada Labour Code: 

“ any conduct, comment, gesture or contact of a sexual nature that is likely to cause offence or 

humiliation to any employee; or that might, on reasonable grounds, be perceived by that employee 

as placing a condition of a sexual nature on employment or on any opportunity for training or 

promotion.” 

Sexual harassment, which is a specific form of discriminatory harassment, is generally comprised of 

objectionable and offensive behaviour that may occur once or repeatedly.   

Examples include: 

 unwelcome advances, flirtations, jokes or propositions of a sexual nature; 

 unwanted requests for sexual favours by a person in a position to confer, grant or deny a 

benefit or advancement; 

 sexually degrading words, images or other material; 

 conduct of a sexual nature, including leering, pinching, touching and patting. 
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Mechanisms for Redress:  

Where remedial action is recommended, it will be implemented as soon as reasonably possible after 

the conclusion of a thorough internal investigation.  Depending on the circumstances, there may also 

be longer-term initiatives, such as the development and implementation of Corporate or 

Departmental wide education and training activities. 

The Canadian Human Rights Act also gives an employee the right to legal redress. A complaint for 

any form of discriminatory practice, including harassment, may be made before the Canadian 

Human Rights Commission. 

Further, a unionized employee may instead opt to file a grievance according to the relevant collective 

agreement. 

Discipline and Reprisals: 

Any employee whose actions are found to be in breach of this policy will be subject to a full range of 

disciplinary action, which may include: education and training for the various parties involved, 

adjustments to the work environment, various forms of apology, undertakings, warnings, 

suspensions, job transfers of either party or, when the circumstances warrant it, immediate 

termination. 

 

If an employee raises a concern relating to discrimination, including harassment, in good faith, s/he 

will not be subject to retaliation nor reprisals for bringing forward his or her concern. Therefore, any 

person who threatens or takes actions against an employee for invoking this policy and/or for 

participating in the related investigation process is strictly prohibited and will be disciplined up to 

and including termination. 

Confidentiality: 

All concerns relating to discrimination, including discriminatory and sexual harassment, will be dealt 

with confidentially as reasonably possible. 

An employee’s identity, or the circumstances regarding any concern or complaint, will not be 

disclosed unless disclosure is necessary for the purposes of conducting an investigation or for taking 

disciplinary action. 

Chain of Communication for Addressing Concerns or Complaints: 

Employees can address concerns or complaints relating to discrimination based on a prohibited 

ground, including harassment, by using the following chain of communication: 

1. If it is appropriate, the employee should tell the person who is acting in a 

discriminatory/harassing manner that it is offensive and request that s/he immediately stop. 

In some cases, this informal discussion may resolve the problem. 

2. If this is inappropriate or if the informal discussion is not resolved, then the employee should 

advise his or her immediate supervisor (or, if unionized, his or her union representative 
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and/or supervisor, depending on terms of the applicable collective agreement), who shall, in 

turn, notify the Human Resources Manager. 

3. If advising the immediate supervisor is difficult, inappropriate or otherwise unsuccessful, 

then the employee should contact his or her CBC/Radio-Canada HR Manager directly. 

4. The employee will then be asked to prepare a written complaint, outlining the nature of the 

allegations and any important details or facts (including the name(s) of the alleged 

harasser(s), witnesses, dates and location of the incidents) that may assist the subsequent 

investigation. 

5. Upon receipt of this written complaint, the Human Resource Manager will immediately 

acknowledge its receipt to the employee and will meet with the employee as soon as 

reasonably possible.  

6. The Human Resources Manager will exercise its discretion as to whether an internal 

investigation is warranted and to determine its scope. Where appropriate, the Human 

Resources Manager may conduct an investigation even if the employee refuses to submit a 

written complaint. 

7. For specific information regarding the investigation process, please refer to CBC/Radio-

Canada’s Guidelines to Investigation. 

 

  

RESPONSIBILITY 

Human Resources Managers.  

  

REFERENCES  

Canadian Human Rights Act 

Canada Labour Code 

Policy 2.2.21 : Code of Conduct  

Policy 2.2.22 : Prevention of Work Place Violence 

Guidelines to Investigation 

HISTORY 

Replaces previous HR Policy:   

 Policy 2.2.15 : Harassment 

 Personal Harassment no. 1.1 

 

https://io.cbcrc.ca/?lang=en#/resources/1.3106407
https://io.cbcrc.ca/?lang=en#/resources/1.3106439
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Prevention of workplace violence 

CBC/Radio-Canada is committed to providing a healthy and safe work environment. We’ve 

developed a policy and procedures (available below) and an e-learning course to ensure you know 

where and how to find help if ever you are involved in – or witness – workplace violence. 

 

Workplace violence is defined as “any action, conduct, threat or gesture of a person towards an 

employee in their workplace that can reasonably be expected to cause harm, injury or illness to that 

employee”. Workplace violence can take many forms, including threatening phone calls or emails 

from people within or outside the Corporation, and confrontations between employees, just to name 

a few. 

 

If harassment occurs and it is reasonably expected to cause harm, injury or illness, then it may also 

be addressed by the Prevention of Workplace Violence Policy. Read CBC/Radio-Canada’s Anti-

Discrimination and Harassment Policy for more information. 

 

Mandatory e-learning 

This session will help you: 

 Understand what workplace violence is and how it may affect you 

 Identify situations in which you may be vulnerable to workplace violence 

 Learn the procedures you must follow to report and address cases of workplace violence 

 Complete the incident report if you are involved or witness violence in our workplace 

Do your part in helping prevent workplace violence at CBC/Radio-Canada. Take the course 

Workplace violence prevention on Ed. 

 

Procedure to follow when workplace violence occurs: 

The following is a brief summary of the high level procedure applied when an employee detects an 

incident of workplace violence: 

https://io.cbcrc.ca/?lang=en#/resources/1.3106439
https://ed.cbcrc.ca/en/course-outline/workplace-violence-prevention
https://ed.cbcrc.ca/en/course-outline/workplace-violence-prevention
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1. If there is an immediate threat or emergency, follow the Emergency Reporting Procedure to 

report the incident to local security or local police services (911 or local emergency contact 

number). 

  

2. After any immediate threat or emergency is dealt with, immediately report the incident to 

your Manager/Supervisor.  Note: If your Manager/Supervisor is involved in incident then 

report the incident to your Local/Regional HR Representative. 

  

3. Your manager/supervisor will obtain all the details and enquire into the circumstances. Your 

manager will inform additional parties (e.g. HR Representative, Local Union President, 

Security, Real Estate, Police), including the Legal Department, to verify if the incident is 

harassment or violence. (Reference: CBC/Radio-Canada Workplace Violence Prevention 

Guidelines). 

  

4. Your manager/supervisor will implement all immediate corrective measures deemed 

necessary 

  

5. Your manager will ask you to fill out Violence Complaint Report Form and return it to 

them.  A copy of the form will be provided to the Local/Regional HR Representative and 

Health and Safety Consultants (see below). 

  

6. If you are satisfied with the corrective measures taken, then the issue is resolved at this level. 

END OF PROCESS 

  

7. If the issue is NOT resolved to your satisfaction and certain conditions listed in the guideline 

apply, then an investigation is initiated by HR. 

  

8. Corrective measures identified during the investigation are implemented by management. 

  

9. END OF PROCESS 

Note:  For situations that involve explosions, loss of consciousness, disabling injury, medical aid 

injury, first aid injury or near miss, the Manager / Supervisor must also complete an accident 

investigation report, with Workplace Committee involvement. 

  

Our policy on the Prevention of Workplace Violence 

CBC/Radio-Canada’s Policy 2.2.22 on the Prevention of Workplace Violence was developed to ensure 

compliance with Part XX of the Canada Health and Safety Regulations. This policy applies to all 

CBC/Radio-Canada employees. 

 

  

https://io.cbcrc.ca/?lang=en#/resources/1.3106439
https://io.cbcrc.ca/?lang=en#/resources/1.3106439
https://drive.google.com/a/radio-canada.ca/file/d/0B0M_tDxcShhsWmNyV2FMSTlURGM/view
https://drive.google.com/a/radio-canada.ca/file/d/0B0M_tDxcShhsbml6TTBiNmluTkk/view
https://drive.google.com/a/radio-canada.ca/file/d/0B0M_tDxcShhsbml6TTBiNmluTkk/view
https://io.cbcrc.ca/?lang=en#/resources/1.3106439
http://laws-lois.justice.gc.ca/eng/regulations/SOR-86-304/index.html
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Workplace Violence Prevention guidelines 

When we developed our policy on the prevention of workplace violence, we also developed a set of 

guidelines that outline requirements that deal with: 

 Identification, assessment and control of hazards and training requirements 

 Hostile environments 

 Emergency notification procedures to summon assistance for workplace violence 

 Management procedure for addressing workplace violence issues 

 Training courses 

Read the CBC/Radio-Canada Workplace Violence Prevention Guidelines to learn about violence 

prevention tips and techniques, to find the support that’s available to you and to understand how to 

report an incident of workplace violence. 

  

 

 

https://drive.google.com/open?id=0B0Nl98AEJ6VTWUVYLWh1Q3NtTzQ
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Prevention of Workplace Violence 

Complaint Procedure – Rio Olympics 

Definition: 

Violence in the Workplace is defined to include: “any action, conduct, threat or gesture of a person 
towards an employee in their work place that can reasonably be expected to cause harm, injury or illness 
to that employee”.  

Violence in the work place includes: 
 acts between employees; 
 acts between an employee and a non-employee. 

  
General Points: 

a. All employees must, where appropriate, inform the person inflicting the behaviour that it is 
unwanted/unwelcome behaviour. 

b. All employees who have witnessed or experienced workplace violence shall be encouraged to call 
the CBC/Radio-Canada’s Employee Assistance Program (EAP). You can reach EAP in Brazil 24/7 by 
calling 1-604-689-1717 collect (French version: 1-514-875-0720). 

c. The Travel Security Handbook contains the names and contact numbers of all Team Leaders and 
Security Wardens in Rio, as well as other emergency and assistance information.  

d. All workplace injuries (whether resulting from violence or not) must be reported to the Team 
Leader/Security Warden/Supervisor in Canada and investigated using the Accident Investigation 
Report. 

 
On-Site Complaint Procedure for Rio Olympics: 

a. For incidents involving an emergency or imminent danger, where it is not possible to contact one's 
immediate manager, the employee shall:  

i. Contact a Team Leader/Security Warden; and/or 

ii. Where required, call the appropriate local emergency number in Brazil:  

190: POLICE  

192: AMBULANCE  

193: FIRE DEPARTMENT  (to call for accidents with injuries) 

b. After any immediate threat or emergency is dealt with, all employees must immediately report any 
workplace violence or risk of workplace violence that they either witness or experience to their 
Team Leader or Security Warden in Rio, or if not possible, Supervisor in Canada.  

c. If the complaint involves their Team Leader or Security Warden in Rio or direct manager, then the 
employee must report to their HR representative in Canada.  
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d. The Team Leader/Security Warden/Supervisor in Canada will obtain all the details of the incident 
and enquire into the circumstances. They will then immediately contact additional parties (ie. HR 
Representative, Union Representative, Security, Police, etc.) as applicable, including the Legal 
Department, to verify if the incident is harassment or violence. 

e. The HR representative, the Team Leader, or the Security Warden shall report all workplace violence 
incidents to the local police under the following three circumstances:  

i. Actual physical assault is involved;  

ii. The employee(s) involved have requested it; or  

iii. When the circumstances warrant it, which shall be assessed by the HR 
representative/ Team Leader/ Security Warden on a case-by-case basis.  

f. All employees must complete a Violence Complaint Report Form (see below), thereby ensuring that 
all events, including time, date and names are properly documented. A copy of the form will be 
provided to the HR Representative and one of the following Health and Safety Consultants: 

Julie Dallaire (French Services) at 1-514-597-4259  
Christina Boncheff (English Services) at 1-416-205-3287 

g. Your Team Leader or Security Warden in Rio, or Supervisor in Canada, in consultation with other 
applicable parties, will attempt to resolve the incident internally between the parties and 
implement all immediate corrective measures deemed necessary. 

h. If the employee is satisfied with the corrective measures taken, then the issue is resolved at this 
level. END OF PROCESS 

i. If the issue is NOT resolved to the employee’s satisfaction and certain conditions listed in the 
guideline apply, then an investigation will be initiated by HR. 

j. Corrective measures identified during the investigation will be implemented by management. 

 

 

 

  



Appendix D 
 

 

 

VIOLENCE Complaint Report Form 
 

N O T E  :   F O R  N O N - W O R K P L A C E  V I O L E N C E  I N C I D E N T S  U S E   H A Z A R D / C O M P L A I N T  F O R M
 

 

 

 

A – Workplace Violence Hazard or Complaint  
Location 

      

Date 

      

Time 

      

  
  

 

Description 

      

      

      

      

      

      

      

      

      

      

      

      
 
 

 
 
 
 
 

Name of Originator 

      

(Signature) 

      

 

  

Name of Supervisor 

       

 

 

Distribution:  

Employee: After completion, the employee to provide copies of this form to his Manager.  If Manager is involved in 
incident then remit form to the Local/Regional HR Representative. Manager or Local/Regional HR Representative:  
Provide a copy to the Health and Safety Consultants (christina.boncheff@cbc.ca , julie.dallaire@radio-canada.ca) 

If “yes”, to whom? (Name) 

      

Date & Time Reported 

      

Has this been 

reported to 

someone else? 

Yes 

No 

YES 

mailto:CHRISTINA.BONCHEFF@CBC.CA
mailto:julie.dallaire@radio-canada.ca

