A.B.A.M. HARASSMENT POLICY & GUIDELINES 

PREAMBLE 

The Archers and Bowhunters Association of Manitoba , Inc. (the “Association”) is committed to the achievement of equal opportunity including the establishment of a sport environment in which all the members have the opportunity to contribute to the sport to their maximum potential.  As such the Association has a zero tolerance policy, meaning no level of harassment is acceptable.  The goals of the policy are to: 

 (a) prevent further harassment; 
 (b) resolve a complaint fairly and in a timely manner; and 
 (c) minimize any potential harm to a complainant or liability that may attach to the Association, its Directors, staff and members. 

POLICY 

The Association will not tolerate any form of harassment and undertakes to protect all members regardless of their race, ancestry, place of origin, color, ethnic origin, citizenship, creed, sex, sexual orientation, disability, age, martial status, family status or record of offense, from harassment by other members of the association. 

This policy is limited to protecting members from harassment during Association business, activities and events that receive direct Association financial support or endorsement. 

DEFINITION OF HARASSMENT 

Harassment takes many forms but can generally be defined as behavior, including comments and/or conduct, which is insulting, intimidating, humiliating, hurtful, malicious, degrading or otherwise offensive to an individual or groups of individuals or which creates an uncomfortable environment.  Harassment may include, but is not limited to: 

written or verbal abuse or threats 
sexually oriented comments 
racial or ethnic slurs 
unwelcome remarks, jokes, innuendoes, or taunting about a person’s body, attire, age, martial status, ethnic or racial origin, religion, etc. 
display of sexually explicit, racist or other offensive or derogatory material 
sexual, racial, ethnic or religious graffiti 
practical jokes which cause awkwardness or embarrassment;  endangering a person’s safety, or negatively affect performance 
unwelcome sexual remarks, invitations or requests whether indirect or explicit 
leering (suggestive staring), or other obscene or offensive gestures 
physical conduct such as touching, kissing, patting, pinching, etc. 
physical assault 

 REPRISAL 

Association members are protected from reprisal or the threat of reprisal if a complaint is made.  Reprisal may include situations in which a member is: 

denied promotion, advancement, training, or other related opportunities or benefits (e.g. team selection, etc.) 
disciplined or threatened with disciplinary action 
dismissed or threatened with dismissal 

on the basis of rejecting the sexual advances of a person in authority who has or who could be perceived to have influence over decisions affecting the member, or on the basis of having made a complaint of harassment. 

Reprisal may also include situations involving co-member(s) who, because the member has made a complaint of harassment, continue or escalate the harassment; ostracize or isolate the member; and/or engage in any behavior with the intent to intimidate, threaten, humiliate, hurt or adversely affect the performance or working conditions of the members. 

RESPONSIBILITY 

Board/committee members, affiliated club executives, staff, coaches, managers and judges of the Association are responsible for preventing and discouraging harassment by: 

undertaking and upholding the principles of this policy 
not engaging in behavior contrary to this policy and ensuring that all members are treated fairly and equitably 
communicating the Association’s objections to create and maintain a harassment-free sport 
not allowing or condoning behavior contrary to this policy 
taking all complaints of harassment seriously by investigating complaints in a thorough and sensitive manner and taking prompt action to resolve the situation in accordance with procedures outlined in the following sections. 

All members of the Association have a responsibility not to harass any other member.  Members who experience harassment are encouraged to make it known to the harasser that the behavior is offensive and/or to report the incident(s) according to the following complaint procedures.  Members who witness harassment or who become aware that a member is being harassed are encouraged to report the incident according to the complaint reporting procedure that follows. 

COMPLAINT REPORTING 

Members who experience harassment are encouraged to make it known to the harasser that the behavior is offensive and if it continues, to report the incident. 

A list of individuals who may be contacted and who are authorized by the Association to deal with a complaint of harassment will be made available to all members. 
  

Members are encouraged to report incidents of harassment.  Members who bring an incident to the attention of the Association will receive the full support of the Association.  Complaints will be addressed in a sensitive, responsible and timely manner.  If a member brings a complaint to the Association and if, after fourteen (14) days, the member has not received an interim reply and believes that the complaint has not been satisfactorily dealt with, the member may then bring the complaint directly to the Association’s President. 

Members who experience harassment because of their sex, race, religion, ethnicity, place of origin, disability, age, sexual orientation or family status are specifically protected under the Human Rights Code and have the right to file their complaint with their Provincial Human Rights Commission.  If a member wishes to lay criminal charges, she/he should consult a lawyer. 

COMPLAINT INVESTIGATION AND RESOLUTION 

Once a complaint is reported to the Association, immediate action will be taken as follows: 

1. The complaint will be fully documented and a copy of the complaint including a summary of the alleged harassment will immediately forwarded to the Executive Director of the Association. 

2. Upon receiving notice of a complaint, the Executive Director will appoint a single person, unconnected with and with no association whatsoever with the reported incident or either parties, to investigate all aspects of the complaint.  The investigator shall be named within five (5) working days after the Executive Director receives the complaint. 

3. The investigator, named by the Executive Director, shall have full authority to investigate the incident and may interview the complainant and the alleged harasser, interview any witnesses and shall document the situation accurately and completely. 

4. No later than ten (10) days after being appointed, the investigator shall recommend to the Executive Director if a hearing is justified in each particular case.  A further hearing shall be necessary if the investigator has reasonable grounds for believing that the conduct complained of took place and was harassment. 

5. Upon the Executive Director being informed by the investigator that a further hearing is justified, the Executive Director shall immediately appoint a three (3) member hearing panel.  The hearing panel must be independent and must have no association or connection whatsoever with the reported incident or the individuals involved. 

6. The hearing panel, within ten (10) days of its establishment, shall receive written submissions from the complainant, at his or her own expense, setting out in detail the alleged harassment, the arguments establishing the harassment and all evidence in support of the complaint.  The evidence may be submitted in the form of sworn affidavits by an individual or documentation assembled from other sources.  Copies of all materials submitted to the hearing panel must be provided to the alleged harasser. 

7. Upon the conclusion of the ten (10) day submission period, the alleged harasser shall then have a further ten (10) days to submit to the hearing panel a reply, at his or her own expense, which may include evidence of the same type as permitted to the complainant. 
8. No later than five (5) days after receiving all written documentation the hearing panel shall hear arguments from both the complainant and the alleged harasser, at their own expense.  The individuals may appear in person or maybe represented by legal counsel.  In appropriate circumstances, telephone conference calls are an appropriate mechanism for conducting the oral hearing. 

9. Within five (5) days of hearing oral evidence, the members of the hearing panel, after deliberation with each other, which may be by telephone, shall submit their written decision, with reasons, to the Executive Director.  The Executive Director will then advise the complainant and the alleged harasser of the decision of the hearing panel.  Copies of the decision and reasons will be given to all parties. 

10. In the event the hearing panel finds in favor of the complainant the matter shall be promptly referred to the Association’s Executive Committee for determination of appropriate sanctions to be imposed on the harasser.  The Executive Director shall advise the harasser, in writing, of the sanctions imposed by the Executive Committee. 

11. In the event the hearing panel finds that there was no harassment, the matter will be at an end. 

12. Either party, within thirty (30) days of being informed by the Executive Director of the result of the hearing panel, may appeal the decision of the hearing panel and/or the sanctions imposed by the Executive Committee to the Association’s Board of Directors.   The full Board of Directors will consider the appeal at its next normal meeting.  The Board of Directors shall obtain copies of all of the arguments and evidence presented to the hearing panel and shall review this material prior to the next Board Meeting.  The complainant and the alleged harasser, or their representatives, shall, at their own expense, have the right to make a further oral presentation at the Board of Directors Meeting.  The Board of Directors shall have the right to substitute a new decision or sanction and such decision or sanction imposed by the Board of Directors, on appeal, shall be final. 

13. No member of the Association shall be involved in any fashion on the appeal of any decision in which he was involved, either as an investigator or as a hearing panel member. 

SANCTIONS 

Any sanctions imposed on a harasser must be applied in a reasonable fashion and must be consistent with the severity of the offense. 

CONFIDENTIALITY 

Information or material in any form regarding the investigation or circumstances surrounding the investigation, or the results of the investigation, shall only be released or divulged to those persons directly involved with the complaint, these include the complainant, alleged harasser, the investigator, the hearing panel, Association Executive Committee, Association Executive Director and, on appeal only, the Board of Directors of the Association. 

PREVENTION/EDUCATION 

The Association recognizes that an education program, is an essential component to preventing incidents of harassment.  The Association is committed to: 

building awareness, and commit to creating a harassment-free organization, and ensure that awareness is properly reflected in policies and procedures; 
build the commitment into the organization’s culture, values and mission statement; 
include these policies and procedures in manual, handbooks guides and agreements; 
educate individual member identifying steps they are responsible for taking, if they are harassed and provide contact they can call for help and advice, if they are unable or unwilling to confront the situation themselves. 

Approved October 16, 1994 
Board of Directors’ Meeting 

