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Windsor Detroit Borderlink 

Limited. 
 

This document outlines the following policies, Weapons Policy; Workplace Harassment and 

Complaint Policy and Workplace Violence Prevention Policy. This document applies to all workers 

employed or contracted by WDBL. 

 

Our Mission 

 

✓ Saving customers time and fuel 
 

✓ Safely expedite the movement of people, products and services while maximizing 

shareholder value 
 

Our Values 

 

✓ Market Driven Service 
 

✓  Excellence and Efficiency 
 

✓ Employee Loyalty, Respect and Openness 
 

✓ Self-Motivated and Empowered Staff 
 

✓ Profitability and Growth 
 

✓ Responsibility and Accountability 
 

✓ Continuous Improvement 
 

✓ Safe and Healthy Environment  
 

✓ Respected and Locally Involved Corporate Citizen 
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✓ Recognize Individual and Team Success 

 

Our Goals 

 

✓ Increase revenue 
 

✓ Increase traffic 
 

✓ Control and decrease costs 
 

Stewardship of the Facilities and Business 

 

✓ Maintain an active safety program 
 

✓ Be Prepared for business interruptions 
 

✓ Ongoing inspection of all facilities 
 

✓ Reliable information technology that meets the expanding needs of the company 
 

✓ Redesign the toll system 
 

✓ Respect and secure customer data 
 

✓ Implement ongoing maintenance and capital programs 

 

Serve as a Positive Force in the Community 

 

✓ Involvement in key organizations 
 

✓ Perceived as an asset in the community 
 

✓ Viewed as a good neighbour with fair business practices 
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Weapons Policy 

 

Policy 

Bringing weapons onto Company property or concealing a weapon on Company property is 

forbidden and subject to disciplinary action up to and including immediate dismissal. 

 

Application 

This policy applies to all employees of the Company. 
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Workplace Harassment and 

Complaint Policy 
 

Policy 

It is the policy of the Company that all employees have the right to work in an environment that 

is free of any form of discrimination and that respects the dignity, self-worth and human rights 

of every individual. This includes harassment.   Harassment is strictly forbidden at all levels of 

employment including the Company’s relationship with third parties such as outside contractors 

and customers.  Such conduct will not be tolerated. 
 
 

Application 

This policy applies to all employees of the Company. 
 
 

Guidelines 

a. The intent of this Workplace Harassment Policy is to prohibit offensive conduct, either 

physical or verbal, that threatens human dignity and employee morale and that interferes 

with a positive and productive work environment.  

 

b. All employees are expected to familiarize themselves with this Workplace Harassment 

Policy and to comply with it. Employees who want further information about this policy, 

or who wish to file a complaint of harassment are asked to contact their immediate 

supervisor or the Human Resources Generalist.  
 

Definitions of Workplace Harassment  

In Canada, the Canadian Human Rights Act protects workers from employment discrimination 

based on race, national or ethnic origin, colour, religion, age, sex, sexual orientation, marital 

status, family status, disability and conviction for which a pardon has been granted.  

 

 

 

Harassment 
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Harassment is defined as verbal or physical conduct designed to threaten, intimidate or coerce; 

or any conduct, comment, gesture or contact that is known or ought reasonably to be known to 

cause offence or humiliation.  

 

a. Harassment does not include appropriate direction, delegation, or discipline 

administered by a member of management.  It does not include stressful events 

encountered in the performance of legitimate job duties. The purpose of this policy is to 

provide protection from harassment and not to serve as a substitute for resolving 

interpersonal or ideological differences. 

b. Occasional disagreements or personality conflicts do not necessarily constitute 

harassment.  However, such situations can become harassment if name-calling, personal 

attacks, character defamation, or intrusive behaviors are involved. Interpretation of such 

incidents will depend upon the circumstances, the severity of the behavior, and the effect 

upon the complainant.    

 

Sexual Harassment 

a. Sexual Harassment is defined as unwelcome sexual advances, request for sexual favours 

and other verbal or physical conduct of a sexual nature when such conduct: 

▪ Is made explicitly or implicitly a term or condition of employment, or an 

opportunity for training or promotion 

▪ Is used as a basis for an employment decision, or 

▪ Unreasonably interferes with an employee’s work performance or creates an 

otherwise offensive environment. 

 

b. Sexual harassment does not refer to behaviour or occasional compliments of a socially 

acceptable nature. It refers to behaviour that is unwelcome, that is personally offensive, 

and that lowers morale and therefore interferes with work effectiveness. Sexual 

harassment may take different forms. One specific form is the demand for sexual favours. 

 

Personal Harassment 

a. Personal Harassment is defined as improper behaviour directed by one employee to 

another in the workplace or work-site.  This behaviour is threatening to the employee  
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b. and may have the purpose or effect of unreasonably interfering with the victim’s work 

performance or creating an intimidating, hostile or offensive environment.  Personal 

harassment can include instances when an individual uses his/her authority or position 

with its implicit power to improperly undermine, sabotage or otherwise interfere with the 

career of another employee. 

c. The Workplace is the office, corporate buildings, lunchrooms, washrooms, work-sites, on 

road vehicles and any other location where the business of the corporation is being 

conducted. 

c. A Work-site includes not only physical locations, but also any other location associated 

with the work of the corporation, such as corporate social functions, conferences, training 

sessions, business travel or customer calls.  

 

 Examples of Sexual Harassment  
a. Verbal 

Jokes of a sexual nature, sexual propositions, and tales of sexual exploits, threats, sexual 

innuendoes, suggestive comments, or taunting about a person’s body, attire, age, 

marital status, sex or sexual orientation. 

 

b. Non-Verbal 

Sexually suggestive objects or pictures, graphic commentaries, written material 

(including e-mail), suggestive or insulting sounds, leering, whistling, obscene gestures or 

indecent exposure. 

 

c. Physical 

Unwanted physical contact, including deliberate touching, pinching, brushing the body, 

coerced sexual intercourse and assault. 

 

Company Responsibil it ies  
In its commitment to establish and to maintain a harassment-free workplace, the Company has 
implemented a series of measures to prevent the occurrence of harassment in the workplace.  
These measures include: 

▪ Adopting a policy prohibiting all forms of workplace harassment. 

▪ Distribution of the Company Workplace Harassment Policy to all current and new 

employees. 
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▪ Establishing an internal complaint procedure to formally investigate and resolve 

complaints of harassment in a confidential and timely fashion. 

▪ Taking appropriate, progressive disciplinary action, up to and including discharge, against 

any person under its direction, who subjects any employee, customer or outside third 

party to harassment.  

▪ Providing supervisors with training about the policy and their responsibilities in enforcing 

it. 

 

Supervisors’ Responsibil ities  

Supervisors must deal expeditiously and fairly with allegations of harassment within their 

department whether or not there has been a written or formal complaint.  Supervisors must: 

a. Act promptly to investigate any type of harassment. 

b. Report the complaint of harassment to the Human Resources Generalist. 

c. Take corrective action to prevent the prohibited conduct from reoccurring. 

 

Employee Responsibil it ies  

If an employee believes that he/she has been subjected to harassment, he/she should: 

a. Clearly and directly ask the harasser to stop the harassing behaviour immediately. 

b. Make a written record of the date, time, nature of the incident(s) and the names of any 

witnesses. 

c. Immediately report the incident to their immediate supervisor, the next level of 

management above the immediate Supervisor or the Manager Human Resources and 

Administration. 

Note:  All employees are expected to familiarize themselves with this Workplace Harassment Policy 

and to comply with it.  Any employee who has questions about this policy or complaint procedure can 

contact your Union Representative or your Supervisor or the Manager Human Resources and 

Administration. 
 

 

Confidentiality 

Due to the confidential nature of this sensitive matter, and to ensure protection of the 

employee’s privacy, the Company will not disclose the name of the complainant, the alleged 

harasser, or the circumstances related to the complaint to any person not directly involved in the  
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investigation, except where disclosure is necessary for the purposes of investigating the 

complaint or for taking disciplinary measures in relation thereto.  

 

Records 

a. The full investigative record will be secured in a confidential file to be kept by the Human 

Resources Generalist. This record is not considered a personnel record.  

b. If there is a finding of harassment, a copy of the result of the investigation will be placed 

in the personnel files of each of the principal parties. 

 

How to Fi le a Harassment Complaint  

a. The Company will initiate action without waiting for an individual complaint when 

harassing behaviour is known to be taking place.  

b. No reprisals, such as intimidation, discipline, dismissal or other employment related 

consequences will be taken against an individual who makes a complaint. However, 

employees who file charges in bad faith (i.e. false accusations) or with the intent to injure 

will be disciplined. 

c. There is an initial responsibility on the part of the person who is allegedly being harassed 

to attempt to control the situation before proceeding further. 

Step 1 – Address Issue with Harasser 

1. Clearly and directly ask the harasser to stop the harassing behaviour immediately. 

2. The harasser may not realize that you find that kind of behaviour objectionable.  Let them 

know exactly how you feel.  Your assertiveness can prevent the situation from developing 

any further.  Inform the person that his/her behaviour is unwelcome or distasteful to you 

and that it is against company policy. 

Step 2 – File a Complaint 

1. Complaints of harassment of any type should be reported to any one of the following 

individuals: 

i. Your Union Representative or your Supervisor 

ii. The next level of management above the immediate Supervisor 

iii. The Chief Executive Officer or Human Resources Generalist. 

2. All complaints received by any Supervisor must be reported to the Chief Executive Officer 

or the Human Resources Generalist. 
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3. The complainant should fill out a Harassment Reporting Form with detailed written record 

of the event(s), including name, place, date, time, witnesses and details of the offensive 

behaviour. 

Step 3 – The Investigation 

1. The Company will initiate an investigation as soon as it is practical.  

2. During the investigation, the Company will take interim corrective action to prevent 

continuing harassment while the investigation proceeds. Such interim corrective action 

might include non-disciplinary leaves of absence for either or both the complainant and 

the alleged harasser, or temporary transfers aimed at separating the parties until the 

investigation is complete. 

3. The Chief Executive Officer or designate shall investigate all complaints of harassment.  

4. The investigation will encompass interviews with the complainant, the alleged harasser(s) 

and witnesses.  

5. The results of the investigation will be documented and a determination will be made as 

to the outcome.  

6. Once the investigation is concluded, the Company will decide upon a course of action and 

will inform the principal parties of the results.  

Note: 

Notwithstanding the existence of this policy, every person continues to have the right to seek 

assistance from the Canadian Human Rights Commission, even when steps are being taken under 

this policy. 

 

Step 4 - Findings and Recommendations 

1. The Chief Executive Officer shall submit the final report with recommendations to the 

Human Resources and Generalist. 

 

2. The Chief Executive Officer shall advise both the complainant and respondent whether or 

not harassment was found to have occurred and what progressive disciplinary steps, if 

any, will be taken, up to and including discharges. 

 

3. If progressive disciplinary and/or discharge are recommended, the appropriate steps of 

the collective agreement, where applicable, shall come into effect. 
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Workplace Violence Prevention 

Policy 
 

Policy 

The Company supports the philosophy that violence has no place in the workplace, and that 

prevention of potential workplace violence is a responsibility shared by all employees.  Although 

no employer can fully guarantee 100% the safety of the workplace, the Company commits to do 

everything in its power to provide a safe environment for its clients/customers and employees 

by adopting a zero tolerance towards workplace violence. 

 

Application 

This policy applies to all employees of the Company. 

 

Guidel ines   

a. Managers and Supervisors employed by the Company are responsible for fostering a safe 

working environment. Managers and supervisors must set an example for appropriate 

workplace behavior, and must deal expediently with situations of workplace 

violence/harassment as soon as they become aware of them, whether or not there has been 

a complaint. 

 

b. Employees are expected to meet Company standards of professionalism and demonstrate 

courtesy to clients/customers and co-workers.  Employees must learn to recognize the 

warning signs of violence.  Recognizing the risk factors is an important step to preventing 

workplace violence.  Threatening words or actions, even if said in a joking way, should be 

treated seriously.   

 

c. All reports of workplace violence will be investigated promptly and information will be kept 

confidential, except where there is a need to know in order to effectuate a solution to the 

problem. 
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What Is Workplace Violence? 

a. Workplace violence arises out of disputes or adverse interpersonal relations between 

employees and employers, in and around their place of employment.  

 

b. It includes, but is not limited to:  

▪ Hitting or shoving an individual,  

▪ Beatings, stabbings, suicides, shootings, rapes, near suicides,  

▪ Psychological traumas such as threats; obscene phone calls,  

▪ Harassment of any nature such as stalking, swearing, shouting, intimidating or attempting 

to coerce an employee to do wrongful acts as defined by applicable law, administrative 

rule, policy, or work rule  

▪ And the possession of firearms, weapons or any other dangerous devices. 

 

c. Categories of workplace violence are:   

▪ Criminal intent (violence by strangers) 

▪ Customer/Client 

▪ Worker against Worker 

▪ Personal Relationship  

 

d. When a stranger commits violence, the perpetrator typically has no relationship to the 

Company or its employees; and the employee can be victimized either inside the workplace 

or outside the workplace, while acting within the scope of their employment. 

 

e. Violence by a client/customer could occur when a customer has a history of violent 

behaviour, and/or is frustrated by delays of service. 

 

f. Co-worker violence could occur amongst current/former employees at any level within the 

Company. 

 

g. Violence resulting from personal relationships typically occurs as a result of estranged 

domestic relations. 
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Causes of Workplace Violence 

a. Workplace violence could be triggered by many factors including downsizing, conflict with 

Supervisors, domestic problems, and changes in employment conditions up to and including 

disciplinary action/termination. 

 

b. Employees must learn to recognize the red flags-the warning signs of violence.  Warning signs 

include, but are not limited to: 

▪ An undue interest in weapons, 

▪ Making intimidating statements such as “I’ll get even” or “You haven’t heard the last 

from me”, 

▪ Possessing reading material with themes of violence, revenge and harassment, 

▪ Exhibiting behavior that is interpreted as strange, bizarre or threatening by coworkers 

over a sustained period of time, 

▪ Vocalizing, or otherwise acting out, violent intentions prior to committing a violent 

act, 

▪ A history of violence, 

▪ Evidence of chemical or alcohol dependence, 

▪ Having a romantic obsession with a co-worker who does not share that interest, 

▪ Evidence of depression, 

▪ Intense anger, lack of empathy, 

▪ Domestic problems, unstable/dysfunctional family and, 

▪ An elevated frustration level. 

Reporting Workplace Violence 

a. All incidents of violence, real or threatened, must be reported, including verbal or written 

acts of physical violence.   

 

b. Employees should report any indication of a co-worker exhibiting any of the above-noted 

warning signs.   

 

c. Employees are strongly encouraged to report any incidents that may involve a violation of 

any of the Company policies that are designed to provide a safe workplace environment.   
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d. Employees should report all threats of violence and/or volatile situations to their immediate 

Supervisor and/or the department Manager. Reporting employees must not fear criticism, 

loss of privacy, penalties or judgment. 
 

e. Employees should also provide the Human Resources Generalist with any and all copies of 

petitions, grants or restraining orders, peace bonds etc. 

The Company’s Commitment to a Safe Workplace 

a. The Company is committed to providing a safe environment for employees, customers and 

visitors.  In order to provide a safe workplace, we require: 

 

Property Access 

Access to Company property is limited to those with a legitimate business interest.  All 

employees and employee vehicles entering the property must display a Company 

identification badge and hanging parking tag. Employees should question unidentifiable 

persons and former employees about their business on Company property. 

 

Inspections  

The Company reserves the right to inspect all Company property (including but not limited 

to, employee work areas, lockers, file cabinets, telephones, computers, and storage jump 

drives) in order to enforce its policies, procedures, rules and regulations and to prevent 

serious injury and/or the commission of crimes on Company premises. The Company reserves 

the right to conduct inspections based upon reasonable suspicion, at any time, with or 

without notice. 

 

b. As part of our ongoing commitment to preventing or mitigating violence in the workplace, 

the Company:   

▪ Has implemented the following pre-screening techniques: pre-employment background 

checks, employment and education verification, drug screening, criminal history checks 

and professional employment interviews. 

▪ Has established termination procedures designed to maintain the dignity and respect of 

that employee, and will offer outplacement counseling as required. 

▪ Conducts exit interviews for all employees. 
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▪ Will train employees in the warning signs of aggressive or violent behaviors.  

▪ Will train Management/Supervisor in threat assessment, dispute resolution/de-

escalation techniques. 

▪ Will inform all employees of policies concerning negative behaviour and will encourage 

employees to report threats or violent behaviour. 

▪ Will engage external consultants to provide support, advice and guidance in potentially 

negative personnel situations. 

▪ Will establish and enforce effective security procedures. 

▪ Will establish a Crisis Management Team to handle the consequences of any incident of 

violence, providing assistance to employees and information to the media.    

▪ Will establish a corrective action and disciplinary process.  

 

  

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 


