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ANTI-HARASSMENT POLICY 
 
This is a translation of the original French document. In case of divergence of interpretation,  
the French text shall prevail over the English text. 
 
1. Objective of the policy 
 
1.1. This policy applies to all Golf Québec employees, including managers, directors, senior 

staff, and Golf Québec volunteers. It applies to all work-related incidents, whether it 
occurred on the workplace or not, during the regular working hours or not, for example, 
in a business trip, conferences, meetings, receptions, and social functions. 
 

1.2. Harassment is forbidden in the workplace and Golf Québec will not allow any tolerance 
in this regard; 
 

1.3. This Policy does not limit the authority of managers and supervisors in areas such as 
performance evaluation, follow-up meetings, management of work relations, application 
of administrative or disciplinary actions or task assignment; 
 

1.4. Any harassment complaint will be processed diligently and impartially. A formal 
investigation will be made unless the complaint is resolved informally or by mediation; 
 

1.5. Any breach to this Policy will subject the offender to administrative or disciplinary 
actions, up to and including termination of employment. Those who will apply the Policy 
in good faith will not be subject to retaliation. Witnesses will also be respected and 
protected. A complaint that would be frivolous or made in bad faith will be considered as 
a breach of this Policy. 

  
2. Definition 
 
2.1. Harassment is defined by a non-desired behaviour, either expressed or implied, 

improper, hurtful, and offensive from an individual to another person or persons in the 
workplace, and by the fact that the individual knew, or ought to reasonably have known, 
that this behaviour would cause offence or harm. It also includes any objectionable act, 
comment or display that demeans, belittles, or causes personal humiliation or 
embarrassment.  

 
2.2. Psychological harassment is defined as any vexatious behaviour in the form of repeated 

and hostile or unwanted conduct, verbal comments, actions or gestures, that affects an 
employee's dignity or psychological or physical integrity and results in a harmful work 
environment for the employee. It is clear that just one incident of this behaviour that had 
long-term effects on an employee would in fact be considered harassment. 

 
2.3. Sexual harassment is defined as any unsolicited conduct, comment, gesture or contact 

of a sexual nature that is likely, by their very nature, to attack a person's dignity or 
physical or psychological well-being and results in a harmful work environment for the 
person being harassed. It can target women and men, including between people of the 
same sex. Harassment can take on many forms; verbal, physical or psychological. 
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2.4. In this Policy, workplace refers to locals, offices, cafeteria, toilets, parking lots, and any 
other venue where the employees or volunteers are achieving their duties on behalf of 
Golf Québec. 

 
3. Responsibilities and rights of employees 
 
3.1. The employees and volunteers subject to this Policy most maintain and promote 

principles and standards of conduct ensuring that their duties are achieved in a 
harassment-free environment; 

 
3.2. Golf Québec expects everyone’s collaboration and encourages its employees and 

volunteers to express their disapproval concerning any behaviour that they would deem 
improper and enforce this Policy, if needed; 

 
3.3. Golf Québec must ensure that this Policy is known and complied with at all times. 
 
4. Complaint and complaint-treatment process 
 
4.1. An employee or volunteer may file an internal complaint despite the existence of other 

recourse. 
 
4.2. The complaint must be filed as soon as possible, without exceeding a delay of two (2) 

years following the last incident or events for which a complaint is filed and it will be 
treated as follows: 

 
4.2.1. The complaint must be filed in writing. It must be signed, include a description of 

the reproached facts, and must name the person or persons that are identified as 
responsible for the said facts. Complaints must be submitted to the person who is 
in charge of enforcing this Policy; 

 
4.2.2. The treatment of a complaint will be handled in a timely fashion in order to 

intervene rapidly, put a stop to a situation of harassment, and prevent that the 
work or learning environment gets worse; 

 
4.2.3. The person that is responsible for or named will conduct a proper investigation to 

verify that the complaint is well founded. This person will meet with the involved 
parties and potential witnesses, if needed, in order to assess the seriousness 
and extent of the reproached act. This person may hire, if needed, an external 
resource who will review the nature, relevance, and merits of the complaint. 
Should the allegations prove to be true, this person will take the required actions 
to put a stop to the harassment issue as soon as possible; 

 
4.2.4. If the complaint is judged to be admissible, the person in charge will make sure to 

implement efficient temporary preventive measures to protect the harassment 
victim, including removing the victim from the workplace; 

 
4.2.5. Where appropriate, the external resource will convene a meeting with the 

accused in order to attempt to settle the dispute and find, with the plaintiff, a 
solution to the harassment situation that is under review; 
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4.2.6. Where appropriate, the external resource will inform the accused that a complaint 
was filed against him/her, and will explain how the complaint is treated. This 
external resource will also ensure that the presumption of innocence of the 
accused is respected and that the accused has the right to be heard in every 
step of this Policy; 

 
4.2.7. When a complaint is deemed to be abusive, frivolous or made in bad faith, the 

plaintiff is liable to disciplinary or administrative actions; 
 
4.2.8. The external resource may recommend to the person in charge any sanction that 

is considered as appropriate towards the person who is charged with harassment 
(ex.: written warning, note in their employee’s file, disciplinary notice, suspension, 
termination, exclusion, etc.) or any other action that would be deemed proper 
within the context (ex.: formal apologies, training session on appropriate 
workplace behaviour, commitment to undergo therapy, restriction from contacting 
the harassment victim, etc.); 

 
4.2.9. The person that is responsible for or named will then take the necessary 

measures to settle the complaint, which may include various sanctions based on 
the seriousness, extent, and frequency of the committed harassment. In any 
circumstance, this person will take the necessary measures to re-establish a 
proper and healthy work or learning environment. 

 
5. Corrective actions 
 
5.1. The Executive Director, his representative or the person named by the Board of 

Directors is in charge of applying this Policy and will decide, when needed, which 
corrective actions should be enforced depending on the seriousness of the behaviour. 
Corrective actions enforced by Golf Québec could include: 

 
5.1.1. Temporary measures before and during the investigation (for example 

suspension, with our without compensation, or transfer); 
 
5.1.2. Demanding that formal apologies are presented; 
 
5.1.3. Verbal or written reprimand; 
 
5.1.4. Participation in a training session on acceptable behaviours in the workplace; 
 
5.1.5. External consultation; 
 
5.1.6. Suspension without compensation for a specific period; 
 
5.1.7. Transfer; 
 
5.1.8. Demotion; 
 
5.1.9. Termination. 
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6. Person in charge of applying this Policy and complaint-treatment process 
 
6.1. The Executive Director is responsible for applying this Policy and handling complaints. 

He must:  
 

6.1.1. Make sure that all volunteers and employees understand this Policy and how 
complaints will be treated; 

 
6.1.2. Offer advice to volunteers and employees who would have questions regarding 

prevention of harassment and how a complaint would be handled; 
 
6.1.3. Regularly remind the volunteers and employees that this Policy is in effect and 

follow up when necessary; 
 
6.1.4. Organize training and information sessions on this Policy. 

 


