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Purpose

The purpose of this policy is to define behaviour that constitutes workplace violence and to define procedures for reporting and resolving incidents of workplace violence.  The FHT is committed to ensuring that all workplace parties are familiar with the definitions of workplace violence and their individual responsibilities for prevention, response and corrective action. 

Policy

Providing a violence-free workplace is everyone’s responsibility.  The FHT recognizes the potential for violence in the work environment, and therefore will make every reasonable effort to identify all potential sources of violence in order to eliminate and/or minimize these risks.  For the purposes of this policy ‘employees’ is defined as: staff (including management and full time and part time non-management workers), students and contractors providing services at the workplace including physicians.

This policy is designed to cover four main categories of workplace violence:

· Criminal Acts by Outsiders (committed by person with no current relationship to the facility);

· Patient/client (committed by patient/client);
· Employee to employee (e.g. contract worker to employee, staff to staff, staff to student); and
· Personal relationship (e.g. violence in the workplace related to a domestic/personal relationship).

For the purpose of this policy ‘violence’ is defined as:

“The attempted or actual exercise of any intentional physical force that causes or may cause physical injury to a worker.  It also includes any threats which give a worker reasonable grounds to believe he or she is at risk of physical injury.”
Scope

Workplace violence can occur both in the workplace and in work related settings outside of the usual workplace and regular working hours.  It can occur during work-related functions at off-site locations such as conferences, social events, or visits to patient/clients’ homes.  Violence may also manifest itself in the form of threatening telephone calls from co-employees, patients/ clients or managers. Workplace violence can be experienced directly and also indirectly such as witnessing a violent act.

The specific acts regarding workplace violence are listed below and have been followed in developing this policy:
· The Ontario Occupational Health and Safety Act and its regulations;

· The Criminal Code of Canada;

· The Ontario Human Rights Code;

· The Workplace Safety and Insurance Act, 1997; and
· The Regulated Health Professionals Act and its regulations.
This document sets out the objectives, roles, responsibilities, reporting and review requirements of the policy for the prevention of violence in the workplace.  
Roles and Responsibilities of Workplace Parties:

Employer:

The FHT Executive Director/Lead Administrator and Board of Directors are responsible for ensuring that the workplace violence prevention policy and procedures are communicated to all employees.  As well, the FHT shall ensure appropriate training is provided to employees.

The FHT shall: 

· Conduct regular risk assessments;

· Establish control measures to address identified risks;

· Establish and deliver training and education for all employees;

· Review all reports of violence in order to prevent recurrences;

· Take corrective action and provide response measures;

· Facilitate medical attention and support for all those either directly or indirectly involved in an incident as needed;

· Ensure that fatalities, critical injuries, lost time or medical aid injuries are reported as required by relevant legislation; and
· Ensure compliance with all relevant legislation including Ontario Occupational Health and Safety Act.

Managers and Supervisors:

Managers and supervisors are expected to enforce this policy and program requirements fairly and consistently throughout the facility and are accountable for failure to respond to and investigate allegations of workplace violence.  Managers and supervisors have a general duty to take all reasonable steps to prevent violence against an employee.

Reporting Procedures and Requirements

In the event of an incident of violence:

· Depending upon the nature of the incident, involve police or security.

· Facilitate medical attention for employee(s) as required.

· Notify next of kin when an employee is significantly injured with consent of employee, if able.

· Investigate all workplace violence incidents using the organization’s accident investigation procedure.

· Contact a JHSC Certified member and ensure employee receives further counseling options (such as EAP).

· Ensure that debriefing is made available for those either directly or indirectly involved in the incident.

· Ensure the employee receives basic information about their legal rights and referral for more detailed legal information as required. Staff accompaniment of injured staff for medical attention.

· Increase security as needed.

Upon receiving a report of violence the manager/supervisor will:

· Respond immediately and ensure that measures are taken to safeguard employees;
· Assess employee’s sense of safety and take preventative action as necessary;
· Notify the Executive Director/Lead Administrator;
· Submit a report of the incident; 
· Investigate all workplace violence incidents using the organization’s accident investigation procedures;
· Support and assist staff in completion report; and
· Determine the root cause of the incident and implement preventative measures.

Manager/Supervisor’s Ongoing Responsibilities

· Implement policy and procedures and monitor employee compliance.

· Ensure all staff are trained on the Workplace Violence Prevention policy and procedures.
· Investigate complaints and indicators of potential violence (i.e. inappropriate behaviour, bullying, leering, etc.).

· Identify and alert staff to potentially violent situations, violent patients/clients and hazardous situations that the manager/supervisor is aware of.

· Monitor trends and initiate prevention initiatives (for example based on incident reports, chart reviews, case conferences).
· Support the return to work process as per the WSIB.
· Identify training needs of employees.

· Conduct program specific training and orientation of violence prevention as needed.

Employees/workers

All employees are responsible for following best practices in patient/client centered care, including all existing safe work practices, as well as the policy and the procedures outlined in the Workplace Violence Prevention Program and all related policies.

Reporting Procedures:

· Immediately report all violence, threats, harassing behaviour or hazardous situations to the supervisor or manager.  If there is a concern about a manager’s or supervisor’s behaviour report the incident to next level of management.

· Document all violence-related incidents (near miss, hazards or injury). 

· After informing the supervisor or manager, employee may directly inform the JHSC or worker member of the JHSC about any concerns regarding the potential for violence in the workplace.
Employees/workers Ongoing Responsibilities

· Understand and comply with the violence in the workplace prevention policy and related procedures.

· Contribute to risk assessments.

· Review, at least annually, of the workplace violence prevention policy.

Joint Health and Safety Committee (JHSC):

· Participate in the development, establishment and implementation of violence prevention measures and procedures. 

· Be consulted and make recommendations to the employer to develop, establish and provide training in violence prevention measures and procedures.

· Take part in a review, at least annually, of the workplace violence prevention program.

· Be contacted immediately in the event of a critical injury or fatality.

· Investigate all critical injuries related to violence and make recommendations to the employer.

· Receive and review management reports to the Ministry of Labour of any critical injury or fatality.

· In consultation with the Employer, JHSC assesses workplace violence hazards in all jobs working in a similar workplace or unit, and in the workplace as a whole (including work related off-site activities).

· Track and analyze incidents for trends and prevention 

Reporting and Investigation Procedure

Specific accountabilities for reporting and investigation are covered under the ‘Roles and Responsibilities’ section.  In addition to these specific accountabilities the following applies:

· The manager or supervisor follows up on all reports of workplace violence and hazard reporting and measures taken to address them. 

· If the investigation is completed in a timely manner, with consultation from relevant management and personnel.

· Review all employee incident reports, monitor trends and make recommendations for prevention and enhancements of the Workplace Violence Prevention Program.

· Provide summary level reports to senior management and the Board.

Risk Assessment

Management, in conjunction with the JHSC and others as appropriate, will assess workplace violence hazards in all jobs, and in the workplace as a whole.  This may include but not limited to administrative and work practice controls and site design and environmental controls.

All control measures applied to the risks identified will be documented into procedures.  Risk assessment tools will be used or developed as necessary to identify risks associated with work area or activity.  Site-specific procedures will be developed to control the identified risks.  Risk assessments are reviewed annually and whenever jobs or workplaces are substantially changed.

Education

All new employees will receive orientation to the Workplace Violence Prevention Policy.  In addition, all employees will participate in regular refreshers of the policy. 

Area managers will determine what additional site-specific orientation and training may be required by staff, and will ensure the training occurs.

No Reprisal

An employee shall not be penalized or threatened for complying with this policy.  No report of workplace violence or risks of violence (excluding frivolous or malicious complaints) can be the basis of reprisal against the reporting employee or members who participate as witnesses in an investigation.

Discipline

An employee who engages in an act of violence at work or in the course of employment against another employee shall be disciplined up to and including dismissal.  In addition, civil or criminal proceedings may be commenced.
Program Evaluation

The Workplace Violence Prevention Program is evaluated annually by management and reviewed by the JHSC to ensure that it meets the current needs of the FHT.  

Definitions

Definitions Associated with Workplace Violence (does not supersede Criminal Code definitions or any other relevant legislative definitions):

Assault: any intent to inflict injury on another, coupled with an apparent ability to do so; any intentional display of force that causes the victim to fear immediate bodily harm; any actual assault.
Harassment:  the act of engaging in a course of vexatious comment or conduct against a worker in a workplace that is known or ought reasonably to be known to be unwelcome. 
Near miss: an intentional act of striking out, but missing the target.

Physical attack: an act of aggression resulting in a physical assault or abuse with or without the use of a weapon.  Examples include hitting, shoving, pushing, punching, biting, spitting, groping, pinching or kicking the victim, unwelcome displays of affection or inciting others or an animal to attack.

Sexual assault: is defined in the Criminal Code but is generally understood as the use of threat or violence to force one individual into unwanted touching, kissing, fondling or sexual intercourse.

Threat: a communicated intent (verbal or written) to inflict physical or other harm on any person or to property by some unlawful act.  A direct threat is a clear and explicit communication distinctly indicating that the potential offender intends to do harm, for example, “I am going to kill you.”  A conditional threat involves conditions, for example “If you don’t leave me alone, I will put you right through that wall.”  Implied threats (intimidation), usually involve body language (e.g. towering over someone), or behaviours (e.g. staring someone ‘down’), that leave little doubt in the mind of the victim that the perpetrator intends to harm (even if they don’t plan to follow through).  Intimidations are meant to instill fear in the hope that the person being intimidated will ‘give in’ to what the intimidator wants.

Verbal abuse: the use of vexatious comments that are known, or that ought to be known, to be unwelcome, embarrassing, offensive, threatening or degrading to another person, (including swearing, insults, condescending language, racism, sexism, homophobia or any kind of discriminatory remarks) which causes the person to believe their health and safety are at risk.
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