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1.0 PURPOSE 

To establish practices and procedures to promote an environment of mutual respect, safety 
(psychological and physical) and inclusiveness for all Individuals associated with the College of 
Paramedics of Manitoba. Consistent with the College’s Vision, Mission and Values, every individual 
associated with the College of Paramedics of Manitoba has the right to be treated, and the 
responsibility to treat others, with fairness, courtesy, and respect. 

 
2.0 DEFINITIONS 

• Respectful Behaviour: This behaviour values diversity, inclusion, dignity, courteous 
conduct, mutual respect, fairness, equality, and promotes positive communication and 
collaborative working relationships. 

• Inappropriate Behaviour: This is an overarching term used to describe disrespectful 
behavior, sexual harassment, harassment, bullying and/or workplace violence. 

• Disrespectful Behaviour: This behaviour is disruptive to positive communication, 
courteous conduct, and collaborative working relationships (e.g. purposely leaving 
someone out of a conversation or activity, gossip, inappropriate interruptions). Behavior 
may also be disrespectful if it does not value diversity, inclusion, dignity, fairness, and 
equality. More objectionable and severe forms of disrespectful behavior are considered 
harassment and/or bullying. 

• Harassment and Bullying: Harassment or Bullying may be written, verbal, physical, online, 
or electronic, a gesture or display, or any combination of these. It may happen only once, 
but often happens repeatedly. The Manitoba Workplace Safety and Health Act and 
Regulation definition of harassment defines two different forms of harassment: 

o Objectionable conduct that creates a risk to the health of a worker. Conduct is 
objectionable if it is based on race, creed, religion, color, sex, sexual orientation, 
gender-determined characteristics, marital status, family status, source of income, 
political belief, political association, political activity, disability, physical size or 
weight, age, nationality, ancestry, or place of origin; and/or 

o Bullying behavior; This behavior includes severe conduct that adversely affects a 
person’s psychological or physical well-being. Conduct is considered severe if it is: 
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repeated humiliation or intimidation that adversely affects a person’s psychological 
or physical well-being; or a single instance so serious that it has a lasting, harmful 
effect on a person. 

• Sexual Harassment: This form of harassment is based on sex, gender (how one identifies 
including gender identity or expression or gender-determined characteristics) or sexual 
orientation. Sexual harassment can be sexual in nature but can also include any form of 
harassment based on sex, gender, or sexual orientation. Sexual harassment can also refer 
to behaviour that creates or permits a sexualized or sexually charged, or a negative / 
poisoned work atmosphere. 

o Sexual harassment includes, but is not limited to:   

 Abusive remarks or behaviors based on sex, gender, or sexual orientation. 

 Objectionable and unwelcome sexual solicitations or advances, 

 A reprisal, retaliation, or threat of retaliation for rejecting a sexual 
solicitation or advance, 

 A reprisal or threat of reprisal for filing a sexual harassment complaint. 

o Sexual harassment may be written, verbal, physical, online, or electronic, a gesture 
or display, or any combination of these. 

• Workplace Violence: This term refers to the attempted or actual exercise of physical force 
against a person, or any threatening statement or behaviour that gives a person reasonable 
cause to believe that physical force will be used against the person. 

 
3.0 POLICY 

The College of Paramedics of Manitoba’s values provide the foundation for creating a respectful 
workplace culture. Respect is identified as one of the components of the value of Integrity and 
reflects a shared core belief in valuing each individual and bringing trust to every relationship. 

3.1 Respectful Conduct in the Workplace. 

3.1.1  A Respectful Workplace incorporates courtesy, civility, consideration, 
and compassion. It is an approach, which actively respects individuals by 
avoiding bullying, harassing and discriminatory behaviors, which would have 
a negative impact on them. It involves taking responsibility for one’s 
behavior in the workplace. Some actions are reasonably well understood 
to cause harm (e.g., physical violence, name calling), and individuals must 
take responsibility for their own behavior and its impact on others, 
whether the behavior was deliberate, unintentional, or negligent. 

3.1.2 The College of Paramedics of Manitoba is committed to: 

3.1.2.1 Fostering a safe, healthy, and inclusive workplace which 
supports individuals’ physical, psychological, and social well-
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being,  

3.1.2.2 Promoting environments in which all individuals are free from 
inappropriate behavior, bullying, harassment and 
discrimination, sexual harassment, violence, and any behavior 
which may reasonably cause intimidation, offence or 
humiliation to another person or group, 

3.1.2.3 Supporting individuals to manage workplace differences; and, 

3.1.2.4 Providing an environment that respects and promotes human 
rights and personal dignity.  

3.1.3 Employees of the College have the right to expect courtesy, respect, and 
interactions free from inappropriate behavior in interactions with 
registrants, stakeholders, and the public.  

3.2 This policy is not intended to constrain legitimate work-related behaviors. For 
example, a supervisor engaged in attempting to address or correct misconduct or 
performance concerns. 

3.3 This policy is not intended to suppress healthy discussion or debate on work 
matters with colleagues, the public, registrants, or stakeholders. Respectful 
disagreement should be seen as an opportunity for growth.  

 
4.0 PROCEDURE 

4.1 Leadership specific responsibilities include: 

4.1.1 Assurance that this policy and the expectation of respect is 
communicated to all individuals within their scope of leadership and 
throughout the broad spectrum of contacts and relationships generated 
by the College operations; and 

4.1.2 Attention to prevention and early informal and/or formal resolution of 
interpersonal conflict, including attention to underlying and contributing 
issues. 

4.1.3 Investigating reports of inappropriate behavior,  

4.1.4 Addressing reports of inappropriate behavior with actions from informal 
resolution to performance management and termination if necessary.  

4.2 Individual responsibilities include: 

4.2.1 Conducting oneself in a respectful, non-discriminatory manner in the 
workplace and at work-related activities. 

4.2.2 Refraining from engaging in behaviors, which would reasonably be known 
to cause humiliation and/or intimidation, including verbal aggression or 
insults, calling someone derogatory names, harmful hazing, or initiation 
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practices, vandalizing personal belongings, gossip and/or spreading 
malicious rumors. 

4.2.3 Engaging in attempts at informal resolution in good faith. 

 

4.3 There are several options one can consider when they have experienced or 
witnessed inappropriate behavior: 

4.3.1 For less severe issues, (no safety concerns) employees should first try 
resolving the matter informally directly with the other person or, if 
needed with the facilitation of the Executive Director.  

4.3.2 If an employee is not comfortable addressing the situation informally or 
for more severe forms of inappropriate behavior (e.g. harassment, or 
violence), they must report the incident to the Executive Director.  

4.3.3 If the Executive Director is involved in the incident, it should be reported 
to the Chair of Council.  

4.4 Once reported, additional attempts may be made to achieve informal resolution 
and restoration of workplace normality.  

4.5 If informal resolution is not possible or practical due to the severity of the 
incident, disciplinary action up to termination may result.  

4.6 Reprisal/Retaliation/False allegations 

4.6.1 Employees must feel comfortable coming forward with concerns without 
fear of reprisal or retaliation,  

4.6.2 Any act of reprisal will be cause for disciplinary action. Reprisal can 
include but is not limited to an actual or harmful act, penalizing someone 
for making a report, withholding a benefit, or attempting to isolate or 
exclude an employee or co worker from work activities.  

4.6.3 If it is determined that a false complaint is made or one is made in 
retaliation for an earlier complaint, the employee who made the false 
allegation may be subject to disciplinary action. (This does not apply to 
allegations made in good faith that are found to be unproven after 
investigation).  

4.7 If an employee encounters inappropriate behavior from a member of the public, 
registrant, or other stakeholder, either in person, on the phone or via electronic 
means: 

4.7.1 The employee is empowered and encouraged to remind the other 
individual(s) of their rights under this policy and attempt to turn the 
interaction around,  

4.7.2 If unsuccessful in stopping the behavior, they may remove themselves 

4 



 

 

Respectful Workplace Policy ~ AI-5 

from the conversation, document the interaction and report it to the 
Executive Director.  

 

5.0 REFERENCES: 

• Government of Manitoba Civil Service Respectful Workplace Policy 

• Winnipeg Regional Health Authority Respectful Workplace Policy 

• Safe Work Manitoba “understanding Manitoba’s requirements for preventing 
harassment at work.” 

• The Manitoba Workplace Safety and Health Act 

 

5 


