EDUCATIONAL KIT

Online training on the prevention
of psychological harassment in
the workplace in the cultural sector

www.stopharassment.ca
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NOTE
Since January 1, 2019, under the Act respecting
labour standards, all employers in Quebec must
implement a psychological harassment prevention
and complaint processing policy.
The Stop harassment – End of story! online training
is intended for anyone working in the cultural sector,
whether salaried, on contract, volunteer or student.
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HOW TO USE
THIS EDUCATIONAL
KIT

This document contains the transcription of texts and videos by experts on the website
www.stopharassment.ca. We recommend that employers or team leaders first take the online
training and then provide support as they offer it to their work team.
An excellent printed reference document for any employer or team leader wishing to initiate
discussion on preventing workplace harassment with their work teams, this educational kit also
includes two activities at the very end to transfer the learning of work teams who have taken
the online training. These activities will allow your teams to better understand what constitutes
psychological harassment in the cultural sector, inappropriate behaviour and its consequences,
in addition to promoting discussion and reflection on the topic among colleagues.

www.stopharassment.ca
online training
Each of the three sections of the online
training takes 15-20 minutes, not including
the podcasts in the first section. You do not
have to do all three sections continuously.
Each section is distinct and has a specific
objective that is complementary to the
overall objective, which is to understand
and recognize harassment in order to
prevent, better manage and ultimately
help eliminate harassment by laying
a common foundation.
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INTRODUCTION
and training
goals

For a harassment-free
cultural sector!
In the wake of allegations of
inappropriate behaviour in Quebec’s
cultural sector, several groups have
joined forces to develop tools in order
to create a harassment-free workplace.
Our sector is distinct. The variety of
professions and workplaces makes
it difficult to understand what may
constitute harassment.
What constitutes harassment in our
sector? How can we recognize it?
Whose responsibility is it to stop
harassment? What prevention
methods should be used? Are we
required to report it? As a worker,
what is our role in prevention?
This online training course answers
these questions and many more.

Stop Harassment – End of Story!
The goal of this three-part training course is to help people understand
and recognize harassment in order to prevent, better manage and ultimately
help eliminate harassment by laying a common foundation.
Part 1

Understanding Harassment in Culture

Define the impact of harassment
Understand the specific characteristics of the cultural sector’s work environment
Part 2

Recognizing Harassment

Distinguish between what harassment is and isn’t
Recognize harassment in a work environment
Part 3

Preventing Harassment

Define employers’ and workers’ obligations
Explain the concept of consent
Identify risk factors
[ Expert capsules, animation video
and podcasts ]
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PART

1

understanding
HARASSMENT
IN CULTURE

Let’s create a harassment-free
workplace
We will ultimately create a harassmentfree workplace by not tolerating any
forms of abuse and by promoting a
culture of respect and communication.
How can we create this environment?
By understanding what harassment is
and its impact on our work environment.
In this first part, you will learn to:
Define the impact of harassment
Understand the specific
characteristics of the cultural
sector’s work environment

Stop harassment – End of story!
In Quebec, on June 1, 2004, psychological harassment provisions officially
came into effect at the Commission des normes de l’équité, de la santé et
de la sécurité du travail (CNESST).
Under this law in Quebec, psychological harassment includes sexual and
discriminatory harassment.
In 2017, a wave of accusations brought forward by the #MeToo and #MoiAussi
movement put the spotlight on harassment in the cultural sector.
These movements arose in the United States when sexual assault victims in the
film industry spoke out on social networks. Echoes were soon heard throughout
the world, particularly in Quebec.

What’s happening in the cultural sector today?
This wave of accusations has created a shockwave, leading our governments,
various professional associations and workplaces to take steps to end harassment.
Since January 1, 2019, under the Act respecting labour standards, all employers
and organizations in Quebec must implement a psychological harassment
prevention and complaint processing policy.
Harassment has a significant psychological impact on victims. That’s why
it’s essential to lay a common foundation for prevention in order to create
a harassment-free sector.

Let’s lay a common
foundation to finally
prevent harassment
in our sector.
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1

vidEo
Transcription

Harassment: why is it happenning?
« This is an environment that normalises certain behaviours. Human beings
adapt, so adaptive behaviours will make some new situations seem normal
over time when they really aren't. That's why some people, in some environments, will spend years perpetuating attitudes, comments and behaviours, to
the point where we don't notice anymore.
Only when somebody is deeply and visibly hurt that we'll hear: "Well, that's
because that person did that." And then others will chime in: "Yes, it's happened to me too." It's an environment that's kind of like in the background
and it stays that way until accidents start to happen. »

“But our sector is different!”
The working environment in the
cultural sector is indeed different.
Examples include:
Project-based and short-term
contracts
Changing workplaces
Non-standard working hours,
tours and social events

What are the effects of harassment?
« When we're faced with danger, we react like animals. We freeze. Our brain
goes into panic mode. It's fight or flight. But if the person cannot fight and
cannot flee, they freeze. Then the person is forced into a vulnerable position
that they don't want to be in but are powerless to change at that moment.
That's why a lot of individuals feel guilty after being subjected to harassment
or physical or verbal abuse, as if they somehow did something to provoke or
earn it, and some people will encourage that notion: "You must have done
something. You must have provoked them. You went there because you
wanted it." »
We don't have to accept that.
So the first thing to do when it happens is not to feel guilty, but to talk about
it. What's important is to not deny what has happened, but to deal with it
and become stronger in the process. »
– Pierre Faubert, psychologist
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1

Can harassment be
prevented without altering
the cultural sector?

Yes!
So where do we start?
First, let’s define some terms.

Employer
The use of the term employer in this training course refers to any person in a
company or in a position of authority who remunerates a person for whom the
employer provides a job to be performed, provides instructions regarding the
working conditions, oversees this work, penalizes inadequate work performance,
etc. The employer may be a corporation or an individual such as a producer
or project manager who has self-employed workers under their authority.
Worker
The term worker used in this training course may refer to any:
employee (worker and immediate superior)
contractual or self-employed worker
trainee or student (paid or unpaid)
volunteer
board member
Workplace or work environment
Any virtual or real place where a person works. The legal definition of the
workplace or work environment is broader in the cultural sector than only
the physical place (theater, gallery, film set, etc.) where a person goes to work.
It may include the place where a person goes to work, an activity organized
in the course of work and, under certain circumstances, a social activity
depending on when the activity takes place and who participates in it.
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RECOgnizing
harassment

It’s not always easy to
recognize harassment.
To determine whether the case
constitutes harassment, the presence
of five cumulative aspects must be
proven.
However, some situations do not
constitute harassment. Can you tell
the difference between harassment,
incivility and management rights?
In this second section of the training
course, you will learn to:
Distinguish between what
harassment is and isn’t

Let’s begin with some harassment myths:
In Quebec, rather than referring to workplace bullying, we usually refer to
psychological harassment in the workplace, which is clearly legally defined
under section 81.18 of the Act respecting labour standards.
Myth #1 – Bullies Know Exactly What They Are Doing
According to Noble (2007), most adult bullies (estimates say 75-95%) are
unwitting. They have no idea of the impact that their behaviour has on the
people around them.
Myth #2 – Bullies Prey On the Weakest and Most Vulnerable
According to Noble (2007) 1, in the workplace, this is not always the case.
Sometimes, people who are very competent, well liked, and ethical become
targets because they are regarded as a threat by those who are less capable
and less popular, and because they are potential whistle-blowers.
Myth #3 – Bullies Are At the Top of the Food Chain

Recognize harassment in a work
environment

Not always. According to INSPQ2, you can be bullied by anyone. Perpetrators
of psychological harassment often try to silence witnesses. Harassers may
be colleagues, superiors, subordinates or people who have no employment
relationship with the victim’s workplace.

Sources :
1 Noble, M., Le harcèlement psychologique au travail 101 : quand le personnel enseignant ou
l’administration devient les cibles ou les intimidateurs, Revue Santé et apprentissage, Ottawa,
Éd. Fédération canadienne des enseignantes et enseignants, Printemps 2007.
2 Pelletier, M., Lippel, K. et Vézina, M., Harcèlement psychologique au travail, sd, site Web de
l’Institut national de santé publique du Québec (INSPQ), visité en 2019, https://www.inspq.qc.ca/
risques-psychosociaux-du-travail-et-promotion-de-la-sante-des-travailleursl/harcelementpsychologique-au-travail .
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video
Transcription
“If we can’t believe the myths,
then how can we recognize
harassment?”
Let’s begin by describing it.
5 cumulative aspects
Harassment isn’t always obvious;
it may take the form of insults,
hurtful words or obvious gestures.
To recognize it, we need to monitor
5 cumulative aspects:

Recognizing harassment

1. Vexatious behaviour
« Harassment is vexatious behaviour in the form of gestures, behaviours,
words or actions that offend someone. behaviours, words or actions that
offend someone. The vexatious element comes from denigrating, insulting,
and generally crossing the line.
It could be, for example, insulting someone in front of everyone, isolating
them, or reprimanding someone in front of the entire team for something
they've done, so anything that hurts someone's self-esteem. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop

vexatious behavior

2. Repetitive or serious behavior

in the form of repeated conduct,
verbal comments, actions or
gestures

« "Repeated" isn't determined by a specific number of occurrences, but
rather spread out through time. Think of it as water dripping. The first few
drops are okay, but over time, it becomes very irritating. So there's no
definite time frame, it's not one month, two months, three months. It's an
accumulation that exceeds the normal limit.

that are hostile or unwanted
that affect the employee’s dignity
or psychological or physical integrity
that make the work environment
harmful.

For example, if you regularly tell someone that they're incompetent. If it only
happens once, it's not harassment, but if you tell them every week or every
day or every time that they're incompetent and always question their level
of competence, it becomes vexatious and it becomes harassment.
Although the definition implies repeated behaviour over time, a single
instance of serious misconduct can constitute psychological harassment.
For example, a fistfight in the workplace, sexual assault, touching someone
against their will or attempting to rape them constitute a single serious
offense that will be treated as psychological or sexual harassment. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop
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video
Transcription

3. Hostile or unwanted behaviour
« Hostile or unwanted means behaviour that is hostile towards someone,
upsetting and offending them, or specific behaviour that they have previously cited as offensive to them but that the other person doesn't stop
repeating, thus falling into the hostile and unwanted category. »
– Hubert Côté, Senior Councellor, Relais Expert Conseil

4. Affecting dignity or integrity
« People will sometimes bear physical or psychological consequences.
They're not necessarily permanent, but they're serious enough to leave a
mark on someone. »
– Hubert Côté, Senior Councellor, Relais Expert Conseil

5. Harmful work environment
« The person ends up not wanting to go to work anymore or feeling uncomfortable at work. They can feel stressed or anxious before going to work and
they can miss work. They can feel ill and have trouble performing at work. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop

For it to be
harassment,
these 5 elements
must be present.
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Psychological
harassment
The definition of psychological
harassment found in the Act respecting labour standards includes sexual
harassment at work and discriminatory harassment based on any one
of the grounds listed in section 10
of the Charter of Human Rights
and Freedoms: race, colour, sex,
pregnancy, sexual orientation, civil
status, age except as provided by law,
religion, political convictions, language,
ethnic or national origin, social condition, handicap or the use of a means
to palliate this handicap.
A single serious incidence of such
behaviour may constitute harassment
if it has the same consequences and
if it produces a lasting harmful effect
on the employee.
Source : Loi sur les normes du travail,
article 81. 18

Sexual harassment
Sexual harassment may take the form of various verbal, non-verbal or physical
behaviours, which may be clearly unacceptable or more subtle.
Examples include:
Verbal sexual harassment
Offensive and degrading jokes
Remarks about physical appearance
Jokes that disparage sexual identity or sexual orientation
Use of inappropriate nicknames (“dear,” “honey”)
Insistent and repeated invitations
Unwanted calls, emails or text messages
Explicit sexual advances
Spreading sexual rumours
Non-verbal harassment
Being whistled at
Leering, especially directed at private parts
Display or sending of degrading or pornographic images
Sexual gestures
Unwanted visits or gifts
Physical sexual harassment
Any unjustified and unwanted physical contact such as tickling, grabbing,
touching, kissing, etc.

Discriminatory harassment
Discriminatory harassment occurs when vexatious conduct concerns any
of the grounds protected by section 10 of the Quebec Charter of Human Rights
and Freedoms:

In Quebec, the definition of
harassment in the Act respecting
labour standards is the most
commonly recognized and used.
It uses the term “psychological
harassment,” which also
includes sexual harassment
and discriminatory harassment.

race
colour
sex
gender identity or expression
pregnancy
sexual orientation
gender expression
civil status
age except as provided by law
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religion
political convictions
language
ethnic or national origin
social condition
a handicap or the use of any means
to palliate a handicap.
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You are now familiar with the
definition of workplace harassment
and the various types of harassment.
Now, do you know what ISN’T
harassment?

What isn’t worplace harassment ?
Harassment in the cultural sector is a reality. However, it’s necessary to make the
correct diagnosis before crying wolf. To avoid misunderstandings, it’s important
to know how to identify each behaviour, since not all vexatious or unwanted
behaviour is necessarily harassment.
Inappropriate behaviour
Inappropriate behaviour is an act or a comment that may seem trivial but is
unacceptable. It can occur due to work-related stress, a tight deadline, difficult
working conditions or professional constraints. Examples include:
Criticizing or judging the opinion of others
Slamming the door out of anger
Throwing an object, swearing or having a negative and contemptuous attitude.
When inappropriate behaviour is isolated, it doesn’t constitute harassment.
However, it may become harassment if the behaviour recurs and is directed
towards a particular person.

remember!
To recognize harassment,
we need to monitor the following
5 cumulative aspects:
Vexatious behaviour
Repetitive in nature or a serious
isolated act
Verbal comments, gestures
or behaviours that are hostile
or unwanted
Affect the person’s dignity
or integrity
Harmful work environment
In Quebec, the term “psychological
harassment” includes sexual
harassment and discriminatory
harassment.
It’s important to distinguish
harassment from inappropriate
behaviour, incivility and
management rights.

Incivility
Incivility is deviant behaviour with ambiguous intent to harm the target, in violation
of workplace norms for mutual respect. Examples include:
Inappropriate jokes and comments
Interrupting or cutting in on a conversation
Intentionally ignoring the person who is speaking to us or refusing to cooperate
Commenting on a person’s appearance or imitating them
Incivility is an occasional or isolated lack of respect. However, it can constitute
harassment if it’s serious or may become harassment if the behaviour is repeated
and targets a particular person.
Management rights
This refers to the employer’s right to manage anyone who works for them
and make decisions related to the company’s profitability. For example:
Work organization and assignment of tasks
Management of performance, discipline and absenteeism
Performance evaluation
Application of sanctions, layoffs, dismissal and breach of contract
To the extent that an employer treats all workers equally, that their actions are
respectful and they do not exercise management rights in an abusive, arbitrary,
discriminatory or unreasonable manner, these actions do not constitute
psychological harassment.
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Test your
knowledge!
Answers at page 23

B 1. Vexatious behaviour

1 	Which situation could be considered to

2. Repeated and hostile or unwanted conduct
3. Affect the person’s dignity or integrity
4. Violent person
5. Harmful work environment

be connected with the work environment?
Select the correct answer.

A At the end of a shoot, you extend your stay at the
hotel on the weekend to visit the city.

C 1. Inappropriate behaviour

B There’s a cocktail party organized by the team in

2. Repeated, hostile or violent characteristics
3. Affect the person’s dignity or integrity
4. Aggressive person
5. Harmful work environment

a bar after the filming day.

C You live with a colleague and spend time together
at home.

2 	In the following examples, which behaviours

4 	Which statement does not constitute

concern grounds of discrimination under
the Quebec Charter? Select the correct
answer.

harassment, even if the actions are
repeated? Select the correct answer.

A Criticizing an other worker’s private life during

A Organizing a team dinner at 8 p.m. despite the fact

the project.

that four employees have indicated that they will be
absent due to family obligations.

B As a director, being unaware of a worker’s presence.
C As an employer, imposing a very tight deadline on

B Failing to adapt the lunch menu for three employees

employees to finish a project

who prefer to eat vegetarian.

D Suggesting again to a colleague to go have a drink

C Excluding an employee from networking activities

after the filming, even after she refused several times.

with male clients in a cigar bar so she doesn’t feel
uncomfortable.

5 	In the following list, which statement
constitutes sexual harassment? Select
the correct answer.

3 	To determine whether the case constitutes
psychological harassment, the presence
of five cumulative aspects must be proven.
What are these five aspects? Select the
correct answer.

A Flirting between two colleagues.
B Showing an interest in a colleague.
C Leaving a colleague’s home to go to work after

A 1. Vexatious behaviour

a wild night.

2. Repetitive in nature or a serious isolated act
3. Verbal comments, gestures or behaviours that
are hostile or unwanted
4. Affect the person’s dignity or integrity
5. Harmful work environment

D Whistling at a shop assistant when she passes by.
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preventing
harassment

For a harassment-free
workplace
We’re all responsible for preventing
harassment in our work environment.
However, are we required to report it?
Certain risk factors may be conducive
to harassment. How can we prevent
harassment?

Employer’s responsabilities
Employers have a responsibility to create a harassment-free environment
for all types of workers they employ.
For example, to prevent harassment, they can:
Inform workers of their commitment to harassment prevention and
encourage them to maintain a healthy work environment
Explain harassment prevention and intervention measures
Pay attention to any signs

In this third section, you will learn to:
Define employers’ and workers’
obligations
Explain the concept of consent
Identify risk factors

Defuse any problem situations at the first signs of inappropriate behaviour!
Harassment prevention policy
Since January 1, 2019, all employers, regardless of the sector, are required to
implement a harassment prevention and complaint processing policy. This must
include a specific section on unwanted conduct, words, acts or gestures of a
sexual nature.
Employers must also put an end to any harassment brought to their attention.
Employers aren’t the only ones in the equation!
The cultural sector employs more than 150,000 workers in Quebec: permanent
and contractual employees, self-employed workers, employees of subcontractors
(security, catering, etc.), volunteers, trainees, students, etc.
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video
Transcription

Workers’ responsibilities
Workers are required to adopt professional conduct. What does this mean?

« There are a lot of self-employed
and freelance workers in the cultural
community, and unfortunately, these
precarious jobs can create situations that are prone to harassment
because the self-employed or
freelance worker is reliant on their
job providers and thus have to stay
on their good side if they want to
have contracts and job opportunities
in the future.
We have observed that most
harassment and assault instances
happen in workplaces such as
these, where there is inequality in
terms of power. Precariousness is
unfortunately very common in the
cultural community and it's one of
the factors that contribute to making
these environments prone to
harassment.»
– M e Sophie Gagnon,
Executive Director, Juripop
« Self-employed workers are not
protected by labour standards,
they're not considered employees,
so they cannot file a complaint for
sexual or psychological harassment
with labour standards authorities. »

Perform the work for which they were hired
Carry out the tasks and responsibilities assigned to them
Comply with their employers’ policies
Comply with norms of civility and respect in their work environment.
In short, workers are required to help create and maintain a harassment-free
workplace.
The self-employed workers
The cultural sector has many self-employed workers.
Self-employed workers are not covered by the Act respecting labour standards.
However, this does not mean that nothing can be done if harassment occurs.
Depending on the situation, various recourses may be available:
Employer's or broadcaster's policy
Union
Commission des droits de la personne et des droits de la jeunesse
(in cases of sexual or discriminatory harassment)
CNESST, division santé et sécurité au travail
Civil remedies
Police

Every situation is unique. Ask your employer,
board of directors or union.

– M e Virginie Maloney,
Project Coordinator,
L’Aparté, Juripop
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video
Transcription
consent

Consent: Noun. To accept or give permission.

Consent is the act of agreeing to an
action or a project.

« Consent in the cultural community is a bit particular, because there are often
circumstances that will create situations in which some gestures or behaviours
occur that would qualify as harassment in any other work environment. »

In the cultural sector, we may be
persuaded to consent to behaviours
which, under other circumstances or
in other workplaces, could constitute
harassment.
Asking for consent is extremely
important!
Some notes on consent:
Saying yes once doesn’t mean
yes forever.
• We have the right to change
our minds.
• Not saying no doesn’t mean
we agree.
• Inappropriate behaviour doesn’t
become more acceptable because
consent has been given.
Also, we’re used to thinking that
consent only applies to physical
contact. However, we must ask for
consent for any gesture or behaviour
that is different from established
norms or that could make someone
feel uncomfortable.

– Hubert Côté, Senior Councellor, Relais Expert Conseil
« There can be some physical contact, for example between dancers or circus
performers, where you have to touch the other person. However, before you
go and touch someone in that context, it's important to ask first: "I'm going to
touch you, is that okay? I just want to show you how the move is done.”
Even in environments where you have to undress in front of someone else,
for example if you have to change between scenes, that doesn't give people
the right to watch you shower or touch you. »
– Me Virginie Maloney, Project Coordinator, L’Aparté, Juripop
« Consent doesn't apply exclusively to sexual harassment. Psychological
harassment is also defined as hostile or unwanted, so there's consent involved
there too, but in the case of sexual harassment, the limits are much more
defined.
If you slap someone across the face during a shoot, it would qualify as harassment even if it only happens once. If you hit someone, it's physical assault and
it could even constitute harassment, but in the context of cultural environment,
consent would be implied because it's required by the scene you're shooting. »
– Hubert Côté, Senior Councellor, Relais Expert Conseil
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video
Transcription
Consent once, consent forever?
« We're under the impression that consenting to kissing someone or going home
with them or taking off our shirt means consenting to everything beyond that, but
it doesn't. Consent must be reiterated every step of the way. That also means you
can fool around and have fun with someone without necessarily going further
than that. So, the lesson here is that consent doesn't just happen once, but at
every step of the encounter. »
– M e Sophie Gagnon, Executive Director, Juripop
What if I change my mind?
« Consent can be withdrawn at any time. It may seem weird, but even in the
middle of a kiss or during intercourse, we have the right to change our mind
and withdraw consent. »
– M e Sophie Gagnon, Executive Director, Juripop
Can anyone force me to consent?
« Consenting also means being awake the whole time. If you're under the influence of drugs or alcohol, you can't make an informed consent. If someone is high
or drunk enough to fall asleep or is almost in an alcohol-induced coma and
someone takes advantage of it by undressing them or having intercourse with
them, that is sexual assault. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop
« Another situation that we often hear about is on a movie set or up on stage,
you're forced to kiss someone or be kissed or touch someone or be touched.
Touching or kissing someone is a sexual activity that requires consent
and that consent must be free, so if you're being forced to kiss or touch
someone, it goes against the notion of free consent and can constitute sexual
assault. Depending on the collective agreement in place, it can also constitute
a violation of the terms of the agreement. »
– M e Sophie Gagnon, Executive Director, Juripop
« Just because our workplace has tolerated these situations for a long time
doesn't mean we have to continue to work in a toxic environment. If you go to
court, the judge won't be from the cultural community. He's going to enforce
the law as is. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop
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Look for signs!
Some conditions may be conducive to harassment. They may be related
to the work environment or relationships. For example :
A stressful work environment
Tight deadlines
A competitive environment
Inconsistent demands
Conflict among colleagues
Abuse of authority
A lack of recognition
New colleagues who have difficulty integrating
Rumours and gossip
A worker’s personal problems
A high level of tolerance of incivility
The presence of risk factors doesn’t necessarily mean that harassment will occur.
It simply means that the conditions are conducive to harassment.
What should you do if you witness or are involved in a risky
situation?
Defuse the situations over which you have control. By ignoring risky situations,
things often get worse.
Initiate dialogue, even if it’s delicate.
Stick to the facts: description of gestures, circumstances, comments.
Express your own feelings; don’t blame the other person.
Ask questions to find out the other person’s intention.
Listen to and respect the other person’s feelings.
Set boundaries while remaining polite.
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Do we have a legal obligation
to report harassment if we
witness it?
If you witness harassment, tell your
immediate supervisor.
If they’re involved, talk to their superior,
the human resources manager, your
union or board of directors, depending
on your situation.
“But is it harassment?”
It’s not always easy to determine
whether or not it’s harassment. If in
doubt, talk about it! To prevent harassment, it’s important to take action as
soon as you identify a risky situation.

video
Transcription
I’m a witness. What do I do?
« Every employer and every employee has to take part in creating a safe
work environment, free of harassment. Concretely, that means that if anyone
witnesses harassment, there are certain steps we can take to prevent and
stop that behaviour. Some of these are very simple. For example, if someone
consistently raises their voice when speaking to someone, you can position
yourself between them to defuse the situation, and if you then see that the
person who was harassed is shutting down and isolating themselves from
their colleagues, go to them and ask how you can help, if they need someone
to go with them to see the employer or director. Let's be creative in the ways
we prevent and stop harassment, because harassment almost always takes
place in front of an audience. »
– M e Sophie Gagnon, Executive Director, Juripop
Do I have to denounce it?
« The answer is no. However, the employer has the obligation to maintain a
work environment that is free of harassment. If nobody comes forward with
harassment allegations, they can't act on it, so as a witness, it's better to go
see the employer so they're aware of the situation and can take appropriate
measures to put an end to the harassment. »
– M e Virginie Maloney, Project Coordinator, L’Aparté, Juripop
What if I’m not sure if it’s harassment?
« The employer also has the obligation to prevent sexual and psychological
harassment in the workplace, so even if that little slap on the behind doesn't
constitute harassment yet, it could be the tip of the iceberg and it could be
enough to allow the employer to step in and stop the behaviour. So whenever
possible, if you witness these behaviours, denounce them. »
– M e Sophie Gagnon, Executive Director, Juripop
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3

Conclusion
Are you an employer?
Implement a prevention policy (it’s the law!)
Inform your teams about the importance of preventing harassment.
Quickly deal with any harassment situation reported to you.
Are you a worker?
Ask for consent when necessary.
Remain respectful and professional under all circumstances.
Look for signs in your environment.
Defuse problem situations as soon as they occur.
Communicate (that’s the key!)

Everyone must help
prevent and eliminate
harassment in the
cultural sector.
We’re all responsible
for stopping harassment.
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3

Test your
knowledge!
Answers are at page 23

1 	Being harassed by a colleague by email,

4 	In the workplace, is being civil and

text message or on social networks
constitutes workplace harassment.

respectful of everyone a choice or
an obligation?

A True

A Choice

B False

B Obligation

2 	Which of these workplace situations

5 	Which of these obligations are the

require consent before taking action?

workers’ responsibility?

A Asking a colleague to go for a drink.

A Deal with any workplace harassment.

B Providing first aid to a colleague who is unwell.

B Be respectful and professional under all
circumstances.

C Putting your hand on a colleague's shoulder.

C Report any harassment they have witnessed.
3 	Which of these statements represent
risk factors for the development of
harassment?

A An employer who systematically reprimands team
members who are late.

B An employer who aggressively shouts an instruction.
C Deciding to participate in all of the organization’s
activities.
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answers

TEST YOUR KNOWLEDGE

PART

PART

2

3

1 Answer: B

1 Answer: A – TRUE

The concept of the work environment in the cultural
sector is very broad. It includes work-related social
events, training and communication (email, phone,
text message, etc.).

The work environment is not only defined by a physical
place, but also by the nature of the relationships among
individuals. It also includes virtual places.

2 Answer: C

2 Answer: C

In principle, every time someone has to be touched
in the workplace, their consent is required. However,
consent may not be required if there is an emergency
and the person’s life or physical integrity is threatened.

This situation constitutes gender discrimination.
The employer must consider the applicant’s skills
and experience in their professional development.

3 Answer: A

Showing an interest in someone does not require prior
consent; however, if this person refuses, you must accept
this refusal.

According to Section 81.18 of the Act respecting labour
standards, psychological harassment is characterized
by the following five cumulative aspects: 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 that results in a harmful work environment for the
employee. A serious isolated act could be considered
harassment.

3 Answer: B
The employer has a right to manager their team and to
take disciplinary action when necessary. To the extent
that they exercise this right in a polite and respectful
manner, this is not a risk factor.

4 Answer: B

4 Answer: C

Respect in the workplace is an obligation for everyone in
the workplace. In other words, having good interpersonal
skills should not be considered a desirable skill in the
workplace, but rather as a personal obligation and an
essential component of each employee’s work.

Unless proven to be abusive and inappropriate, this
situation concerns the employer's management right.

5 Answer: D
Sexual harassment is not just a touch or physical gesture.
Sexual harassment in the workplace refers to all unwanted
forms of sexual attention or advances causing discomfort
or fear that threaten the well-being or employment of the
harassed person.However, flirting is allowed and does not
constitute sexual harassment unless it recurs despite the
person’s refusal.

5 Answer: B
It is the employer’s obligation to deal with any workplace
harassment.
Whether you are a victim or witness, you are not required
to report harassment.
However, it is important to report harassment in the
workplace so that actions can be taken to stop it.
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activities

to support
online training
After taking the Stop harassment – End of story! online
training, it is important to allow workers to reflect and
discuss psychological harassment in their own work
environment.
Offering an activity to transfer learning to your work teams
may provide an opportunity for reflection and interesting
discussion on the prevention of workplace harassment and
how to apply this learning to various workplace contexts.
Before beginning activities or discussion, it is important to
educate your staff so that everyone welcomes different
points of view.
The following two activities (under one hour) are aimed
at mobilizing staff to prevent psychological harassment
in their work environment.
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activity

1

Commitment
(40 minutes)

STEP 3

Everyone (15 minutes)

Preparation and implementation
by the employer or team leader

Bring everyone back together.

The Commitment activity aims to implement concrete

Ask the teams to share their three actions. The teams can
discuss or ask for details about what is proposed. It is likely
that the answers from team to team will be similar. At this
point, it is important to foster a common understanding
of each action.

actions to prevent harassment. More specifically, the
objective of this activity is to enable work teams to adhere
to common prevention strategies. It is a powerful tool
to mobilize your team in order to create a healthy and
respectful work environment.

Write down the proposals on a board or large sheet of
paper that everyone can see.

Required materials
Board or large sheets of paper
Scrap paper or post-it notes
Pencils and markers

STEP 4

Vote (5 minutes)
Let’s vote!

Procedure

Participants can vote by a show of hands or by secret
ballot, as they wish.

step 1

Individually (5 minutes)

The three actions with the most votes will be put into
practice.

Ask your workers to individually answer the following
question:

STEP 5

What three actions can be taken to prevent harassment
in our work environment?

Commitment
To affirm the commitment, email the results to your
work team.

STEP 2

Small groups (15 minutes)

Be creative!
Depending on the number of participants, ask your
workers to form teams of 2-6 people. Their task is to
discuss and agree on three common actions.

Write down these three actions on a poster, board,
placemats, etc. Also, feel free to post the results in a
few places in the office so they are visible at all times.

Provide each team with a large piece of paper, pencils,
markers and post-it notes on which they can write their
answers.
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activitY

2

Self-reflection

Participants must answer the questions anonymously,
circling “yes” or “no” for each question, then place their
forms in the envelope. Collect the envelopes and count
them.

(30 minutes)
Preparation and implementation
by the employer or team leader

Note: For this step, you don’t have to bring everyone
together in the same room. For example, you can invite them
to answer questions from their workstation whenever they
want or ask these questions in the form of an anonymous
online survey. It is important to encourage team discussion
about the results, for example, during a team or work
meeting.

This activity allows workers to look at themselves and
consider certain characteristics of the cultural sector.
The objectives of this activity are as follows:
1. Create an atmosphere that promotes respectful dialogue.
2. Gain a better understanding of the team’s perception
about psychological harassment.

STEP 2

Required materials

Everyone (25 minutes)

Envelopes (one per person)
Printed form (see appendix)

Share the answers to the three questions with the group.
For example: “On the team, there are 12 ‘yes’ and 8 ‘no’
responses to question 1.”

Procedure
STEP 1

Then ask them the following questions:

Individually (5 minutes)

Why is harassment an issue in the cultural sector?

Print the form (in the appendix) as many times as necessary
and cut out each section as shown.

How can I stop harassment in my workplace?
Discuss these questions based on the results you just
shared. Remember that silences are also times to learn
and reflect. Let these moments of silence have their effect.

Hand out one section of the form and one envelope to all
participants.
Ask them to respond confidentially to the three questions
on the form:
1. In your workplace, are there commonly accepted
behaviours that should be changed (or banned)?
2. Have you ever exhibited vexatious behaviour without
realizing it?
3. Have you ever been subjected to such behaviour?
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2

Appendix
Form to be printed for activity 2 – Self-reflection
Cut along the dotted lines and give each person one form and one envelope; or provide a box to collect the forms.

1

In your workplace, are there commonly accepted behaviours that should be changed
(or banned)?

Yes

No

2

Have you ever exhibited vexatious behaviour without realizing it?

Yes

No

3

Have you ever been subjected to such behaviour?

Yes

No

1

In your workplace, are there commonly accepted behaviours that should be changed
(or banned)?

Yes

No

2

Have you ever exhibited vexatious behaviour without realizing it?

Yes

No

3

Have you ever been subjected to such behaviour?

Yes

No

1

In your workplace, are there commonly accepted behaviours that should be changed
(or banned)?

Yes

No

2

Have you ever exhibited vexatious behaviour without realizing it?

Yes

No

3

Have you ever been subjected to such behaviour?

Yes

No

1

In your workplace, are there commonly accepted behaviours that should be changed
(or banned)?

Yes

No

2

Have you ever exhibited vexatious behaviour without realizing it?

Yes

No

3

Have you ever been subjected to such behaviour?

Yes

No
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REsources

For an up-to-date list of resources available on the website,
please visit the Resources page of www.stopharassment.ca.

Additional resources for victims and witness
Crime victims assistance centre
https://cavac.qc.ca/en/
Centre d’aide et de lutte contre les agressions
à caractère sexuel
Quebec coallition of sexual assault centers
http://www.rqcalacs.qc.ca/index-en.php

Are you a victim or witness of harassment?
L’Aparté provides free support services for any individuals
in the cultural sector who have been subjected to or have
witnessed harassment or violence in the workplace.

Centre pour les victimes d’agression sexuelles
de Montréal
Montreal Sexual Assault Centre
http://cvasm.org/en/

The website is in French only, but services are offered
in English.
www.aparte.ca
450 396-9449 ou 1 833 LAPARTE

Groupe d’aide et d’information sur le harcèlement
sexuel au travail
Help and Information Center on Sexual Harassment
https://www.gaihst.qc.ca/home

The Government of Quebec also offers a listening,
information and referral hotline for victims of sexual
assault, their families and caregivers.

Do you want to file a complaint?

1 888 933-9007

Commissions des normes, de l’équité, de la santé
et sécurité au travail (CNESST)
If you are an employee, you can file a complaint with
the CNESST – division les Normes du travail.

Do you work or study in the cultural sector?
Many associations, unions and institutions provide
assistance and support services for victims and witnesses
of harassment. Click on this link to find out which organizations offer these services.

https://www.cnt.gouv.qc.ca/en/in-case-of/psychologicalor-sexual-harassment/index.html
Commission des droits de la personne et des droits
de la jeunesse
In cases of sexual or discriminatory harassment, you can
file a complaint with the Commission des droits de la
personne.

Associations, unions and institutions that provide
assistance and support services for victims and witnesses
of harassment (adresse URL ?)

http://www.cdpdj.qc.ca/en/plainte/Pages/default.aspx
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REsources
(continued)

Commission canadienne des droits de la personne
In cases of sexual or discriminatory harassment, you can
file a complaint with the Human Rights Commission if
your work was with a federal company.

Additional resources for harassment
prevention
Canada Council for the Arts – Respectful Work Places
http://respectfulartsworkplaces.ca/

https://www.chrc-ccdp.gc.ca/fra/make-a-complaint

Cultural Human Resources Council (CHRC)
https://www.culturalhrc.ca/announcements/2018/
PR2018-09-18-e.php

Civil remedy
If you are self-employed, you can bring an action for
damages against your abuser. You are advised to consult
a lawyer

Legal references
Éducaloi
https://www.educaloi.qc.ca/en

Professional associations
Various professional associations provide for a harassment
grievance procedure in their collective agreements.
Contact your association.

Loi sur les normes du travail
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/N-1.1
Charte des droits et libertés
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/C-12

Police
In the event of a criminal act, you can file a complaint
with the police.

Commissions des normes, de l’équité, de la santé
et sécurité au travail (CNESST)
https://www.cnt.gouv.qc.ca/en/in-case-of/psychologicalor-sexual-harassment/index.html
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