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UNBC 

JOINT HEALTH & SAFETY COMMITTEE 

April 26, 2018 
1:00pm – 2:00pm 

Charles J McCaffray Hall – Senate Chambers 
 

Participants:  
Barb Daigle, (Employer Rep)- Co-Chair 
Sarah Elliott, (Employer Rep) Alternate 
Kerry Roberts, (Employer Rep) 
Twylla Hamelin, (Employer Rep) 
Andrea Gorrell, (Faculty Positional) 
Hossein Kazemian, (Faculty Employee Rep 1) 
Annie Booth, (Faculty Employee Rep 2)  
Alina Constantin, (Faculty Employee Rep 2) Alternate 
Helen Lapp, (CUPE Employee Rep 1)- Co-Chair 
Deb Schweder, (CUPE Employee Rep 1) Alternate 
Liz Dunn, (CUPE Employee Rep 2) 
Richard Pattinson, (CUPE Employee Rep 2) Alternate 
Lydia Troc– Health & Safety Manager, (Resource) 
Conan Ma, Chemical Safety Officer (Resource) 

 

Absent: 
Erik Jensen , (Employer Rep) 
Blanca Schorcht, (Employer Rep) 
Shelley Rennick, (Employer Rep) 
Janelle O’Meara, NUGSS Representative 
Vacant, (CUPE positional)  
 
Jennifer Skaar, (Recording Secretary) 
 
Alternates: 
Aaron Olsen, (Employer Rep) Alternate 
Sean Kinsley, (Employer Rep) Alternate 
Trevor Smith, (Employer Rep) Alternate 
Julie Wimmers-Klick (Faculty Employee Rep 1) Alternate 
Vacant, (Employer Rep) Alternate 
Daniel Erasmus, (Faculty Positional Rep) Alternate 
NUGSS Representative -Alternate 

Meeting Co-Chair: Helen Lapp 

 
Welcome to Kim Hess from WorkSafe BC who was invited to deliver a presentation on Workplace Bullying and 

Harassment.  Round table introductions. 
 

Kim Hess: 

The presentation was put together by a dedicated team of officers from various areas within BC who work either full 
time or part time on Bullying and Harassment complaints at WorkSafe BC.  In addition to her part time role on the 

team for Bullying and Harassment, Kim is a Hygiene officer for Worksafe conducting inspections for chemical, 
biological, ergonomic safety hazards as well as other safety hazards. 

 
From 1:00pm to 2:10pm 

PowerPoint Presentation delivered by Kim Hess for Joint Health and Safety Committees on Workplace Bullying & 

Harassment.  Members received a hard copy of the presentation.  Some key points: 

 Definition of Bullying & Harassment – Includes any inappropriate conduct or comment by a person towards a 
worker that the person knew or reasonably ought to have known would cause that worker to be humiliated or 

intimidated, but excludes any reasonable action taken by an employer or supervisor relating to the 
management and direction of workers or the place of employment. 

 

 Workplace interactions NOT considered to be Bullying & Harassment – Expressing a difference of opinion; 

offering constructive feedback, guidance, or advice about work related behaviour; reasonable action taken by 
an employer or supervisor relating to the management and direction of workers or the place of employment, 

which may include management a worker’s performance, taking reasonable disciplinary actions, and 
assigning work. 

 

 Employer duties regarding Workplace Bullying & Harassment – Take all reasonable steps to address to 

prevent where possible, or otherwise minimize, workplace bullying & harassment;  Develop a policy and 
implement procedures for workers to report incidents or complaints, procedures for how the employer will 

deal with incidents or complaints;  Inform and train workers on how to recognize, respond, and report 
bullying and harassment;  Annually review the bullying and harassment policy and procedures to ensure they 

are still current and effective. 
 

 Worker duties regarding Workplace Bullying & Harassment – Take reasonable care to protect themselves; 

protect the health and safety of others –(not engage in bullying & harassment; report if bullying & 

harassment is observed or experienced at work; apply and comply with the Employer’s policies and 
procedures). 
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 Supervisor duties regarding Workplace Bullying & Harassment – Take reasonable care to protect the health 

and safety of workers –(not engage  in bullying and harassment; apply and comply with the Employer’s 
policies and procedures). 

 

 Joint Health and Safety Committee duties regarding Workplace Bullying & Harassment – Current legislation 
states that Bullying and harassment complaints and investigations are outside of the realm of the JH&S 

Committees duties.  It is the Employer’s responsibility to review the policy annually and they can choose to 

involve the JH&S Committee and the Committee can submit recommendations to the Employer.  The 
Employer may disagree with the recommendations submitted by the JH&S Committee and can choose not to 

implement.  If the JH&S Committee do not agree with the Employer’s decision, the co-chairs of the 
Committee can go direct to their WorkSafe representative for resolution.  WorkSafe will only ensure that the 

Employer has met the minimum legislative requirements under the Act. 
 

Q&A From Committee Members to Kim Hess: 

 Q - Could a B&H complaint be submitted by a third party? 
A - Absolutely. Anyone can report if they witness an incident. 

 
Q – If a worker were to go to their Supervisor and advise they we being subjected to B&H but did not want 

the Supervisor to do anything about it, is the Supervisor obligated to do something because they know? 

A – The worker should be advised that they are obligated to report incidents of B&H and by telling their 
Supervisor, the Supervisor must report. 

 
Q – If you witness B&H are you obligated to tell the parties involved that you are reporting it? 

A – No you do not have to advise the parties involved in the incident.  It can be a sensitive thing but 
sometimes when a person is the target of B&H, they may not feel that they have the ability or power to do 

something about it.  

 
Q – What if a worker is fearful of retaliation as a result of reporting an incident? 

A – This then falls under separate legislation - Discriminatory Action legislation. 
 

Q – If there is retaliation that occurs due to a result of reporting an incident who determines or authenticates 

the retaliation claim? 
A – This would involve much more than the standard type of investigation.  It would be a very formal and 

involved investigation. 
 

Q – If a person suffering from mental health issues has a complaint, you indicated that they would be asked 
to write it down however the person may not have the mental capacity to write it down. 

A – It has been proven that writing the information down is very useful even if the basic details is all that is 

provided. 
 

Q – Should the JH&S Committee been involved in reviewing the B&H policy annually since 2013? 
A – It is actually the Employer’s responsibility to review the policy annually and to make sure it is effective.   

 

Q – What if the Employer’s B&H policy states it is still in draft? 
A – Whether the policy says draft or not, if it exists and is what is being followed for process, it would be 

recognized by WorkSafe as the B&H policy and would meet legislation. 
 

Q – Can you elaborate on the reference to ‘reasonable standard’ when it comes to investigating B&H 

complaints. 
A – Reasonable standard is what would an average, reasonable, prudent person do or think in relation to the 

B&H statement, action, inaction, or comment and would it be deemed harassing behaviour -intimidating or 
humiliating.  It differs between intent and effect and it is how an average person would react. 

 
Q – How can a person suffering from mental illness be compared to an average person? 

A – Each person’s response to a comment or conduct is based on their own feelings and emotions and if they 

feel it is B&H it should absolutely be reported.  Each are treated independently during an investigation- it is 
not black and white. 
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-Barb asked to comment based on legal advice and training she has received.  When a person submitting a 
B&H report is also suffering from mental illness, the reasonable person measure is applied to the Supervisor 

or whomever the complaint is being made against.  Even if twelve reasonable average people in a room feel 
that the incident does not fall under B&H, it does not diminish or devalue how the person making the 

complaint feels.  This is when the Health & Wellness representative would be engaged to find as many 

resources for that person. 
 

Q – Does WorkSafe BC engage in focus group research or how are decisions regarding WorkSafe BC policies 
made? 

A – WorkSafe BC policies are developed by our legal team – Prevention, Policy, & Equality group then it goes 
out to numerous groups Worker Groups, Employer Groups, Union Advisory Groups, Employment Advisory – it 

goes around the province for public consultation. 

 
Q – What does WorkSafe BC define a respectful environment as?  Actions such as someone rolling their eyes 

during a meeting or an outburst would these be considered disrespectful? 
A – It goes back to how it affects the individual and then following the B&H process. 

 

Q – It is Employer reps to investigate complaints of B&H unless there is a perceived conflict of interest, then 
an outside source is engaged.  Is there any issue with the Employer reps being the investigators? 

A – Employer reps can investigate providing the complaint does not involve them personally. 
 

Q – What should the expected timelines be for results from a B&H investigation? 
A – There are no clear timelines legislated for hearing back on investigations as each investigation can be 

very different.   

 
On closing Kim advised there is a lot of information on the WorkSafe web site pertaining to Workplace Bullying and 

Harassment that anyone has access to.   
 

Sarah Elliott announce that Monday, May 14th will be our first Safety Day from 11am to 2pm in the Wintergarden.  An 

announce message will be sent out shortly.  WorkSafe BC and ICBC will be on site along with information on 
ergonomics etc.  We would like the JH&S Committee members to participate and meet and greet our community 

members.  If anyone can think of pamphlets or information that would be relevant to safety, please contact Sarah.  
The launch of the Safety App and the Emergency Response website will be taking place on Monday.    

 

Helen motioned to have the balance of the meeting agenda deferred until our meeting in May as the presentation 
exceeded the meeting time.  All in favour to carry the agenda items to the next meeting. 

 
MEETING ADJOURNED AT 2:16pm  

   
ACTION ITEMS 

Item # Description  Who  Action 

18 - 001 Alertus & Safety App  Sarah Update 

18 - 002 Education Training  Sarah Update on  

18 - 007 Safety Newsletter  Barb Updates on development 

18- 008 Safety Audit action plan updates Sarah & Lydia Report on how action plans are 

tracking 

18-009 Committee Effectiveness Evaluation Report Helen & Lydia Produce a report for the Committee to 
review for submission to WorkSafe. 

18-010    

Standing-01 Management Response to Safety Audit 
Action Plans – standing item –quarterly 

updates reported to the committee  

Sarah & Lydia Updates: 
April 2018; July 2018; October 2018 

 


